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Abstract 

The survival of the small business industry is important to the United Sates workforce 

and economy. The purpose of this multiple case study was to explore leadership 

strategies of 2 small business managers in a manufacturing setting who had a 

demonstrable record of improving employee performance to meet organizational goals. 

The conceptual framework for this study was Burns and Bass’s transformational 

leadership theory. The small business managers were from 2 small manufacturing plants 

in the coastal plains region of South Carolina. Data were collected from semistructured 

interviews, archival documents, and observations of the managers during their daily 

activities. Data analysis included identifying relevant themes using the comparison 

method. Data were compared at each phase of the data collection process, revealing 

themes of following a vision, self-efficacy, self-determination, and need fulfillment. 

Findings suggest that other small business managers in similar contexts may improve 

employee performance using the transformational leadership approach, especially when 

employee encouragement, managerial experience, and adaptation are present. Small 

business managers and owners can benefit from the study results by using these findings 

to improve employee performance. 
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Section 1: Foundation of the Study  

Managers in the small business sector may need to understand the importance of 

leadership strategies to improve employee performance. The small business sector in the 

United States accounted for 63% of new job creation in 2014 (U.S. Small Business 

Administration [SBA], 2014). Due to the relevance of the small business sector on the 

performance of the workforce, providing information on best practices is essential. In this 

study, I intend to bridge the ideas between academia and industry, so small business 

practitioners understand the relevance of leadership strategies. 

Background of the Problem 

A small business is an independently owned organization with fewer than 500 

employees (SBA, 2014) that operate for profit and are not dominant in their field (SBA, 

2013). Small businesses represent half of the labor force in the United States and create a 

half a million new businesses monthly (SBA, 2014). Despite the impact on the 

workforce, in the first 5 years of operation, 50% of all small businesses and 30% fail in 

the first 2 years (SBA, 2014; Solomon, Bryant, May, & Perry, 2013). Some scholars 

believe that despite the increase in leadership studies, a gap still exists in leadership 

knowledge (Klein & Salk, 2013). Researchers have studied how the different leadership 

styles of small business managers affect survival, but research is lacking on which 

leadership strategies improve employee performance. By sharing the findings from this 

study, my results may influence managers by demonstrating how leadership strategies 

can improve employee performance.  
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According to the opinions of scholars, the proper leadership of human capital in 

small businesses leads to organizational success (Baptista, Karaöz, & Mendonça, 2014; 

Germain, 2012). Small business managers help improve and build the economy and 

community by creating jobs; therefore, the existence of small businesses is relevant. 

Scholars have not explored how leadership influences the small business sectors in depth 

(Marcella & Illingworth, 2012). Through this study, I may influence small business 

managers by exploring the influence of leadership strategies in successful small 

businesses. Based on the background information provided, the business problem 

follows.  

Problem Statement 

An estimated 50% of small businesses in the United States fail to thrive in the 

first 5 years of start-up, and 30% fail in the first 2 years (SBA, 2014; Solomon et al., 

2013). In the United States, failing small businesses represent 39% of the gross national 

product and more than 50% of the jobs generated annually (SBA, 2014). The general 

business problem is that small business managers lack the knowledge to sustain a 

business beyond 5 years. The specific business problem is that some small manufacturing 

business managers lack the leadership strategies to improve employee performance. 

Purpose Statement 

The purpose of this qualitative multiple case study was to explore how small 

manufacturing business managers use leadership strategies to improve employee 

performance. The targeted population was small business managers from two small 

manufacturing plants in the coastal plains region of South Carolina. These managers used 
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leadership strategies to improve employee performance making them appropriate to 

solicit for data collection. Small businesses account for 97% of employers in South 

Carolina, and manufacturing facilities account for about 5% of firms that employ South 

Carolinians (SBA, 2013). The implication for positive social change included the 

potential to improve small business performance to strengthen the local economy through 

job development. According to Liu, Eng, and Ko (2013), positive social change for small 

businesses can include establishing a community relationship and building unity.  

Nature of the Study 

I chose a qualitative method for this study. Researchers use qualitative methods to 

explore a phenomenon and use dialogue to gain insight (Bernard, 2012). Learning about 

the experiences of a manager through face-to-face semistructured interviews provided 

different perspectives to consider. The qualitative method is appropriate for a study with 

no predetermined answer (Yin, 2014). Researchers can detect themes from the data they 

gather from participants’ experiences in a qualitative study (Cronin-Gilmore, 2012), so I 

identified leadership strategies relevant to performance. Researchers who develop themes 

and commonalities from responses may be able to provide small business managers with 

evidence of leadership strategies that can influence employee performance. A qualitative 

method was appropriate because I explored the influence of leadership on employee 

performance. The quantitative method is appropriate when researchers intend to analyze 

numerical data (Myers, 2013; Thamhain, 2014). A quantitative study cannot display the 

true meaning of leadership with statistical results (Yin, 2012), so the quantitative method 

was not appropriate for this study. In a mixed method study, researchers can evaluate a 
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research question using both numerical and non-numerical data (Yin, 2014). The mixed 

method approach was not suitable for this study due to the lack of any element in this 

study requiring quantitative analysis. 

I chose a multiple case study design for this study. Researchers can choose to use 

a single, multiple, exploratory, or explanatory case study design (Singh, 2014). A case 

study involves exploring real-world perspectives and collecting evidence-based 

information regarding a practice (Yin, 2014). A case study is appropriate when 

researchers are trying to answer questions over which they have no control (Yin, 2013). 

A review of the phenomenological and ethnographic designs revealed neither were as 

appropriate as the case study design for this study. The phenomenological design is not 

appropriate for gathering in-depth analysis of the case using multiple sources (Yin, 2012). 

An ethnographic study was not appropriate for understanding issues of a diverse group of 

small business managers. Researchers seek to understand how a particular culture works 

in an ethnographic study (Kimmel, 2013), rather than to understand the issues within a 

diverse set of cultures. A multiple case study design was appropriate for this study 

because I conducted an in-depth analysis of the leadership strategies of managers from 

two successful organizations.   

Research Question 

This study included one central research question: What leadership strategies do 

small manufacturing business managers use to improve employee performance?  

Interview Questions 

1. How would you describe your leadership strategies?  
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2. What leadership strategies have you used to improve employee performance? 

3. What would you describe as a challenge to implementing strategies to 

improve employee performance? 

4. How have you evolved your leadership strategies over time? 

5. What leadership strategies do you intend to change?  

6. What additional information would you like to share regarding your 

experience with leadership strategies?  

Conceptual Framework 

The conceptual framework I used in this study was transformational leadership 

theory. In 1978, Burns introduced the transformational leadership concept that Bass later 

developed into the transformational leadership theory (Bass, 1985). I believed the theory 

was suitable for exploring leadership because the theory builds on the idea that managers 

develop followers, build relationships, influence positive employee performance, and act 

as visionaries to improve an organization. In business, employees expect leaders to 

perform multiple functions, such as having a vision and providing guidance to meet 

organizational goals (Youngwirth, 2013). Fundamental concepts of the transformational 

leadership theory are (a) need fulfillment, (b) self-determination, (c) self-efficacy, and (d) 

following a vision (Kovjanic, Schuh, Jonas, Quaquebeke, & Dick, 2012). 

Transformational leaders offer inspirational motivation to their followers to encourage 

them to achieve personal and organizational goals. If the leader–follower relationship is 

valid, then the influence a manager has on followers will determine their course of action. 

As applied to this study, and in accordance with the transformational leadership theory, I 
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expected leadership influences or explains the performance of employees because the 

theory indicates that people will follow those who inspire them. Transformational leaders 

enhance the ability of their followers to meet the demands of an organization (Kovjanic et 

al., 2012). The personal development of followers enables them to perform tasks that may 

improve organizational performance. Building upon the transformational leadership 

theory, Aggarwal and Krishnan (2013) indicated effective leaders use their influence for 

the improvement of their followers and organization. In the study, I wanted to understand 

how leadership strategies have a positive influence on employee performance. 

Operational Definitions 

To certify the readers of this study can comprehend the intent of the study, the 

following definitions may help to clarify terms that appear in this study.  

Effective leadership: Effective leadership is how leaders positively motivate 

followers to develop themselves while achieving organizational goals (Conchie, 2013). 

Employee satisfaction: Employee satisfaction occurs when employees are happy 

and content and have their needs and desires fulfilled at work (Boyad, Lyndon, & 

Malekar, 2012).  

Leader: A leader is an individual recognized by others as a person who could lead 

a group (Westcott, 2014).  

Organizational performance: Organizational performance depends on the firm 

leaders’ desired outcomes usually measured by financial and operational benefits (Vele, 

2013).  
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Small business: A small business is an organization that is operated for profit, 

independently owned, and is not dominant in its field (SBA, 2013), with fewer than 500 

employees (SBA, 2014). 

Assumptions, Limitations, and Delimitations 

The following components include a discussion of the assumptions, limitations, 

and delimitations of this study. Researchers who identify these concepts may be able to 

explain to readers the scope of their research. These three factors may include 

circumstances that may restrict the methodology and data analysis.  

Assumptions 

Assumptions are things that researchers cannot control in a study but are relevant 

to the research (Kirkwood & Price, 2013). I assumed certain factors were true. I assumed 

managers from two small manufacturing businesses in the coastal plains region of South 

Carolina; would participate in this study to reach data saturation. I assumed the data I 

gathered was the participant’s honest opinion and free of personal biases. I assumed the 

information in the literature review section would support my idea that the leadership 

strategies used in successful small businesses could improve employee performance. I 

assumed that the participant would provide as much detail and accuracy as possible based 

on the participant’s understanding of leadership. I assumed semistructured interviews 

would allow me to gather sufficient data. Researchers use semistructured interviews to 

gather in-depth data (Cooper, Fleischer, & Cotton, 2012). I assumed I would avoid 

misleading questions. I assumed including managers from two small manufacturing 

businesses would result in enough data for me to provide a list of effective leadership 
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strategies and meet data saturation. If not, I would have solicited additional participants 

to gather more data until I achieved data saturation. Another assumption is the multiple 

case study design was suitable for this study because I seek descriptive data from the 

multiple data sources. In a multiple case study, a researcher seeks to understand more 

about a phenomenon (Konig & Waistell, 2012). I assumed small business managers 

would be able to use the data I provided in this study to improve business practices and 

positively affect social change. 

Limitations 

Limitations are conditions that place restrictions on a research and include the 

potential weaknesses of the study (Marshall & Rossman, 2016). The sample size 

represents a limitation. Time constraints would also limit this study. Another limitation is 

the geographic location. This study included participants in a specific geographic area of 

the southern United States. Studying one geographic area or a small sample size are 

limitations (Coffie, 2013). The experiences of small business practitioners limited this 

study to these persons. The participants had a minimum of 5 years of experience in a 

management position in one of the two manufacturing plants. The participants used 

leadership strategies to improve employee performance. The experience of the participant 

led to meaningful interpretations of leadership strategies. During interviews and 

observations, a researcher’s presence may have an influence on participant responses or 

actions; therefore, having to gather the honest experiences of a participant could also be a 

limitation to this study. In a case study, the prior knowledge of a researcher makes the 
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research subject to bias (Yin, 2014). I used cross checking to help eliminate or minimize 

the effects of these actions. 

Delimitations 

Delimitations serve as the beginning and endpoints of research and represent the 

scope of a study a researcher can control (Yin, 2014). A delimitation of this study was the 

geographic location, which was the coastal plains region of South Carolina. Focusing on 

this specific area may lead to a generalization of leadership strategies in small businesses 

located in other regions. In this study, the participants were small business managers 

from one of the two manufacturing plants. The participants had a minimum of 5 years of 

experience in the small business atmosphere, which delimited this study, as individuals 

with less experience did not meet the requirements. The sample size might limit the 

understanding of other industries. In this study, small businesses consisted of businesses 

with fewer than 500 employees (SBA, 2014); therefore, including these organizations 

was a delimitation. Participation criteria include engagement in small business 

management and not from larger companies. I gathered data from the experience of small 

business managers from two manufacturing plants to understand their perspective of 

leadership. I used face-to- face semistructured interviews, archival documents, and 

observations to establish what leadership strategies improved employee performance in 

small businesses. 

Significance of the Study 

This study may be significant because I explored strategies that contribute to 

improving employee performance in small businesses in the coastal plains region of 
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South Carolina. Small businesses comprise 97% of state employers in South Carolina 

(SBA, 2013), which means they are significant to the state economy. This study may 

serve small business managers as a reference or guide to leading a successful small 

business. Managers may use the findings to increase their understanding of leadership 

theories, employee performance, and organizational goals. With this study, small 

business managers may be able to train each other to become aware of strategies that may 

improve employee performance, promote organizational vision, and improve 

organizational performance. This study may contribute to an improved economy through 

job creation and may benefit future researchers as a guide.   

Contribution to Business Practice  

The developmental themes that arose from the experience of successful small 

business managers may lead to a better understanding of the leadership strategies to 

improve employee performance in a small business. Leaders must be able to learn the 

relevance of strong leadership to gain small business sustainability (Germain, 2012). 

After managers realize the significant role of leadership, they may be willing to use the 

list of suggested leadership strategies. 

The focus was to identify leadership strategies used in a successful small business 

to improve employee performance while promoting the organization’s vision of success. 

Thirty percent of small businesses fail within the first 2 years (Solomon et al., 2013), 

which justifies the relevance of studying impacts on performance. A link exists between 

effective leaders and improved organizational performance (Paracha, Qamar, Mirza, & 

Waqas, 2012); therefore, an attempt to obtain further understanding of the leadership 
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concept is relevant. If managers can distinguish between the strategies that stimulate 

employee satisfaction and performance, small business performance may improve. Study 

results indicated employees are more productive and committed to their organizations 

(Paracha et al., 2012). Implementing the ideas that arise from this study into leadership 

training courses may lead to educating managers of the appropriate strategies to gain 

employee trust to follow their vision and achieve organizational success. Small business 

practitioners might be able to apply a list of unique leadership strategies to improve the 

survival rate of their businesses. Understanding the leadership theory and constructing an 

aid to apply the theory in practice seems relevant to scholar-practitioners. Through 

continuous learning and feedback, small business managers might be able to use the 

findings from this doctoral study to improve small business practice.  

Implications for Social Change  

The implications to positive social change include an opportunity to provide small 

business managers with a list of appropriate leadership strategies to meet organizational 

goals and sustainability. Leaders influence business operations (Germain, 2012). If small 

businesses continue to fail, investors and entrepreneurs may be unwilling to take the risk 

to open new establishments. In this study, I provided a list of leadership strategies that 

may influence positive organizational performance and social responsibility. Social 

responsibility is a growing concern for all business due to public demand (Thornton & 

Byrd, 2013). Small business owners create jobs and use their businesses to help sustain 

the economy in the United States (Shukla & Shukla, 2014). The purpose of this study was 

to explore successful leadership practices for a better level of understanding of the 



12 

 

 

leadership strategies that may improve organizational performance and promote social 

change. The information gathered from successful managers could lead to improved 

success rates. 

A Review of the Professional and Academic Literature 

The purpose of this literature review section was to explore the literature 

regarding the transformational leadership theory. Researchers conduct a literature search 

to review sources in the subject field to identify future research questions (Rowley, 

2012). The literature review section includes articles related to the central research 

question: What leadership strategies do small manufacturing business managers use to 

improve employee performance? The literature review includes an assessment of relevant 

studies relating to small business, transformational leadership, and employee 

performance. The focus of prior studies pertaining to small business included human 

resource management and the high failure rates, rather than specific leadership strategies 

that influence organizational performance (Massey & Campbell, 2013).  

The purpose of this qualitative multiple case study was to explore which 

leadership strategies small business managers should use in a manufacturing setting to 

improve employee performance to meet organizational goals. Every year small 

businesses account for over half a million new jobs in the United States (SBA, 2014). An 

estimated 30% of these small businesses will fail to thrive in the first 2 years after start-

up (Solomon et al., 2013), and as the unemployment rate continues improving, this 

statistic is critical to the American public. The survival rate of small businesses 

influences the unemployment rate and economic trends in the United States (Shukla & 
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Shukla, 2014). This study may lead to information that is relevant and informative to 

small business managers to determine what leadership strategies may help improve 

organizational performance.  

This section includes a description of the search strategy I used to find relevant 

literature on how leadership strategies affect employee performance. The 

transformational leadership theory introduced by Bass in 1985 is essential in this 

proposed study. The themes that were helpful in organizing the literature review section 

include (a) the relevance of small business, (b) the evolution of leadership, (c) 

transformational leadership theory, and (d) opposing theories. Within the review, I also 

covered how managers can enhance organizational performance, which traits predict a 

specific leadership style, and which strategies have been successful in a small business 

setting.  

The databases used in this study included (a) PsycINFO, (b) ProQuest, (c) 

ABI/INFORM Complete, (d) Business Source Complete, (e) Google Scholar, and (f) 

government databases. The keywords or phrases used in the search included 

entrepreneur, small business, leadership, servant, transformational, transactional, 

organizational performance, theory, goals, and success. Results revealed approximately 

230 peer-reviewed articles chosen based on the relevance to the topic. The search 

consisted of articles from the foundation year of the transformational leadership concept 

through the evolution of leadership between 2012 and 2016. Most of the research results 

came from journal articles and books, as shown in Table 1. Additional information and 

statistics came from other sources, including the Bureau of Labor Statistics and the SBA. 
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The findings from this study may stimulate ideas to help sustain the economy and include 

future research suggestions. Small business practitioners help improve and build the 

economy and community by creating jobs; therefore, their existence is relevant. In 

Section 2, I outlined the process chosen to gather and analysis data. 

Table 1 

Literature Review Sources 

Sources  Older than 5 years    2012 and later Total 

Non-peer-reviewed articles   2   2 4 

Books   7   0 7 

0 Dissertations   0   0 

Peer-reviewed articles   5 101 106 

Government websites   0   2 2 

Total 14 101 115 

Percentage of total    12% 88% 100% 

 

Relevance of Small Business  

Understanding why small business matters may indicate the significance of this 

study. For the purpose of this study, I referred to small businesses as organizations 

independently owned, operated, and organized for profit with fewer than 500 employees 

(SBA, 2013, 2014). As these businesses develop, their managers can employ more 

citizens, but to grow, they must be able to perform. Twenty-three million small 

businesses comprise 54% of all sales in the United States (SBA, 2014). Small business 

leaders create jobs, and the businesses help sustain the economy in the United States 

(Gale & Brown, 2013; Junaidu, Abdul, Mohamed, & Sambasivan, 2012; Shukla & 

Shukla, 2014); however, small businesses have a sluggish performance economically. An 

estimated 30% of small businesses in the United States fail to thrive in the first 2 years of 
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start-up (Solomon et al., 2013). Small business survival is important to many nations 

because of the economic impacts (Fadahunsi, 2012; Nair & Chelliah, 2012). Because so 

many businesses fail within the first 2 years, the assumption is that the leadership skills 

and strategic planning are necessary to maintain a business (Cordeiro, 2013). The factors 

researchers attribute to small business success are the availability of financial resources 

and customer focus, so there is little focus on leadership (Bengesi & Roux, 2014; Halabí  

& Lussier, 2014; Minello, Scherer, & da Costa Alves, 2014). 

Another identified issue of small business failure was the confidence of owners. 

An owner’s perception has an influence on what the managers believe is the best fit for 

an organization. Little research exists about leadership in smaller enterprises (Marcella & 

Illingworth, 2012). The proper leadership of human capital in small businesses could lead 

to organizational success (Germain, 2012; Lavine, 2014). Leadership is relevant in an 

entrepreneurial setting because it helps improve small business performance and maintain 

focus (Theodorakopoulos & Figueira, 2012). For example, Avery and Bergsteiner (2011) 

evaluated various practices across 14 different organizations, including sustainability, 

leadership, and employee practices as organizational objectives. Firms whose leaders 

paid attention to key leadership practices became successful, which positively affected 

earnings (Avery & Bergsteiner, 2011). Small business owners need to improve (a) 

visionary leadership, (b) coaching skills, (c) contingent reward, and (d) active 

management by exception (Mesu, Maarten, & Sanders, 2013).  

Entrepreneurs have to act as both owners and managers in some small businesses; 

therefore, entrepreneurs should prepare to be leaders (Surdez-Perez, Aguilar-Morales, 
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Sandoval-Caraveo, Lopez-Parra, & Corral-Coronado, 2014). Entrepreneurs with prior 

experience have better reactions to arising issues (Chinomona, 2013). Using the 

entrepreneur theory, I assume that inheriting and instilling values into individuals is 

normal. Successful entrepreneurs make a commitment and stick to it, which indicates 

passion is a desired trait (Tasnim, Yahya, & Zainuddin, 2014). Entrepreneurs need to 

recognize the relevance of leadership. In a small business, owners’ perceptiveness can 

limit the role of managers. If owners do not believe the goals set by the manager can lead 

to success, they may change the manager’s objectives. Entrepreneurial orientation is a 

suggested cause to improve firm performance (Lechner & Gudmundsson, 2014). The 

goals they set for the organization determine how the company will grow and what type 

of employees they seek. Researchers who studied small business failure and poor 

performance, about owner competence, focused on the areas of human resource 

management (Massey & Campbell, 2013). Owner competence and leadership practices 

are factors that contribute to success (Mitchelmore & Rowley, 2013; Parilla, 2013). Small 

businesses are important to the U.S. job market and economic growth (Judd & McNeil, 

2012; Shukla & Shukla, 2014); therefore, small business managers need to know the 

appropriate leadership practices.  

Leadership has come to be important in academia and economics due to the 

failures of large organizations and chief executive officer dismissals (Carter & Greer, 

2013). For this research study, I referred to meeting organizational goals or performance 

as a business’s ability to sustain 2 years or more (SBA, 2014). Despite the impact small 
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businesses have on the economy, scholars have not explored the small business sectors in 

depth (Marcella & Illingworth, 2012). 

Organizational Performance  

Some scholars may refer to the ability of an owner to attain large market shares 

and good financial outcomes as organizational success. Organizational performance has 

many measures but depends on the owner’s expectations (Raymond, Marchand, St-

Pierre, Cadieux, & Labelle, 2013). The findings of a 2012 study in Canada indicated that 

organizational performance depends on whether owners achieve their objectives 

(Armstrong, 2012; Koech & Namusonge, 2012). Using surveys to gather data from 

owners, Raymond et al. (2013) explored what small business owners perceive as 

organizational success. Four hundred and thirty-three Canadian business owners served 

as participants, and they all had different ways to measure successful performance. The 

business type was also a variable, and Raymond et al. (2013) concluded that owner intent 

is an important variable when determining how to measure performance. Organizational 

performance is a reflection of owners and employees. 

In a 2013 study on whether or not leaders can influence the performance of a 

franchise, Berkowitz and Wren examined the role of leadership style in the strategic 

commitment-performance relationship. In the study, Berkowitz and Wren (2013) utilized 

a traditional survey research method to understand franchise systems in various 

businesses in the United States. From the findings, Berkowitz and Wren concluded that a 

linkage exists between leadership style, organizational openness, and organizational 

structure. No leadership style was superior, but when the employees understood the 
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vision of the organization, performance increased. Understanding which leadership style 

is appropriate depends on the situation because having limited information on an 

appropriate leadership style could jeopardize the survival of a small business (Marcella & 

Illingworth, 2012). 

The focus of prior studies has been small business owners using different 

leadership styles, but not the effect leadership strategies have on employee performance 

and organizational vision. Researchers who understand leadership strategies in small 

businesses can help determine what factors contribute to successful business 

performance. Using the case study design, Psychogios and Garev (2012) investigated 

leadership in small and medium-sized enterprises (SMEs) using interviews and a 

document review. From 32 interviews with middle management of SMEs, Psychogios 

and Garev were able to gain the perspective of the managers. Managers’ responses 

coupled with regulation and procedure documents indicated that lack of role clarity, 

uncertainty, and the absence of a vision had an undesirable effect on employee 

performance. From the results, Psychogios and Garev indicated flexible structure, job 

rotations, and collaboration are the top strategies for business enhancement. 

In contrast, Prieto (2013) noted that a leader’s behavior could relate to 

organizational success. Small and medium-sized enterprises operate in chaotic business 

settings due to changing demands that affect organizations’ performance. Leaders use 

certain behaviors to implement change due to environmental demand (Sakiru, D'Silva, 

Othman, DaudSilong, & Busayo, 2013). The managers of these businesses must adapt to 
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change in order to survive; thus, understanding leadership behaviors and the impact they 

have on organizational goals is relevant.  

In a 2013 study, Yan and Yan indicated a link existed between leadership, 

innovation, and organizational behavior in small businesses. Using a multiple regression 

analysis of 206 small businesses, Yan and Yan found that the leadership behaviors of the 

small business managers had a positive relationship with innovation. Also in that study, 

Yan and Yan noted that sharing experiences helped improve employee performance. 

Leadership style affects employee performance and relationships between employees 

(Mitonga-Monga, Coetzee, & Cilliers, 2012). To address the central research question, I 

evaluated transformational leadership theory. 

Conceptual Framework 

The theory used in this study was transformational leadership. In 1978, Burns 

introduced the transformational leadership concept that Bass later developed into the 

transformational leadership theory (Bass, 1985). Scholars use the theory to explore 

leadership, build on the idea that managers develop followers, build relationships, 

influence positive employee performance, and act as visionaries to improve the 

organization. In business, employees expect leaders to perform multiple functions, such 

as having a vision and providing guidance to meet organizational goals (Youngwirth, 

2013). Fundamental concepts of the transformational leadership theory are (a) need 

fulfillment, (b) self-determination, (c) self-efficacy, and (d) following a vision (Kovjanic 

et al., 2012). When these managers provide inspirational motivation to their followers, 

they encourage them to achieve personal and organizational goals. If the leader–follower 
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relationship is valid, a manager’s influence on a follower will determine the course of 

action. As applied to this study, according to the transformational leadership theory, I 

expected leadership to influence or explain the performance of employees because the 

theory indicates that people will follow those who inspire them. Transformational leaders 

enhance the competence of their followers to meet the demands of an organization 

(Kovjanic et al., 2012). Followers’ personal development enables them to perform tasks 

that may improve organizational performance. Building upon the transformational 

leadership theory, Aggarwal and Krishnan (2013) indicated effective leaders use their 

power for the betterment of their followers and organization. In this study, I tried to 

understand what specific leadership strategies have a positive influence on employee 

performance. The next section includes an exploration of the evolution of leadership. 

The evolution of leadership. This section includes a discussion of the leadership 

theory to establish the relevance of leadership. Leadership is a process; although some 

scholars have indicated people are born with individual qualities that could help 

determine which style, they use (Bass, 1985). In a 2013 study, Odumer and Ogbonna 

noted that leadership contributes to the overall well-being of organizations and staff 

achieving a goal, which is similar Bolden’s (2011) theory that leadership is the 

interaction of individuals trying to achieve a shared vision. The perspectival leadership 

theory indicates there are different understandings of leadership (Gagnon, 2012). There 

are numerous definitions of leadership, with no single dominant one (Yukl, 2012); 

therefore, a manager’s responsibility may explain the leadership concept within a given 

organization. The way organizational leaders view leadership may differ, but the concept 
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is important to organizational effectiveness (Northouse, 2012; Tonkin, 2013). Depending 

on the responsibilities of a leader, different activities are necessary (Youngwirth, 2013); 

therefore, role clarity is an important part of leadership (Abu Elanain, 2012). 

Understanding the topic of leadership requires knowing how to identify a leader. 

A leader is a person who influences, inspires, and motivates subordinates to accomplish 

organizational objectives (Ojokuku, Odetayo, & Sajuyigbe, 2012). Leaders help to 

establish organizational goals and inspire others to achieve those goals (Owens & 

Hekman, 2012). Leaders have focus and often have anticipation (Sakiru et al., 2013), 

which could contradict the owner’s expectations. According to Rana and Malik (2016), 

leaders acknowledge change and then create strategies that can turn the changes into 

opportunities. Leaders need certain personality traits to be successful (Malos, 2012). 

Leadership begins with concentrating on the leader’s objective and then organizational 

goals. After a leader has followers, the focus moves to performance. Followers have 

expectations and expect leaders to possess certain traits (Bolton, Brunnermeier, & 

Veldkamp, 2013), which justified Westcott’s (2014) definition of a leader as an 

individual others recognize as the person who leads the effort. Different leadership styles 

exist because all successful leaders influence the people around them (Ojokuku et al., 

2012).  

Leadership style is an alternative approach to motivating people and providing 

direction (Ojokuku et al., 2012). Good leaders listen to the people around them before 

making decisions, and they understand the business functions (Stadler & Dyer, 2013), 

which indicates that leadership strategies may not be measurable but seen through results. 
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Whether leadership style is hereditary or whether a particular style develops over time is 

debatable (Bass, 1985). If organizational leaders can teach style, they can determine the 

qualities they seek in a manager and either teach those traits or find someone who has 

them.  

Leaders should have followers; therefore, anyone with subordinates has an 

opportunity to become a leader. A manager, a supervisor, or a superior can influence or 

inspire; however, these individuals may not have the necessary knowledge to be a leader. 

There is a difference between a manager and a leader, as leaders motivate and inspire 

(Westcott, 2014), although Ojokuku et al. (2012) noted that leadership is a necessary 

management skill. In a 2012 study in Nigeria, Koech and Namusonge indicated that 

managers should be role models, be inspiring, provide individual attention, and motivate, 

which is why companies offer leadership training. Organizational leaders use training as 

an opportunity to teach the skills leaders may find necessary to reduce failure (Phipps, 

2012). Organizational leaders who change the management structure with the available 

leadership knowledge can improve employee satisfaction and organizational performance 

(Sakiru et al., 2013).  

Small business managers must think on a global scale. The concern regarding 

how to avoid failures because current leadership practices have failed in countless 

organizations is growing (van Vugt & Ronay, 2013). Small businesses fail at a higher rate 

(Solomon et al., 2013); however, large corporations have also failed. For example, the 

financial crisis in the early 2000s was the result of poor leadership in large financial firms 

(Falk & Blaylock, 2012). To compete, business owners need leaders who understand how 
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to lead others and navigate situations. Transformational leaders use positive interaction 

and inspiration to improve organizational success (Nixon, Harrington, & Parker, 2012).  

Leadership is an important subject in the field of organizational performance. 

Researchers have failed to clarify the relation of why and how leadership has an influence 

on performance (Mahdinezhad, Suandi, Silong, & Omar, 2013). Understanding the 

influence of leadership requires knowing how a person becomes a leader. The three 

theories that Bass (1990) suggested that explain how people become leaders are trait 

theory, great events theory, and transformational leadership theory. Based on the great 

event theory, people can display unique leadership qualities if given an opportunity 

(Bass, 1990). Trait theory indicates that people maybe led into a leadership role if they 

possess certain personality traits (Koech & Namusonge, 2012). Contrary to trait theory, 

transformational leadership theory indicates that people can decide to become leaders and 

learn the necessary leadership traits. In this study, I intended first to identify the specific 

leadership strategies that have a positive influence on organizational performance and 

then create a list for small business managers to implement. I assume people can learn to 

be leaders; therefore, I used the transformational leadership theory to investigate 

leadership. 

Transformational leadership theory. Based on the ideology of Bass, an 

assumption of the transformational leadership theory is that people follow those who 

inspire them, and by injecting enthusiasm, people will present desired results (Kovjanic et 

al., 2012). Transformational leaders use (a) exemplary behaviors, (b) inspiration, and (c) 

selfless attitude to encourage their followers (Aggarwal & Krishnan, 2013). 
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Transformational leaders also understand that there will be setbacks and challenges when 

trying to achieve goals and do not initiate punishment (Bass, 1985). In a 2014 study, 

Washington, Sutton, and Sauser noted that transformational leaders are individuals who 

elevate the interest of employees. Transformational leaders motivate followers by 

listening to concerns, in addition to using ceremonies and rituals to motivate (Bass, 1985; 

Holstad, Korek, Rigotti, & Mohr, 2014). According to transformational leadership theory, 

social rewards such as recognition provide the desired results, unlike economic rewards 

such as money (Kowalewski & Phillips, 2012), which is consistent with Bass’s (1985) 

components of transformational leadership. The components Bass recognized are 

intellectual stimulation, individualized consideration, inspirational motivation, and 

idealized influence.  

Transformational leaders influence, inspire, motivate, and encourage employees 

to achieve goals (Holstad et al., 2014; Karakitapoglu-Aygün & Gumusluoglu, 2013). For 

this reason, transformational leadership is a form of leadership that involves causing a 

change (Bass, 1985). These leaders create value with others and influence followers to 

become leaders. Leaders use individualized consideration when they recognize followers 

as individuals and encourage development (Bass, 1985). Transformational leaders 

become mentors to their followers by using individualized consideration, so that 

followers can reach their goals (Bacha & Walker, 2013). These leaders do not focus on 

the exchange of rewards for the effort provided but build relationships encouraging 

personal development (Joo & Lim, 2013). Leaders use inspirational motivation to foster a 

sense of purpose among employees by encouraging them to exceed expectations (Bass, 
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1985). The process of transformational leadership involves leaders trying to increase their 

associates’ awareness, raising their associates’ motivation, and not focusing on self-

interest (Bass, 1985). A transformational leader motivates individuals to learn based on 

the concept that after they have those skills, they can help meet organizational goals and 

increase employee confidence (Cavazotte, Moreno, & Bernardo, 2013). Using a sample 

of 115 employees from two private sector organizations in Nigeria, Obiwuru, Okwu, 

Akpa, and Nwankwere (2011) rated leadership styles in SMEs. Using questionnaires, the 

participants indicated the leadership style that was most effective. Participants indicated 

both transactional and transformational leadership had a positive influence on 

performance, but Obiwuru et al. indicated the transformational leadership style was the 

most significant in developing followers into leaders. Transformational leadership 

emerged as the most used in Nigeria and as important to the success of the organizations 

because it enhances individuals in the organization (Obiwuru et al., 2011).  

A transformational leader seeks to develop individuals’ abilities, attitudes, and 

values; hence, transformational leaders can influence or change the thinking of followers 

(Choudhary, Akhtar, & Zaheer, 2013). Such leaders convince their associates to strive for 

a higher level of achievement. By using intellectual stimulation, leaders push followers to 

exceed expectations using critical thinking and creativity (Bass, 1985). When associates 

are performing well, so does the entire organization, and according to Ojokuku et al. 

(2012), transformational leaders clarify the interest, values, and motivation of followers 

by allowing followers to perform as expected. By developing the staff, the ultimate goal 

is developing the organization.  
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Transformational leadership improves individual and organizational performance. 

Organizational specialists consider transformational leadership significant to 

organizational development (Ferris, 2013). Transformational leaders can change 

employee perceptions and offer payoffs because there is high performance when 

employees feel appreciated (Ferris, 2013). The leader’s ability to change employee 

perceptions coincides with Bass’s (1985) reference to transformational leaders as change 

agents.  

In a 2015 study on transformational leadership, Rua and Araujo explored 

organizational commitment. With a sample size of 58 employees, the researchers 

collected survey responses. Rua and Araujo used a quantitative approach to analyzing the 

data. The results indicated that transformational leadership could improve organizational 

trust, but not commitment. The transformational leadership approach helps improve 

employee job satisfaction which enhances employee commitment.  

In order for a transformational leadership style to work, numerous parties must 

collaborate to achieve the same goals (Ferris, 2013). The commitment these workers have 

to the organization goals could have a link to the leadership approach (Othman, 

Mohammed, & D’Silva, 2013). Using surveys to collect data, Othman et al. (2013) 

solicited 151 Nigerian public university lecturers in selected Malaysian universities. 

From the research gathered, Othman et al. found a link between transformational 

leadership and organizational commitment. Through the leadership approach, the leader 

generates enthusiasm, enhances a vision, recognizes accomplishments, and encourages 

creativity.  
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To improve employee performance, transformational leaders should act as 

visionaries (Cavazotte et al., 2013). In a quantitative study, Cavazotte et al. (2013) 

solicited 125 managers from a Brazilian financial group as the sample. Using 

questionnaires, Cavazotte et al. examined how followers viewed superiors ranging from 

one (lower level compared to peers) to seven (higher level compared to peers). From the 

results, Cavazotte et al. indicated transformational leaders have a positive effect on 

employee performance and a desire to complete assignments. Transformational leaders 

develop relationships with employees and put the goals of others before their own; 

however, these leaders create value by influencing other followers to become leaders 

(Khan, Aslam, & Riaz, 2012; Men, 2014).  

Empirical evidence has indicated that transformational leadership could lead to a 

reduction in employee turnover rates or an increase in employee production, employee 

fulfillment, and employee development (Eisenbeiß & Boerner, 2013). An analysis of the 

literature presented by Berendt, Christofi, Kasibhatla, Malindretos, and Maruffi (2012) 

indicated transformational leadership plays a significant role in the development and 

performance of organizations; however, Bass (1985) stated no one leadership style would 

work in all organizations. Transformational leadership theory aligns diligently in 

exploring all the concepts that merge for small business managers to improve employee 

performance to meet organizational goals. The next section includes a discussion of using 

transformational leadership theory to (a) understand the relationships between leaders and 

followers and (b) support the development of individuals.  
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Leader and follower relationship. To be a leader, an individual must have 

followers, but becoming an effective leader requires effective followers. Effective 

followers should have the necessary traits for leadership to be relevant (Jowah, 2013). 

Effective followers desire a harmonious relationship in a nurturing environment with 

coworkers (Prilipko, Antelo, & Henderson, 2011). Colleagues in a nurturing relationship 

learn from one another and are supportive (Prilipko et al., 2011). Based on the idea of 

followership, Prilipko et al. (2011) noted effective leadership is similar to ying-yang 

because, in order for a leader to exist, they need followers and effective leaders require 

effective followers. Effective followers must gain skills, have competencies, and be 

willing to learn and teach (Prilipko et al., 2011). To be successful, leaders need followers 

who contribute to the success of the organization through teamwork because workplace 

relationships are common and will exist (Prilipko et al., 2011). Effective leaders can use 

individual consideration to develop followers. The individualized attention could help 

followers become leaders. Effective transformational leaders motivate followers to 

achieve organizational goals while improving themselves. Transformational leaders also 

use intellectual stimulation to push employers to be creative in achieving shared goals. 

Leaders who use intellectual stimulation are strategic thinkers and help followers become 

problem solvers (Bass, 1985). These leaders use obstacles to ensure followers are moving 

toward common goals with an in-depth understanding of their duties (Mokgolo, 

Mokgolo, & Modiba, 2012). After they have an understanding of their capabilities, 

followers can perform their jobs and be a role model to others. The top three attributes of 
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a leader are reliability, supporting others, and contributing to the group (Prilipko et al., 

2011).  

When followers understand they are important to the organization, they accept 

their role. Then followers who have trust in their leaders indulge the ideas and visions of 

the leaders. The relationship between a leader and a follower plays a significant role in an 

organization’s progress. During the time at the organization, followers will become 

committed and believe in the organization’s goals and culture (Dixon, Mercado, & 

Knowles, 2013). The leader has an influence on the followers, which could determine 

how they perform their duties. The leadership style develops from the interaction 

between the leader and the follower (Moore, Cangemi, & Ingram, 2013).  

To understand how followers contribute to effective results, Schyns, Maslyn, and 

van Veldhoven (2012) considered leader–member exchange (LMX) and span of control. 

Based on the results, Schyns et al. noted that an LMX relationship works in a group 

setting. To determine if leadership has an effect on performance outcomes, Abu Elanain 

(2012) examined the impact of LMX in the United Arab Emirates. In a quantitative study, 

121 employees completed a questionnaire and rated organizational justice perceptions, 

organizational citizenship behaviors, and LMX. In the results, Abu Elanain noted that 

LMX positively relates to job satisfaction, employee performance, and organizational 

commitment. In the study, Abu Elanain opined that LMX positively affects role clarity. 

The results were consistent with a prior study by Psychogios and Garev (2012), who 

indicated the relationship between employees and leaders positively affects work 

outcomes, employee attitudes, and behaviors when clarity exists.  



30 

 

 

The relationship between leaders and employees affects employee performance 

(Kovjanic et al., 2012). To illustrate the leadership relationship, Kovjanic et al. (2012) 

indicated that followers’ basic needs of autonomy, competence, and relatedness facilitate 

the relationship between transformational leadership and employee job satisfaction, self-

efficacy, outcomes, and commitment to the leader. A link exists between transformational 

leadership and followers’ job satisfaction; however, trust must exist between the leader 

and the employees for the relationship to work (Cavazotte et al., 2013). In a transactional 

relationship, there is a sense of trust that both leaders and followers want to meet their 

goals (Paracha et al., 2012). The relationship between leader and followers could have a 

significant effect on an organization. Followers’ relationship is important to employee 

performance. 

A leader’s behavior influences the way employees or followers perceive their job. 

The relationship between superiors and employees influences job satisfaction (Paracha et 

al., 2012). Good leaders can get employees to maximize output (Choudhary et al., 2013). 

For the transformational leadership theory to be true, a leader must have the 

characteristics a follower desires. The follower then develops an idealized image of the 

leader and tries emulating the leader’s behaviors (Wang, Meyer, & Jackson, 2013).  

In a 2015 study, Bayram and Dinc explored the job satisfaction in private 

universities. This qualitative study included a sample of 150 employees. They completed 

a three-part instrument from two private universities. The results of the study indicate that 

employees whom are satisfied with their have an impact on the organization. When a 

transformational leader focuses on an individual’s growth, the followers work toward the 
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goals of the organization. According to Hamstra, Van Yperen, Wisse, and Sassenberg 

(2013), transformational leaders influence the follower perception and what they achieve 

influences their perceptions of the leader.  

The characteristics followers seek to depend on their expectations and needs, 

whereas leaders seek followers who adapt to change, have flexibility, and can multitask 

(Prilipko et al., 2011). The follower’s experience (age and work) and background have an 

influence on these characteristics. The culture of prior workplaces is also a factor that 

shapes followers’ expectations. Effective leadership promotes employees’ commitment to 

the organization and shapes their views. Followers must find a trait that makes a leader an 

individual to follow, and Verlage, Rowold, and Schilling (2012) noted that leadership is 

about perception. According to the leadership theory, a leader has traits that followers 

interpret as a positive thing, and those traits make people follow the leader (Jowah, 

2013). For example, Cavazotte et al. (2013) and Kovjanic et al. (2012) indicated 

transformational leaders identify with subordinates and need to have compatibility. Their 

behaviors influence the followers’ action and the trust in the relationship. 

Employee satisfaction. Several researchers have reviewed the influence of leader 

and follower relationships on employee job satisfaction. Employee satisfaction indicates 

if employees are content or satisfied with their work and self (Boyad et al., 2012). When 

employees feel satisfied with their jobs, their performance improves, and ultimately the 

individual performances complement the overall organization (Paracha et al., 2012). 

Organizational leaders consider job satisfaction a primary objective because the negative 

output of an employee could affect coworkers and customers (Sakiru et al., 2013). 
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Leaders are an essential component of boosting employee job satisfaction and improving 

employee performance (Paracha et al., 2012). The type of organization may affect 

leadership strategies and employee performance, and Paracha et al. (2012) suggested 

addressing the makeup of the business environment in future studies on leadership.  

Follower satisfaction is a result of proper leadership, and job satisfaction leads to 

improved employee performance (Sakiru et al., 2013). Leaders must understand the 

impact they have on employees’ perception of their job and organizational commitment. 

Job satisfaction is important to improving organizational performance (Millán, Hessels, 

Thurik, & Aguado, 2013). If employees do not understand the organization’s goal or do 

not feel satisfied with their job, there is an negative effect on employee engagement and 

performance (Sakiru et al., 2013). Dissatisfaction may lead to lower profits and higher 

costs (Sakiru et al., 2013). Leaders need to know how to communicate with employees to 

achieve desired goals and avoid dissatisfaction. 

Some scholars associate communication with organizational behaviors and the 

prevention of organizational risk (Daniela, 2013). The lack of communication leads to 

alterations in key components of organizational management, but Savkin (2014) noted 

that being able to communicate with people is not a leadership trait. In a contrasting 

study, Daniela (2013) indicated employees are unable to perform their duties if there is 

no communication. Daniela suggested that work environments with effective 

communication are more efficient than work environments that lack communication, 

aligning with Berkowitz and Wren’s (2013) ideology of openness. When there is 

openness, all individuals are aware of the objectives. Employees who communicate can 
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engage in an organization’s vision and identify communication as a trait of an effective 

leader (Berkowitz & Wren, 2013). The leaders communicate the vision by setting their 

expectations of followers (Northouse, 2012; Shatzer, Caldarella, Hallam, & Brown, 

2014). By instilling knowledge and self-belief, leaders enable followers to become 

leaders. The ability to inspire and motivate has a positive influence on job satisfaction 

and indicates a link exists between followers’ job satisfaction and affective commitment 

to the leader (Kovjanic et al., 2012; Sakiru et al., 2013). Leaders need to use inspirational 

motivation continuously to ensure followers stay engaged and encourage followers to 

achieve goals (Cavazotte et al., 2013; Popa, 2012). 

Employee motivation. Employee motivation is a set of both environmental and 

interpersonal forces that influence an employee’s work-related behavior and that 

demonstrate motivation is a positive form of reinforcement (Devadass, 2011). Motivating 

employees and keeping them part of the organization is a challenge business leader’s 

face, but motivating employees can increase performance (Tebeian, 2012). By examining 

transformational and servant leadership, Tebeian concluded that both leadership styles 

influence motivational factors such as job satisfaction and team performance. Participants 

who have different desires but who feel motivation can change their performance. By 

using inspiration, these leaders’ simulated enthusiasm, and build confidence in their 

followers, which supports Z. Wang and Gagné’s (2013) assumption that transformational 

leadership encourages self-sufficient motivation and high employee values.  

Motivation is a factor that influences employers, owners, and leaders. For 

instance, Kroon, Voorde, and Timmers (2013) explored the factors that could stimulate 
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high performance in the workplace, such as employee abilities, employee motivations, 

and opportunity to perform. By reviewing these factors, Kroon et al. considered obstacles 

that would deter employees, such as resources or lack thereof and leaders’ strategic 

decision-making. Even though lack of resources affects the ability to motivate through 

compensation, leaders’ expertise could positively influence employee performance 

(Kroon et al., 2013). To enhance employee performance, organizational leaders must 

understand their employees; Wiley (2013) recommended using enhancement surveys to 

gather employee data. Organizational leaders may begin to build relationships and trust 

with such information. 

Some scholars believe that transformational leadership is superior in enhancing 

organizational performance, whereas others contradict this; each study has a different 

concept of transformational leadership, which makes direct comparisons virtually 

impossible. Transformational leadership theory influences various aspects of 

organizational performance. Regarding small business performance, owners have their 

own perception of performance but believe transformational leadership theory has the 

components needed to make this relationship complete (Raymond et al., 2013).  

In a study conducted in Pakistan, Paracha et al. (2012) indicated that when 

working toward goals, transformational leaders make the process simple by indicating the 

vision and encouraging followers to pursue that vision and not worry about outside 

distractions. In a similar study, Tasnim et al. (2014) indicated a link must exist with the 

goals and entrepreneurial surroundings for small businesses to succeed. Employees who 

know their importance to the business and receive recognition for accomplishments feel 
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positively engaged in their work (Moore et al., 2013). The next section includes a review 

on how transformational leadership compares to other leadership theories. 

Opposing Theories  

Researchers should acknowledge the importance of competing theories. Some 

researchers have indicated an association exists between employee performance and other 

leadership styles. This section includes a background of opposing theories and an 

explanation of why these theories will not be suitable for this study.  

Transactional leadership theory. Another form of leadership is transactional 

leadership. In 1947, Max Weber introduced the transactional leadership concept, which 

Bass later expanded (Bass, 1985). A transactional leader rewards employees for 

compliance and punishes employees for noncompliance (Odumeru & Ogbonna, 2013). 

Rewarding employees is important to organizations because employees are a critical 

component for success. The focus of transformational leadership is on the commitment to 

the organization’s objective while the focus of transactional leadership is identifying the 

needs of followers. Transactional leaders are not looking to change the future, but to 

maintain or keep things the same. Transactional leaders analyze the work of their 

followers and issue rewards; efficiency is a strength of transactional leadership (Odumeru 

& Ogbonna, 2013). 

Transactional leadership includes an assumption that rewards and punishments 

motivate people (Odumeru & Ogbonna, 2013). Small business leaders often lack the 

resources to provide monetary rewards (Kowalewski & Phillips, 2012) that may enhance 

performance. Transactional leaders work through a clear reward structure without 
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mentioning punishments that employees know exist through employment agreements 

(Burns, 1978). Employers assume employees understand the duties of a job when a 

recipient accepts a job, including listening to authority; therefore, transactional theory 

includes a reliance on the exchange principle and a reaction to rewards and punishments 

(Sakiru et al., 2013). In a study conducted in Kenya, Koech and Namusonge (2012) 

concluded that the relationship between leader and follower is about agreement and 

exchange; therefore, the impact of leadership strategies under investigation is not 

significant for the focus on rewards within the transactional leadership theory. Using a 

random selection of participants, Emmanuel and Ugochukwu (2013) studied the Nigerian 

workforce and surveyed 184 employees to understand leadership. Based on the results of 

the study, Emmanuel and Ugochukwu indicated that transformational leadership has a 

stronger influence on organizational performance than transactional; however, both 

leadership styles had a significant and positive relationship with organizational 

performance.  

Transformational leadership and transactional leadership entail conflicting views 

for leaders; however, transactional leaders can go through training to become 

transformational leaders (Seidman & McCauley, 2011). Transformational leaders 

produce better results than transactional leaders do, and Seidman and McCauley (2011) 

noted transactional leadership could negatively influence organizational performance due 

to limited thinking by leaders. Transformational leaders want followers to optimize 

performance without narrow thinking (Bass, 1985). Transactional businesses are routine 

actions, whereas the focus of transformational leadership is on evolving and redesigning.  
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Servant leadership theory. Transactional, transformational, and laissez-faire 

leadership exist on Bass’s leadership continuum, but Koech and Namusonge (2012) 

suggest laissez-faire has no influence on organizational performance; therefore, this 

review includes the servant theory. In contrast to transactional leadership, which includes 

rewarding individuals as a focus, servant leadership contributes to organizational 

development through hope and caring (Greenleaf, 1977). In 1970, Greenleaf developed 

the servant leadership concept, which had the desire to serve as a focus (Greenleaf, 

1977). Scholars consider servant leadership religious because it teaches serving others 

first and behaving ethically (Boone & Makhani, 2012). Servant leaders focus on others 

and can transform organizations successfully because they motivate by serving (Boone & 

Makhani, 2012).  

According to servant leadership, servant leaders serve others first to improve their 

followers. A follower of servant leadership has an interest in personal development 

(Greenleaf, 1977). This leadership approach is not useful in a small business where 

owners are trying to obtain a specific goal because employees would not focus on the 

organizational goals (Berkowitz & Wren, 2013). Leaders must know what their followers 

are seeking and how to inspire and motivate them to achieve the organizational goals 

(Mahdinezhad et al., 2013). Servant leadership and transformational leadership enhance 

followers’ abilities and self-belief, but the difference is that servant leaders uphold 

different morals than transformational leaders (Choudhary et al., 2013). Transformational 

leaders encourage employees to look beyond self-interest (Washington et al., 2014).  
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The traits of a servant leader include listening, empathy, conceptualization, 

healing relationships, foresight, stewardship, awareness, persuasion, commitment to 

human resource development, and commitment to building a community (Greenleaf, 

1977). For servant leadership to be successful, employees must have a compatible 

attitude (Boone & Makhani, 2012) and need to adapt and accept the vision of the leader. 

Servant leaders do not force people to follow (Boone & Makhani, 2012) because the 

leaders focus on the needs of people and the development of people. Both servant and 

transformational leadership are people-oriented styles (Choudhary et al., 2013), although 

servant leaders engage followers toward personal goals, not organizational goals. Servant 

leaders communicate a vision by indicating everyone is in it together, which builds 

community (Boone & Makhani, 2012). Scholars, including Choudhary et al. (2013) and 

Washington et al. (2014), explained servant and transformational leaders are similar in 

that they focus on empowering, encouraging, and listening to followers. This personal 

focus helps build strong relationships, but Choudhary et al. concluded that 

transformational leadership has a more positive impact on organizational performance. 

Using a population of commercial banks in the United States, Gupta (2013) 

explored how servant leadership could help marketers adapt to bottom-of-pyramid 

markets. The leadership style caters to the needs of others, which could mean helping 

people develop. Servant leadership style in the commercial banking industry could help 

bottom-of-pyramid markets grow and prosper through the development of the 

community. In another study, Washington et al. (2014) compared different leadership 

styles within an organization using the responses of 207 employees. The focus of the 
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questionnaires was on immediate supervisors; the responses indicated that servant 

leadership was similar to transformational leadership because of the emphasis on 

individual development. The employees indicated servant leaders focus on ethics whereas 

transformational leaders focus on goals. Motivation seemed to be the primary concern of 

the employees. In the study, Washington et al. noted that the majority of the participants 

were from one organization, but the motivational factors varied among participants. 

Servant leadership and transformational leadership affect motivational factors 

such as job satisfaction and team performance (Tebeian, 2012). Leaders must know what 

their followers are seeking and how to inspire and motivate them to achieve the 

organizational goals (Mahdinezhad et al., 2013). Scholars often compare servant 

leadership with transformational leadership because the focus of both is on individual 

development. The difference is that a servant leader’s objective and motivation is serving 

and developing others (Boone & Makhani, 2012), whereas transformational leaders help 

develop individuals for the good of the organization. Transformational leaders can 

transform employees into leaders by instilling values and vision and by ordering them to 

meet organizational goals, whereas the focus of servant leadership is on people and not 

organizational performance (Bass, 1985). Based on Bass’s view, Spears (1998) suggested 

that servant leadership is best for nonprofit or educational institutions. 

Comparing Theories 

The focus of current studies on leadership is on the two primary styles of 

leadership: transactional and transformational (Washington et al., 2014). In an 

investigation into the effect of leadership styles on organizational performance, Koech 
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and Namusonge (2012) selected participants from a pool of state-owned corporations in 

Kenya. The leadership styles under investigation were the effect of laissez-faire, 

transactional, and transformational leadership styles on organizational performance. 

Using surveys, Koech and Namusonge gathered the perceptions of middle and senior 

managers in 30 state-owned corporations based in Mombasa. The correlation between the 

transformational leadership factors and organizational performance ratings was higher 

than for transactional leadership, which indicated no relationship existed between laissez-

faire leadership style and organizational performance (Koech & Namusonge, 2012). 

Based on the results from the study, Koech and Namusonge suggested that managers 

should be role models, inspire, provide individual attention, and motivate. Based on their 

results, Koech and Namusonge indicated that the laissez-faire leadership style has no 

further need for examination, but they also recommended an in-depth analysis of 

transformational and transactional leadership. 

In a 2011 study on leadership, Chu and Lai focused on how transactional and 

transformational leadership affect performance, organizational commitment, and job 

characteristics. Transactional leadership seems to depend on the leader–follower 

exchange based on the results presented by Chu and Lai. An assumption within the 

exchange is that followers execute based on the drive and trend from the leaders, and 

leaders reward the efforts (Chu & Lai, 2011), which indicates that transactional 

leadership is about negotiation because the employees receive rewards for following. If 

no reward is present, this style cannot exist. In contrast, the focus of transformational 

leadership is on developing the organization as a whole, not just one individual. The 
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transformational leadership style allows leaders to empower and encourage employees to 

meet organizational goals without providing rewards (Kovjanic et al., 2012). 

Prior researchers have looked at the effect of leadership on growth, followers, and 

workplace relations. Transformational leadership can enhance organizational 

performance. For example, Obiwuru et al. (2011) studied the differences between 

transformational and transactional leadership style. A transformational leader displays 

charisma, inspiration, motivation, and intellectual stimulation, and Obiwuru et al. 

indicated transformational leadership is appropriate for enterprises to develop, grow, and 

mature. Transactional leaders focus on providing rewards for performing a task; 

therefore, they are not able to provide enthusiasm or gain employee commitment (Bass, 

1985). Due to the influence of the global market, businesses have changed from using 

transactional leadership to using transformational leadership (Kamisan & King, 2013).  

Methodologies  

An example of a qualitative case study is Vohra’s (2014) study that included 17 

leaders from organizations operating in different sectors. Using interviews, observation, 

and company documents, Vohra explored various sources of data to gather in-depth 

details on leadership. Using their responses, Vohra compiled themes and categorized the 

responses to explain the behaviors of leaders under different circumstances. A 

quantitative study may not display the meanings or identify themes, which is why Vohra 

suggested that quantitative researchers conduct narrow investigations. 

For example, Gorgievski, Ascalon, and Stephan (2011) used a quantitative 

method for their study. Using the questionnaire responses of 184 business owners and a 
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multidimensional chart, Gorgievski et al. suggest that business owners have their value 

orientations. Researchers may use these findings to improve research and the recruitment 

of nascent entrepreneurs; however, descriptive characteristics were lacking. A limitation 

of a quantitative study is the inability to display the true meaning of leadership through 

statistical results (Yin, 2012). Researchers have used the qualitative method to explore 

participants’ lived experiences through interviews to understand the phenomenon through 

the eyes of the participants (Moustakas, 1994). Studying leadership through a qualitative 

approach supports the triangulation of data (Takahashi, Ishikawa, & Kanai, 2012). 

In the leader–follower relationship section of the literature review, I identified that 

higher sample sizes could have a drastic impact on research results. The disadvantage is 

the need for a large sample to get accurate results and no true understanding of 

participants’ thoughts and feelings. I also found areas of improvement for small 

businesses. Using interviews and questionnaires to collect data, Bencsik and Juhász 

(2012) concluded the main reason for the failure of a small business is the lack of 

collaboration and lack of using human capital. Bencsik and Juhász did not discuss the 

findings in depth or provide meanings to the results. Qualitative research would have 

involved in-depth analysis of a phenomenon with subjective information (Yin, 2012). 

In the literature review, I found that researchers have used quantitative approaches 

more times than qualitative approaches in leadership research; therefore, they have not 

fully explored the perception of the impact of leadership strategies on employee 

performance through case studies. A qualitative case study approach using a smaller 

sample size could provide a better understanding of the specific leadership strategies 
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needed to improve employee performance. To understand meanings, describe 

experiences, and understand beliefs, the qualitative method is necessary. When 

researchers conduct qualitative studies, they focus on one phenomenon to confirm their 

optimism. Researchers can use qualitative studies to connect data and enhance results 

with people’s experiences. Gathering data from participants’ experience helps develop 

themes (Cronin-Gilmore, 2012) and may help identify leadership strategies relevant to 

performance. Developing themes and commonalities from experiences may also provide 

small business managers with evidence of leadership’s influence on employee 

performance. I used a qualitative research because I wanted to present data using 

descriptive and interpretative details to gain an understanding of the influence leadership 

strategies have on employee performance. The next section includes a review of the 

empirical research related to this study. 

Empirical Research Related to the Study  

Related studies included journal articles and seminal sources on leadership and 

employee performance in small business. Through a review of these studies, a better 

understanding of employee performance developed in relationship to leadership 

strategies. The focus of the majority of the studies was on transformational leadership and 

transactional leadership. The studies on transformational leadership indicated 

organizational performance relates to employee satisfaction (Paracha et al., 2012). 

Researchers used both qualitative and quantitative approaches to study leadership. 

This study involved an attempt to understand the type of leadership strategies that 

influences employee performance, which was the basis of my doctoral study. To test the 
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significance of leadership style and skills, Fahed-Sreih and Morin-Delerm (2012) 

gathered data on small businesses in Lebanon. During the study, 155 owners and 

managers received questionnaires. An entrepreneur’s drive and goals can determine the 

success of an organization. Different variables might have produced different results, and 

Fahed-Sreih and Morin-Delerm suggested using a different evaluation method for future 

studies. 

A study of the leadership strategies of successful small business managers may 

lead to a better understanding of how to improve employee performance, thereby 

assisting other managers of small businesses. In the literature, scholars identified 

leadership as an essential subject in the field of organizational development. Leadership 

has a dynamic effect on individual and organizational growth, and scholars have 

suggested effective leadership can promote improvements in organizational performance 

and employee satisfaction. The literature does not extensively address leadership 

strategies that are beneficial to organizational performance. After reviewing related 

literature, I reviewed the effects transformational leaders have on employee performance, 

and the evidence indicated that satisfied employees perform better than dissatisfied 

employees do, which leads to better organizational performance. 

My original plan was to determine the effects a specific leadership style has on 

employee performance and organizational vision in small businesses. Researchers have 

explained to some degree the relevance of transformational leadership on organizational 

performance, but they have not explained which leadership strategies small business 

managers should use in a manufacturing setting to improve employee performance to 
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meet organizational goals. A study of the transformational leadership influence on small 

business managers of successful ventures could be beneficial to practitioners wanting to 

learn adequate leadership strategies to improve employee performance. 

The empirical research included a wealth of information. Leadership is an 

evolving topic and needs continued exploration. Prior scholars focus on behavior and 

psychological aspects of leadership, which indicates that the social and psychological 

needs of employees may influence how they complete assigned tasks (Singh, 2013). 

Existing background information provides insight into current leadership knowledge. The 

problem identified was the 30% failure rate of small businesses after 2 years (Solomon et 

al., 2013); in this study, I used a qualitative method to understand the phenomenon from 

the experiences of a participant using descriptive responses and supportive data. 

Researchers can use participants’ lived experiences to conduct an in-depth exploration 

into a phenomenon (Moustakas, 1994), which represented one form of data collection in 

this case study. Quantitative researchers disregard participants’ experiences and archival 

documents (Myers, 2013). Future research in different geographic locations, 

organizations, and industries could lead to a better understanding of leadership 

(Cavazotte et al., 2013).  

I intend to use this study to help small business managers improve practices by 

implementing transformational leadership and determining current leadership strategies 

used within a successful manufacturing facility. The literature review section included the 

challenges and advantages that small business managers face trying to implement 

leadership strategies. The transformational leadership approach is appropriate in many 
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industries; therefore, transformational leadership is relevant for leadership studies among 

small business leaders (Kopperud, Martinsen, & Humborstad, 2014; X. Wang, 

Chontawan, & Nantsupawat, 2012). Several researchers have explored transformational 

leadership theory as a means of improving organizational performance, but few have 

explored transformational leadership theory and the influence on employee performance. 

Prior research in other business sectors showed that transformational leadership is 

appropriate in large organizations, and I determined it is appropriate in a manufacturing 

setting. To determine if transformational leadership was necessary to improve employee 

performance in a small business setting, I implemented a multiple case study, which I 

discussed in Section 2. 

Transition  

Small business performance is a relevant research topic for the academic and 

business community. A review of prior research revealed insightful information and the 

need for further research to understand leadership strategies. Based on the review of the 

literature, the performance of small business was a suitable topic of research as the 

business world continues to change. In the United States, employees of small businesses 

account for 50% of the workforce (SBA, 2014), and further analysis may ensure future 

employment. Organizations not currently performing well may need a list of leadership 

strategies to implement. The purpose of this qualitative multiple case study was to 

explore how small manufacturing business managers use leadership strategies to improve 

employee performance. Section 2 includes an explanation of the processes selected to 

gather and analyze data. I also discussed the role of the researcher, population sampling, 
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and ethical research in Section 2. Section 3 includes a presentation of the results of the 

semistructured interviews and recommendations for small business managers. 
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Section 2: The Project 

The focus of Section 1 was on developing a better understanding of 

transformational leadership theory and possible impacts on employee performance. Small 

business managers may use the results from the analysis of data from the semistructured 

interviews with the participants to improve employee performance in their small 

businesses. In Section 2, I discussed methodology and provided detailed information 

about the study. The section includes requirements for participation, population, 

sampling, and ethical requirements of the Walden University Institutional Review Board 

(IRB) regarding protecting the privacy of participants. The discussion included protecting 

data and interview criteria and aligning the research question and purpose of the study. I 

concluded Section 2 with a discussion of reliability and validity to ensure the quality of 

the doctoral study. This data may be suitable to improve employee performance in small 

businesses by understanding leadership. 

Purpose Statement 

The purpose of this qualitative multiple case study was to explore how small 

manufacturing business managers use leadership strategies to improve employee 

performance. The targeted population was small business managers from two small 

manufacturing plants in the coastal plains region of South Carolina. These managers used 

leadership strategies to improve employee performance, so are appropriate to solicit for 

data collection. Small businesses account for 97% of employers in South Carolina, and 

manufacturing facilities account for about 5% of firms that employ South Carolinians 

(SBA, 2013). The implication for positive social change included the potential to improve 
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small business performance to strengthen the local economy through job development. 

According to Liu et al. (2013), positive social change for small businesses can include 

establishing a community relationship and building unity.  

Role of the Researcher 

Researchers may have several roles in a case study, such as conducting 

interviews, observing, recording data, and analyzing material while remaining unbiased 

(Chereni, 2014). In qualitative research, researchers assume the role of the primary data 

collection tool (Leedy & Ormrod, 2013). I began my case study by constructing open-

ended interview questions and soliciting participants with IRB approval.  

The connection I had to the small business community was prior experience 

developing business plans for prospective entrepreneurs. These prior experiences exposed 

me to the demands and obstacles some small business managers may experience. I built a 

relationship with the participants to access their knowledge. A qualitative researcher must 

interact with participants when collecting data (Yin, 2012). I build additional trust by 

communicating with the participants prior to the interviews, through email 

communication.  

As the researcher, I must protect the participants from harm, protect the 

participants’ confidentiality, and obtain the participants’ consent. According to the 

Belmont Report, researchers have to treat individuals as independent agents and should 

not exploit a participant’s vulnerability (National Commission for the Protection of 

Human Subjects of Biomedical and Behavioral Research, 1979). To provide the 



50 

 

 

participants with adequate background information, the informed consent form (see 

Appendix A) included the purpose of a study (Rogers & Lange, 2013).  

Researchers should ensure interviewees remain comfortable during interviews to 

obtain bias-free data (Doody & Noonan, 2013). During the interviews, I listened to the 

participants’ responses to determine the intended meanings to avoid bias. Researchers 

must interpret data correctly to eliminate bias (Yin, 2014). Interviewers’ preconceptions 

can also create bias (Wilson, 2012; Xu & Storr, 2012). By using multiple data collection 

instruments, I mitigated bias. Researchers can use data triangulation to help minimize 

some bias (Petty, Thomson, & Stew, 2012). 

I used an interview protocol (see Appendix B) to ensure the interviewees respond 

to specific questions. Researchers use interview protocols to collect data on the topic and 

maintain organization (Doody & Noonan, 2013). Researchers also use interview 

protocols to increase reliability in a case study (Yin, 2014). The interview protocol 

allowed me to ask follow-up questions and not overlook the original interview questions. 

I was also able to write notes on the protocol.  

Participants 

Participants must have knowledge of the phenomenon under study to provide 

relevant data (Yin, 2014). The population in this study included two small manufacturing 

plants in South Carolina because small business accounts for 97% of employers in the 

state, and 5% are manufacturing facilities according to the SBA (2013). I selected 

managers from two different manufacturing plants located in the coastal plains region of 

South Carolina. These two businesses had fewer than 500 employees and manufactured 
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different products. To participate in this study, the participant had to meet certain criteria: 

(a) be a manager who has used leadership strategies to improve employee performance, 

(b) be in a management position at a manufacturing plant for at least 5 years, and (c) have 

at least three subordinates. Using criteria can guarantee the selection of an appropriate 

participant (Konig & Waistell, 2012). After I received IRB approval, I solicited potential 

participants using the yellow pages, and the local chamber of commerce business listings. 

I called several organizations that met the criteria and spoke to the HR personal and left 

voicemail messages. This took about 2 weeks before I got a formal conversation with the 

HR directors. I was rejected several times and had one person dropout before I could 

schedule an interview. I then sent an email upon (see Appendix C) request to describe the 

study criteria. Once I got a call back or emailing stating that the company would be 

willing to participant I then sent the letter of cooperation from a research partner (see 

Appendix H). Once the letter of cooperation was signed, I forwarded them to the IRB for 

approval. Once I had approval, I requested that the HR personnel forward the recruitment 

letter to managers that met the criteria. Once a manager agreed to participate, I then sent a 

request to schedule an interview (see Appendix E) followed by a reminder of recruitment 

(see Appendix D). 

To establish a working relationship with participants, I began by explaining to 

them my intentions and expectations for the study. It is important to create a working 

relationship with participants to conduct an effective qualitative study (Swauger, 2011). I 

tried not to coercive participants to ensure an ethical study. I notified the participants that 

at any time they could withdraw from the study. To help build this relationship I 
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continuously communicated with the participants once they agreed to participate in the 

study.  

Research Method and Design  

This component includes a discussion of the selected research method and design. 

Researchers must determine the appropriate method to understand the research question 

(Hayes, Bonner, & Douglas, 2013). In this study, I explored the leadership strategies that 

manufacturing managers use to improve employee performance from the perspective of 

small business managers. A need exists for leadership development in small business, but 

research regarding effective leadership practices is not widely available (Marcella & 

Illingworth, 2012). To understand the experiences of a manager in a manufacturing 

management position, I used a qualitative multiple case study methodology.  

Research Method 

The three possible research methods include qualitative, quantitative, and mixed 

method (Yin, 2012). The research question under investigation was: What leadership 

strategies do small manufacturing business managers use to improve employee 

performance? A researcher should use the research question to determine the appropriate 

research method to use (Yin, 2012). A qualitative method answers questions with no 

predetermined answer, whereas the focus of quantitative research is to prove or disprove 

a hypothesis (Polit, Beck, & Stannard, 2012). Using the qualitative method, explored 

multiple sources of information to identify new understandings of the leadership 

phenomena. Researchers conduct interviews to understand a central phenomenon through 

the eyes of the participant (Moustakas, 1994). Understanding circumstances that play a 
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role in a phenomenon are important; therefore, interviewing people who have 

experienced the phenomenon is relevant (Liang & Chi, 2013). Qualitative research aligns 

with the best practices relating to leadership strategies in small business because 

participants can provide firsthand experiences with a phenomenon (Coenen, Stamm, 

Stucki, & Cieza, 2012). Researchers conduct qualitative studies to focus on the meaning 

of participants’ responses (Wisdom, Cavaleri, Onwuegbuzie, & Green, 2012). Studying 

leadership through a qualitative approach can involve triangulating data. The qualitative 

approach allows researchers to use more than one data source to triangulate data 

(Takahashi et al., 2012). I used the qualitative research method because I wanted to 

present data using descriptive and interpretative details to gain an understanding of the 

influence leadership strategies have on employee performance. I selected the appropriate 

method to explore best practices in small business leadership strategies. Researchers 

should select a method through which they can gather meaningful data (Folta, Seguin, 

Ackerman, & Nelson, 2012). 

Researchers use the quantitative research method to generalize the data from the 

sample using numerical analysis (Poore, 2014). In a quantitative study, researchers may 

not display meanings or identify themes, which is why Vohra (2014) noted that 

quantitative researchers conduct narrow investigations. A limitation of a quantitative 

study is researchers are unable to display the true meaning of leadership through 

statistical results (Yin, 2012). A quantitative method is appropriate when researchers 

intend to analyze numerical data and explain relationships among variables, not to gather 

in-depth analysis of a phenomenon using open-ended questions (Thamhain, 2014). In an 
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experimental quantitative design, researchers use surveys, mathematical analysis, 

randomization, and highly structured protocols to obtain a limited number of 

predetermined responses (Hoe & Hoare, 2012). In quantitative studies, researchers 

examine relationships among sets of variables by testing theories (Frels & Onwuegbuzie, 

2013; Polit et al., 2012), which was not the intent of this study. The descriptive data the 

participant may provide regarding the leadership phenomenon could be impossible to 

quantify in a quantitative study (Leedy & Ormrod, 2013). 

The mixed method approach is a mixture of the qualitative and quantitative 

approach (Yin, 2014). A disadvantage of the mixed method approach is a researcher must 

conduct two separate studies, which consumes more time (Venkatesh, Brown, & Bala, 

2013). The mixed method approach is appropriate when a researcher determines a study 

requires one method to clarify another and if a researcher has ample time (Wisdom et al., 

2012). Researchers conduct the mixed method approach to compensate for the 

weaknesses of a qualitative or quantitative method (Venkatesh et al., 2013). My 

intentions were to gain an understanding of how the leadership strategies of a small 

business manager can improve employee performance, not to expand on numerical data.  

The number of jobs small businesses create is an indication of the importance of 

this business sector to the U.S. economy, but I was not trying to prove a relationship 

among variables (Polit et al., 2012). In this study, I wanted to gain an in-depth 

understanding of how small business managers in a manufacturing firm could succeed in 

their business despite other industry failures. A quantitative approach was not appropriate 

because I could not gain an understanding of a small business manager’s knowledge and 
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practices without descriptive data. When using a qualitative research method, researchers 

can use numerical data to help understand human behavior (Yin, 2014). In a 2012 study, 

Downes and Koekemoer used a qualitative method to explore employee productivity in 

small businesses, which justifies using a qualitative method for this study. 

Research Design 

The multiple case study design was appropriate for this study because I wanted to 

understand the leadership strategies from a small business manager’s point of view. A 

researcher can choose to use a single, multiple, explanatory, or exploratory case study 

design (Singh, 2014; Yin, 2014). In a case study design, a researcher can explore multiple 

sources of information to identify new understandings of a phenomenon (Yin, 2012). 

Through the case study design, a researcher can gain insight into the experience of 

participants through a real-life context (Yin, 2014). Using open-ended questions, I gained 

insight into the specific leadership strategies influencing employee performance, and 

archival documents supported the findings. Researchers can gain valuable knowledge by 

gathering data from multiple sources (Cronin-Gilmore, 2012; Yin, 2014). Case study 

research is appropriate when a researcher seeks to determine what happened or why it 

happened (Yin, 2013). I used the multiple case study for this study, but I did consider 

other designs. 

The designs I did not select included narrative, ethnography, and 

phenomenological. Researchers must interpret the meanings expressed in narrative data, 

unlike case studies where researchers express the meaning of the participants (Guest, 

MacQueen, & Namey, 2012). Researchers use narrative inquiry to identify stories, 
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journals, and life experience of individuals (Korach, 2012). I did not use these types of 

sources, and therefore, the narrative design was not appropriate for this study. My 

objective was to explore the experiences of individuals with knowledge of the leadership 

phenomenon in a small business setting. The narrative design works best when exploring 

a process, which was not the intent of this study (Konig & Waistell, 2012). 

In an ethnography approach, the intent is for the researcher to use archival 

research and perform continuous observations of the participants to collect data 

(Sangasubana, 2011); however, the purpose of this study was to explore a phenomenon 

building on a theory to improve business practices. In an ethnography study, researchers 

theorize a participant’s experience while not engaging in the participant’s daily activities 

(Down, 2012; Yanow, 2012). In my study, I observed the participants during their daily 

activities, which is why the ethnography approach was not appropriate.  

The researcher’s focus on the phenomenological approach is forming conclusions 

and recommendations based on the participants’ lived experiences (Englander, 2012; 

Moustakas, 1994). Researchers use the phenomenological design to focus on a diverse 

group of experiences using in-depth interviews (Wisdom et al., 2012). A disadvantage of 

the phenomenological design was that researcher bias could jeopardize the validity of the 

study. A phenomenological design is appropriate when the purpose is to explore lived 

experiences (Englander, 2012) but was not appropriate to explore leadership strategies in 

natural environments, which was the intent of this study. I used multiple data collection 

instruments to understand the leadership strategies and increase research validity, as 

opposed to a phenomenological design that includes interviews alone. 
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I did not investigate shared beliefs, develop new theories, or use interviews as the 

primary source of data, which is an indication that the multiple case study design was 

appropriate. This study involved an opportunity to conduct an in-depth analysis of the 

research question. The participants’ insight and experience provide distinctive 

information to help define a study, but corroborating those findings with other evidence 

adds strength to the findings (Yin, 2014). Researchers conduct a multiple case study to 

gather in-depth descriptive data (Yin, 2014). In a qualitative case study, researchers can 

focus on the evidence and not just on the lived experiences (Petty et al., 2012).  

To ensure data saturation, I conducted member checking to allow participants to 

add new information. Participants did not think any additional information was needed 

and agreed with my interpretations. During member checking, if no new information 

emerges, the researcher can achieve data saturation (Katre & Salipante, 2012). If new 

data had emerged, I would have solicited additional participants. By analyzing the 

participants’ experiences, researchers can gain an in-depth understanding of a 

phenomenon (Dworkin, 2012). By using open-ended questions, the participants 

elaborated on their responses. I compared interview responses with data I collected from 

observations and archival documents. Once there is redundancy in data, researchers have 

achieved saturation (Walker, 2012).  

Population and Sampling 

I selected from a purposeful sample of research participants in this qualitative 

multiple case study. Researchers use a purposive sample to select the appropriate 

participants’ to provide relevant and informative data (Konig & Waistell, 2012; Tello, 
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Yang, & Latham, 2012). Researchers also use purposeful sampling to comprehend a 

phenomenon and ensure the data provide diverse perspectives (Petty et al., 2012). The 

experience and perception of an individual who is part of a successful small business 

helped address the central research question.  

I selected participates from two successful small manufacturing plants to gather 

in-depth data. An advantage of a small sample size is that researchers can use open-ended 

semistructured interviews to gather rich data (Yin, 2014). The appropriate sample size for 

a qualitative study depends on what researchers seek to understand (Marshall, Cardon, 

Poddar, & Fontenot, 2013). Using a case study design, Kirchner, Ford, and Mottner 

(2012) achieved data saturation after five semistructured interviews. In this study, I used 

semistructured interviews to gather data to understand how leadership affects employee 

performance in a small business. Another example of small sample sizes was a 2014 case 

study in which O'Donnell (2014) indicated saturation could occur after two interviews. 

O’Donnell used a qualitative method to gain an in-depth understanding of small-business 

marketing using seven participants. The researchers of both these studies demonstrated 

that researchers with small sample sizes could achieve data saturation. Using more than 

10 participants does not guarantee sufficient or more detailed data (Rowley, 2012). I used 

a multiple case study design on a population of small manufacturing managers; saturation 

determined the stopping point. In a case study, the sample size can be small, and the 

researcher could still achieve data saturation because data in a case study can come from 

multiple sources (Yin, 2014).   
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I interviewed small business managers from two different manufacturing plants 

and was able to achieve saturation. The sample size in a qualitative study is sufficient 

after data saturation occurs through redundancy in participant responses and data 

(Dworkin, 2012). Participants’ interview responses had redundancy with other data 

sources. The same themes that emerged from the interviews were present in the 

management assessments and observations. After redundancy occurs in the data, a 

researcher can achieve saturation (Walker, 2012). I input the interviewee responses into 

categories, and after no new themes had developed, the data set was complete. Once a 

researcher can complete a data set, there is saturation (Katre & Salipante, 2012). 

To ensure a study includes people with a successful history and people who relate 

to the research question, researchers create criteria (Leedy & Ormrod, 2013). The 

participants expanded on effective leadership strategies. I solicited participants from two 

manufacturing plants. These plants had fewer than 500 employees, manufactured 

different products, and were located in the coastal plains region of South Carolina. To 

participate in this study, the participant had to meet certain criteria: (a) be a manager who 

has used leadership strategies to improve employee performance, (b) be in a management 

position at a manufacturing plant for at least 5 years, and (c) have at least three 

subordinates. Participation in this study was voluntary. Using criteria to select 

participants can guarantee an appropriate selection of participants (Leedy & Ormrod, 

2013). Managers who did not meet the criteria did not participate in this study. 

Researchers select participants with in-depth experience to meaningful gather data (Yin, 

2012). I interviewed small business managers from two manufacturing plants with 5 or 
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more years of experience. The participants with the required experience provided a 

detailed account of leadership strategies from over a 5-year period. The purpose of this 

multiple case study was to understand the leadership strategies that successful small 

business managers in a manufacturing firm used that contributed to improved employee 

performance. Participants need to provide enriched data to fully understand a 

phenomenon under investigation (Yin, 2014). 

I scheduled a 90 to 100-minute face-to-face semistructured interview with each 

participant. During semistructured interviews, researchers can record nonverbal 

communication and fully address the research question by allowing participants to 

expand on responses (Rubin & Rubin, 2012). The site of an interview may affect data 

collection; therefore, interview locations should be convenient and comfortable (Doody 

& Noonan, 2013). The interviews took place at the participant’s place of business, the 

participant did not have to travel to another destination, and I was able to observe the 

environment. By using interviews, researchers have a chance to interact with participants 

and observe the day-to-day practices (Moll, 2012). Conducting an interview in a quiet 

room at a participant’s place of business may help the participant to speak freely and 

extensively. After selecting an agreeable interview site, I called ahead to ensure the room 

met research requirements. An interview process is easier in a quiet and comfortable 

environment because participants feel free to share information (Anyan, 2013). To avoid 

additional distractions, I requested an interview space with no televisions, radios, or 

coworkers. I closed the door of the interview room to avoid interruptions and requested a 

desk on which to place the two recording devices.  
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Ethical Research 

As the researcher, I must protect the participant from harm, protect the 

participant’s confidentiality, and receive the participant’s consent. Obtaining consent is 

important to research ethics (Yin, 2014). The study included participants, who had 

experience using leadership strategies to improve employee performance in a small 

manufacturing business. Bearing in mind the Belmont Report on performing ethical 

studies (Cseko & Tremaine, 2013); I reported accurate information, respected the 

participant, and did not cause any harm to the participant. I informed the participant of 

the consent process prior to the interview. Participants should be aware of their role in a 

study (Killawi et al., 2014).  

The participant read and agreed to the consent form (see Appendix A) prior to the 

study beginning. During the consent process, participants should gain a clear 

understanding of the expectations for their participation (Yin, 2012). All documents 

given to participants disclosed the intent of the qualitative research study and the 

participants’ role in the study. The informed consent letter (see Appendix A) detailed the 

research process to ensure the study was ethical. The participants received the consent 

form and an explanation of this study to ensure he or she had a full understanding of 

participation. It is important to inform participants of some inherent risks by obtaining 

informed consent, upholding participant privacy, and ensuring confidentiality (Xie, Wu, 

Luo, & Hu, 2012). I collected the consent form in person to ensure the participant was 

willing to participate. The participant must give written permission indicating a 

willingness to participate according to Walden IRB requirements. The IRB reviewed the 
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study and grant approval if the study demonstrates ethical standards (Aluwihare-

Samaranayake, 2012). I sent a recruitment letter (see Appendix C) to the participant to 

explain the criteria, followed by a reminder of recruitment (see Appendix D) and a 

request to schedule an interview (see Appendix E). The participants did not receive 

compensation for taking part in this study. 

I continuously review research practices to ensure I am performing an ethical 

study and protecting participant confidentiality. I attempted to solicit non-vulnerable 

adults for this study, although vulnerability could have remained unknown until after 

beginning data collection. It is a researcher’s responsibility to protect participants, 

develop trust, and ensure integrity (Rowley, 2012). I informed the participant of the 

option to withdraw from this study by sending written or verbal communication. If a 

participant elected to leave this study, I would have destroyed any data obtained from that 

participant. Confidentiality is important in ethical research to ensure validity and protect 

the privacy of participants (Graebner, Martin, & Roundy, 2012).  

I stored data in a safe place to which I have access for 5 years to protect the rights 

of the participant. University protocol requires researchers to destroy data after the IRB 

critical period of 5 years to protect the privacy of the participant. Coding data provides 

additional security for participant information (Yin, 2012). I did not include the 

participant or organization name in this study, but I will include a Walden IRB approval 

number (09-08-16-0311325). 
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Data Collection Instruments 

After a participants agreed to participate in this study, the next phase was data 

collection. The data collection process included several steps. First, I selected the data 

collection instruments and then began to collect data to analyze. In qualitative studies, the 

researcher is the primary data collection instrument (Lincoln & Guba, 1985; Yin, 2014). 

As the researcher, I was the primary data collection instrument in this study. I began the 

data collection process by conducting semistructured interviews with successful small 

business managers, followed by observations, and reviewing of archival documents. 

Researchers use a combination of data collection instruments when triangulating data 

(Bekhet & Zauszniewski, 2012). The three data collection techniques that Stake (1995) 

and Street and Ward (2012) recommend researchers to use in a case study are interviews, 

archival records, and observations. Researchers construct interview questions, conduct 

interviews, review archival documents, perform data analysis, and report findings in a 

case study (Leedy & Ormrod, 2013).  

Interviews are reliable tools that researchers use to open the dialogue with 

participants to gather in-depth data (Petty et al., 2012). The interview process consisted of 

developing open-ended interview questions, selecting participants, taking detailed and 

accurate notes, audio recording, and transcribing responses to determine common themes 

(Moustakas, 1994). The interview technique is useful when trying to understand 

participants’ experience (Doody & Noonan, 2013). Researchers conduct semistructured 

interviews to gain a better understanding of participants’ experience and fully address the 

research question (Rubin & Rubin, 2012). I used an interview protocol to construct six 



64 

 

 

original open-ended questions for different stages of the interview (see Appendix B) to 

ensure I asked each participant the prerecorded questions. Researchers who use an 

interview protocol may increase the reliability of case studies by ensuring all participants 

respond to the same line of inquiry (Bekhet & Zauszniewski, 2012; Yin, 2014). The 

interview protocol can also help to ensure researchers and interviewees discuss key topics 

(Trotter, 2012). Each interview consisted of six open-ended questions and follow-up 

questions to explore the participant’s experience and understanding of the leadership 

strategies small business managers need to improve employee performance. Some 

interviewees expanded on their experiences during the semistructured interview, so I 

presented follow-up questions. When researchers use open-ended questions, a participant 

has an opportunity to provide detailed responses (Moustakas, 1994). A protocol also 

helps increase the reliability of the case study (Yin, 2014). With the permission of 

participants, I audio tape-recorded the interviews and later transcribed the interview data 

into a Microsoft Word document using Voice Base to ensure validity and reliability of the 

data. I maintained a journal to record participant behaviors during the interview. 

Researchers use journals to take notes and record important nonverbal communication 

(Evans & Rooney, 2013).  

To help enhance the reliability of this study, I used member checking. 

Interviewees reviewed my interpretations to confirm the intended meaning. Member 

checking is a quality control process researcher’s use when conducting a qualitative study 

(Harper & Cole, 2012). To ensure accuracy of data interpretation, a researcher should 

give interviewees the opportunity to evaluate the adequacy of data and initial results 
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(Harper & Cole, 2012). Researchers use member checking to ensure their opinions about 

the initial findings and interpretation are accurate (Ramthun & Matkin, 2014). 

Interviewees’ agreement with the researcher’s interpretations adds validity to the study 

(Beck, 2014). Through member checking, participants are able to correct errors and 

contest the interpretations they perceive as incorrect (Littvay, Popa, & Fazekas, 2013).   

I observed the participant for 4 hours during a normal workday using an 

observation protocol (see Appendix G). As the participant interacted with subordinates 

and conducted daily functions, I took notes. I observed how the manager tried to assist 

associates and how the manager encouraged employees to ask questions. I observed the 

managers to see if they are able to demonstrate a task if an employee asked for assistance. 

According to Bass (1985), the transformational leadership theory includes managerial 

concepts and managers can use these concepts to build a positive relationship with their 

employees. I observed how the managers tried to motivate employees to increase their 

productivity. In my notes, I recorded how the manager walked the floor and what actions 

they performed. Researchers observe participants in their natural setting to collect 

meaningful data (Yin, 2012). As the researcher, I must identify unique themes that 

explain the meanings regarding the leadership phenomenon. Observing the participants 

provided additional insight into actual leadership strategies managers’ used on a daily 

basis. Observation could also complement the use of archival documents (Bernard, 2012).  

 The performance reviews that were available allowed me to assess if the 

employee’s performance was improving, while their goals allowed me to determine if the 

manager had influenced them to be self-efficient. I was only allowed to review the 
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performance reviews from M1 on site, while I received a copy from M2. During the 

reviews, I recorded the ratings, initiatives, and scores, this review took 1 hour. The 

manager assessment helped me determine if the employees perceived the manager to be a 

visionary. These assessments had five or six categories where employees rated the 

managers. When reviewing the archival documents, I highlighted key phrases and or 

words that appeared in multiple locations. The data collection process can be challenging 

but could strengthen the results of a study if the researcher validates the findings (Yin, 

2014). Archival documents may include additional information that researchers cannot 

identify during observations or interviews (Stake, 1995). Researchers use archival 

documents in a case study to triangulate data (Yin, 2014). By using multiple data sources, 

I triangulated the data, and according to Bekhet and Zauszniewski (2012) and Yin (2014), 

multiple sources can ensure reliability of a study. 

Data Collection Technique 

In a qualitative study, a researcher can explore a research question from various 

angles (Yin, 2014). The three data collection methods that Stake (1995) and Street and 

Ward (2012) suggested for a case study are interviews, archival records, and 

observations. For example, Psychogios and Garev (2012) and Vohra (2014) used multiple 

data collection techniques to understand leadership in SMEs. These prior studies justified 

using semistructured interviews, observations, and archival documents to collect data.  

The semistructured interview process consisted of developing questions, 

interviewing the participant, and recording data. In a 2012 study, Downes and 

Koekemoer effectively used semistructured interviews to understand the effect of flexible 
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work programs on employee productivity. Likewise, in a 2012 study Simpson, Padmore, 

and Newman used in-depth interviews with owners and managers to identify individual 

firm characteristics related to business success. Exploring the firsthand experiences of 

small manufacturing business managers could lead to effective leadership strategies and 

thus indicate that the use of semistructured interviews was relevant. Researchers use 

semistructured interviews to gather detailed descriptions from participants’ lived 

experiences (Yin, 2014) and to find a new line of inquiry using open-ended questions and 

still discuss the topic in more detail (Maxwell, 2013; Moustakas, 1994; Yin, 2014).  

I used the six open-ended interview questions to conduct the semistructured 

interviews and allowed other questions to evolve during the interview. Participants 

responding to open-ended questions can address the questions as they see fit (Rubin & 

Rubin, 2012). Open-ended questions are more effective at helping researchers gain 

enriched data than closed-ended questions (Roulston, 2012; Yin, 2014). The specific 

interview questions appear in Appendix F. The data gained from the answers to the 

interview questions led to an in-depth understanding of the phenomenon addressed in the 

research question. When researchers are developing interview questions, they need to 

ensure the questions align with the phenomenon under study (Maxwell, 2013; Seidman, 

2013). The interviewees expanded on their experiences, so I had an opportunity to 

present follow-up questions (Baskarada, 2014; Moustakas, 1994; Yin, 2014). Gathering 

data from the participant’s experience may help the researcher to develop themes and 

help identify leadership strategies relevant to employee performance (Cronin-Gilmore, 

2012).  
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The interviews took between 25 to 40 minutes at an agreed-upon location. During 

semistructured interviews, researchers can fully address the research question by 

allowing participants to expand on responses (Rubin & Rubin, 2012). This length of time 

is subject to change depending on the participant’s responses to the interview questions 

(Cronin-Gilmore, 2012). I conducted interviews in the participant’s place of business, and 

the specific time and date depended on our schedules. The site of the interview may 

affect data collection; therefore, interview locations should be convenient and 

comfortable (Doody & Noonan, 2013; Scheibe, Reichelt, Bellmann, & Kirch, 2015; Yin, 

2012). The interviews should take place in a quiet setting to avoid noise distortion 

(Anyan, 2013). The participant may feel able to speak freely and extensively about their 

experiences in a comfortable place. I reminded the interviewee of the option to leave the 

study if he or she feels uncomfortable. With the permission of the participant, I audio 

tape-recorded the interview using two devices and transcribed the interview data into a 

Microsoft Word document using Voice Base. By using an audio recording device, I 

listened to the participant’s responses to clarify meaning to avoid bias. Using a digital 

audio device enabled me to use the Voice Base app and upload the audio for 

transcription, which took about 24 hours to complete. Then I copied the pdf into Word 

and listened to the recording to correct and discrepancy. The second device served was a 

backup in case of a malfunction, which I did not experience. Audio recordings promote 

accuracy of content (Anyan, 2103; Simola, Barling, & Turner, 2012; Yin, 2014). 

Obtaining participant permission to use a recording device helps to ensure participants 
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are comfortable and aware of all data collection methods (Jensen, Ammentorp, 

Erlandsen, & Ording, 2012). 

 I maintained a journal and took notes during the interviews to ensure data are 

accurate. Researchers can take notes to record participant reactions (Beetz, Uvnäs-

Moberg, Julius, & Kotrschal, 2012; Moustakas, 1994; Petty et al., 2012). Researchers can 

use journals to minimize preconceptions and eliminate interviewer bias (Cooper et al., 

2012; Tufford & Newman, 2012). 

An advantage of the semistructured interview process is researchers can ask 

additional questions if new data emerge and participants can seek clarification (Doody & 

Noonan, 2013). Researchers who use semistructured interviews gain a better 

understanding of participants’ experience and fully address the research question (Rubin 

& Rubin, 2012). Semistructured interviews are useful to researchers when there is one 

opportunity to interview participants (Verner & Abdullah, 2012). Another advantage of 

face-to-face semistructured interviews is that the interviewer can observe nonverbal 

communication (Irvine, Drew, & Sainsbury, 2013; Onwuegbuzie & Byers, 2014; Rubin 

& Rubin, 2012).  

There are disadvantages to the semistructured interview process. During 

interviews, researcher bias and misinterpretation of data can ruin the credibility of a study 

(Baskarada, 2014). To avoid bias, researchers should not try to lead interviewees’ 

responses, keep notes, or use multiple data sources (Baskarada, 2014; Tufford & 

Newman, 2012; Yin, 2012). Another disadvantage is that in order for the data from an 

interview to be accurate, the interviewers must provide their full attention (Irvine et al., 
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2013). However, the interviewer’s presence could influence interviewees’ responses 

because of their desire to please the interviewer (Evans & Rooney, 2013). Another 

disadvantage to the semistructured interview process is that the large volume of 

information could be difficult to transcribe (Yin, 2014).  

Researchers often collect secondary evidence in a case study to triangulate data 

(Petty et al., 2012; Street & Ward, 2012; Takahashi et al., 2012). The performance 

reviews allowed me to assess if the employee’s performance was improving, while their 

goals allowed me to determine if the manager had influenced them to be self-efficient. 

The manager assessment helped me determine how the employees rated the manager’s 

leadership strategies. The performance reviews were of the participant’s subordinates to 

determine if the manager has had an impact on performance. I confirmed with the 

manager that the records are complete, accurate, and provide detailed information 

regarding improvements in performance or explain areas employees needed to improve. 

M1 explained the weight of their performance reviews and what they took into account. I 

highlighted areas that were related to interactions with managers and productivity. From 

the data on the documents, I scanned for keywords and phrases and later put them into an 

Excel spreadsheet. After recording the themes that emerge from the documents, I 

compared the document themes with the themes from the interview transcripts. 

Researchers use the comparison method to determine data saturation (Ng & Chan, 2014; 

Stoddart, Bugge, Shepherd, & Farquharson, 2014; Wadham & Warren, 2014). In a 2012 

study, Psychogios and Garev used archival records to help determine factors that affect 

leadership in SMEs. In a study that involved exploring marketing practices in SMEs, 
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Bettiol, Di Maria, and Finotto (2012) used company documents, website, and articles and 

recommended appropriate marketing practices. Those examples justified the use of 

archival documents to support data obtained from interviews. 

There are advantages to using archival documents. Researchers may use archival 

documents to provide information that they cannot identify during observations or 

interviews (Baskarada, 2014; Stake, 1995; Yin, 2014). Researchers can also use archival 

documents to cross-validate (Yin, 2014). The disadvantages of using archival documents 

could be inaccurate data, the amount of time spent, and researcher misinterpretation. 

The third data collection tool I used was observations. I observed the participant 

for up to 4 hours in their natural setting during a normal workday. Researchers use 

observation to explore a participants’ environment (Moustakas, 1994) and to collect 

meaningful data from participants’ natural setting (Baskarada, 2014; Yin, 2012). 

Participant observations also complement the use of archival documents (Bernard, 2012). 

Through observation, I discovered areas where the managers and employees interpret 

duties differently.  

The advantages to using observation are I was able to triangulate data and see the 

effect of the leadership strategies firsthand. There are also disadvantages to observations. 

Observations can become deceptive or biased. Participants may go through a reactivity 

effect that alters their behaviors because they are under observation (Evans & Rooney, 

2013). Researchers must maintain a low profile to minimize distractions (Bernard, 2012; 

Yin, 2013). While observing the participants at work, I did not interact with the 
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participants to maintain my role as an observer. I noted the interaction, communication, 

and feedback of the managers.  

I used member checking to enhance the credibility of the study. Member checking 

is a quality control process researchers use to eliminate misrepresentation when 

conducting a qualitative study (Harper & Cole, 2012). In the study, member checking 

involved sharing my interpretations with the participants and allowing participants to 

verify interpretations. After I transcribed and interpreted the data, I met with the 

participants to allow them to review my interpretations. Researchers use member 

checking to minimize incorrect interpretations, with the goal of providing accurate results 

(Harper & Cole, 2012). Through member checking, researchers can verify the accuracy 

of word choice and interpretation (Houghton, Casey, Shaw, & Murphy, 2013). When 

researchers allow participants to review their interpretations, they promote credibility and 

accuracy (Harper & Cole, 2012; Wahyuni, 2012). When new data emerged, I determined 

if the data was similar to a current category or I created a new category. I inputted the 

responses into categories, and after no new themes develop, I ended the interviews. A 

researcher achieves saturation when no new themes emerge (Katre & Salipante, 2012). If 

I had been unable to achieve saturation after the first initial interviews, I would have 

solicited additional participants. I did not conduct a pilot study. 

Data Organization Technique 

Another important function in the data collection phase is data organization. It is a 

researcher’s responsibility to accurately and securely organize and store data throughout 

the data collection process. Researchers who properly organize data are able to access the 
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data when needed (Basurto & Speer, 2012; Hays & Wood, 2011; Korhonen, 2014). 

Protecting participants’ privacy is also the researcher’s responsibility (Rowley, 2012). 

Organizing 

In a case study, researchers need to organize continuously, explore, and interpret 

data (Yin, 2014). I reviewed data for similarities throughout the data collection process. 

By continuously comparing data, researchers can achieve saturation and minimize 

categories (Ng & Chan, 2014; Wadham & Warren, 2014). In their 2014 study, Stoddart et 

al. used the comparison method to analyze interview responses regarding implementing 

clinical leadership policies; therefore, I used the comparison method. To maintain 

structure and accuracy, I used an interview protocol template (see Appendix B) for the 

interviewee. An interview protocol helps to increase the reliability of a case study by 

ensuring all participants respond to the same line of inquiry (Bekhet & Zauszniewski, 

2012; Yin, 2014). The interview protocol can also help to ensure the researcher and the 

interviewee discuss key topics (Trotter, 2012).  

I used two audio-recording devices during the interviews, with participant 

permission, to ensure accurate records. By using an audio recording device, I listened to 

participant responses to clarify meaning to avoid bias. Researchers can use audio 

recording device to ensure accuracy of transcription (Simola et al., 2012; Yin, 2014). By 

using audio recordings and storing interview data, researchers can also ensure a study is 

ethical (Camfield & Palmer-Jones, 2013). Obtaining participant permission to use a 

recording device also ensures participants are comfortable and are providing accurate 

data (Jensen et al., 2012). I used Voice Base to transcribe interview responses and the 
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program identified keywords from the interview. I recorded the keyword presented by 

Voice Base into an Excel spreadsheet then did a manual scan of the transcript to identify 

similar ideas. Researchers use interview transcripts to locate commonalities in 

interviewee responses (Moustakas, 1994; Simola et al., 2012). By listening to the audio 

recordings prior to beginning transcription, I was able to decipher the interviewee 

responses, as suggested by Maxwell (2013) and Othman and Rahman (2014). I 

transcribed the recorded interview verbatim and stored the transcription for 5 years, as 

required by the university. I maintained a journal and field notes to record the daily 

routines and observations of employees. Researchers can use journals and field notes or 

memos to triangulate data, reduce preconceptions, and identify the alternate perspectives 

of participants (Cooper et al., 2012; Korhonen, 2014; Tufford & Newman, 2012). I also 

used a research journal to arrange ideas when no computer is available. 

The cataloging process included labeling all material with an identification 

number and saving files to a flash drive. By assigning identification numbers, I was able 

to distinguish participant responses and label data. Researchers use identification 

numbers to ensure the confidentiality of each participant in the final publication (Gibson, 

Benson, & Brand, 2013), for example, M1 represented a manager.  

After the interview, I labeled documents and placed them in a folder along with 

any notes taken during the interview. I used Excel to store interview data and codes. I 

input all responses into a spreadsheet; each question had a separate sheet. Microsoft 

Excel is a helpful tool for storing and organizing data (Given, 2008; Meyer & Avery, 

2009), researchers can create an Excel spreadsheet to verify data (Camfield & Palmer-
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Jones, 2013). After I input responses, I reviewed to identify redundancy. Researchers 

should store all data they obtain during a study (Jacob & Furgerson, 2012). Researchers 

label data to access data when needed and to protect participant privacy (Basurto & 

Speer, 2012; Carlström & Ekman, 2012; Rowley, 2012).  

Storing 

I stored written notes, an external drive, interview transcripts, confidentiality 

documents, and the reflection journal in a locked file cabinet for up to 5 years until I 

destroy the data to ensure the participant remains anonymous. The suggested period to 

store data typically ranges from 3 to 10 years (Goth, 2012; Torrance, 2012), and the 

requirement at Walden University is 5 years (Coffie, 2013; Ekekwe, 2013). I will delete 

all electronic files, shred all paper documents, and delete all recordings after 5 years to 

ensure confidentiality. Confidentiality is important in ethical research to ensure validity 

and protect the privacy of participants; therefore, securing documents is important 

(Graebner et al., 2012). Researchers use confidentiality agreements, so participants will 

feel free to speak openly and honestly without fear of negative consequences (Ivey, 

2012). By labeling and storing files by name, I can retrieve data when necessary. I am the 

only person who has access to the data. No identifiable information from the participant 

appears in the final publication of this study. 

Data Analysis 

The way to analyze a qualitative study varies among studies (Maxwell, 2013). 

The data analysis stage consists of examining, categorizing, tabulating, and testing (Yin, 

2014). Researchers analyze data to determine the meanings of the data (Ginsberg & 
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Sinacore, 2013; Lawrence & Tar, 2013). A researcher can analyze a case study by using 

pattern matching, time-series analysis, logic models, cross-case synthesis, or explanation 

building (Yin, 2014). The analysis for this study included (a) gathering the data, (b) 

grouping the data, (c) creating themes, (d) accessing the data, and (e) using the 

comparison method to understand the leadership strategies of successful small business 

managers. Data analysis begins when researchers transform data into written text 

(Maxwell, 2013).  

In the examining stage, I reviewed all data. I began by reviewing interview 

transcriptions from each interview. I used Voice Base to transcribe the interview 

transcripts and then transferred them into a Microsoft Word document by copying the 

interviews for the Voice Base pdf output. Researchers transcribe data to identify similar 

ideas (Moustakas, 1994; Simola et al., 2012) and to interpret data and identify 

commonalities (Yin, 2012). Researchers can use the comment feature in Microsoft Word 

to highlight codes (Cater, Machtmes, & Fox, 2013; Given, 2008; Seidman, 2013). 

Properly sorting data simplifies the identification of themes (Bishop & Lexchin, 2013). I 

listened to the full interview and made corrections by keyboard if the output was not 

accurate. Listening to audio recordings ensured that I correctly deciphered the 

interviewee responses. Researchers can use an audio recording device to ensure accuracy 

of transcriptions (Finfgeld-Connett, 2014; Maxwell, 2013; Othman & Rahman, 2014). 

After I transcribed the data, I met with participants to review a copy of the coded 

transcripts for feedback on my interpretations. Through member checking, researchers 

can verify accuracy of word choice and interpretation (Harper & Cole, 2012; Houghton et 
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al., 2013; Lincoln & Guba, 1985). After reviewing the interview, I reviewed the notes 

taken from the archival documents and observations. Researchers can use a reflective 

journal to record observations as well as arrange ideas during interviews (Hinder & 

Greenhalgh, 2012). As themes emerged from the documents, I corroborated with the 

interview transcript to determine similarities. Researchers read, organize, and understand 

the data to reflect and perhaps discover new ideas and themes (Yin, 2012). The 

disadvantage is the reviews can be tedious and time-consuming. After redundancy occurs 

in participant responses, no further interviewing is necessary (Walker, 2012).  

The next stage in data analysis is categorizing. I began by developing codes. 

Organizing and grouping data makes the coding and categorization process efficient 

while easing the process of accessing data (Basurto & Speer, 2012; Carlström & Ekman, 

2012). Researchers use coding to identify subjects the participants describe and to 

contribute to analyzing and organizing data for later interpretation (Da Mota Pedrosa, 

Näslund, & Jasmand, 2012; Moustakas, 1994). Coding involves deriving themes and 

categories from the data (Da Mota Pedrosa et al., 2012). Open coding consists of one or 

two words, whereas axial coding involves relating codes (Petty et al., 2012; Sarker, Xiao, 

& Beaulieu, 2013). By using coding, researchers can tie responses to the theory (Yin, 

2014). By continuously rechecking coding, I uncovered patterns and identified 

relationships between categories. Researchers apply coding to identify patterns and 

secure information (Smit, 2012). In their 2012 study, Lam and O’Higgins used coding to 

catalog data and protect participant privacy. Researchers can combine codes to reduce 

categories (Cater et al., 2013; Vaismoradi, Turunen, & Bondas, 2013). The number of 
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categories depended on the different themes that emerge. I was able to identify four 

themes from the data. The themes were (a) following a vision, (b) self-efficacy, (c) self-

determination, and (d) need fulfillment. I used locating keywords and phrases as the first 

step in categorizing. For example, Lam and O’Higgins (2012) used coding in their study 

on transformational leadership to help categorize data. I was able to determine the 

characteristics from the conceptual framework were relevant to the findings. I used 

Microsoft Excel software to review and code data and to identify common terms that I 

missed within a manual review process. Using Excel, I sorted themes and compared 

responses to identify similarities. Microsoft Excel has a built-in sorting mechanism to 

assist researchers with organizing and reviewing data (Flick, 2014; Given, 2008; 

Silverman, 2013). Computer-assisted tools can assist with data review, and researchers 

should identify any meaningful categories (Baskarada, 2014).  

The next stage consisted of tabulating and testing data. After developing codes, 

the next step was testing the codes. To test codes, I reviewed the data. Researchers read 

and examine transcriptions to identify themes (Cronin-Gilmore, 2012; Yin, 2012). I used 

a thematic analysis to compare the data and corroborate evidence to generate a clear 

understanding of the manager’s perceptions of the influence of leadership strategies on 

employee performance. Through thematic analysis, researchers can pinpoint patterns 

(Vaismoradi et al., 2013). Continuously comparing data also helps determine data 

saturation (Ng & Chan, 2014; Wadham & Warren, 2014). Researchers can use data 

triangulation, investigator triangulation, theory triangulation, and methodological 

triangulation to analyze data (Denzin, 2012). Researchers use multiple sources of data in 



79 

 

 

a case study to identify patterns (Yin, 2014). Methodological triangulation may lead to a 

more detailed understanding that may not be possible using one type of data (Heale & 

Forbes, 2013; Psychogios & Garev, 2012; Wahyuni, 2012). The data collection 

instruments I used consisted of an interview, observations, and archival documents. 

Researchers can use multiple data collection instruments to triangulate data (Balzacq, 

2014; Petty et al., 2012; Stake, 1995). Using these sources, I began to compare themes to 

corroborate data and to determine if a correlation exists with the employee performance 

reviews and interviewee responses. The documents led to an opportunity to reduce 

categories and create subcategories.  

The final step was the comparison method. After triangulating the data, I 

compared transcripts, archival documents, and observation notes to reduce and eliminate 

categories. Researchers conduct the comparison method to identify similarities and 

differences in responses (Baskarada, 2014). Using the comparison method, Stoddart et al. 

(2014) analyzed interview responses in their study on leadership. After I identify 

leadership strategies, I used the comparison method with prior study findings to merge 

overlapping themes. After no new themes are feasible, I did not conduct any further 

coding. Researchers continuously compare codes and merge themes to determine data 

saturation and validate research findings (Katre & Salipante, 2012; Ng & Chan, 2014; 

Wadham & Warren, 2014). Using the ideas derived from the data, I reported the results. 

The results may provide information to help improve the lack of leadership knowledge in 

small businesses. 
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Reliability and Validity 

Future scholars may use this study as a platform; therefore, I ensured I provided 

quality data in my study. Scholars confirm the quality of data by verifying the validity 

and reliability of the study (Ali & Yusof, 2011; Edmonds & Kennedy, 2012; Yin, 2014). 

To achieve quality, researchers must keep accurate records, interview relevant 

participants, and record the steps they use during the study (Ali & Yusof, 2011). 

Monitoring and reporting procedures completely and truthfully can also ensure reliability 

(Applebaum, 2012; Yin, 2014). 

Reliability 

Reliability refers to the repeatability of research procedures (Lincoln & Guba, 

1985; Moustakas, 1994; Yin, 2014). I provided a detailed record of the research 

collection methods and explained the research design, sampling methods, data collection 

methods, and data analysis to ensure the quality of the findings. Documented procedures 

bring reliability to the study (Applebaum, 2012; Lincoln & Guba, 1985; Yin, 2014). I 

maintained a research log to record procedures and track progress. A research journal or 

log is suitable for documenting procedures, demonstrating credibility, and enabling future 

scholars to replicate the research findings (Grossoehme, 2014; Lincoln & Guba, 1985; 

Yin, 2014). By properly outlining the steps of this study and storing all documents, I 

ensured results remained trustworthy and valid.  

Reliability also refers to a researcher’s responsibility to check for accuracy of the 

data (Ali & Yusof, 2011). When checking reliability, researchers should review 

transcripts for mistakes, monitor changes in codes, and crosscheck data (Ali & Yusof, 
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2011). After conducting interviews, I transcribed interviewee responses using Voice 

Base. I used an audio recording device to verify accuracy of transcriptions. Researchers 

can record interviews and review recordings to ensure accuracy (Hess, McNab, & 

Basoglu, 2014; Simola et al., 2012; Yin, 2014). By reviewing data accuracy, researchers 

can minimize bias to ensure data reliability (Ali & Yusof, 2011; Simola et al., 2012; Yin, 

2014). 

Discussing the experiences of participants also indicated the quality of the data 

provided. The participants were relevant to the topic. The criteria for selecting 

participants helped ensure their credibility. A participant with a successful history 

ensured the credibility of research; therefore, I selected the interviewees from a 

purposeful sample. By using the opinions of the community of scholars, researchers can 

ensure reliability (Konig & Waistell, 2012; Leedy & Ormrod, 2013; Yin, 2014). 

Dependability involves ensuring researchers are aware of all changes affecting the 

research process and are documenting these changes (Lincoln & Guba, 1985). The 

process can ensure the data are reliable. I achieved dependability in this study by using 

detailed records and member checking data interpretation.  

Member checking. Researchers can ensure the credibility and validity of data by 

allowing participants to review interpretations. After I transcribed the data, I met with 

participants to review a copy of the coded transcripts to receive feedback on my 

interpretations. Participants can review data for clarifications and provide further 

information if essential (Wahyuni, 2012). Misinterpreting data can risk the validity of the 

study; therefore, member checking is necessary (Beck, 2014; Littvay et al., 2013; 
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Ramthun & Matkin, 2014). Through member checking, researchers can verify with the 

participants the accuracy of word choice and interpretation (Houghton et al., 2013).  

Validity 

A qualitative researcher can verify accuracy by using certain procedures or tests 

(Ali & Yusof, 2011) that help determine the quality of a research design (Yin, 2014). The 

four tests to ensure research validity are (a) credibility, (b) transformability, (c) 

dependability, and (d) conformability (Houghton et al., 2013; Lincoln & Guba, 1985). 

Including these concepts in a qualitative study helps to ensure validity.  

Credibility involves ensuring the research findings are authentic based on the 

participants’ assessment (Lakshmi & Mohideen, 2013; Munn, Porritt, Lockwood, 

Aromataris, & Pearson, 2014). Activities that help improve research credibility include 

persistent observation, triangulation, and checking raw data against the researcher’s 

interpretation (Lincoln & Guba, 1985). To ensure research credibility, Munn et al. (2014) 

and Wahyuni (2012) recommended triangulation to demonstrate reliability across data 

collection techniques. For this study, I used methodological triangulation to ensure 

credibility.  

Methodological triangulation. In a qualitative study, researchers can validate 

data by triangulating interviews, archival documents, and observations (Street & Ward, 

2012). Researchers can use triangulation to ensure validity by crosschecking the 

reliability of data sources (Verner & Abdullah, 2012; Yin, 2014). An advantage of 

methodological triangulation is researchers can use multiple sources to corroborate 

findings and strengthen a qualitative study (Bekhet & Zauszniewski, 2012; Verner & 
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Abdullah, 2012; Yin, 2014). In this study, I used semistructured interviews, observations, 

and archival documents to collect data. In a 2014 study, Vohra (2014) used interviews, 

observation, and document review to understand the behaviors of leaders in SMEs, which 

indicated the effectiveness of triangulation. 

The focus of transferability is on transmitting study outcomes to additional 

populations on a widespread basis (Houghton et al., 2013; Lincoln & Guba, 1985). To 

ensure the transferability of this study, I provided readers with a detailed account of my 

research process, use open-ended questions, and discuss limitations. Researchers use 

open-ended questions to obtain research data that enhance transferability across 

populations (Onwuegbuzie, Leech, & Collins, 2012; Roulston, 2012; Rubin & Rubin, 

2012). By documenting procedures and limitations, future scholars should receive similar 

results if they follow the same procedures, thereby ensuring transferability (Applebaum, 

2012; Crowe, Inder, & Porter, 2015; Yin, 2014).  

Conformability is true value and congruence that researchers can establish 

through a bias-free research process (Houghton et al., 2013; Lincoln & Guba, 1985). I 

used a reflective journal to help eliminate some bias because I disclosed all data collected 

in the journal entries. Researchers must ensure data are accurate and must not falsify 

information to avoid bias (Cooper et al., 2012; Grossoehme, 2014; Yin, 2014). 

Researchers can also minimize bias by disregarding their preconceptions (Wilson, 2012). 

I reviewed data for accuracy and use member checking to ensure accurate interpretations. 

By checking data for accuracy and using member checking, researchers can validate 

research data (Harper & Cole, 2012; Lincoln & Guba, 1985; Yin, 2014). 
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In a qualitative study, data saturation is another strategy that can enhance 

reliability by demonstrating commonalities in data (Anyan, 2013; Yin, 2014). I achieved 

saturation by using a purposeful sample of small business managers. Researchers can use 

a purposeful sample to obtain data from the participants and find commonalities in 

experiences (Dworkin, 2012; Moustakas, 1994; O’Reilly & Parker, 2012). I compared 

data from interviews, archival documents, and observations to identify common themes. 

Researchers also use triangulation to achieve saturation from multiple sources (Street & 

Ward, 2012; Verner & Abdullah, 2012; Yin, 2014). When repetition occurs in interview 

data and document reviews, saturation has taken place (Dworkin, 2012; Ng & Chan, 

2014; Walker, 2012). Data saturation is also an indication of an adequate sample size 

(Goldberg & Allen, 2015; O’Reilly & Parker, 2012). I did not have to contact the 

participant to present additional follow-up questions because I was able to achieve data 

saturation after the first interview. Achieving data saturation is important to researchers 

because saturation is an indicator that commonalities exist and helps strengthen research 

findings (Dworkin, 2012; O’Reilly & Parker, 2012; Walker, 2012).  

Transition and Summary  

In Section 2, I discussed the purpose statement, role of the researcher, data 

collection, and validity of this study. Section 2, I included the methodology I used in this 

study, a discussion of the suitability of a qualitative multiple case study design for this 

study, and a review of the purpose of this study. I used a qualitative research method in 

the form of a multiple case study design to explore the impact leadership strategies have 

on employee performance. A researcher can build on theory using the multiple case study 
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design (Houghton et al., 2013). To ensure alignment with the central research question 

and purpose statement, this discussion included criteria for collecting data, managing and 

storing data, and interviewing. I included sections on the data collection instruments, data 

organization techniques, and data analysis. Data collection involved using a self-

developed interview protocol, reviewing archival documents, and observation. The 

section included requirements for participants, ethical research, and population sampling 

methods. The purposeful sample included managers from two small manufacturing 

businesses that produce different products. Using a successful practitioner to understand 

leadership led to information useful to other small business practitioners to understand 

the type of managers needed to improve employee performance. Section 2 ends with a 

discussion of reliability and validity to ensure the doctoral study meets quality standards. 

In Section 3, I used the data techniques to gather and record the responses of the 

participant, and I presented the results of interview responses and an evaluation of the 

interview transcripts. In Section 3, I included a discussion and presentation of the 

application of the results and findings to professional practice and implications for social 

change. Section 3 included recommendations for action based on the results of this study 

and recommendations for future studies in the areas of leadership and organizational 

performance in small business. 
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Section 3: Application to Professional Practice and Implications for Change 

Introduction 

The purpose of this qualitative multiple case study was to explore how small 

manufacturing business managers used leadership strategies to improve employee 

performance. Small businesses achieve organizational success through the proper 

leadership of human capital (Baptista et al., 2014; Germain, 2012). The focus of this 

research was to explore the leadership strategies that improve employee performance to 

meet organizational goals.  

The participants for this study consisted of two managers from two small 

manufacturing facilities that had experience using leadership strategies. I conducted 

semistructured interviews guided by open-opened questions with participants to answer 

the overreaching research question for this study: What leadership strategies do small 

manufacturing business managers use to improve employee performance? Comparing 

data from relevant organizational documents such as employee performance reviews, 

management assessments, and employee goals, in addition to interview results and 

observation notes led to a comprehensive analysis suggested by (Marshall & Rossman, 

2016). The resulting themes were the fundamental concepts of transformational 

leadership: (a) following a vision, (b) self-efficacy, (c) self-determination, and (d) need 

fulfillment. Based on the data and the emergent themes, I found that the initial research 

findings of this study matched the fundamental concepts of the transformational 

leadership theory identified by Kovjanic et al. (2012).  
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Presentation of the Findings  

A case study approach serves as an effective way to investigate a phenomenon in 

multiple real-life settings (Yin, 2014). The overreaching research question for this study 

was: What leadership strategies do small manufacturing business managers use to 

improve employee performance? The four main themes that emerged from the data 

analysis of the two interviews and observations and archival document reviews were (a) 

following a vision, (b) self-efficacy, (c) self-determination, and (d) need fulfillment. I 

used semistructured interviews, observations, and archival documents reviews to obtain 

and in-depth understanding of perspectives of effective leadership strategies. The chosen 

participants were manufacturing managers who had experience using leadership 

strategies to influence employee performance. Each participant worked for a small 

manufacturing plant, in the coastal plains region of South Carolina. Once I completed 

data collection, I coded the participants by using M to represent a manager and numbers 1 

- 2 to identify managers’ data, to ensure confidentiality. Therefore, M1 represented the 

first manager I interviewed. Data was interpreted using thematic analysis. Through 

thematic analysis, researchers can pinpoint patterns (Vaismoradi et al., 2013).  

The following themes that emerged under following a vision were: (a) 

anticipation and (b) shared goals. The themes under self-efficacy were: (a) exemplary 

behaviors and (b) selfless. The main themes under self-determination were: (a) sense of 

purpose, (b) increase self-awareness, and (c) increase confidence. The themes under need 

fulfillment were: (a) abilities, (b) commitment, and (c) job satisfaction.  

First Theme: Following a Vision 
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 The first theme that emerged from the analysis was following a vision. The 

responses to interview questions 1 and 2 indicated their ongoing efforts to instill the 

organization’s vision in employees. The literature review supports the emerging themes 

of; (a) anticipation and (b) shared goals. Based on the results from the 2012 study, Koech 

and Namusonge suggested that managers should be role models, inspire, provide 

individual attention, and motivate. In business, employees expect leaders to perform 

multiple functions, such as having a vision and providing guidance to meet organizational 

goals (Youngwirth, 2013). In questions 1, 2, 4, and 5, I explored the participants’ insight 

into improving employee performance in a manufacturing setting. Having a vision to 

follow was a main idea that all participants seemed to indicate in their responses. All 

participants shared their thoughts about a vision being what they wanted to instill in the 

employees. Effectively implementing the vision allows the employees to be productive in 

the workplace. M1 stated: 

…we have got to change with times we've got to continue to encourage people I 

said you people out here are all as intelligent as I am. Don't check your heads at 

the door think about something that we can do to improve. Even a fifteen to 

twenty-minute improvement in the time it takes to do something is huge so don't 

check your heads because what you been doing if we don't change we won’t be 

here another 4 years. 

Knowing that it takes change and being able to adjust to change is important in 

the small business industry. For this reason, transformational leadership is a form of 
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leadership that involves causing a change (Bass, 1985). According to Rana and Malik 

(2016), leaders recognize change and then create strategies for those changes.  

 Anticipation. In a study conducted in Pakistan, Paracha et al. (2012) indicated 

that when working toward goals, transformational leaders make the process simple by 

indicating the vision and encouraging followers to pursue that vision and not worry about 

outside distractions. The study results, correlate with the idea that leaders have focus and 

often have anticipation (Sakiru et al., 2013). The participants agreed that as a manager 

you have to be a step ahead. In the 2012 study, Psychogios and Garev indicated that lack 

of role clarity, uncertainty, and the absence of a vision had an undesirable effect on 

employee performance. Organizational leaders who change the management structure 

with the available leadership knowledge can improve employee satisfaction and 

organizational performance (Sakiru et al., 2013). M2 said, 

 …explain to them if we stay here and do the same things the way we've done here 

the last forty years then we won’t be here 40 years from now. I guarantee you this 

world is changing so fast in the speed of time and speed of the Internet and just 

everything of how we evolve businesses are going to be here that do the same 

thing.  

A transformation leader understands that they have to adapt to change. Leaders 

seek followers who adapt to change, have flexibility, and can multitask (Prilipko et al., 

2011). From the manager assessments, I reviewed the employees seemed to respect, the 

managers input and seek their assistance. Three out of the four reviewed indicated that 

the manager was able to adapt to changes.  
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Shared goals. Effective leadership is how leaders positively motivate followers to 

develop themselves while achieving organizational goals (Conchie, 2013). All 

participants indicated that they want the employees to work at a certain level. When 

employees complete work properly then the company is able to prosper. According to 

Rua and Araujo (2015), transformational leaders have to be able to instill the 

organizational goals in the employee to make them adopt the organization’s philosophy. 

In response to interview question 2, M2 stated: 

 My inventory control person I encouraged him to go to college to get this year 

degree. He's a sharp guy and could be a manager role but he needs that piece of 

paper so encourage him and he is excited he comes in here every day wants to 

perform well for me and for the company.  

The findings supported Bayram and Dinc (2015) claimed that when leaders put 

the followers’ needs first, the followers are willing to work toward the leader’s 

expectations. M1 suggested that if managers can show employees the proper way of how 

to do the job employees could learn just by watching in order to meet the organization’s 

needs.  

Second Theme: Self-Efficacy  

 The second theme that emerged from the analysis was self-efficacy. The 

responses to interview question three and six indicated their self-efficacy. The literature 

review supports the emerging themes of; (a) inspiration and (b) selfless. Transformational 

leaders use (a) exemplary behaviors, (b) inspiration, and (c) selfless attitude to encourage 

their followers (Aggarwal & Krishnan, 2013). 
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Inspiration. The findings from the interview data indicated that inspiration 

allows them to motivate employees to perform. According to Hamstra et al. (2013), the 

relationship the manager or supervisor has with the employee can influence their 

performance. Two managers indicated that leading by example is important because the 

leader is making decisions that affect the organization. The follower then develops an 

idealized image of the leader and tries emulating the leader’s behaviors (Wang et al., 

2013).  

Transformational leaders use positive interaction and inspiration to improve 

organizational success (Nixon et al., 2012). Leaders need to use inspirational motivation 

continuously to ensure followers stay engaged and encourage followers to achieve goals 

(Cavazotte et al., 2013; Popa, 2012). M1 stated: 

You've got to be able to listen people, and you got to be able to encourage then 

through discipline, not just beat them up in discipline. I think that that's a wrong 

way to approach……… encourage me to give something to look forward to and 

not just doing or saying things and that’s one of the things that I brought up here 

recently with this team. 

Selfless. Selfless stemmed from responses to interview questions 3 and 6, on 

participant insights on challenges and employee development in order to improve 

employee performance. The purpose of the question was to explore what elements hinder 

the impact of their leadership strategies. Transformational leaders encourage employees 

to look beyond self-interest (Washington et al., 2014). Transformational leaders develop 

relationships with employees and put the goals of others before their own; however, these 



92 

 

 

leaders create value by influencing other followers to become leaders (Khan et al., 2012; 

Men, 2014). All participants suggested that you have to be open to change and allow 

growth. M1 stated: 

People get stale get stagnant and you've got to encourage them to learn something 

do something more... So I think those are some things to utilize to help sometimes 

pull people out of a slump give them a different look on life give a different look 

on the company. What we're doing to try and help them grow personally and 

professionally. 

Third Theme: Self-determination 

The third theme that emerged from the analysis was self-determination. The 

responses to interview questions and goal assessments indicated self-determination is 

relevant to effective leadership. The literature review supports the emerging themes of; 

(a) sense of purpose, (b) increase self-awareness, and (c) increase confidence. A 

transformational leader motivates individuals to learn based on the concept that after they 

have those skills, they can help meet organizational goals and increase employee 

confidence (Cavazotte et al., 2013). By using inspiration, these leaders’ simulated 

enthusiasm, and build confidence in their followers, which supports Z. Wang and 

Gagné’s (2013) assumption that transformational leadership encourages self-sufficient 

motivation and high employee values.  

Sense of purpose. Based on a response to a follow-up question and interview 

question 1 regarding previous experiences and describing their strategies, there is an 

understanding that when employees have a sense of purpose their performance improves. 
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All participants emphasized employees need to feel appreciated and that they are a part of 

something bigger. M2 stated, “People on the shop floor like to know who things are 

going to. Encouraging them and getting to understand how they're and what they are 

doing matters whether its bottom line or not.” 

Based on data retrieved from the employee goals it is apparent that all the 

employees embrace their responsibilities and look forward to development. All 

participants suggested that they learned from previous experiences and understand that 

results matter but the employees have to know their purpose. M2 stated: 

What does their job mean to the overall business? And I think you know when 

you sitting here and people are doing their work and they don't understand really 

what the end goal is here or you get them in the same routine every day and I 

don't like people to be in that routine I want them to understand the importance of 

their work. 

The findings supported Rua and Araujo (2015) claim that in order to meet 

organizational goals transformational leaders should explain to employees their roles. 

This result also supports the suggestion by Abu Elanain (2012) that role clarity is an 

important part of leadership. 

Increase self-awareness. Employee satisfaction indicates if employees are 

content or satisfied with their work and self (Boyad et al., 2012). When employees feel 

satisfied with their jobs, their performance improves, and ultimately the individual 

performances complement the overall organization (Paracha et al., 2012). By instilling 

knowledge and self-belief, leaders enable followers to become leaders. M1 suggested 
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that, “…just encourage and even get a certificate or associate degree or something even if 

it took them six years at least they're working towards something that can help benefit 

them personally and help them grow even in this organization.” 

Findings from the review of the employee performance reviews indicated 

progression, and the employee comments illustrated their understanding of self-

development. One organization even offers online certification through their company. 

The manager indicated that taking the online test was a part of their performance reviews 

and employees are given an objective. The management assessments indicated that 

management had embraced changes, encouraged growth, and provided assistance. 

Increase confidence. A transformational leader motivates individuals to learn 

based on the concept that after they have those skills, they can help meet organizational 

goals and increase employee confidence (Cavazotte et al., 2013). From a review of 

employee goals, I observed that some lower level employees were striving to make major 

improvements. One indicated they wanted to take additional certifications online. 

Because these employees have set goals for themselves under the supervision of the 

manager, it may be safe to assume the manager had an impact on their targets. According 

to Rana and Malik (2016), when employees deem themselves or their jobs important, 

they make improvements, which can be because of their leader’s influence.  

Fourth Theme: Need Fulfillment 

The fourth theme that emerged from the analysis was need fulfillment. The 

responses to interview question five indicated the relevance of need fulfillment. I 

identified need fulfillment as relevant to the transformational leadership theory. This 
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theme was strengthened through the results of the Kroon et al. (2013) study. The 

literature review supports the emerging themes of: (a) abilities, (b) commitment, and (c) 

job satisfaction. To illustrate the leadership relationship, Kovjanic et al. (2012) indicated 

that followers’ basic needs of autonomy, competence, and relatedness facilitate the 

relationship between transformational leadership and employee job satisfaction, self-

efficacy, outcomes, and commitment to the leader. 

Abilities. A transformational leader seeks to develop individuals’ abilities, 

attitudes, and values; hence, transformational leaders can influence or change the 

thinking of followers (Choudhary et al., 2013). For instance, Kroon et al. (2013) explored 

the factors that could stimulate high performance in the workplace, such as employee 

abilities, employee motivations, and opportunity to perform. From the interviews, all 

participants indicated that they interact with employees to instill the correct abilities. The 

participants indicated that they lead by example to meet organizational goals. M1 stated, 

“ Get out there and just show them the proper way of how to do the job. And they can 

learn by watching me. We can do it together.” From the performance, reviews I was able 

to determine that employees were attempting to learn new abilities.  

These findings coincide with Bayram and Dinc (2015), assertion that when 

followers know their worth, they work towards goals. Based on the performance reviews 

the employees seem to be learning new functions and embracing the business culture. 

Commitment. The commitment these workers have to the organization and their 

goals could have a link to the leadership approach (Othman et al., 2013). According to 

Rana and Malik (2016), these leaders can develop commitment in their followers. During 
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my observation of the managers, I saw that the employees sought the manager’s advice 

and guidance. I observed employees that had been with the organization for at least 6 

years and as we walked, the floor there was positive interaction. The manager spoke to 

the employees, and I could see that they had good relationships. Not only did they talk 

about production issues and inventory, but they also had conversations about family. 

Later in the office, the manager expressed how important it was to build a relationship 

and think about how the company could improve for the future. One organization offered 

online training courses and tuition reimbursements, so they could develop their staff and 

retain them for the future. So not only were the employees committed, but so was the 

company. M2 stated: “So I think you have to have a lot of things in an organization to be 

successful. You've got to have good people, you've got to embrace the people encourage 

people.” 

The findings indicated that when commitment to organization goals are the focus 

of conversation business survival is achievable. Optimism, focus, growth, and teamwork 

are concepts of the commitment theme. According to Armstrong (2013), when managers 

display commitment, that enhances the survival and growth of a small business.  

Job Satisfaction. Organizational leaders consider job satisfaction a primary 

objective because the negative output of an employee could affect coworkers and 

customers (Sakiru et al., 2013). Leaders are an essential component of boosting employee 

job satisfaction and improving employee performance (Paracha et al., 2012). Follower 

satisfaction is a result of proper leadership, and job satisfaction leads to improved 

employee performance (Sakiru et al., 2013). The managers indicated that want to make 
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their employees happy. They continuously communicate with them and encourage 

suggestions. M1 stated: 

…have an open door policy an that's kind of my style. When I recently I took over 

the operations role as well. Supply chain what I did here is I raised my curtains 

here in the office, so I get a visible anybody come in from the shop floor if they're 

going to use restroom or go into the break room they see me I wave to them I say 

hello. 

This result supports the suggestion by Bayram and Dinc (2015) that satisfied employees 

contribute to the organization. 

Findings Tied to Transformational Leadership Theory 

 Further analysis of interview data revealed employee encouragement, managerial 

experience, and adaptation are important concepts when trying to improve employee 

performance. These managers leadership strategies all recognized employee 

encouragement, managerial experience, and adaptation as infrastructure to effective 

leadership. The more a concept emerges in data collection, the more likely it is a relevant 

theme (Guba, 1978). Employee encouragement, managerial experience, and adaptation 

reoccurred in over half of the responses among participants. This results support Bass 

(1985) idea, that encouragement is essential to employee performance. 

According to Bayram and Dinc (2015), existing empirical research suggests that 

employee job satisfaction influences a business’s chances of survival. The themes I 

gathered from my study display the leadership strategies small manufacturing managers 

should implement to improve employee performance. The participant’s responses and 
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supplemental data support the transformational leadership theory, which was the 

conceptual framework for this study.  

Applications to Professional Practice 

 This study is important to understanding the leadership strategies small 

manufacturing managers need to improve employee performance to meet organizational 

goals. The purpose of this qualitative multiple case study was to explore the leadership 

strategies successful small business managers have utilized to improve employee 

performance to sustain business beyond 5 years. Findings from the study and 

recommendations will serve as the basis for the development of the leadership strategies 

managers of small manufacturing can use to improve profitability. The results of this 

study provide suggestions to underperforming organizations on which leadership 

strategies can be used to improve employee productivity and job satisfaction. If managers 

consider these findings, the gap in business practice relating to profitability and 

sustainability could improve. Study results indicated that leaders with the appropriate 

leadership knowledge enable small business managers to improve employee performance 

and organizational performance as suggested by Sakiru et al. (2013). Furthermore, these 

results provide managers with implementable information to increase productivity. 

Leaders must know what their followers are seeking and how to inspire and motivate 

them to achieve the organizational goals (Mahdinezhad et al., 2013). The ability to 

inspire and motivate has a positive influence on job satisfaction and indicates a link exists 

between followers’ job satisfaction and affective commitment to the leader (Kovjanic et 
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al., 2012; Sakiru et al., 2013). Transformational leaders enhance the ability of their 

followers to meet the demands of an organization (Kovjanic et al., 2012). 

 Study findings are relevant to professional practice, as this study identified 

practical solutions for managers of small manufacturing facilities. In addition, the 

findings provide a practical guide for small business managers to change their leadership 

strategies and improve employee performance to increase productivity and sustainability. 

The study’s findings and recommendations added to the knowledge of business 

development through identifying the needed leadership strategies that improve employee 

performance. The factors included in the emerging themes may assist managers in 

increasing productivity and boosting employee morale while increasing profits.  

Implications for Social Change 

Implications for change from this doctoral study include the potential to construct 

a list of leadership strategies for small business managers to improve employee 

performance and sustain beyond 5 years. In the United States, the small business sector 

accounted for 63% of new job creation in 2014 and 50% of the workforce (SBA, 2014). 

This study is important to understanding how to improve employee performance and 

profitability of small businesses. When managers know how to improve employee 

performance, they enable the organizational to thrive.  

The purpose of this study was to explore leadership strategies that improve 

employee performance. The findings contribute to the understanding of effective 

leadership strategies to improve employee performance in a manufacturing setting. When 

a business is successful the business, employees, customers, and community benefit 



100 

 

 

(Eniola & Ektebang, 2014). Probable social changes include improved living standards 

and continuous employment opportunities. 

The results of this study identified viable options to improve employee 

performance through effective leadership strategies. Furthermore, the results of this study 

showed that effective leadership could build employee morale and satisfaction. Findings 

ways to improve employee performance may increase productivity and profits. By 

improving organizational performance, small businesses may maintain sustainability 

more than 5 years, which will help the performance of the U.S. workforce and strengthen 

the economy.  

Recommendations for Action 

The intent of this study was to provide small manufacturing managers within the 

small business area in their beginning phase of operation with leadership strategies that 

could improve employee performance. Using the information gathered from successful 

small manufacturing managers as a resource may prove beneficial to organizational 

success. The participants provided valuable insights into their experiences with employee 

engagement, employee empowerment, leadership, communication, and growth. The 

recommendations are consistent with the Kovjanic et al. (2012) concepts of 

transformation leadership, meaning implementation is mindful of demands, inspiration, 

and job satisfaction. The qualitative data obtained from this study provided small 

business insight into leadership strategies that can increase the survival rates of small 

business. The findings yielded several conclusions regarding effective leadership 

strategies that improve employee performance. The results of this study could assist 
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organization’s managers in the implementations of effective leadership strategies that 

improve employee performance. I could distribute information regarding these results 

through a training program, pamphlets, or an online assessment. Conferences and training 

programs are effective ways to communicate these results to the community of scholars, 

small business managers, and owners. From these events, attendees should also receive 

reading material for later reference. I also intend to one day have this study published in a 

reputable business journal. I recommend that small business managers (a) actively 

communicate with employees, (b) give employees rotating functions, so that their 

potential could develop, (c) build a trusting relationship with employees through team 

building exercises, and (d) engage in the daily activities. 

Recommendations for Further Research 

The purpose of the study was to explore the leadership strategies that small 

manufacturing managers use to improve employee performance. The findings indicated 

the leadership strategies that were important to succeed in a small business environment. 

In this study, a limitation was the geographic location and industry. Further studies 

should include a larger geographic area, diverse industries, and a mixed method to 

produce findings that will be generalizable to other industries. This research study 

included two small manufacturing managers in the coastal plains region of South 

Carolina. I would recommend further studies with participants for other states. Studying 

one geographic area or a small sample size are limitations (Coffie, 2013). 

There is existing research on leadership; however, there is little research regarding 

effective leadership strategies. A future study could focus on how a manager’s leadership 
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strategies influence organizational performance. Furthermore, recommendations for 

research include replicating this study to determine if leadership strategies are industry 

specific. All organizations use leadership; however, determining industry specificity 

results are significant. Research studies considered in the literature review section 

covered education, experience, or age. 

For further research, I also recommend a case study that focuses on human 

resource management, as opposed to operation managers. This follow-up study may also 

include employee perceptive on leadership approaches to compare and contrast 

perceptions of managers from this study. In addition, future research could focus on the 

impact of leadership on employee morale.  

Reflections 

I had the opportunity to interview small manufacturing managers who are 

managing successful small businesses and have been in business for at least 5 years. This 

research project broadened my knowledge of doctoral research. My knowledge and 

understanding of leadership in small businesses, and specifically in the small 

manufacturing setting, grew through this study. Through purposeful sampling, I accessed 

participants that were relevant to the study. However, my initial attempt to obtain 

participants commitment was tedious and often discouraging, because I spoke to 

seemingly enthusiastic and interested individuals that later declined. Some human 

resource managers and operational managers were reluctant because they thought that I 

would occupy too much of their time. I continually reached out to different organizations 

until participants accepted. 
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All participants shared their lived experiences with enthusiasm. The participants 

were at ease with me, as they educated me on matters of successful small business 

leadership. The findings from this study have changed my personal perception of 

leadership and employee performance. I had little knowledge regarding leadership 

strategies and practices. 

The qualitative multiple case study involved exploring leadership strategies that 

improve employee performance. The identified samples were two manufacturing 

managers that have used leadership strategies in the past. The participants were in the 

coastal plains region of South Carolina. The research process included conducting 

semistructured interviews, observations, and archival document review to gain an 

understanding of the leadership strategies the participants utilized. I asked opened-ended 

questions, took notes during observations and reviewed employee goals, management 

assessments, and employee performance reviews. Participants were willing to provide 

detailed responses and allowed me to observe their routines. The findings increased my 

understanding of small business and have reinforced my goals of establishing a small 

business. 

Summary and Study Conclusions 

Small businesses represent half of the labor force in the United States and create a 

half a million new businesses monthly (SBA, 2014). According to the opinions of 

scholars, proper leadership of human capital in small businesses leads to organizational 

success (Baptista et al., 2014; Germain, 2012). Employee performance is important for a 

successful organization. With the proper leadership strategies, being implemented 
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managers could help small businesses sustain. The purpose of this study was to explore 

the leadership strategies that small manufacturing managers use to improve employee 

performance. Findings may help sustain the small business sector to survive beyond 5 

years. The results can serve as a guide to small business managers that have productivity 

and morale issues to improve employee performance. The conceptual framework for this 

study was the transformational leadership theory. I conducted semistructured interviews, 

observed managers, and reviewed archival documents to gain insights of leadership 

strategies that small business managers require to succeed beyond 5 years. The 

participants consisted of two small manufacturing managers who were in business for at 

least 5 years in the coastal plains region of South Carolina. Data collection had 10 themes 

that I grouped into four categories (a) following a vision, (b) self-efficacy, (c) self-

determination, and (d) need fulfillment. The data indicated that employee encouragement 

is relevant to the growth and success of a small business. Building a relationship with the 

employees instills trust and loyalty that translates into increased productivity and 

professional growth. Managerial experience allowed managers to understand employee 

behaviors and engage in positive reinforcement. Adaptation emerged throughout the 

findings because the participants’ believed that in order to survive a business has to 

evolve. The recommendations from this study consist of effective leadership strategies 

that could be used by current and future managers. Any small business that is struggling 

or stagnant should implement these leadership strategies. 



105 

 

 

References 

Abu Elanain, H. M. (2012). Examining the relationship between leader-member 

exchange and subordinate outcomes: The mediating effects of role clarity, a study 

from an Arabic cultural context. Journal of Applied Management and 

Entrepreneurship, 18, 76-96. doi:10.9774/GLEAF.3709.2013.ja.00006 

Aggarwal, J., & Krishnan, V. R. (2013). Impact of transformational leadership on 

follower's self-efficacy: Moderating role of follower's impression management. 

Management and Labour Studies, 38, 297-313. doi:10.1177/0258042X13513129 

Ali, A. M., & Yusof, H. (2011). Quality in qualitative studies: The case of validity, 

reliability and generalizability. Issues in Social and Environmental Accounting, 

5(12), 25-64. Retrieved from http://isea.icseard.uns.ac.id 

Aluwihare-Samaranayake, D. (2012). Ethics in qualitative research: A view of 

participants’ and researchers’ world from a critical standpoint. International 

Journal of Qualitative Methods, 11(2), 64-81. doi:10.1177/160940691201100208 

Anyan, F. (2013). The influence of power shifts in data collection and analysis stages: A 

focus on qualitative research interview. Qualitative Report, 18(36), 1-9. Retrieved 

from http://tqr.nova.edu/ 

Applebaum, M. (2012). Phenomenological psychological research as science. Journal of 

Phenomenological Psychology, 43, 36-72. doi:10.1163/156916212X632952 

Armstrong, C. (2013). Competence or flexibility? Survival and growth implications of  

competitive strategy preferences among small us businesses. Journal of Strategy  

and Management, 6, 377-398. doi:10.1108/JSMA-06-2012-0034  



106 

 

 

Armstrong, C. E. (2012). Small retailer strategies for battling the big boxes: A "goliath" 

victory? Journal of Strategy and Management, 5, 41-56. 

doi:10.1108/17554251211200446  

Avery, G. C., & Bergsteiner, H. (2011). Sustainable leadership practices for enhancing 

business resilience and performance. Strategy & Leadership, 39(3), 5-15. 

doi:10.1108/10878571111128766  

Bacha, E., & Walker, S. (2013). The relationship between transformational leadership 

and followers' perceptions of fairness. Journal of Business Ethics, 116, 667-680. 

doi:10.1007/s10551-012-1507-z 

Balzacq, T. (2014). The significance of triangulation to critical security studies. Critical 

Studies on Security, 2, 377-381.doi:10.1080/21624887.2014.982410  

Baptista, R., Karaöz, M., & Mendonça, J. (2014). The impact of human capital on the 

early success of necessity versus opportunity-based entrepreneurs. Small Business 

Economics, 42, 831-847. doi:10.1007/s11187-013-9502-z  

Baskarada, S. (2014). Qualitative case study guidelines. Qualitative Report, 19, 1-18. 

Retrieved from http://tqr.nova.edu/ 

Bass, B. M. (1985). Leadership and performance beyond expectation. New York, NY: 

Free Press. 

Bass, B. M. (1990). Bass and Stogdill’s handbook of leadership: Theory, research, and 

applications (3rd ed.). New York, NY: Free Press. 



107 

 

 

Basurto, X., & Speer, J. (2012). Structuring the calibration of qualitative data as sets for 

qualitative comparative analysis (QCA). Field Methods, 24, 155-174. 

doi:10.2139/ssrn.1831606 

Bayram, H., & Dinc, S. (2015). Role of transformational leadership on employee’s job 

satisfaction: the case of private universities in Bosnia and Herzegovina. European 

Researcher, 4 (93), 270-281. doi:10.13187/er.2015.93.270 

Beck, C. D. (2014). Antecedents of servant leadership: A mixed methods review. Journal 

of Leadership & Organizational Studies, 21, 299-314. 

doi:10.1177/1548051814529993 

Beetz, A., Uvnäs-Moberg, K., Julius, H., & Kotrschal, K. (2012). Psychosocial and 

psychophysiological effects of human-animal interactions: The possible role of 

oxytocin. Frontiers in Psychology, 3, 1-5. doi:10.3389/fpsyg.2012.00234 

Bekhet, A. K., & Zauszniewski, J. A. (2012). Methodological triangulation: An approach 

to understanding data. Nurse Researcher, 20(2), 40-43. 

doi:10.7748/nr2012.11.20.2.40.c9442 

Bencsik, A., & Juhász, T. (2012). Chance of success at Hungarian small and medium 

sized enterprises. Problems of Management in the 21st Century, 5, 16-30. 

Retrieved from 

http://journals.indexcopernicus.com/abstracted.php?level=5&icid=1023454 

Bengesi, K. M. K., & Roux, I. L. (2014). Strategic entrepreneurial response of small and 

medium enterprises in development economies. International Journal of Business 

and Management, 9, 153-165. doi:10.5539/ijbm.v9n2p153 



108 

 

 

Berendt, C. J., Christofi, A., Kasibhatla, K. M., Malindretos, J., & Maruffi, B. (2012). 

Transformational leadership: Lessons in management for today. International 

Business Research, 5(10), 227-232. doi:10.5539/ibr.v5n10p227 

Berkowitz, D., & Wren, B. M. (2013). Creating strategic commitment in franchise 

systems: Establishing the link between leadership, organizational structure, and 

performance. Journal of Small Business and Entrepreneurship, 26, 481-492. 

doi:10.1080/08276331.2013.876763 

Bernard, H. R. (2012). Social research method: Qualitative and quantitative approaches 

(2nd ed.). Thousand Oaks, CA: Sage. 

Bettiol, M., Di Maria, E., & Finotto, V. (2012). Marketing in SMEs: The role of 

entrepreneurial sensemaking. International Entrepreneurship Management 

Journal, 8, 223-248. doi:10.1007/s11365-011-0174-3 

Bishop, D., & Lexchin, J. (2013). Politics and its intersection with coverage with 

evidence development: A qualitative analysis from expert interviews. BMC 

Health Services Research, 13, 88-113. doi:10.1186/1472-6963-13-88 

Bolden, R. (2011). Distributed leadership in organizations: A review of theory and 

research. International Journal of Management Reviews, 13, 251-269. 

doi:10.1111/j.1468-2370.2011.00306.x 

Bolton, P., Brunnermeier, M. K., & Veldkamp, L. (2013). Leadership, coordination, and 

corporate culture. Review of Economic Studies, 80, 512-537. 

doi:10.1093/restud/rds041 



109 

 

 

Boone, L. W., & Makhani, S. (2012). Five necessary attitudes of a servant leader. Review 

of Business, 33, 83-96. Retrieved from 

http://www.stjohns.edu/academics/schools-and-colleges/peter-j-tobin-college-

business/about/review-business-journal 

Boyad, A., Lyndon, S., & Malekar, S. (2012). An empirical study of employee 

satisfaction in textile industries. Journal of Strategic Human Resource 

Management, 1, 38-48. Retrieved from http://www.publishingindia.com/jshrm/ 

Burns, J. M. (1978). Leadership. New York, NY: Harper & Row 

Camfield, L., & Palmer-Jones, R. (2013). Improving the quality of development research: 

What could archiving qualitative data for reanalysis and revisiting research sites 

contribute? Progress in Development Studies, 13, 323-338. 

doi:10.1177/1464993413490481 

Carlström, D., & Ekman, I. (2012). Organisational culture and change: Implementing 

person-centered care. Journal of Health Organization and Management, 26, 175-

191. doi:10.1108/14777261211230763 

Carter, S. M., & Greer, C. R. (2013). Strategic leadership: Values, styles, and 

organizational performance. Journal of Leadership & Organizational Studies, 20, 

375-393. doi:10.1177/1548051812471724 

Cater, M., Machtmes, K., & Fox, J. E. (2013). A phenomenological examination of 

context on adolescent ownership and engagement rationale. Qualitative Report, 

18(31), 1-13. Retrieved from http://tqr.nova.edu/ 



110 

 

 

Cavazotte, F., Moreno, V., & Bernardo, J. (2013). Transformational leaders and work 

performance: The mediating roles of identification and self-efficacy. Brazilian 

Administration Review, 10, 490-512. doi:10.1590/S1807-76922013000400007  

Chereni, A. (2014). Positionality and collaboration during fieldwork: Insights from 

research with co-nationals living abroad. Forum: Qualitative Social Research, 15, 

11-32. Retrieved from http://www.qualitative-research.net/index.php/fqs 

Chinomona, R. (2013). Business owner's expertise, employee skills training and business 

performance: A small business perspective. Journal of Applied Business 

Research, 29, 1883-1896. Retrieved from 

http://journals.cluteonline.com/index.php/JABR/   

Choudhary, A., Akhtar, S., & Zaheer, A. (2013). Impact of transformational and servant 

leadership on organizational performance: A comparative analysis. Journal of 

Business Ethics, 116, 433-440. doi:10.1007/s10551-012-1470-8 

Chu, L.-C., & Lai, C.-C. (2011). A research on the influence of leadership style and job 

characteristics on job performance among accountants of county and city 

government in Taiwan. Public Personnel Management, 40(2), 101-118. 

doi:10.1177/009102601104000202  

Coenen, M., Stamm, T. A., Stucki, G., & Cieza, A. (2012). Individual interviews and 

focus groups in patients with rheumatoid arthritis: A comparison of two 

qualitative methods. Quality of Life Research, 21, 359-370. doi:10.1007/s11136-

011-9943-2 



111 

 

 

Coffie, M. R. (2013). The impact of social venture capital and social entrepreneurship on 

poverty reduction (Doctoral dissertation). Available from ProQuest Dissertations 

and Theses database. (UMI No. 3556987) 

Conchie, S. M. (2013). Transformational leadership, intrinsic motivation, and trust: A 

moderated-mediated model of workplace safety. Journal of Occupational Health 

Psychology, 18, 198-210. doi:10.1037/a0031805 

Cooper, R., Fleischer, A., & Cotton, F. A. (2012). Building connections: An 

interpretative phenomenological analysis of qualitative research students’ learning 

experiences. Qualitative Report, 17, 1-16. Retrieved from http://tqr.nova.edu/ 

Cordeiro, W. P. (2013). Small businesses ignore strategic planning at their peril. 

Academy of Business Research Journal, 3, 22-30. Retrieved from 

http://www.aobronline.com/#!abrj/cdlu 

Cronin-Gilmore, J. (2012). Exploring marketing strategies in small businesses. Journal of 

Marketing Development and Competitiveness, 6, 96-107. Retrieved from 

http://www.na-businesspress.com/jmdcopen.html 

Crowe, M., Inder, M., & Porter, R. (2015). Conducting qualitative research in mental 

health: Thematic and content analyses. Australian & New Zealand Journal of 

Psychiatry. 49(7). 616-623, Advance online publication. 

doi:10.1177/0004867415582053  

Cseko, G. C., & Tremaine, W. J. (2013). The role of the institutional review board in the 

oversight of the ethical aspects of human studies research. Nutrition in Clinical 

Practice, 28, 177-181. doi:10.1177/0884533612474042 



112 

 

 

Da Mota Pedrosa, A., Näslund, D., & Jasmand, C. (2012). Logistics case study based 

research: Towards higher quality. International Journal of Physical Distribution 

& Logistics Management, 42, 275-295. doi:10.1108/09600031211225963 

Daniela, P. (2013). The interdependence between management, communication, 

organizational behavior and performance. Annals of the University of Oradea, 

Economic Science Series, 22, 1554-1562. Retrieved from 

http://anale.steconomiceuoradea.ro/en/ 

Denzin, N. K. (2012). Triangulation 2.0. Journal of Mixed Methods Research, 6(2), 80- 

88. doi:10.1177/1558689812437186 

Devadass, R. (2011). Employees motivation in organizations: An integrative literature 

review. International Proceedings of Economics Development & Research, 10, 

566-570. Retrieved from http://www.ipedr.com/ 

Dixon, G., Mercado, A., & Knowles, B. (2013). Followers and generations in the 

workplace. Engineering Management Journal, 25(4), 62-72. 

doi:10.1080/10429247.2013.11431996 

Doody, O., & Noonan, M. (2013). Preparing and conducting interviews to collect data. 

Nurse Researcher, 20(5), 28-32. doi:10.7748/nr2013.05.20.5.28.e327 

Down, S. (2012). A historiographical account of workplace and organizational 

ethnography. Journal of Organizational Ethnography, 1, 72-82. 

doi:10.1108/20466741211220679 



113 

 

 

Downes, C., & Koekemoer, E. (2012). Work–life balance policies: The use of flexitime. 

Journal of Psychology in Africa, 22, 201-208. 

doi:10.1080/14330237.2012.10820518 

Dworkin, S. L. (2012). Editorial: Sample size policy for qualitative studies using in-depth 

interviews. Archives of Sexual Behavior, 41, 1319-1320. doi:10.1007/s10508-012-

0016-6 

Edmonds, W. A., & Kennedy, T. D. (2012). An applied reference guide to research 

designs: Quantitative, qualitative, and mixed methods. Thousand Oaks, CA: Sage. 

Eisenbeiß, S. A., & Boerner, S. (2013). A double-edged sword: Transformational 

leadership and individual creativity. British Journal of Management, 24, 54-68. 

doi:10.1111/J.1467-8551.2011.00786.x 

Ekekwe, O. J. (2013). Relationship between institutional frameworks and growth of 

SMEs in Nigeria’s petroleum industry (Doctoral dissertation). Available from 

ProQuest Dissertations and Theses database. (UMI No. 1318499616) 

Emmanuel, I. E., & Ugochukwu, D. A. (2013). Impact of transactional and 

transformational leadership styles on organisational performance: Empirical 

evidence from Nigeria. Journal of Commerce, 5, 30-41. Retrieved from 

http://www.joc.hcc.edu.pk 

Englander, M. (2012). The interview: Data collection in descriptive phenomenological 

human scientific research. Journal of Phenomenological Psychology, 43, 13-35. 

doi:10.1163/156916212X632943 



114 

 

 

Eniola, A. A., & Ektebang, H. (2014). SME firms performance in Nigeria: Competitive 

advantage and its impact. International Journal of Research in Management, 3(2), 

75-86. doi:10.5861/ijrsm.2014.854  

Evans, A. N., & Rooney, B. J. (2013). Methods in psychological research (3rd ed.). 

Thousand Oaks, CA: Sage. 

Fadahunsi, A. (2012). The growth of small businesses: Towards A research agenda. 

American Journal of Economics and Business Administration, 4(1), 105-115. 

doi:10.3844/ajebasp.2012.105.115  

Fahed-Sreih, J., & Morin-Delerm, S. (2012). A perspective on leadership in small 

businesses: Is the need for achievement a motive in predicting success? 

International Journal of Entrepreneurship, 16, 1-23. Retrieved from 

http://www.alliedacademies.org/Public/Journals/JournalDetails.aspx?jid=7 

Falk, C. F., & Blaylock, B. K. (2012). The H factor: A behavioral explanation of 

leadership failures in the 2007-2009 financial system meltdown. Journal of 

Leadership, Accountability & Ethics, 9(2), 68-82. Retrieved from 

http://www.nabusinesspress.com/jlaeopen.html 

Ferris, G. (2013). The power of transformational leadership. Professional Safety, (58), 19. 

Retrieved from http://www.asse.org/professionalsafety/ 

Finfgeld-Connett, D. (2014). Use of content analysis to conduct knowledge-building and 

theory-generating qualitative systematic reviews. Qualitative Research, 14, 341-

352. doi:10.1177/1468794113481790 



115 

 

 

Flick, U. (2014). An introduction to qualitative research (5th ed.). Washington, DC: 

Sage. 

Folta, S. C., Seguin, R. A., Ackerman, J., & Nelson, M. E. (2012). A qualitative study of 

leadership characteristics among women who catalyze positive community 

change. BMC Public Health, 12, 383-394. doi:10.1186/1471-2458-12-383 

Frels, R. K., & Onwuegbuzie, A. J. (2013). Administering quantitative instruments with 

qualitative interviews: A mixed research approach. Journal of Counseling & 

Development, 91, 184-194. doi:10.1002/j.1556-6676.2013.00085.x 

Gagnon, E. M. (2012). The perspective and practice of leadership by managers within a 

state correctional agency: An instrumental case study. International Journal of 

Leadership Studies, 7, 48-70. Retrieved from 

http://www.regent.edu/acad/global/publications/ijls/new/home.htm 

Gale, W., & Brown, S. (2013). Small business, innovation, and tax policy: A review. 

National Tax Journal, 66, 871-892. doi:10.17310/ntj.2013.4.05  

Germain, M. (2012). Traits and skills theories as the nexus between leadership and 

expertise: Reality or fallacy? Performance Improvement, 51(5), 32-39. 

doi:10.1002/pfi.21265 

Gibson, S., Benson, O., & Brand, S. L. (2013). Talking about suicide: Confidentiality 

and anonymity in qualitative research. Nursing Ethics, 20, 18-29. 

doi:10.1177/0969733012452684  



116 

 

 

Ginsberg, A., & Sinacore, A. L. (2013). Counseling Jewish women: A phenomenological 

study. Journal of Counseling & Development, 91, 131-139. doi:10.1002/j.1556-

6676.2013.00081.x 

Given, L. (2008). The SAGE encyclopedia of qualitative research methods. Thousand 

Oaks, CA: Sage. 

Goldberg, A. E., & Allen, K. R. (2015). Communicating qualitative research: Some 

practical guideposts for scholars. Journal of Marriage and Family, 77, 3-22. 

doi:10.1111/jomf.12153  

Gorgievski, M. J., Ascalon, M., & Stephan, U. (2011). Small business owners' success 

criteria: A values approach to personal differences. Journal of Small Business 

Management, 49, 207-232. doi:10.1111/j.1540-627X.2011.00322.x 

Goth, G. (2012). Preserving digital data. Communications of the ACM, 55, 11-13. 

doi:10.1145/2133806.2133811 

Graebner, M. E., Martin, J. A., & Roundy, P. T. (2012). Qualitative data: Cooking 

without a recipe. Strategic Organization, 10, 276-284. 

doi:10.1177/1476127012452821 

Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of legitimate 

power and greatness. Mahwah, NJ: Paulist Press. 

Grossoehme, D. H. (2014). Overview of qualitative research. Journal of Health Care 

Chaplaincy, 20, 109-122. doi:10.1080/08854726.2014.925660 



117 

 

 

Guba, E. G. (1978). Toward a methodology of naturalistic inquiry in educational 

evaluation. Monograph 8. Los Angeles, CA: UCLA Center for the Study of 

Evaluation.  

Guest, G., MacQueen, K. M., & Namey, E. E. (2012). Applied thematic analysis. 

Thousand Oaks, CA: Sage. 

Gupta, S. (2013). Serving the "bottom of pyramid": A servant leadership perspective. 

Journal of Leadership, Accountability and Ethics, 10(3), 98-106. Retrieved from 

http://www.na-businesspress.com/jlaeopen.html 

Halabí, C. E., & Lussier, R. N. (2014). A model for predicting small firm performance: 

Increasing the probability of entrepreneurial success in Chile. Journal of Small 

Business and Enterprise Development, 21(1), 4–25. doi:10.1108/JSBED-10-2013-

0141  

Hamstra, M. R. W., Van Yperen, N. W., Wisse, B., & Sassenberg, K. (2013). 

Transformational and transactional leadership and followers’ achievement goals. 

Springer Science, 29, 413-425. doi:10.1007/s10869-013-9322-9 

Harper, M., & Cole, P. (2012). Member checking: Can benefits be gained similar to 

group therapy? Qualitative Report, 17, 510-517. Retrieved from 

http://tqr.nova.edu/ 

Hayes, B., Bonner, A., & Douglas, C. (2013). An introduction to mixed methods research 

for nephrology nurses. Renal Society of Australasia Journal, 9, 8-14. Retrieved 

from http://www.renalsociety.org/RSAJ/index_nl.html  



118 

 

 

Hays, D. G., & Wood, C. (2011). Infusing qualitative traditions in counseling research 

designs. Journal of Counseling and Development, 89, 288-295. 

doi:10.1002/j.1556-6678.2011.tb00091.x 

Heale, R., & Forbes, D. (2013). Understanding triangulation in research. Evidence Based 

Nursing, 16, 98. doi:10.1136/eb-2013-101494 

Hess, T. J., McNab, A. L., & Basoglu, K. S. (2014). Reliability generalization of 

perceived ease of use, perceived usefulness, and behavioral intentions. MIS 

Quarterly, 38, 1-28. Retrieved from http://www.misq.org/  

Hinder, S., & Greenhalgh, T. (2012). “This does my head in.” Ethnographic study of self-

management by people with diabetes. BMC Health Services Research, 12(83), 1-

16. doi:10.1186/1472-6963-12-83  

Hoe, J., & Hoare, Z. (2012). Understanding quantitative research: Part 1. Nursing 

Standard, 27(15), 52-57. doi:10.7748/ns2012.12.27.15.52.c9485 

Holstad, T. J., Korek, S., Rigotti, T., & Mohr, G. (2014). The relation between 

transformational leadership and follower emotional strain: The moderating role of 

professional ambition. Leadership, 10, 269-288. doi:10.1177/1742715013476083 

Houghton, C., Casey, D., Shaw, D., & Murphy, K. (2013). Rigour in qualitative case 

study research. Nurse Researcher, 20, 12-17. doi:10.7748/nr2013.03.20.4.12.e326 

Irvine, A., Drew, P., & Sainsbury, R. (2013). ‘Am I not answering your questions 

properly?’ Clarification, adequacy and responsiveness in semi-structured 

telephone and face-to-face interviews. Qualitative Research, 13, 87-106. 

doi:10.1177/1468794112439086 



119 

 

 

Ivey, J. (2012). The value of qualitative research methods. Pediatric Nursing, 38, 319- 

344. Retrieved from http://www.pediatricnursing.org  

Jacob, S. A., & Furgerson, S. (2012). Writing interview protocols and conducting 

interviews: Tips for students new to the field of qualitative research. Qualitative 

Report, 17, 1-10. Retrieved from http://tqr.nova.edu/ 

Jensen, H., Ammentorp, J., Erlandsen, M., & Ording, H. (2012). End of life practices in 

Danish ICUs: Development and validation of a questionnaire. BMC 

Anesthesiology, 12, 16-22. doi:10.1186/1471-2253-12-16 

Joo, B., & Lim, T. (2013). Transformational leadership and career satisfaction: The 

mediating role of psychological empowerment. Journal of Leadership & 

Organizational Studies, 20, 316-326. doi:10.1177/1548051813484359 

Jowah, L. E. (2013). Followership: The forgotten kingmaker for effective leadership. 

Journal of US - China Public Administration, 10(7), 708-719. Retrieved from 

http://davidpublishing.org/journals_info.asp?jId=599  

Judd, R., & McNeil, R. D. (2012). Large firms & small firms: Job quality, innovation and 

economic development. Journal of American Business Review, Cambridge, 1, 

157-164. Retrieved from http://www.jaabc.com/journal.htm 

Junaidu, A., Abdul, M., Mohamed, Z., & Sambasivan, M. (2012). Tangible resources and 

export performance of SMES in the Nigerian leather industry: The moderating 

role of firm size. International Journal of Academic Research in Economics and 

Management Sciences, 1, 235-247. Retrieved from http://hrmars.com  



120 

 

 

Kamisan, P., & King, B. M. (2013). Transactional and transformational leadership: A 

comparative study of the difference between Tony Fernandes (Airasia) and Idris 

Jala (Malaysia Airlines) leadership styles from 2005-2009. International Journal 

of Business & Management, 8(24), 107-116. doi:10.5539/ijbm.v8n24p107 

Karakitapoglu-Aygün, Z., & Gumusluoglu, L. (2013). The bright and dark sides of 

leadership: Transformational vs. non-transformational leadership in a non-

Western context. Leadership, 9, 107-133. doi:10.1177/1742715012455131 

Katre, A., & Salipante, P. (2012). Start-up social ventures: Blending fine-grained 

behaviors from two institutions for entrepreneurial success. Entrepreneurship: 

Theory and Practice, 36, 967-994. doi:10.1111/j.1540-6520.2012.00536.x 

Khan, M., Aslam, N., & Riaz, M. (2012). Leadership styles as predictors of innovative 

work behavior. Pakistan Journal of Social and Clinical Psychology, 9(2), 17-22. 

Retrieved from http://www.gcu.edu.pk/Soc&ClinPsyJour.htm 

Killawi, A., Khidir, A., Elnashar, M., Abdelrahim, H., Hammoud, M., Elliott, H., . . . 

Fetters, M. D. (2014). Procedures of recruiting, obtaining informed consent, and 

compensating research participants in Qatar: Findings from a qualitative 

investigation. BMC Medical Ethics, 15, 9. doi:10.1186/1472-6939-15-9 

Kimmel, S. (2013). Stone soup: A story about using story for research. School Libraries 

Worldwide, 19(2), 1-11. Retrieved from http://www.iasl-online.org/pubs/slw/ 

Kirchner, T. A., Ford, J. B., & Mottner, S. (2012). Disruptive marketing and unintended 

consequences in the nonprofit arts sector. Arts Marketing: An International 

Journal, 2, 70-90. doi:10.1108/20442081211233025 



121 

 

 

Kirkwood, A., & Price, L. (2013). Examining some assumptions and limitations of 

research on the effects of emerging technologies for teaching and learning in 

higher education. British Journal of Educational Technology, 44, 536-543. 

doi:10.1111/bjet.12049 

Klein, M. F., & Salk, R. J. (2013). Presidential succession planning: A qualitative study 

in private higher education. Journal of Leadership & Organizational Studies, 20, 

335-345. doi:10.1177/1548051813483836 

Koech, P. M., & Namusonge, G. S. (2012). The effect of leadership styles on 

organizational performance at state corporations in Kenya. International Journal 

of Business and Commerce, 2, 1-12. Retrieved from http://www.ijbcnet.com 

Konig, J., & Waistell, J. (2012). Identity talk of aspirational ethical leaders. Journal of 

Business Ethics, 107, 65-77. doi:10.1007/s10551-012-1297-3 

Kopperud, K. H., Martinsen, O., & Humborstad, S. I. W. (2014). Engaging leaders in the 

eyes of the beholder: On the relationship between transformational leadership, 

work engagement, service climate, and self–other agreement. Journal of 

Leadership & Organizational Studies, 21, 29-42. doi:10.1177/1548051813475666 

Korach, S. (2012). You are the curriculum: Participant identification of experience and 

practice with impact. Planning and Changing, 43, 149-160. Retrieved from 

https://education.illinoisstate.edu/planning/ 

Korhonen, J. J. (2014). Big data: Big deal for organization design? Journal of 

Organization Design, 3, 31-36. doi:10.7146/jod.13261 



122 

 

 

Kovjanic, S., Schuh, S. C., Jonas, K., Quaquebeke, N., & Dick, R. (2012). How do 

transformational leaders foster positive employee outcomes? A self-

determination-based analysis of employee’s need as mediating links. Journal of 

Organizational Behavior, 33, 1031-1052. doi:10.1002/job.1771 

Kowalewski, S. J., & Phillips, S. L. (2012). Preferences for performance based employee 

rewards: Evidence from small business environments. International Journal of 

Management and Marketing Research, 5(2), 65-76. Retrieved from 

http://www.skirec.com/ijbemr-archives.html 

Kroon, B., Voorde, K., & Timmers, J. (2013). High performance and work practices in 

small firms: A resource-poverty and strategic decision-making perspective. Small 

Business Economics, 41, 71-91. doi:10.1007/s11187-012-9425-0 

Lakshmi, S., & Mohideen, M. A. (2013). Issues in reliability and validity of research. 

International Journal of Management Research and Reviews, 3, 2752-2758. 

Retrieved from http://www.iabe.eu/domains/iabeX/journal.aspx?journalid=12  

Lam, C., & O’Higgins, E. (2012). Enhancing employee outcomes. Leadership & 

Organization Development Journal, 33, 149-174. 

doi:10.1108/01437731211203465 

Lavine, M. (2014). Paradoxical leadership and the competing values framework. Journal 

of Applied Behavioral Science, 50, 189-205. doi:10.1177/0021886314522510 

Lawrence, J., & Tar, U. (2013). The use of grounded theory technique as a practical tool 

for qualitative data collection and analysis. Electronic Journal of Business 

Research Methods, 11, 29-40. Retrieved from http://www.ejbrm.com 



123 

 

 

Lechner, C., & Gudmundsson, S. (2014). Entrepreneurial orientation, firm strategy and 

small firm performance. International Small Business Journal, 32, 36-60. 

doi:10.1177/0266242612455034 

Leedy, P. D., & Ormrod, J. E. (2013). Practical research: Planning and design (10th 

ed.). Upper Saddle River, NJ: Pearson Education.  

Liang, S., & Chi, S. S. (2013). Transformational leadership and follower task 

performance: The role of susceptibility to positive emotions and follower positive 

emotions. Journal of Business & Psychology, 28, 17-29. doi:10.1007/s10869-012-

9261-x 

Lincoln, Y. S., & Guba, E. G. (1985). Naturalistic inquiry. Newbury Park, CA: Sage. 

Littvay, L., Popa, S., & Fazekas, Z. (2013). Validity of survey response propensity 

indicators: A behavior genetics approach. Social Science Quarterly, 94, 569-589. 

doi:10.1111/j.1540-6237.2012.00938.x  

Liu, G., Eng, T. Y., & Ko, W. W. (2013). Strategic direction of corporate community 

involvement. Journal of Business Ethics, 115, 469-487. doi:10.1007/s10551-012-

1418-z 

Mahdinezhad, M., Suandi, T. B., Silong, A. D. B., & Omar, Z. B. (2013). 

Transformational, transactional leadership styles and job performance of 

academic leaders. International Education Studies, 6(11), 29-34. 

doi:10.5539/ies.v6n11p29 



124 

 

 

Malos, R. (2012). The most important leadership theories. Annals of Eftimie Murgu 

University Resita, Fascicle II, Economic Studies, 413-420. Retrieved from 

http://www.emeraldinsight.com.ezp.waldenulibrary.org/loi/jes 

Marcella, R., & Illingworth, L. (2012). The impact of information behaviour on small 

business failure. Information Research, 17(3), Paper 525. Retrieved from 

http://www.informationr.net/ir/ 

Marshall, B., Cardon, P., Poddar, A., & Fontenot, R. (2013). Does sample size matter in 

qualitative research? A review of qualitative interviews in is research. Journal of 

Computer Information Systems, 54, 11-22. doi:10.1080/08874417.2013.11645667 

Marshall, C., & Rossman, G. (2016). Designing qualitative research (3rd ed.). Thousand 

Oaks, CA: Sage. 

Massey, K., & Campbell, N. (2013). Human resources management: Big problem for 

small business? Entrepreneurial Executive, 18, 77-88. Retrieved from 

http://www.alliedacademies.org/Public/Journals/JournalDetails.aspx?jid=9 

Maxwell, J. A. (2013). Qualitative research design: An interactive approach (3rd ed.). 

Thousand Oaks, CA: Sage.  

Men, L. R. (2014). Strategic internal communication: Transformational leadership, 

communication channels, and employee satisfaction. Management 

Communication Quarterly, 28, 264-284. doi:10.1177/0893318914524536 

Mesu, J., Maarten, V. R., & Sanders, K. (2013). Labour flexibility in SMEs: The impact 

of leadership. Employee Relations, 35, 120-138. 

doi:10.1108/01425451311287835 



125 

 

 

Meyer, D., & Avery, L. (2009). Excel as a qualitative data analysis tool. Field Methods, 

21, 91-112. doi:10.1177/1525822X08323985 

Millán, J. M., Hessels, J., Thurik, R., & Aguado, R. (2013). Determinants of job 

satisfaction: A European comparison of self-employed and paid employees. Small 

Business Economics, 40, 651-670. doi:10.1007/s11187-011-9380-1 

Minello, I. F., Scherer, L. A., & da Costa Alves, C. A. (2014). Entrepreneurial 

competencies and business failure. International Journal of Entrepreneurship, 18, 

1-15. Retrieved from http://www.alliedacademies.org  

Mitchelmore, S., & Rowley, J. (2013). Entrepreneurial competencies of women 

entrepreneurs pursuing business growth. Journal of Small Business and 

Enterprise Development, 20, 125-142. doi:10.1108/14626001311298448 

Mitonga-Monga, J. M., Coetzee, M., & Cilliers, F. V. N. (2012). Perceived leadership 

style and employee participation in a manufacturing company in the Democratic 

Republic of Congo. African Journal of Business Management, 6, 5389-5398. 

doi:10.5897/AJBM11.2443 

Mokgolo, M. M., Mokgolo, P., & Modiba, M. (2012). Transformational leadership in the 

South African public service after the April 2009 national elections. South African 

Journal of Human Resource Management, 10, 1-9. doi:10.4102/sajhrm.v10i1.334 

Moll, S. (2012). Navigating political minefields: Partnerships in organizational case study 

research. Work, 43, 5-12. doi:10.3233/wor-2012-1442  



126 

 

 

Moore, M., Cangemi, J. P., & Ingram, J. (2013). Appreciative leadership and 

opportunity-centric approaches to organization success. Organization 

Development Journal, 31(2), 48-53. Retrieved from http://www.isodc.org/ 

Moustakas, C. (1994). Phenomenological research methods. Thousand Oaks, CA: Sage. 

Munn, Z., Porritt, K., Lockwood, C., Aromataris, E., & Pearson, A. (2014). Establishing 

confidence in the output of qualitative research synthesis: The ConQual approach. 

BMC Medical Research Methodology, 14, 1-7. doi:10.1186/1471-2288-14-108 

Myers, M. D. (2013). Qualitative research in business and management (2nd ed.). 

Thousand Oaks, CA: Sage. 

Nair, R., & Chelliah, J. (2012). Understanding key impediments to small businesses in 

south pacific island nations: A case of Fiji. Journal of Global Business 

Management, 8(1), 175-182. Retrieved from http://www.jgbm.org 

National Commission for the Protection of Human Subjects of Biomedical and 

Behavioral Research. (1979). Ethical principles and guidelines for the protection 

of human subjects of research. Washington, DC: Department of Health, 

Education, and Welfare.  

Ng, S., & Chan, T. (2014). Continuing professional development for middle leaders in 

primary schools in Hong Kong. Journal of Educational Administration, 52, 869-

886. doi:10.1108/JEA-07-2013-0077 

Nixon, P., Harrington, M., & Parker, D. (2012). Leadership performance is significant to 

project success or failure: A critical analysis. International Journal of 



127 

 

 

Productivity and Performance Management, 61, 204-216. 

doi:10.1108/17410401211194699 

Northouse, P. G. (2012). Leadership: Theory and practice. Thousand Oaks, CA: 

Sage. 

Obiwuru, T. C., Okwu, A. T., Akpa, V. O., & Nwankwere, I. A. (2011). Effects of 

leadership style on organizational performance: A survey of selected small-scale 

enterprises in Ikosi-Ketu Council Development Area of Lagos State, Nigeria. 

Australian Journal of Business and Management Research, 1(7), 100-111. 

Retrieved from http://www.amsrs.com.au/publicationsresources/market-social-

research-formerly-ajmsr 

O'Donnell, A. (2014). The contribution of networking to small firm marketing. Journal of 

Small Business Management, 52, 164-187. doi:10.1111/jsbm.12038 

Odumeru, J. A., & Ogbonna, I. G. (2013). Transformational vs. transactional leadership 

theories: Evidence in literature.  International Review of Management and 

Business Research, 2(2), 1-7. Retrieved from http://www.irmbrjournal.com 

Ojokuku, R. M., Odetayo, T. A., & Sajuyigbe, A. S. (2012). Impact of leadership style on 

organizational performance: A case study of Nigerian banks. American Journal of 

Business and Management, 1(4), 202-207. Retrieved from 

http://wscholars.com/index.php/ajbm 

Onwuegbuzie, A. J., & Byers, V. T. (2014). An exemplar for combining the collection, 

analysis, and interpretations of verbal and nonverbal data in qualitative research. 

International Journal of Education, 4, 183-246. doi:10.5296/ije.v6i1.4399 



128 

 

 

Onwuegbuzie, A. J., Leech, N. L., & Collins, K. M. T. (2012). Qualitative analysis 

techniques for the review of the literature. Qualitative Report, 17, 1-28. Retrieved 

from http://tqr.nova.edu/ 

O’Reilly, M., & Parker, N. (2012). “Unsatisfactory saturation”: A critical exploration of 

the notion of saturated sample sizes in qualitative research. Qualitative Research, 

13, 190-197. doi:10.1177/1468794112446106 

Othman, J., Mohammed, K. A., & D’Silva, J. L. (2013). Does a transformational and 

transactional leadership style predict organizational commitment among public 

university lecturers in Nigeria? Asian Social Science, 9, 165-170. 

doi:10.5539/ass.v9n1p165 

Othman, Z., & Rahman, R. A. (2014). Attributes of ethical leadership in leading good 

governance. International Journal of Business and Society, 15, 359-372. 

Retrieved from http://www.ijbs.unimas.my/ 

Owens, B. P., & Hekman, D. R. (2012). Modeling how to grow: An inductive 

examination of humble leader behaviors, contingencies, and outcomes. Academy 

of Management Journal, 55, 787-818. doi:10.5465/amj.2010.0441 

Paracha, M. U., Qamar, A., Mirza, A., & Waqas, I. (2012). Impact of leadership style 

(transformational and transactional leadership) on employee performance and 

mediating role of job satisfaction study of private school (educator) in Pakistan. 

Global Journal of Management and Business Research, 12(4), 55-64. Retrieved 

from http://journalofbusiness.org/index.php/GJMBR  



129 

 

 

Parilla, E. S. (2013). Level of management practices of micro and small businesses in 

Ilocos Norte. International Journal of Academic Research in Business and Social 

Sciences, 3, 439-466. doi:10.6007/IJARBSS/v3-i7/67 

Petty, N. J., Thomson, O. P., & Stew, G. (2012). Ready for a paradigm shift? Part 2: 

Introducing qualitative research methodologies and methods. Manual Therapy, 

17, 378-384. doi:10.1016/j.math.2012.03.004 

Phipps, K. (2012). Spirituality and strategic leadership: The influence of spiritual beliefs 

on strategic decision making. Journal of Business Ethics, 106, 177-189. 

doi:10.1007/s10551-011-0988-5 

Polit, D. F., Beck, C. T., & Stannard, D. (2012). Essentials of nursing research: 

Appraising evidence for nursing practice. AORN Journal, 95, 307-308. 

doi:10.1016/j.aorn.2011.10.009 

Poore, B. M. (2014). The relationship between organizational identity and social impact 

scores for benefit corporations (Doctoral dissertation). Available from ProQuest 

Dissertations and Theses database. (UMI No. 1513243802) 

Popa, B. M. (2012). The relationship between leadership effectiveness and organizational 

performance. Journal of Defense Resources Management, 3, 123-126. Retrieved 

from http://journal.dresmara.ro/ 

Prieto, B. (2013). Establishing and building leadership skills. Leadership & Management 

in Engineering, 13, 209-211. doi:10.1061/(ASCE)LM.1943-5630.0000235 



130 

 

 

Prilipko, E. V., Antelo, A., & Henderson, R. L. (2011). Rainbow of followers' attributes 

in a leadership process. International Journal of Management and Information 

Systems, 15(2), 79-94. doi:10.19030/ijmis.v15i2.4157 

Psychogios, A. G., & Garev, S. (2012). Understanding complexity leadership behaviour 

in SMEs: Lessons from a turbulent business environment. Emergence: 

Complexity & Organization, 14(3), 1-22. Retrieved from 

http://emergentpublications.com/ECO/about_eco.aspx 

Ramthun, A. J., & Matkin, G. S. (2014). Leading dangerously: A case study of military 

teams and shared leadership in dangerous environments. Journal of Leadership & 

Organizational Studies, 21, 244-256. doi:10.1177/1548051814529827 

Rana, S. R., & Malik, N. I. (2016). Leadership styles as predictors job involvement in 

teachers. Pakistan Journal of Psychological Research, 1(31). 161-182. Retrieved 

from http://www.pjprnip.edu.pk/pjpr/index.php/pjpr 

Raymond, L., Marchand, M., St-Pierre, J., Cadieux, L., & Labelle, F. (2013). Dimensions 

of small business performance from the owner-manager's perspective: A re-

conceptualization and empirical validation. Entrepreneurship & Regional 

Development, 25, 468-499. doi:10.1080/08985626.2013.782344 

Rogers, W., & Lange, M. M. (2013). Rethinking the vulnerability of minority populations 

in research. American Journal of Public Health, 103, 2141-2146. 

doi:10.2105/AJPH.2012.301200 

Roulston, K. (2012). The pedagogy of interviewing. In J. F. Gubrium, J. A. Holstein, A. 

B. Marvasti, & K. D. McKinney (Eds.), The Sage handbook of interview 



131 

 

 

research: The complexity of the craft (2nd ed., pp. 61-75). Thousand Oaks, CA: 

Sage. doi:10.4135/9781452218403.n5  

Rowley, J. (2012). Conducting research interviews. Management Research Review, 35, 

260-271. doi:10.1108/01409171211210154 

Rua, O., & Araujo, J. (2015). Linking transformational leadership and organizational 

trust: has organizational commitment a mediating effect on it?. Cuadernos de 

Gestión, 16(1), 43-62. doi:10.5295/cdg.140484om 

Rubin, H. J., & Rubin, I. S. (2012). Qualitative interviewing: The art of hearing data (3rd 

ed.). Thousand Oaks, CA: Sage. 

Sakiru, O. K., D'Silva, J. L., Othman, J., DaudSilong, A., & Busayo, A. T. (2013). 

Leadership styles and job satisfaction among employees in small and medium 

enterprises. International Journal of Business and Management, 8(13), 34-41. 

doi:10.5539/ijbm.v8n13p34 

Sangasubana, N. (2011). How to Conduct Ethnographic Research. The Qualitative 

Report, 16(2), 567-573. Retrieved from 

http://nsuworks.nova.edu/tqr/vol16/iss2/14  

Sarker, S., Xiao, X., & Beaulieu, T. (2013). Qualitative studies in information systems: A 

critical review and some guiding principles. MIS Quarterly, 37, 3-18. Retrieved 

from http://www.misq.org/  

Savkin, A. (2014). Measurement-based leadership. Leadership Excellence, 31(5), 12-13. 

Retrieved from http://www.leaderexcel.com 



132 

 

 

Scheibe, M., Reichelt, J., Bellmann, M., & Kirch, W. (2015). Acceptance factors of 

mobile apps for diabetes by patients aged 50 or older: A qualitative study. 

Medicine 2.0, 4. doi:10.2196/med20.3912 

Schyns, B., Maslyn, J. M., & van Veldhoven, M. P. M. (2012). Can some leaders have a 

good relationship with many followers? Leadership & Organization Development 

Journal, 33, 594-606. doi:10.1108/01437731211253046 

Seidman, I. (2013). Interviewing as qualitative research: A guide for researchers in 

education and the social sciences. New York, NY: Teachers College Press. 

Seidman, W., & McCauley, M. (2011). Transformational leadership in a transactional 

world. OD Practitioner, 43(2), 46-51. Retrieved from 

http://www.odnetwork.org/?Publications 

Shatzer, R. H., Caldarella, P., Hallam, P. R., & Brown, B. L. (2014). Comparing the 

effects of instructional and transformational leadership on student achievement: 

Implications for practice. Educational Management Administration & Leadership, 

42, 445-459. doi:10.1177/1741143213502192 

Shukla, P. K., & Shukla, M. P. (2014). Small business survival index traction and 

movement in rankings of states (2000-2013). Journal of Business & Economics 

Research, 12, 153-158. Retrieved from http://www.cluteinstitute.com/journals 

/journal-of-business-economicsresearchjber/ 

Silverman, D. (2013). Doing qualitative research: A practical handbook. Thousand 

Oaks, CA: Sage. 



133 

 

 

Simola, S., Barling, J., & Turner, N. (2012). Transformational leadership and leaders' 

mode of care reasoning. Journal of Business Ethics, 108, 229-237. 

doi:10.1007/s10551-011-1080-x 

Simpson, M., Padmore, J., & Newman, N. (2012). Towards a new model of success and 

performance in SMEs. International Journal of Entrepreneurial Behaviour & 

Research, 18, 264-285. doi:10.1108/13552551211227675 

Singh, A. S. (2014). Conducting case study research in non-profit organisations. 

Qualitative Market Research: An International Journal, 17, 77-84. 

doi:10.1108/QMR-04-2013-0024 

Singh, P. (2013). Transforming traditional bureaucratic management practices by 

employing the collegial leadership model of emancipation. International Business 

& Economics Research Journal, 12, 953-967. doi:10.19030/iber.v12i8.7991 

Smit, P. (2012). A phenomenological examination of supply chain professionals’ 

experiences to improve cash-to-cash positioning (Doctoral dissertation). 

Available from ProQuest Dissertations and Theses database. (UMI No. 3510290) 

Solomon, G. T., Bryant, A., May, K., & Perry, V. (2013). Survival of the fittest: 

Technical assistance, survival and growth of small businesses and implications for 

public policy. Technovation, 33, 292-301. 

doi:10.1016/j.technovation.2013.06.002 

Spears, L. C. (1998). Insights on leadership: service, stewardship, spirit, and 

servant-leadership, New York, NY: Wiley. 



134 

 

 

Stadler, C., & Dyer, D. (2013). Why good leaders don’t need charisma. MIT Sloan 

Management Review, 54(3), 95-96. Retrieved from http://sloanreview.mit.edu/ 

Stake, R. E. (1995). The art of case study research. Thousand Oaks, CA: Sage. 

Stoddart, K., Bugge, C., Shepherd, A., & Farquharson, B. (2014). The new clinical 

leadership role of senior charge nurses: A mixed methods study of their views and 

experience. Journal of Nursing Management, 22, 49-59. doi:10.1111/jonm.12008 

Street, C. T., & Ward, K. W. (2012). Improving validity and reliability in longitudinal 

case study timelines. European Journal of Information Systems, 21, 160-175. 

doi:10.1057/ejis.2011.53 

Surdez-Perez, E., Aguilar-Morales, N., Sandoval-Caraveo, M., Lopez-Parra, M., & 

Corral-Coronado, Z. (2014). The relationship between company performance and 

owner characteristics: Evidence from Mexico. Global Journal of Business 

Research, 8(2), 13-22. Retrieved from http://www.theibfr.com/gjbr.htm 

Swauger, M. (2011). Afterward: The ethics of risk, power, and representation. 

Qualitative Sociology, 34, 497-502. Retrieved from 

http://link.springer.com/journal/11133 

Takahashi, I., Ishikawa, J., & Kanai, T. (2012). Qualitative and quantitative studies of 

leadership in multinational settings: Meta-analytic and cross-cultural reviews. 

Journal of World Business, 47, 530-538. doi:10.1016/j.jwb.2012.01.006 

Tasnim, R., Yahya, S., & Zainuddin, M. N. (2014). "I'm loving it!" What makes the 

successful entrepreneur affectively committed to entrepreneurial performance? 



135 

 

 

Journal of Applied Management and Entrepreneurship, 19(2), 27-52. doi: 

10.9774/GLEAF.3709.2014.ap.00004 

Tebeian, A. E. (2012). The impact of motivation through leadership on group 

performance. Revista De Management Comparat International, 13, 313-324. 

Retrieved from http://www.rmci.ase.ro  

Tello, S., Yang, Y., & Latham, S. (2012). Nascent entrepreneurs access and use of 

network resources in a technology incubator. Journal of Small Business and 

Entrepreneurship, 25, 375-397. doi:10.1080/08276331.2012.10593579 

Thamhain, H. J. (2014). Assessing the effectiveness of quantitative and qualitative 

methods for R&D project proposal evaluations. Engineering Management 

Journal, 26(3), 3-12. doi:10.1080/10429247.2014.11432015 

Theodorakopoulos, N., & Figueira, C. (2012). What can situated learning theory tell us 

about leading to develop organizational learning capabilities for entrepreneurial 

performance? Lessons from a knowledge-intensive small firm. Thunderbird 

International Business Review, 54, 859-873. doi:10.1002/tie.21508 

Thornton, J. C., & Byrd, J. T. (2013). Social responsibility and the small business. 

Academy of Entrepreneurship Journal, 19, 41-75. Retrieved from 

http://www.alliedacademies.org/Public/Journals/JournalDetails.aspx?jid=6 

Tonkin, T. H. (2013). Authentic versus transformational leadership: Assessing their 

effectiveness on organizational citizenship behavior of followers. International 

Journal of Business & Public Administration, 10, 40-61. Retrieved from 

http://www.iabpad.com/IJBPA/ 



136 

 

 

Torrance, I. (2012). What clinical records should we retain and for how long? 

Occupational Medicine, 62, 162-164. doi:10.1093/occmed/kqr203 

Trotter, R. T., II. (2012). Qualitative research sample design and sample size: Resolving 

and unresolved issues and inferential imperatives. Preventive Medicine, 55, 398- 

400. doi:10.1016/j.ypmed.2012.07.003 

Tufford, T., & Newman, P. (2012). Bracketing in qualitative research qualitative social 

work. Qualitative Social Work, 11, 80-96. doi:10.1177/1473325010368316 

U.S. Small Business Administration. (2013). South Carolina. Retrieved from 

http://www.sba.gov/sites/default/files/sc12.pdf  

U.S. Small Business Administration. (2014). Office of Advocacy-Frequently asked 

questions. Retrieved from http://www.sba.gov/advocacy 

Vaismoradi, M., Turunen, H., & Bondas, T. (2013). Content analysis and thematic 

analysis: Implications for conducting a qualitative descriptive study. Nursing 

& Health Sciences, 15, 398-405. doi:10.1111/nhs.12048  

van Vugt, M., & Ronay, R. (2013). The evolutionary psychology of leadership: Theory, 

review, and roadmap. Organizational Psychology Review, 4, 74-95. 

doi:10.1177/2041386613493635 

Vele, C. (2013). How to evaluate and improve organizational performance. Managerial 

Challenges of the Contemporary Society, 6, 157-161. Retrieved from 

http://www.econ.ubbcluj.ro/mccs/ 



137 

 

 

Venkatesh, V., Brown, S. A., & Bala, H. (2013). Bridging the qualitative-quantitative 

divide: guidelines for conducting mixed methods research in information systems. 

MIS Quarterly, 37, 21-54. Retrieved from http://www.misq.org/ 

Verlage, H., Rowold, J., & Schilling, J. (2012). Through different perspectives on 

leadership: Comparing the full range leadership theory to implicit leadership 

theories. E Journal of Organizational Learning & Leadership, 10, 68-91. 

Retrieved from http://www.leadingtoday.org/weleadinlearning/ 

Verner, J. M., & Abdullah, L. M. (2012). Exploratory case study research: Outsourced 

project failure. Information and Software Technology, 54, 866-886. 

doi:10.1016/j.infsof.2011.11.001 

Vohra, V. (2014). Using the multiple case study design to decipher contextual leadership 

behaviors in Indian organizations. Electronic Journal of Business Research 

Methods, 12, 54-65. Retrieved from http://www.ejbrm.com 

Wadham, H., & Warren, R. C. (2014). Telling organizational tales: The extended case 

method in practice. Organizational Research Methods, 17, 5-22. 

doi:10.1177/1094428113513619 

Wahyuni, D. (2012). The research design maze: Understanding paradigms, cases, 

methods and methodologies. Journal of Applied Management Accounting 

Research, 10, 69-80. Retrieved from 

http://www.emeraldinsight.com/products/journals/journals.htm?id=JAAR 

Walker, J. L. (2012). The use of saturation in qualitative research. Canadian Journal of 

Cardiovascular Nursing, 22, 37- 46. Retrieved from http://www.cccn.ca 



138 

 

 

Wang, X., Chontawan, R., & Nantsupawat, R. (2012). Transformational leadership: 

Effect on the job satisfaction of registered nurses in a hospital in China. Journal 

of Advanced Nursing, 68, 444-451. doi:10.1111/j.1365-2648.2011.05762.x 

Wang, X., Meyer, J. P., & Jackson, T. A. (2013). Leadership, commitment, and culture: 

A meta-analysis. Journal of Leadership & Organizational Studies, 20, 84-106. 

doi:10.1177/1548051812466919 

Wang, Z., & Gagné, M. (2013). A Chinese-Canadian cross-cultural investigation of 

transformational leadership, autonomous motivation and collectivistic value. 

Journal of Leadership and Organizational Studies, 20, 134-142. 

doi:10.1177/1548051812465895 

Washington, R. R., Sutton, C. D., & Sauser, W. I., Jr. (2014). How distinct is servant 

leadership theory? Empirical comparisons with competing theories. Journal of 

Leadership, Accountability and Ethics, 11, 11-25. Retrieved from 

http://www.nna-businesspress.com/jlaeopen.html 

Westcott, R. (2014). Leadership challenges. Journal for Quality and Participation, 37, 8-

12, 32. Retrieved from http://www.asq.org/pub/jqp/ 

Wiley, J. W. (2013). Using employee opinions about organizational performance to 

enhance employee engagement surveys: Model building and validation. People & 

Strategy, 36, 38-49. Retrieved from 

http://www.hrps.org/?page=PeopleStratEditors 



139 

 

 

Wilson, T. (2012). What can phenomenology offer the consumer? Marketing research as 

philosophical, method conceptual. Qualitative Market Research: An International 

Journal, 15, 230-241. doi:10.1108/13522751211231969 

Wisdom, J. P., Cavaleri, M. A., Onwuegbuzie, A. J., & Green, C. A. (2012). 

Methodological reporting in qualitative, quantitative, and mixed methods health 

services research articles. Health Services Research, 47, 721-745. 

doi:10.1111/j.1475-6773.2011.01344.x 

Xie, C., Wu, D., Luo, J., & Hu, X. (2012). A case study of multi-team communications in 

construction design under supply chain partnering. Supply Chain Management, 

23, 63-70. doi:10.1108/13598541011068279 

Xu, M. A., & Storr, G. B. (2012). Learning the concept of researcher as instrument in 

qualitative research. Qualitative Report, 17(42), 1-18. Retrieved from 

http://tqr.nova.edu/ 

Yan, L., & Yan, J. (2013). Leadership, organizational citizenship behavior, and 

innovation in small business: An empirical study. Journal of Small Business and 

Entrepreneurship, 26, 183-199. doi:10.1080/08276331.2013.771863 

Yanow, D. (2012). Organizational ethnography between toolbox and world-making. 

Journal of Organizational Ethnography, 1(1), 31-42. 

doi:10.1108/202466741211220633  

Yin, R. K. (2012). Applications of case study research (3rd ed.). Thousand Oaks, CA: 

Sage. 



140 

 

 

Yin, R. K. (2013). Validity and generalization in future case study evaluations. 

Evaluation, 19, 321-332. doi:10.1177/1356389013497081 

Yin, R. K. (2014). Case study research: Design and methods (5th ed.). Thousand Oaks, 

CA: Sage. 

Youngwirth, J. (2013). Taking leadership seriously. Journal of Financial Planning, 

26(7), 24-25. Retrieved from http://www.fpanet.org/journal/ 

Yukl, G. (2012). Effective leadership behavior: What we know and what questions need 

more attention. Academy of Management Perspectives, 26, 66-85. 

doi:10.5465/amp.2012.0088 

 

 



141 

 

 

Appendix A: Interview Protocol 

Title of Doctoral Study:   Leadership Strategies and Employee Performance Within Small 

Business  

Date ____________                                                Interviewee___________________ 

                                            Participant Consent Form: Yes__  No ___ 

This interview may take 90 to 100 minutes. As per Walden University guidelines, all 

interviewees retain the right to withdraw from this study at any time. 

Purpose of Study: The purpose of this study is to gain an understanding of how 

leadership strategies influence employees’ performance to meet organizational goals. 

Interview Questions for Manager  

1. How would you describe your leadership strategies?  

 Response: 

 

Follow-up question: _____________________________________________________ 

Response: 

 

 

2. What leadership strategies have you used in the past to improve employee 

performance? 

 Response: 
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Follow-up question: _____________________________________________________ 

Response: 

 

 

 

3. What would you describe as a challenge to implementing strategies to improve 

employee performance? 

 Response: 

 

Follow-up question: _____________________________________________________ 

Response: 

 

 

 

4. How have you evolved your leadership strategies over time? 

Response: 

 

Follow-up question: _____________________________________________________ 

Response: 
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5.  What leadership strategies do you intend to change?  

Response: 

 

 

Follow-up question: _____________________________________________________ 

Response: 

 

 

 

6. What additional information would you like to share regarding your experience 

with leadership strategies?  

Response: 

 

Follow-up question: _____________________________________________________ 

Response: 
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I will transcribe your responses into a Microsoft Word document and then I will need to 

contact you so we can review my interpretation. Are you willing to participate in the 

member checking process?  

Yes__  No__ 

Thank you for your participation.   
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Appendix B: Recruitment Letter for Study Participants 

[Date] 

Re: A Research Study That May Interest You 

Dear [Name]: 

My name is Letica Sellers and I am currently a graduate student at Walden University 

pursuing a doctoral degree in business administration (DBA). I am conducting research 

on how leadership strategies influence employees’ performance entitled: “Leadership 

Strategies and Employee Performance Within Small Business.” I am interested in 

conducting a study to explore what leadership strategies influence employees’ 

performance. 

I am seeking to interview managers’ of a small business who fit the following criteria: 

• Be a manager who has used leadership strategies to improve employee 

performance, 

• Be in a management position at a manufacturing plant for at least 5 years, 

• Manager must have at least 3 subordinates  

I believe managers’ who fit the criteria for this study could bring a unique perspective 

and understanding to this research. During the course of this study, I will conduct a face-

to-face interview with the participant and review archival documents. At the end of this 

study, I will share results and findings with the participant, other scholars, and the 

business owner. 

The individual, who met the above criteria and is interested in participating in this study, 

please contact me at letica.sellers@waldenu.edu. Participation in this study is voluntary. 

Thank you for your time and consideration. 

Sincerely, 

Letica Sellers 

Walden University DBA Student 
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Appendix C: Reminder E-mail for Recruitment of Study Participant 

[Date] 

Re: Reminder E-mail for Research Study Participation 

Dear [Name]: 

I previously sent you a request to participate in a research study I am conducting on 

understanding the impact leadership strategies have on employees’ in the small business 

sector. If you are interested in participating in this study, please contact me at 

letica.sellers@waldenu.edu as soon as possible. 

Thank you. 

Sincerely, 

Letica Sellers 
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Appendix D: Request to Schedule an Interview  

[Date] 

Re: Request to Schedule an Interview 

Dear [Name]: 

The purpose of this letter is to schedule an interview with you. I previously sent you a 

request to participate in the research study I am conducting on understanding the impact 

leadership strategies have on employees’ in the small business sector. You have 

expressed your interest in participating, so I would like to take this opportunity to 

schedule a time and place for the interview. 

Interviews can be conducted in your place of business at your convenience. The interview 

will take 90-100 minutes. The interviews will be recorded and you will be provided with 

a paper copy of the final transcript. As per Walden University guidelines, all interviewees 

retain the right to withdraw from this study at any time. 

Once you review your schedule and determine your availability, please contact me at 

letica.sellers@waldenu.edu to schedule the interview. 

 

Thank you. 

Letica Sellers 

Walden University DBA Student 
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Appendix E: Walden University DBA Student Interview Questions for Manager  

1. How would you describe your leadership strategies?  

2. What leadership strategies have you used to improve employee performance? 

3. What would you describe as a challenge to implementing strategies to improve 

employee performance? 

4. How have you evolved your leadership strategies over time? 

5. What leadership strategies do you intend to change?  

6. What additional information would you like to share regarding your experience 

with leadership strategies?  
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Appendix F: Walden University DBA Student Observation Protocol  

Observation Protocol 

Location/ Setting: ___________________________________ 

Individual observed: _________________________________ 

Date/Time: _________________________________________ 

Start Time: _________________________________________ 

End Time: _________________________________________ 

 

________________________________________________________________________ 

 

Initial actions of manager when on the floor (description) 

Notes: ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

 

 

Does the manager assist employees while on the floor □ Yes □ No 

Notes: ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

 

Does the manager ask employees if assistance is needed □ Yes □ No 

Were they able to assist? □ Yes □ No 

Notes: ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

 

 

 

 

Is there any discussion of production issues? □ Yes □ No 

Notes: ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

 

 

Does the manager observe the employees? □ Yes □ No 

Notes: ___________________________________________________________ 
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           ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

 

Personal Comments: 

Notes: ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

 

Describe the manager’s routine  

Notes: ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 

           ___________________________________________________________ 
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Appendix G: Letter of Cooperation From a Research Partner 

 

Community Research Partner Name 

Contact Information 

 

Date 

 

Dear Letica Sellers,  

   

Based on my review of your research proposal, I give permission for you to conduct the 

study entitled Leadership Strategies and Employee Performance Within Small Business 

within the Insert Name of Community Partner. As part of this study, I authorize you to 

solicit managers with this organization to participate, conduct interviews, observe the 

manager during the work day for 4 hours, and review employee performance reviews, 

management assessments, and employee goals. Individuals’ participation will be 

voluntary and at their own discretion.  

 

We understand that our organization’s responsibilities include: allowing managers to 

participate, accommodate an interview location, and provide access to company 

documents. We reserve the right to withdraw from the study at any time if our 

circumstances change.  

 

I confirm that I am authorized to approve research in this setting and that this plan 

complies with the organization’s policies. 

 

I understand that the data collected will remain entirely confidential and may not be 

provided to anyone outside of the student’s supervising faculty/staff without permission 

from the Walden University IRB.   

 

Sincerely, 

 

 

Authorization Official 

Contact Information 
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