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Abstract
When employees become dissatisfied at an orgaoizdtiey may develop negative
behaviors that impede profits and productivity. Pluepose of this single case study was
to explore what strategies are essential for omgdioinal leaders to improve workplace
performance. Maslow’s hierarchy of needs servati@sonceptual framework for this
study. Data collection involved face-to-face, s¢raured interviews of 20 managers,
floor employees, and clerical staff from a busin@ggmnization in Southwest Georgia.
Participant selection was based on employees’ écofuait least 1 year of experience
within the organization. Interviews were transcdt@ad coded for common patterns and
themes. Five themes emerged: (a) workplace envieothrfocusing on the level of
flexibility given to employees in the organizatidqb) feedback sources in organizations,
centering on measurable standards such as writtdnagions and other resources
provided to employees; (c) management relationshygsising on managers' influence
on the performance of employees; (d) barriers @wtbrkplace, examining internal and
external sources that impede performance; ana@elitment/promotion strategies,
centering on the organization's compensation imoesntStudy outcomes suggest
organizational leaders may increase employee weropnance by enhancing strategies
that provide a positive assortment of motivatianals and opportunities. In addition,
these findings suggest collaborative decision ngakietween management and
employees has a positive relationship with workuates and the engagement of
employees. Leaders in organizations may apply thedmgs to develop an enriched

workplace environment, one that could improve erygdoretention rates.
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Section 1: Foundation of the Study

Employee engagement is paramount in business €ipeleause it brings positive
outcomes for organizations. Jones and Lewis (2Dii¢ated the relationship of
employees to their organizations materialized thhowithdrawal behavior or
commitment to the organization. Engaged workereamgd less stressed and more
satisfied in a personal setting. The workers atslless health care, took fewer sick
days, were more productive, and stayed longer thiglr organizations than their less
engaged counterparts (James, McKechnie, & SwanBeid,). Dissatisfied employees
cost American businesses $300 billion a year ingasductivity (James et al., 2011).

Sreedhar (2011) noted the expected transformaftidrececonomic atmosphere
cutting across borders, advances in technologyffaménsuing intense competitive
markets have created enormous pressure on organiaideaders to rethink how they
manage their workforce. The overlapping of différemtures has developed a new class
of people, comprehensive citizens with comprehenattitudes, tastes, and networks
(Marga, 2010). Murray, Haynes, and Hudson (2010héothe profound differences in
ideologies were an issue, especially when compafies considered engagements as a
management issue rather than a relationship. Qegtamial leaders should move from
far-reaching notions of conserving nature and feg®@ns with splendor to a rational
structure provided by the concept of human sudbdiba(Gibson, 2012).

Background of the Problem
Innovation is a significant driver of the growtlicsess, and profitability of

organizations and nations. Innovation is not thig dnver of growth. Leaders should



commit to the recruitment, retention, and strategigport of employees (Agrawal,
2012). Culture in organizations has become a conmpeoception that sets the tone
within an organization (Marga, 2010). A factor th#ects the performance of workers is
management's strategy within an organization. Tag evganizational leaders treat the
employees and the respect shown to employees m#yesatmosphere for an entire
shift. Managers with poor attitudes may reduceetin@loyees' performance, and
retention could become a problem for organizatiwhen employees feel disconnected
and leave (Kwon, Chung, Roh, Chadwick, & Lawlerl2D

Corporate culture is one of the strongest drivéiarmvation globally (Tellis,
Prabbu, & Chandy, 2009). Employees want to belorantorganizational culture where
managers and workers understand assigned goate@ntlave an incentive to achieve
the goals. Leaders should retain qualified talerstustain in a competitive market
(Kaplan, Wiley, & Maertz, 2011) by maintaining highoductivity or goal achievement.
Normal hiring procedures will not be sufficientkeep employees if organizational
leaders have limited opportunities for advancen(®tawart, Volpone, Avery, & McKay,
2011).

Attitudes, behaviors, and communication issuesyredultural dissimilarities
(Holmes, 2010). Kochanowski (2011) asserted leaughkt develop retention
challenges if they do not have good retention egjias. These strategies allow managers
to reduce turnover and retention costs (Chen, Warghu, 2010), but few
organizational leaders have strategies in placenéfong-Stassen & Ursel, 2009).

Without comprehensive strategies in place, miswstdrdings continue to occur among



people susceptible to change in organizations auferent values, beliefs, and
backgrounds (Holmes, 2010). Holmes (2010) alsodhtitese destructive acts reflect
spoken behavioral indignities that employees egpee from other employees. People
with negative behaviors can embarrass other emetogad affect work performance of
others (Holmes, 2010), causing organizations loditp and lost productivity. Gberevbie
(2010) observed the connection between employeatreh strategies and performance
and determined improper retention strategies chaled adverse effects on an
organization’s profits.

Baek-Kyoo and Park (2010) reasoned that interacsi@nkey factor to a high-
performance work group's success because emplegepsach other informed and
work collaboratively. Employee involvement practicegnificantly reduce negative
relationships between voluntary turnover and wakelperformance (Kwon et al.,
2012), especially for minority employees who teadh&ve a higher turnover rate.
Despite organizational efforts to decrease empltyewver, retention costs persist
(Igbal, 2010). Organizational leaders may wantd@n@ne strategies such as life
programs, training, and other incentives to regaployees. JetBlue incorporated a
retention strategy to provide training to employedsich encouraged employee decision
making (Wegner, 2011). Aaron (2011) examined réicigiiand retention practices for
registered nurses in long-term care facilities fohd the short span of training
programs, low wages, regulations, and lack of supgmmtributed to employee turnover.

Wegner (2011) asserted successful leaders shogéyenmotivate, and retain

outstanding employees while simultaneously contrgltosts. Compared to conventional
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benefits options, innovative benefits such as Hexschedules or insurance benefits can
provide increased value to workers at smaller dostise employer (Wegner, 2011).
Wegner also noted providing employees with trairang resources to perform a job
increases employee morale and motivation. Employesvement has optimistic
outcomes for both employees and organizations Isedduese practices motivate
workers. Reinforced practices build workers’ skalsd provide authority to make
decisions (Yang & Konrad, 2011). Baer (2012) stabedrelation between creativity and
implementation regulates individuals' motivatiorptd their ideas into practice and their
ability to achieve strong relationships within aganization.

Cui and O'Connor (2012) stated there have beerga taumber of studies on
global culture completed recently. Globalization affshore outsourcing have led
today's business leaders to internationalize aetsyitherefore, skilled performance has
become a serious issue in managing the currentplaaris (Karjalainen, 2010). It is
important for managers to consider this issue Bizing the potential capabilities of a
multicultural workforce to achieve organizationateess (Sultana, Rashid, Mohiuddin,
& Huda, 2013). Karjalainen (2010) revealed glokstian has affected and changed
functions of organizations. The ability to creatgyve the impression of globalization
comes from ethical behavior (Youngs & Widdows, 2009

Oerlemans and Peters (2010) noted global changrstures affect the global
business environment. A high-performing workplaaa enhance internal organizational
structure and work processes to suit the changiisgbss landscape. Leaders in

organizations should consider retention strategi@sprove employee dedication and
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reduce stress to decrease turnover rates (Rekhang8akanabhan, 2010). Leaders are
confronting changes in the workforce due to mapketerences, regulations and policies,
and demographic existences (Oerlemans & Peter§)2Binployers exert influence over
the dedication and commitment of employees thrdregtking sources (Brown,

McHardy, McNabb, & Taylor, 2011).

Supervisors and managers are using employee-tgatdiis because significant
portions of organizational profits correlate witmgoyee performance and retention
(vVan De Voorde, Paauwe, & Van Veldhoven, 2010)sgand Turner (2011) noted that
diversity is a defining characteristic of moderristy. Munda (2011) noted positively
managing workplace programs leads to dedicatedaatthier performing employees
who promote demographic interactions and appreciaif cultures. Leaders who want to
hire and enrich people to become influential leadeed to learn how to select people
who have core business competencies (Muna, 2011).

Problem Statement

Avery, Volpone, McKay, King, and Wilson (2011) ndteardiness and
absenteeism of full-time employees resulted in potigity losses costing organizations
between $200 to $700 per employee missed workdagar(ixations lose an average of
$47,000 when replacing each employee with 2 yesmsre or more, and approximately
$9,000 per year replacing each first-year emplgpeery et al., 2011). An
organization’s culture and overall financial pen@nce have the potential to influence
employees to stay or leave an organization (Belaslt Nazarian, 2013). People learn

by focusing attention on role models to determipgrapriate behaviors and attitudes.



Individuals want to affiliate with members of sianlcultures (Kaplan et al., 2011).

Retention of employees can be an expensive challEmgrganizations when
individuals feel isolated (Beheshtifar & Nazari@0,13). Beheshtifar and Nazarian
(2013) noted employees who do not feel connecta#&d dissatisfaction through
withdrawal behaviors such as a reduction in pradifgt absenteeism, low employee
morale, and high turnover rates. The general basipeoblem in this study was that
employee withdrawal behaviors can hinder an orgaioz's profits and productivity. The
specific business problem was that some organizatieaders lack strategies to improve
workplace performance.

Purpose Statement

The purpose of this qualitative single case studg @ determine what strategies
are essential for organizational leaders to impregekplace performance. The research
design for this study consisted of semistructufack-to-face interviews and case study
using archival documents. Semistructured interviamesopen and provide new ideas
during the interview because of an intervieweetaroents (Marshall & Rossman, 2011).
Twenty managers, floor employees, and clericaf #tafm a business organization
located in Southwest Georgia participated in therinews.

The rationale for using a case study was to mairitee holistic and relevant traits
of real-life events such as organizational proce§ge, 2009). Neuman (2011) noted the
case study method has significant merits, includmigceptual validity, the ability to
trace processes, calibration, and holistic elabmvathe findings of this study might

affect business practices as well as provide gfyatecommendations in regards to
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performance in the workplace. The findings may alsatribute to the effectiveness of a
knowledgeable and flexible workforce.
Nature of the Study

The qualitative research method is a method fologxy and understanding the
implication individuals or groups attribute to a&d problem. This method allows
insight into attitudes, value systems, cultures, lgastyles by exploring issues and
harvesting information from case studies (Mars&aRossman, 2011). Management's
role is to eliminate challenges such as commumndireakdowns and hostilities that
arise from working in highly heterogeneous envirents (Choi & Rainey, 2010).
Qualitative researchers do not set radical sockties. People who exhibit such
behaviors can benefit from observations by reseasatompleting qualitative studies
(Stake, 2010). Workplace performance is a serigsisel for modern organizational
management. Concomitantly, managing employee pedoce deserves greater
prominence in public, private, and nonprofit orgations (Choi & Rainey, 2010).

According to Marshall and Rossman (2011), schalarsider three research
methods when completing qualitative studies andjusatitative research to analyze
tangible theories by examining the relationship agwariables. Individuals using the
guantitative method employ tested data in a réalgbcedure, but it can be difficult
without some basic information (Stake, 2010). Mixeethod research combines
qualitative and quantitative procedures and draas the strengths of a qualitative or
guantitative research methodology (Tashakkori &dlied 2010). Byrman, Becker, and

Sempik (2008) noted mixed method research is a c@hbn of quantitative and
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qualitative research criteria and uses differemqyples for quantitative and qualitative
components. It was not feasible to assess the itptare or the mixed research method
for this study because neither would allow me toece optimal information on the
research topic.

Research designs consist of general assumpti@spetfic methods of data
collection (Stake, 2010). Within the qualitativeearch method, there are five types of
gualitative research designs (Tashakkori & Tedd@4,0). The research designs are
narrative, phenomenology, grounded theory, ethmdgraand case studies (Stake, 2010).
Ethnography is a qualitative design in which a aesleer describes and interprets shared
and learned language, behaviors, and beliefs oftare-sharing group (Stake, 2010).
This research involves observation over time amdosahelpful during initial research
(Stake, 2010), but this research is time consuming.

Grounded theory is a systematic methodology ofimygavolving the collecting,
analyzing, and numerous data collection technigwes a long period (Hutchison,
Johnston, & Breckon, 2010). Grounded theory anglgshelpful when a process, action,
or interactions form the opinions of a significanimber of participants (Stake, 2010).
Narrative research is challenging because the n@s&aobtains detailed information
about the participant, which could lead to issmesallecting and analyzing data.
Phenomenological research involves streamlinedadlaction as the participants have
experienced the phenomenon (Stake, 2010). Thengmato complete qualitative

research through case study using archival datanéexiews.



Resear ch Question

The purpose of this qualitative explorative singhse study was to discover what
strategies organizational leaders need to motivat&place performance in business
organizations. Bloomberg and Volpe (2012) recomradrttie use of a fundamental
guestion that encompasses the entire researcimdésig following was the central
guestion for this study: What strategies are essdot organizational leaders to improve
workplace performance?

High-retention organizations spend inordinate anohresources on recruiting
and replacing employees. Individuals leave orgdiuiaa for different reasons.
Significant areas that motivate people to leaveleympent positions are an unsuccessful
fit with the organizational climate and culture,arcomfortable connection between the
individual and coworkers, or a pitiable alignmeatween performance and salary.
Another reason is limited opportunities for advaneat (Buttner, Lowe, & Billings-
Harris, 2010). Employee retention commences byngagttention to what causes
inadequate job satisfaction as well as what a#tyaobtivates, and retains workforces.
Money and benefits may entice employees througlfrtime door, but inadequate work
conditions force employees out the back (Averyl.e811).

Fusch and Gillespie (2012) noted organizationalées are striving to improve
workplace performance. However, training is notagtsra preeminent solution, which is
why organizations have begun to focus on resuléthasterventions linked to the
organization's strategic and operational plansdir&sGillespie, 2012). To assist with

understanding performance issues, | asked theafmifpinterview questions:
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Specific interview questions for managers:

1. How do managers quantify performance in the rumgdion?

2. What determines the achievement of performaggeirements?
Questions 1 and 2 assisted me in determining whdtdf system
organizational leaders' use for job performance.

3. How do you perceive the current training witthe organization?

This question allowed me to observe the levelahtng provided to
supervisors/management to assist them in understahdw to manage
employees.

4. What materials or tools are available to enhd@@aing and performance?
This question allowed me to observe how leadetlkarorganization
encourage learning and team development.

5. What obstacles/barriers do you think hinder eygés' performance levels in
the organization?

This question helped me to understand performasstes addressed by
leaders.

Specific interview questions for employees:

1. What is the working environment like in your anigation?

This question allowed me to analyze the organinatienvironment for
employees.

2. How is performance determined in your organiaei

This question assisted me with determining how rgameent responds to



11

employees.
3. What tools/materials might help you with undansting performance
requirements?
This question allowed me to observe the level afaustanding employees
have about their performance requirements.
4. What are some barriers that impede work perfoo@an the organization?
This question helped me to understand performastes addressed by
management.
5. What recruitment/promotion strategies exishie dorganization?
This question allowed me to observe the existingiagies in the
organization.
Conceptual Framework
The conceptual framework in this qualitative resbarovided a basis for
understanding employees’ job satisfaction factas motivators and examining the
factors in relation to workplace performance. Ustinding the factors that affect job
satisfaction and job dissatisfaction are essepéigs of successful organizations and may
lead to retaining employees (Igbal, 2010). Ashraf doarder (2010) asserted
competencies are behaviors that comprise the klg@land skills required for
successful performance. These competencies aligitkedusiness objectives help
strengthen an organization's success.
Fritz, O'Neil, Popp, Williams, and Arnett (2013ps®ned stimuli prompts

behaviors that then result in responses followedebyforcing consequences. The reward
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or punishment cost of these consequences increasiesreases the likelihood of future
repetition of this behavior. Greene and Kirton (2PD4uggested that when employees did
not understand the culture of an organizationfitenced performance and retention.
Improving the work environment and participationesgiployers with the well-being of
employees might lead to a decrease in turnover flesn®& Paoline, 2010). For example,
when organizations’ managers do not establishoagtrelationship with employees,
turnover rates can increase. Shin, Taylor, and(3@b2) found employees who dedicated
themselves to their jobs did not intend to leavbeWemployees are not happy with the
income they make or a role in the organizatiomauer increases (Nyberg, 2010).
Westover and Taylor (2010) found job satisfactioecréases productivity,
although employment relations affect job satistattiOrganizational leaders manage
employee retention differently, depending on tHeatfof retention on finances. Galletta,
Portoghese, and Battistelli (2011) asserted tha@ease in employee turnover affects
motivation within an organization. Gilbert (200#ppided a model for human
competence. Gilbert noted two elements influenefbpmance in the workplace:
employee behavior and environmental concerns.dmtbdel, environmental concerns
for improvement are above the horizontal line, angployee behavior opportunities for
improvement are below the line. Gilbert also adskdshree subcategories for
environmental support and employee behavior: in&tiom, motivation, and
instrumentation. Information in the hard field ohAnagement relates to the information
and communication available to the employee to anpmperformance. Information in

the soft area of management relates to an employ@ewledge and expertise (Gilbert
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Binder (1998) added to Gilbert’s work by developthg six boxes approach to
human performance. Boxes 1 through 3 illustratentrel area of management and Boxes
4 through 6 reveal the soft area of managementdBisuggested that if the first five
boxes undergo development, Box 6 will reflect matiion. If the first five boxes
experience no motivation, Box 6 reflects probledvsrker behavior represents Box 6
and is essential to workplace performance.

The Herzberg (1959) motivation hygiene theoryvav-tactor theory, depicts

variables that affect job satisfaction, job dissfatition, employee turnover, and retention.
Herzberg collected data by interviewing accountants engineers to understand
employee motivators and what motivators gave engas\satisfaction with jobs.
Personal growth and self-achievement were employeevation drivers. Factors that led
to employee dissatisfaction were work-related retethips, work conditions, and pay
(Herzberg, 1959). Galletta, Portoghese, and Beltii$2011) asserted that an increase in
employee turnover affects motivation and the orzatmon. Employee motivation
increases when employees are happy with job pasi@shraf & Joarder, 2010). As
employees develop a positive work-related attitdldey become satisfied with the work
environment. However, motivation decreases when&eps develop negative attitudes
about the job. Job dissatisfaction and lack of waiton then lead to employee turnover
(Ashraf & Joarder, 2010).

De Brouwer (2009) discussed Maslow's job perforreanodel of motivation and

stated that motivation did inspire performancelmjob. De Brouwer noted two
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categories influence motivation: individual inpatsd job conditions. Individual inputs
are the contributions individuals bring to the arngation such as goals, work ethics, and
job knowledge. Job context is what the job offerthie individual in relation to
motivations such as the physical environment, sapery support, and reward systems
(De Brouwer, 2009). Maslow (1943) noted his theoas a general framework
explaining how individuals demonstrate basic lew#lseeds.

Brown et al. (2011) noted factors that affect empengagement and reliability
include age and gender, while workplace level attarsstics of importance included
human resource policies. Employee engagement atidatien are key features in high-
performance workplaces. Strong commitment to aamagtion develops because
employees impart values with both the organizasiot employees. Employee
participation, which includes participation in @dbrative decision making, has a
positive relationship with practical work attitudesd employee engagement (Brown et
al., 2011).

According to Cocchiara, Connerley, and Bell (20yerican companies with
more than 100 employees cited leadership developnmetuding leadership training, as
a top priority. Training is essential in every lmess to achieve the best performance
from all employees. Ambiguous principles for caréevelopment opportunities increase
the retention problem in organizations (Kochanow2@il1). Cocchiara et al. (2010)
stated American businesses spend approximately ®206n to $300 million a year on
training. Once a leader has determined that trgiisirthe correct approach to achieve

management goals, the next step is to createrigpgoals.
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Definition of Terms

The following are terms used throughout the studhplirposes of the research:

Barriers: Procedures or practices that limit employment ojymities for
individuals (Yang & Konrad, 2011).

Culture: Accepted behavioral patterns within the confiagspecific groups as
guided by a pattern of shared learned beliefsitiosd, and principles (Ardichvili,
Mitchell, & Jondle, 2009).

Wor kplace performance: The abilities and performance of individuals cected
with an organization (Hunter & Thatcher, 2007).

Assumptions, Limitations, and Delimitations

Assumptions are events or things that are notheigibtestable, and may be out
of the researcher's control (Neuman, 2011). Linoitest are inherent weaknesses in a
study such as time. A study conducted over tineessapshot subject to conditions
occurring during that time.

The delimitations are the characteristics thattltme scope and define the
boundaries of the study. The delimitations are iesearcher's control (Yin, 2009).
Delimiting factors included the option of objectsyeesearch questions, and theoretical
perspectives. The delimitations section of theystldrified the criteria of participants in
the study, the geographic region for the study,thedrganization involved (Neuman,
2011).

Assumptions

An assumption in completing this study was it woctadtribute to the
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effectiveness of a knowledgeable and flexible waorgé. Increasing workplace
performance appears to be a firm response to iagswgith organizations’ business
needs. Organizational commitment links to work ouates such as workplace
performance and absenteeism (Hunter & Thatcher7)26unter and Thatcher (2007)
also noted commitment influenced workplace perfaroesthrough recognition and
internalization. Committed individuals connect wath organization and assume the
attitudes and behaviors endorsed to establishsdysat), self-defining connection with
it. Further, they actively embrace the values amalgyof the organization and exert effort
toward these goals (Hunter & Thatcher, 2007). Eyg@gparticipation has a positive
outcome shown by positive work attitudes and emggogommitment (Brown et al.,
2011). Another assumption was respondents woulesheormation ethically and
without restraint.
Limitations

Limitations in completing the study included thaviel time and the ability to
obtain an interview return rate of 100% in the gtuthe research focused on workplace
performance in organizations located in Southwesir@ia. Therefore, the peripheries
surrounding conditions limited the application loé results. Another limitation pertained
to examining specific aspects of poor workplacdgyarance rather than all components
of performance and providing credible findings. Toeaclusion of the case study should
indicate credible or contradictory findings (YirQGD).
Delimitations

| acquired the majority of the data from intervieswvsl a case study. Yin (2011)
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implied an interview acquires minimal additionaldmmation after 20 interviews. |
analyzed data from one organization in Southwestr@a using a sample size of 20
participants. | also conducted interviews utilizidgntical questions submitted to the
participants.
Significance of the Study

Over the years, policy analysts and researchems ¢t@vtinually offered
recommendations to the public and private sectoptwsider preparing the workplace for
strategic initiatives from business leaders anteakls of government (Riccucci, 2009).
The study may provide recommendations to the catpavorld reflecting the successful
advancement of leaders more knowledgeable andnss@oto the various barriers of
workplace performance.
Contribution to Business Practice

Managing the performance of the workforce is atstyia necessity, but
challenges exist, and organizational success egjgtrategic management. Individuals
familiar with organizational changes are confidamd likely to accept the changes.
Confident people are more likely to find organiaatil changes as an exciting challenge
rather than an unpleasant burden (Yukl, Georgeyr&ed, 2010). Individuals associated
with strategic initiatives use different forms afluence to reduce the uncertainties that
limit initiative performance (Lechner, 2012). lfethare not familiar with proposed
changes, typical responses such as anxiety args$ steeome a serious challenge for an
organization. Slater and Yan-de-Soriano (2010)enesl an overview of studies on

cross-cultural consumer behavior and marketingarebebecause issues have become
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more difficult due to challenges associated witthanging global environment.

In a study by Hunter and Thatcher (2007), the astBaoggested that more
experienced employees excelled higher than emptayee to the workplace because of
their accumulated skills in the position. Tenur@asition can be associated with
performance because experience provides the mealeafning. Experience has a
bigger impact on performance when workers haveivelg short tenure and are still
learning how to perform jobs; the positive relasibip between experience and
performance typically declines as workers gain expee. Managing any workforce
encompasses recognizing people from all backgroasdslued members. From another
perspective, Dovidio, Saguy, and Gaertner (2010yssted various adverse effects of
group differences weaken when people conceiveashielves as belonging to a distinct
and common unit.

Implicationsfor Social Change

In a study completed by Carroll and Shabana (2ahé&)authors explored
traditional arguments made both for and againsvige of leaders assuming any
accountability to society beyond profit seeking amakimizing its financial wellbeing.
The alignment of strategy, structure, and managéesystems is beneficial for
organizations in both coordinating activities anatirating employees (Epstein, 2009).
Strategy relates to making successful choicessandesses in organizational social
responsibility are no different. American organi@as are competing with companies
globally and should have the personnel equippedoagpired to work with others. Ray

and Sethi (2010) noted educational institutionsshaeered towards criteria that meet
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goals without being contingent on applicant idgritait abilities.

Organizational leaders might utilize internatioteslms to meet customer
demands. These are individuals from different deawmgoigic backgrounds who work
together to achieve the organization's goals (Berpltbrugge, 2010). Yang and
Konrad (2011) stated various groups engaged imtrgonal decision making have the
potential for positive influence than similar greupecause of the depth of the resources
at their disposal during the innovation processridan and Humphrey (2010) stated
comprehensive reviews have determined the findiiysot provide a clear consensus
related to the performance effects of work teams.

Shin, Kim, Lee, and Bian (2012) tested the condg&iander which cognitive
work teams positively related to team initiativeesRlts from the study indicated a team
member's creativity determined the relationshipvieen cognitive team uniformity and
individual initiative. Organizational leaders hawegun to recognize that diverse teams
have the ability to deliver products to market befother competitors. Trust is an
essential element within a virtual diverse enviremi The reason trust is beneficial is
due in part to the lack of face-to-face interac{{@hsen & Olson, 2012).

Dijk, Engen, and Paauwe (2012) focused on the delramanaging teams and
organizations between equality and business cdmssass. The core assertion was from
an ethical reading when equality and business paspectives appear wedged. The
ability to manage teams is challenging. Havingwedie team can lead to mixed feelings

(Haas, 2010).
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A Review of the Professional and Academic Literature

A review of the literature related to workplacefpemance and the strategies
central to organizational leaders. This review lagd the exploration of information
pertaining to the research question: What strasegjie essential for organizational
leaders to improve workplace performance? | sedraienerous sources including 149
peer-reviewed articles and publications relevarthéresearch topic and 25 books and
articles. The databases used in the literatureseaclude Google Scholar, ProQuest,
Emerald Management Journals, Management & Orgamz&tudies, and government
websites and databases. Key search termsaaseetudy, workplace performance,
cultural diversity, organizational demography, shared values, andqualitative research.

| addressed three components of workplace perfazentivat may influence the
strategic decisions of leaders. The components (@@ mevelopment strategies for
workplace performance, (b) barriers that influemoekplace performance, and (c)
groups influencing changes in the workplace. Aditere review is a vital area of study
because it highlights other studies conductedmilar areas along with a description of
the gaps the literature reveals (Marshall & Ross8m1). In this study, | used the job
performance model of motivation to explain how mation influences job behaviors and
performance. Maslow’s theory addressed individubdsire for achievement in the
workplace (De Brouwer, 2009). According to the moteo categories stimulate
motivation: individual inputs and job conditionadividual inputs are what individuals

introduce such as work ethic, goals, and job kndgde Job context is what
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organizational leaders offer to the individual éhation to motivations such as the
physical environment, supervisory support and revegstems (De Brouwer, 2009).

Gilbert (1978) studied the human competency mdgiert stated that behavior
is the result of the personal characteristics ahdividual and the environment where
behaviors occur. Six conditions of behavior diseddsy Gilbert were data, instruments,
incentives, knowledge, capacity, and motives. Alconditions of behavior were equally
effective and should be present for performanamctur. Organizational leaders should
develop core competency needs such as skills, lkatmel and abilities necessary for
employees to deliver business results (Ferris, , lBrawn, Pang, & Keeping, 2010). It is
through these motivators managers may developegtest to improve enthusiasm in the
workforce.
Development Strategies for Workplace Performance

Strategic planning is the process of reviewing, amsuring tactics link up to
corporate goals and strategies (Fairholm, 2008t&jic planning involves choosing
how to respond to incidents, following a processtaicture, and choosing priorities.
Leaders should decide where the organization’diagisiewpoint is and what the
organization’s goals are before implementing acgilams (Bordum, 2010). Bordum

(2010) noted the alignment of strategy, structanel management systems is essential

exploit opportunities and challenges (Bordum, 208¥ategic planning is also a way of

directing leaders in a changing economic envirortmBme entire process includes vision
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and mission, an exhaustive review of the interndl external contextual environment,
strategy development, and implementation of speaifieasurable plans (May, 2010).
Hamrouni and Akkari (2012) noted failure to adagi¢@uately to the environment and
external factors could cause businesses to fail.

Strategic thinking is the process of reviewing anduring value and enthusiasm
throughout the organization, allowing establishedlg and tactics to meet the needs of
organizational leaders (Fairholm, 2009). Wooton Hodnhe (2010) asserted managers
who understand the criticality of strategic implenaion may optimize strategically
minded marketing efforts. Without strategies, ratanchallenges create different
barriers preventing organizational leaders fronucaty turnover rates and retain
valuable employees (Stewart, Volpone, Avery, & MgKa011).

Although retention strategies reduce turnover atention costs, few leaders in
organizations have retention strategies in plagenérong-Stassen & Ursel, 2009). If
strategies are in place, few organization stragegoene from strong theories (Dagger &
O’Brien, 2010). Despite the organizational effddseduce employee turnover, retention
costs continue to grow (Igbal, 2010). Leaders nmsgydownsizing to change
management strategy or to redesign the organizd@altinger, Craig, Cross, and Gray
(2011) suggested an increase in employee turnaveiorganization could have a
significant negative impact on performance. Gbeie({®010) examined the relationship
between employee retention strategies and perfarenand concluded improper
retention strategies can have negative consequendb® organization’s bottom line.

Organizational leaders experience higher turnoatesrwhen there are unsuitable



23

retention strategies (Mohlala, Goldman, & Goosé€i,2), and inappropriate strategies
can lead to a decrease in performance (Gberevi®)2

Rekha and Kamalanabhan (2010) examined the reshijoietween employee
internal and external work environment in informattechnology enabled services and
business process outsourcing organizations andoge®kurnover. The focus of the
gualitative study was to determine if commitmemsioleed the relationship amongst job
satisfaction, organizational commitment, stresd, @mployee turnover intentions.
Although there were significant differences amongployees, some of the employees
showed a lack of commitment to jobs and claimeesstwas a work factor.
Organizational leaders should create retentionegjies to improve employee loyalty and
reduce stress to keep turnover down (Rekha & Kamahlaan, 2010).

Akintayo (2010) investigated the effect of emotibingelligence on the work
family role conflict and employee retention in @ie organizations in Nigeria. Using a
descriptive research design, Akintayo surveyed@iicipants by means of a purposive
sampling technique. The qualitative method use&kintayo’s study included surveys to
understand the attributes that correspond to warkly involvement and withdrawal
intentions. Igbal (2010) studied the causes arettffof employee turnover in Saudi
Arabia. The forecasters of voluntary turnover inleld job dissatisfaction, poor
performance appraisals, lack of communication,laokl of career development and
income. Sustainability should be an inspiratiormhponent of corporate strategy, and
the United States is leading the way by promotungjanability throughout

organizational operations.
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Individuals seek cognitive stability or balancevieetn attitudes and behaviors
(Ferris et al., 2010). Individuals with high morale motivated to do well in the
workplace and maintain cognitive consistency witfhrevaluations. High morale
provides a barrier against role stressors that depeorkplace motivation and
performance. Organizational leaders may desireftoance employee confidence levels
and contingencies directly through strategic plagnwith respect to increasing self-
esteem levels, different theoretical perspectives/erge on the notion that to increase
employee confidence levels leaders should providgl@yees with an environment that
supports a sense of competence and belonging.

Yukl, George, and Jones (2010) noted organizatiom#lre is the set of mutual
values, beliefs, and norms that influence the wapleyees think, feel, and behave
toward each other. Organizational culture can nwdlemge transformation easier or
harder, which is why at times someone new is lessped (Laroche, 2011). Significant
transformation creates issues, and resistance mdgror destroy an organization’s
success. Peoples’ perceptions and assumptions ttenseo view others differently.
Both are noteworthy because decisions and behawitugnce how people relate and
make sense of others. When people do not understaamds occurring around them,
resistance is oftentimes the result (Perryer, Jordans, & Travaglione, 2010).
Resistance to change can delay, hinder, or evearogles organization’s success (Yukl
et al., 2010).

Robertson and Geiger (2011) stated cultures fanwlith proposed changes are

more willing to accept and initiate change becdbsg are familiar and become
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confident with the changes. Confident people areerfikely to consider a change as an
exciting challenge rather than a burden. If peapéenot familiar with changes, then
natural responses such as fear and anxiety becaigaificant challenge for an
organization. Resistance alters strategic thinking.

Developing strategies to influence, inspire, andivate others to perform at high
levels in the work environment enables a lead&atoess the best talent and capabilities
of others (Bordum, 2010). Yukl et al., 2010 noteghagement and employees coexist
with one another and either can enhance or prekierduccess of an organization.
Employees who perceive supportive relationshipk wianagers and leaders have
favorable attitudes and engage in constructiverstgny role behaviors that support the
accomplishments of the managers. The behavior pfamrs and those under their
guidance is different in favorable relationshipsabordinate satisfaction, commitment,
and performance are usually higher when the comrers favorable (Yukl et al., 2010).

The study completed by Tatli (2011) reiteratedtthefold role of conflict in
drawing the confines of the management field. Managnt initiatives involve
embodying all employees. Efficient operations aidership in organizations may gain
competitive advantage and strengthen strategicrddgea. In a study by Robertson and
Geiger, (2011), the authors mentioned the potefatraédmployers to understand their
employees are critical to leaders. Employees hiimgue knowledge and perspectives on
organizational functioning in regards to how orgations make decisions, how leaders
achieve goals, and the motivation of employees ¢@iaca et al., 2010).

Yang and Konrad (2011) established that employgagement practices have
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positive outcomes for employees and organizatitazalers because these practices
empower workers. The inspiration experienced byleyges in organizations utilizing
high involvement customs results in innovatiorerigages employees in the idea
generation and elaboration system to influencerorgéional learning. These practices
allow employees to participate in making decisiand share new ideas. Employee
participation in collaborative behaviors increageslikelihood that a workforce
comprised of a variety of groups produces a vaoéigeas as well as implement those
ideas (Yang & Konrad, 2011).

Leaders who encourage high quality relationshipsragremployees in the
workplace assist in developing trust, respect,andllingness to share information,
resources, and perspectives (Phillips, RothbarBué&as, 2009). Leadership is a
prominent element of an organization’s culture.de¥a who create and sustain a culture
in organizations represent interconnect and roldehbigh standards and maintain
relationships within and outside the organizatin.ethical culture relates to a system
that provides equally distributed authority andredaesponsibility. Ethical cultures have
policies such as ethical codes of conduct thatlkea, well communicated, and are
specific about expected procedures and practiceidivili et al., 2009).

Theoretical perspectives show support from orgaiozal leadership positively
influences self-esteem levels (Ferris et al., 20EQ) instance, increasing responses to
employees and the contact of the workforce withiamasrs and fellow employees, can
promote feelings of relatedness. In favorable waarkironments, organizational leaders

understand feedback occurs through open commumichétween management and
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employees. Knowing an employee by name and givgnggnition to people in an
organization can build trust and give employeesrss of belonging to the organization.
Similarly, providing employees with the freedonplan work hours, make decisions, or
choose how to complete work may affect the sensei@inomy (Ferris et al., 2010).
Improving self-esteem levels would have other biersdfoutcomes apart from self-
esteem's interaction with performance. Evidencelilger self-esteem leads to
established positive attitudes, suggesting thdt mgrale simultaneously promotes
employee satisfaction and wellbeing (Ferris et2410).

The environment may be set for resolution if emplsyconvey the sense of
urgency that employee performance is a primary fppadrganization sustainability
(Perez-Batres, Miller, Pisani, Henriques, & Renam8veda, 2012). Both management
and social aspects of sustainability deserve attebiecause society needs a sense of the
community as well as a commitment. The existenc@oial capital is essential for the
livability of society (Bijl, 2011).

An organization’s success involves acceptance #sawan action plan.
Organizational leaders should recognize that giyateplementation is extremely
difficult, and they cannot diminish challenges. Extng the strategy is just as difficult as
creating the right strategy (Speculand, 2011).ifkstance, unrealistically high
confidence might drive individuals overly sensitteeor unwilling to pay heed to
negative feedback (Ferris et al., 2010). Such iddais may show egotistical and
narcissistic behavioral patterns. To avoid suchuason, individuals should not provide

unconditional positive regard to foster self-estdewels, but rather accomplishments
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should form the basis of one’s self esteem levetr{§ et al., 2010).

Sustainability relates to new ways of working te@uoplish improved outcomes
and different dimensions promote sustainabilitgriganizations. One of the key elements
is adaptability. How leaders choose to strengtmehpomote adaptability is a crucial
factor to success. Organizational leaders showdigie continual opportunities for
personal growth for employees. Developing knowlealge training programs that
inform employees about changes and why they anarong is essential to the success of
the organization.

Having people who are willing to take on additioteedks in the organization is
vital as leaders learn to collaborate with collezgyacross the organization. The success
of the organization can depend upon leaders atmirfeis’ ability to become committed
partners (Speculand, 2011).

Leaders should ensure corporate initiatives areessful by recognizing core
business objectives, and being clear about whexegehneeds to happen (Cocchiara et
al., 2010). Mantere, Schildt, and Silliance (20d@}ed that changes within organizations
may seem simple, but that is not the case in sostances because strategic changes
represent a fundamental organizational changectkates a shift in business as usual.
Change is not always welcome and can create sgrrobéems for management.
Strategic management is a theory of how entitiesilshhappen without a time limit.

In a study by Talke, Salomo, and Kock (2011), th#haers suggested that an
organization’s strategic innovation was crucialdarorganization’s innovativeness and

performance. Mantere et al. (2012) noted employ@ght be fuel providing energy or
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roadblocks creating hurdles for the efforts ofadker. Another element considered is the
social environment. As the global environment awndily adapts to change, individual
characteristics and behaviors of people in higlelléeadership positions matter in
determining the extent to which socially resporesiiiactices of an organization exist.

Employees are making career choices based on d¢laiaation’s reputation in
corporate responsibility (Martin-Alcazar, Romeratk@ndez, & Sanchez-Gardey, 2012).
The role of corporate social responsibility isicat to ensuring the organization’s ethical
standards, and norms encourage a constructive trimptae community (Tienne, &
Mallette, 2012). Baxter International Inc. (Baxtern worldwide healthcare organization
located in Deerfield, IL. Baxter supports effordsvard environmental/sustainability
performance and reporting each year. The compainyedesustainability as a long-term
means that includes social, economic, and envirotaheesponsibilities among business
priorities. Baxter has numerous awards and accslBesfforts in sustainability
(Dhanda, 2013). Awino (2013) noted studies havedocharacteristics of leadership
impact the performance of organizations while atheve found they do not.

Miller and del Charmen Triana (2009) noted accahititg to a larger community
by boards constituted acceptable organizationahehto achieve uniformity. Success
in organizations begins with internalizing awarenefpositive organizational
performance as mandatory rather than an optiomvition oriented cultures contribute
to product innovation and have significant impawighe organization’s growth and
performance (Tienne, & Mallette, 2012). Historigalimitations of opportunities for

group interaction in the workplace have occurregdugh biases and hostility (Massey &
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Sanchez, 2010).

A significant amount of literature on workplacedéts exists, and training in
academic and business settings has establishesl @fadsisting people to learn
awareness, attitudes, and skills. The centraliipdividual rather than organization
factors means downplaying principal workplace ttgemaking it less likely those
employers will initiate structural remedies neeftadany changes (Hart, 2010).

The automatic activation of categorizing people pase a barrier to the
consciousness of people’s qualifications and aemnts (Yang & Konrad, 2011).
Buttner, Lowe, and Billings-Harris (2010) explore relationship between
psychological contract violations related to prefesal employee outcomes. The authors
discovered perceptions of infringement leads toeloarganizational commitment and
higher turnover rates. Buttner, Lowe, and Billirtgarris (2012) examined the effect of
climate dimensions and organizational commitmedttamover intentions. Results from
the study indicated each predicted unique variameeployee outcomes and dedication
related to turnover intentions. Torchia, Calabnig Bluse (2011) observed a discrepancy
between commitments to the workplace at corporatand policies directed at
encouraging career development of employees.

In a study by Dobbin and Kaley (2011), the autliocsised on how programs
serve as alternatives. When external pressuredgieasts, escalations in internal
support will not alter the likelihood of programagdion. Acar (2010) found the theory
that studies on group uniformity are cross-sectiohi@e study established an empirical

basis for intergroup relations research as grougdsir@. The results revealed that shared
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leadership moderated the relationship between umifp and emotional conflict (Acar,
2010).

In a study by Tadmor, Ying-yi, Chao, Wiruchnipawand Wei (2012),
multicultural experiences reduced intergroup biesugh epistemic unfreezing. Six
studies reviewed reflected on the effects, andodtisied that multicultural exposure led
to a decrease in stereotype advocacy and disctionnhiring decisions. Employee
involvement has optimistic outcomes for both empky/and organizations because these
practices motivate workers. More specifically, feroed practices build workers’ skills
and provide authority to make decisions (Yang & Kah 2011). Baer (2012)
commented the relation between creativity and imletation regulates individuals'
motivation to put their ideas into practice andrtladility to gain strong relationships
within an organization. Individuals improve negatimdds of creative ideas developing
when positive outcomes accompany implementaticortstf
Barriersthat I nfluence Workplace Performance

The inclination for similar others is a physicalter to workplace performance.
Beliefs, attitudes, and values reflect in groupthuhe similarity of experiences (Yang &
Konrad, 2011). Glavas and Goodwin (2013) found eyges' perceptions of their
organization's social responsibility behaviorsrae influential than organizational
reality in determining organizational identificatigGlavas & Godwin, 2013).

Barriers are policies, procedures, or practiceslitmt employment opportunities
for members of a race, ethnic or religious backgywender, or individuals with

disabilities (Equal Employment Opportunity Commiggi2012). Although some barriers
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are detectable, there are barriers in the dailigiesl, inclusive of incentive programs,
hiring, and recruitment and separations. Holme4@28tated race, ethnicity, and gender
are fundamental dimensions of cultures. These cdumeacteristics significantly influence
attitudes and behaviors of individuals. They affemtv others recognize and respond to
individuals who do not share unique characterisiit® secondary dimensions are
susceptible factors such as educational backgranooime, geographic location, and
religion, which affect the attitudes of society drehaviors towards others (Holmes,
2010).

The development of multicultural and support corapeies progressed from the
multicultural and social justice movements (R&]1). Culture influences all aspects of
organizations including resolving conflicts, negtibns, and communications, building
relationships, delivering presentations, and sgttinsiness priorities. The changing
backgrounds and characteristics of managers mewaes tosts and potentially provide
more opportunities than in the past (Khan et &1,0. Managing culture is usually a low
priority for managers who consider economic anadtsgic aspects higher priorities
(Marks & Mirvis, 2011).

Yang and Konrad (2011) noted barriers to individogblvement results in
underutilization of employee comprehension for aigational innovation. In particular,
the knowledge held by employees on the lower lef/éhe organizational pyramid is an
underutilized source of innovative ideas that casumulate wealth to the organization.
Organizational leaders should set the tone withankvenvironments by promoting

acceptance of differences. Framing positive feekllaaa continual process within the



33

organizations is a way of increasing organizatigraformance. Ways of doing this
would be to recognize team members for successbjgqis. Feedback should not be
limited to poor performance.

Another tool that can assist leaders with decredsarriers in the workplace is
training. Panagiotakopoulos (2011) noted workfdraaing is necessary to provide
employees with skills necessary to become prodeetnd versatile. Employees engaging
in negative behaviors such as harassment andrdisation justify mandatory training in
workplaces. A growing body of research validatasing can be successful in
enhancing attitudes towards different groups. Hargthere is a delicate line between
training seen as a positive learning experienceti@ning perceived as punishment
(Cocchiara et al., 2010). In a study completed aydves (2010), an analysis of three
primary United States corporations revealed marsager posting statements on their
websites in an attempt to obtain awards from variminority-promoting organizations.

Triana, Wagstaff, and Kim (2012) examined how peatstandards diminish
negative relationships. Findings from the studydatéd observers high in personal
values have stronger negative reactions to biasesdbservers deficient in personal
value. These findings confirm and extend the petsgethat people who have strong
personal values had the deepest adverse reaawasdtthe discriminatory treatment of
others. Khan, Clear, Al-Kaabi, and Pezeshki (20fdnd three intervening components
correlated to individual attitudes in the workplatae three components are frustration
in the work environment, perceptions of respectfairdess, and commitment to the

organization. In any organizational structure,e¢hgloyees have a vital role in ensuring
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sustainability strategies has positive results {&ps2009).

Sustainability strategies in organizations shoulcdoepass the talents and
responsibilities of different departments whildgreg same time developing a common
recognition of values for the entire corporatiopgtein, 2009). Stewart, Volone, Avery,
and McKay (2011) utilized the stakeholder appraactorporate social responsibility to
assess the impact of a distinguished climate fucen the connection between work
climates and voluntary turnover intentions. Thehatd examined how ethics climate
(employees' perceptions of how leaders valued afateed appropriate behavior)
affected the climate-turnover objective relatiopsiitesults indicated turnover intentions
were lowest among workers with high ethical climdtee findings from the study
completed by Crisp and Turner (2011) suggested deapbic differences that challenge
expectations might encourage not only leniencealaat have benefits beyond intergroup
relations to wide ranging aspects of cognitive fiorang.

A study by Herdman and McMillian-Caprehart (2018xmined the idea that a
different environment moderates organizationalgremfince. Ponterotto, Ruckdeschel,
Joseph, Tennenbaum, and Bruno (2011), examine@dteonship between multicultural
personality characters and trait emotional intelige. The multicultural personality
dispositions of demographic awareness and sodtaltine envisaged difference in trait
emotional fithess above the variance accountetyfaender and conceivable socially
desirable responding.

The condition of equality between identify groupdlifficult to manage in an

organizational context and members of historicalgluded groups often find
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themselves in a situation of a numerical rarityrghhean and McMillian-Caprehart,
2010). Being around a majority group attributeth®behavior of minority members.
Employees in the numerical minority often feel hyghsible and socially isolated.
Majority groups tend to omit subordinate groupsrparticipating in collaboration
procedures. Instead, in an atmosphere high in grgnce and no sound management
policies, demographic parties may end up in stgpecdl positions (Harrison &
Humphrey, 2010), constricting participative progpdor marginalized groups. Because
of this, involvement practices may not lead to erefd results in various workplaces
(Yang & Konrad, 2011).

King, Dawson, West, Gilrane, Peddie, and Bastiri{30ndicated organizational
demography is representative of community demograpld positively related to civility
and ultimately improve organizational performantieese findings underscored the
understudied effects of community context and iegbintergroup biases manifested in
contempt toward out group members hinder orgamaatiperformance (King et al.,
2011). Triana, Garcia, and Colella (2010) examitedpossibility of adverse effects of
discrimination and organizational efforts. The authexamined three studies and found
perceptions of workplace discrimination negativaates to affective commitment.

This impact depended on the quality of an orgaiunat culture (Sobel, Dutta, &
Roy, 2010). Vertovec (2010) blamed multiculturalinissues. The rise and collapse of
multiculturalism have been inconsistent processastingent on the disposition of the
matter and the country involved (Kymlicka, 20109rtiflo and Block (2012) argued in

favor of a private employer's right to discriminat@ong job applicants, and the authors
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suggested confining laws to protecting these rights

Within all societies, conflicting views on accegidifferent cultures exist, as
well as the refusal to participate in any actioat timight encourage accepting positive
results. Disciplinary and political debates willvalys exist because of different
perspectives of groups. Organizational atmosphergsto the extent about harassment
towards employees. Karjalainen and Soparnot (2i@rated there has been a gap in
research concerning social support in intercultarghnizations. The authors noted
managers should develop a strong organizationalreuand increase interpersonal
projects to create a sense of belonging withinrgarmzation. Organizational leaders
who tolerate high levels of harassment subject eygas to unnecessary stressors, which
can lead to loss of performance and motivation.

Hai and Sherif (2011) noted organizational culttmasists of visible and
invisible characteristics. The visible level cotsisf behavior modes, clothing, myths,
rites, and languages. The invisible level consitsorms, shared values, and beliefs of
business organization members. Organizational uéind the ability to integrate daily
activities of employees to achieve goals mightsidsaders with adapting effectively to
the external environment for fast and appropriagponses (Hai & Sherif, 2011). Some
cultures create a barrier because of the conterrefvalues. Yang and Konrad (2011)
noted people prefer to spend time with someone g/htigudes and values are similar.

Belonging to a cultural community creates new aunst@and traditions, which a
person receives as a member of a certain groupgdiBp&009). Circumstantial evidence

proliferates that leaders have distinct conflidtumeés on managing conflict. Research to
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date has focused on conflict management styldseatrhall group level but has yet to
assess if organizational leaders create sociadlyeshways to manage conflict (Gelfand,
Keller, Leslie, & deDreu, 2012). Leaders cannotéoemployees into individual
friendships. They can create opportunities forraat@on that encourage people to
connect to different groups (Hai & Sherif, 2011yeh if the teams consist of
demographically diverse individuals if the team rbens do not communicate with each
positive organizational performance cannot be agi€Hyung-Jin & John, 2013).

Organizational leaders and scholars have demoedteastrong interest in
promoting ethical behavior in organizations. Kacrdardrews, Harris, and Tepper
(2013) stated reasons for the economic downturaraog over the past years has
centered on organizations plagued by unscrupul@amsagement behaviors. Ethical
leadership refers to the display of behaviors stast with appropriate norms, which is
visible through leader actions and relationshipsg@ive outcomes associated with these
behaviors are individual behaviors that do not supformal authority. These behaviors
have the potential to interfere with the achievenoérorganizational goals.

Individuals learn by focusing attention on role ralscto determine the
appropriate behaviors, values, and attitudes tcodstrate. These role models should be
effective, legitimate, attractive, and credibléoweffective. In organizations, successful
models are those who hold high esteem, and holdlti¢y to control rewards (Kacmar
et al., 2013). Employees follow signs from empleyegarding appropriate behavior in
the workplace. Ethical leadership influences fokosV behaviors by establishing ethical

standards for employees. Work environments witbngfrmoral leaders are more likely to
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influence norms and policies that value and revedinedcal conduct. Organizations
characterized by strong ethical leaders are apolis followers accountable and exercise
discipline and punishments accordingly.

Leaders who fail to punish corrupt behaviors anaiadter rewards
inconsistently may foster an environment that isduive to negative behaviors
(Kacmar et al., 2013). Hunter and Sawyer (2011¢eoesearch on destructive leadership
relates to characteristics responsible for hazardoganizational outcomes. Research
suggests that certain organizational conditions seatye as catalysts for employer
bullying such as interpersonal conflicts, heavykimad, poor team atmosphere, and poor
job autonomy. Large organizations employing workeits low levels of freedom tend
to promote bullying.

Hunter and Sawyer (2011) noted an organizationacial performance and
atmosphere have the potential to influence follopeceptions. When negative leader
behavior becomes an established part of an orgéomzaictims may perceive these
behaviors a normal part of the organization’s wttt they should cope with through fear
and resignation. Studies have revealed that indalglare more willing to accept
unacceptable behavior as normal within workgrotjas ¢spouse dysfunctional behavior
(Hunter & Sawyer, 2011).

An organization’s climate can influence perceptiand behavior by influencing
how individuals interpret aspects of the work eanment. Wilson and Brown (2012)
conducted a descriptive qualitative case studygusamistructured interviews with nine

participants who described their perceptions off tvgperiences involving services from
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the Minnesota Dislocated Worker program. Individualbserve organizational values,
norms, and behaviors to guide behavior. In so dahgindividual learns what behaviors
are acceptable within a given organizational cant®xganizational climates may play a
significant role in determining whether employeel rgport aversive leaders to higher
authorities. In fact, certain normative practicksva climates where fraud, waste, and
corruption can thrive (Hunter & Sawyer, 2011). Eaygles may experience greater risks
by speaking out, especially if the organizationure overshadows ethical concerns in
relation to practice. Employees may fear reporémersive leaders because of retaliation
by demotions or terminations. These fears can cavsessiwhich leads to dissatisfaction
of employees.

Beheshtifar and Nazarian (2013) remarked stregslifficult concept that can
affect a person's behavior, their interaction witters, and the individual’'s work
efficiency. Stress is a leading source of empldyesover and absenteeism.
Occupational stress is the inability to adjusttesgures of a job, such as an inadequate
correlation between someone’s abilities and wodkirements. Work related factors that
contribute to occupational stress include job amaat| role conflict, and role ambiguity.
Lack of resources, work schedules, and organizaltidimate are factors that contribute
to occupational stress (Beheshtifar & Nazarian 3201

Occupational stress is the notion of a conflicidastn environmental stressors
and individual capacities to fulfill these deman8tudies have shown that occupational
stress may lead to negative consequences in tHelaoe (Beheshtifar & Nazarian,

2013). Individual and organizational levels aressuences of occupational stress. On



40

an individual level, there are three subgroupgrairss such as unwanted behavior,
physiological diseases, and psychological dise&»e®n organizational level,
consequences of occupational stress have two suybgjrorganizational symptoms and
organizational costs. The negative effects of oatiopal stress in an organization
include impaired performance or a reduction in piativity, absenteeism, high turnover
rates, accidents, and purposefully destructive \ieh&(Beheshtifar & Nazarian, 2013).

Zeynep (2013) noted managing emotions in the wadels a complex issue.
The ability to govern emotions in the workplaceilfeates the relationship between
organizational trust and occupational stress. HegRls of trust can promote emotion
management in the workplace that in turn may cbuate to reducing stress in the
workplace. In recent years, managers have triedetatify areas that extract advantages
to organizations so they can stay ahead of congpgtiOrganizational trust is an
influential factor in organizational efficiency. &fde process knowledge about others in
terms of cognitive components; they determine hawehmrisk to take with others and
that outlines the basis of trust in a working eoniment. Besides cognitive factors, trust
also involves emotions (Zeynep, 2013).

Embedding new behaviors within the social pattamd shared values of the
organization are necessary but strategic manageaitsminvolves internal resistance.
Resistance to change within any organization caddrisuccess. Usually, senior
management directs substantial changes in orgamzabut any member within the
organization may contribute to the success of garazation (Yukl, George & Jones,

2010). Ng and Sears (2012) examined transformdtamhtransactional executives in
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relation to organizational practices. The reseéirthings suggested leadership correlates
with the implementation of management practicesnahescutives’ social values are
relatively high.

Van Woerkom and de Reuver (2009) reviewed the dsmas of personalities by
transformational leadership. In the study, culterabathy, open mindedness, and social
initiative have a constructive impact on transfatioreal leadership. Organizational
leaders who emphasize the integration of unifornmty all policies and practices may
progress more than leaders who do not (Scott, ldesh& Gruman, 2011). In a study
by Cui and O’Connor (2012), the authors argueddhatlliance portfolio could only
benefit innovation when alliances share resourndsrormation. This study highlights
the importance of coordination among differentaglties. In a study by Ameer and
Othman (2012), the authors reviewed companies coadevith uniformity and how
they addressed the responsibilities of sustainataletices in their organizations.
Findings from the study indicate financial performa of sustainable companies
increased.

Literature on corporate responsibility is an ess¢aspect of leadership in
support of organizational change. The persuadeethafal leadership occur not only
directly among employees within an organizatiort,ibdirectly through senior leaders'
influences on subordinate behavior (Schaubroeckngla, Avolio, Kozlowski, Lord,
Trevinno, Dimotakis, & Peng, 2012). When leadersbigiverse, the development of
innovative ideas brings about improved processesganizations. Rubera and Kirca

(2012) noted organization innovativeness indireaffgcts organization value through its
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effects on market position and financial positibnportantly, the results reveal positive
effects of innovativeness on market position andricial position are stronger for larger
organizations.

This section relates to the research question Bedagsummarizes why
organizational leaders should consider employeeswieveloping organizational
strategies. Employees can be fuel providing energgadblocks for the efforts of a
leader (Mantere et al., 2012). Culture influendeaspects of organizations including
resolving conflicts, negotiations, building relatships, communications, and setting
business priorities (Khan et al., 2010). The litera review findings in this section
helped me to understand that an organizationsatdiroan shape behaviors by
influencing how people interpret aspects of theknemvironment. According to Kwon et
al. (2012), retention can become a problem for megdions when workgroup members
demographically different from other coworkers fdmsiconnected to the group and leave.
Groups Impacting Changesin the Workplace

Mantere et al. (2012) noted that changes withimoizations may seem simple.
However, that is not the case in all instances iieEatrategic changes represent an
organizational change that creates a shift in lmssims usual for those who have become
comfortable within organizational cultures. Halleswttiz and Turner (2011) established
the terms organizational change, change managearehhest practices exercised in a
variety of perspectives and research applicatidatiencreutz and Turner (2011) argued
that leaders manage and operate in a complex atdhla social world, and one of the

constants is change. Organizational leaders slemddre employees positively
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acknowledge changes to facilitate a proactive iatiom orientation (Talke et al., 2011).

Cui and O'Connor (2012) commented that since tl8®4,9esearchers have
reviewed more studies about organization cultuo®gly than previously. Leaders
should retain qualified talent (Kaplan et al., 2D1filopportunities in an organization are
not adequate, normal hiring procedures will nosbiicient to retain employees.
Employee involvement practices intensify the negatelationship between voluntary
turnover and organizational performance, parti¢ylfmr minority employees who tend
to have a higher turnover rate (Kwon et al., 2012).

Lichter (2013) noted current and future demograghenges pose astonishing
challenges for America. Based on research studiesference to the effects of group
performance, demographic diversity is a double ddyeord in that diversity has both
positive and negative relationships with perfornearithe basis of a negative relationship
is the case that diversity negatively relates éwvhriables with respect to group
processes (e.g., Communication, integration, catjoer) and reduces performance
(Lichter, 2013). For example, demographic diversigkes teams have difficulty in
communicating because individuals having diffetgatkgrounds were cognitively
dissimilar and less communication, in turn, leadkess performance (Hyung-Jin &
Overby, 2013).

The concept of acceptance encompasses respecteams progressing beyond
simple tolerance to embracing and celebratingititedimensions of all persons (Crisp &
Turner, 2011). Jones and Lewis (2011) noted thsatrisinination in the workplace is still

an issue in America. Although discrimination stidicurs in the 21st Century, numerous
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discrimination claims involve subtle hidden biasn@s & Lewis, 2011). Accordingly,
such discrimination would fall in the realm of peineed discrimination, as opposed to
proven bias. Experiencing real or perceived diseration in the workplace might cause
harm to the psychological well-being of employé&dson and Brown (2012) conducted
a descriptive qualitative case study using senusired interviews with nine participants
who described their perceptions of their experienoeolving services from the
Minnesota Dislocated Worker program.

Fortune 500 companies encounter fewer barriersradex range of options are
available to help employees manage personal hesktifactors (Jitendra et al., 2011).
The concern for obesity has resulted in organinatguch as Microsoft implementing
wellness programs that have shown positive retonmisvestment. Managers encounter a
substantial challenge of managing costs, endotsadthy lifestyles and working to
counter the dysfunctional and negative effectderestypes about weight that can
ultimately benefit the organization with improvesbguctivity and decreased health
costs. Smaller employers (those with fewer thané&@floyees) need increased policy
development because they are far less likely terdféalth promotion programs (Jitendra
et al., 2011).

Cocchiara et al. (2010) stated America's next geiwer labor force would
become more diverse than at any other time in &tiems history. Demographic trends
are foreseeable, and leaders would do well to folafuture predictions. Organizational
leaders who support an inclusive environment prenegual opportunity. Current

management practices focusing on uniformity resoneil with corporate preference for
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organizations (Thomas, 2011). Regardless of thgrgpdbic location, positive workplace
performance is becoming an essential element rngtimAmerica but globally. Business
trends toward globalization are serious activigpanning countries and continents so
workers engage with counterparts from other cutglebally (Yang & Konrad, 2011).

Dobbin, Kim, and Kaley (2011) identified women &sampions in interviews
conducted with human resources (HR). A major fafiothe increase in women'’s labor
force participation is women no longer leave thelkifarce after getting married or
starting a family. Although some individuals havgued that proponents of gender
diversity ensures greater transparency and makgsiaation earnings more profitable,
minimal supporting evidence exists (Srinidhi, GulTsui, 2011). Kotin, Dyrness, and
Irazbal (2011) noted that religion has become aanat preference by scholars,
especially when promoting political engagementiwvitertain cultures. Various
religious faiths have flourished in the United 8tat

Beekun and Westerman (2012) investigated the awlgsral connections
between spirituality and ethical decision makingrdkas (2010) found spiritual anchors
referred to an inimitable way of observing and pcaag spirituality. The study instituted
anchors as the origin leadership values and rolesganizations that include:
appreciation, dedication, determination, inspimatiand cooperation.

Persons with disabilities have asserted their sightwork opportunities, and
organizational leaders in America should providéicdent accommodations for persons
with disabilities to work. Kaye (2011) noted deoiss made by employers are essential to

enhancing employment rates among working age adithsdisabilities. Leaders in
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organizations tend to shy away from disabled appli because of the inability to
organize accommodations for disabled workers, ts¢ af accommodations, and fear of
the inability to discipline or dismiss a disabledrker because of the possibility of a
lawsuit. A study completed by Okubo (2012) sumnetithe findings of a National

Civic League (NCL) study. This study provided addee of understanding policies in
place as a template for other cities to recogreegtowing changes in the demographics
in America’s cities.

The early retirement trend no longer exists, and@molvorkers plan to work past
normal retirement ages (James, McKechnie, & Swaylaf11). Yang and Konrad
(2011) noted the aging of the workforce and thggkh economy means workers will
remain actively involved in the labor force for gmr periods. Older workers are
becoming more predominant in the labor force aedrasreasingly becoming
indispensable as a customer base for organizations.

Employers in various sectors have begun to receghig need to retain these
skilled workers to avoid lost knowledge. Becauséhd, it is notably common for two or
three generations of individuals to work togetimeam organization. Yang and Konrad
(2011) advocated lesbian, gay, bisexual, and teardgy (LGBT) workers have asserted
their rights to equal opportunities in organizaioMembers of the LGBT communities
no longer are willing to hide. In the United Stat®8% of Fortune 500 organizations
include sexual orientation in nondiscriminationip@s and 253 of the Fortune 500 offer
benefits to same sex employees’ domestic partrgrisaent to benefits offered to

spouses of heterosexually married couples.
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Leaders in organizations recognize the increasezepgons of equal opportunity
and are responding with practices that emphasaeaiting and retaining employees
(Cocchiara et al., 2010). Heinen and Darling (20@8ged there is minimum research
focused on the impact of workplace culture and o on family health. Recruitment
and retention are essential in a competitive labarket, but health benefits are becoming
increasingly expensive to employers. Employers Ipawsued strategies over the years to
control health care costs and improve care.

Subsequently, employers are taking a positive hegdproach to employee and
family health (Heinen & Darling, 2009). Organizata leaders have introduced
programs directly aimed at helping employees chbesdthy lifestyles. Heinen and
Darling (2009) noted the average medical spending family of four was $15,609 in
2008. Twenty seven percent of the growth of hegégnding between 1987 and 2001
was attributable to obesity, and the total cosilisity to private employers is almost
$45 billion per year, in 2002 dollars (Heinen & Drag, 2009). Leaders realize the
growing population of employees at serious riskilfaess and preclude any moderation
of costs in health care utilization. Employers imathey cannot manage medical claim
costs if they do not start changing the need foe daiven by illnesses such as diabetes,
heart disease, depression, or other illnesses éH&rDarling, 2009).

The United States has higher obesity rates thasr gthuntries, including the
United Kingdom and France, even though the precalenfh obesity is increasing
globally. Approximately 64% of Americans are oveige (Jitendra, Courtney, Kathryn,

Mithilesh, & Bharat, 2011). The cost of obesity &amployers involves higher medical
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claims expenses, increased absenteeism, and loadgurqtivity (Gabel, Whitmore,
Pickreign, Ferguson, Jain, Shova, & Scherer, 2088pel et al. (2009) stated obesity is
an increasing challenge due to injuries and otkaithcare costs such as absenteeism.
Heinen and Darling (2009) noted obese employes's @e higher because of high
absenteeism rates, more medical claims, and loweluptivity rates. Obesity creates
costs for employers by increasing workers' comp@nsalaims and related lost
workdays, absenteeism, presenteeism, and disability

These components can lead to discrimination ofwerght workers. Obese
people are stereotyped and often discriminatechagad the workplace (Jitendra et al.,
2011). The majority of adverse reactions show #gative impact of preferential
selection based on irrelevant workplace charatiesigMarti’ n-Alca’zar, Romero-
Ferna’'ndez, & Sa’'nchez-Gardey, 2012). Prejudiceéstgmas will always exist in
society if there is no plan of action availablestioninate biases (Shin, Kim, Lee, & Bian,
2012).

This section relates to my research question bedassmmarizes how leaders in
organizations should consider work groups that chparformance when evaluating
organizational strategies. Fostering a supportigekimg environment in which employee
morale is high is essential to employee retentimhraotivation (Brown et al., 2011).
Strong commitment to an organization develops examployees impart values with
both the organization and employees. Individuasédeorganizations for various reasons,
but one reason that motivates people to leaveiposiire an unsuccessful fit with the

organizational climate and culture (Buttner, LokeBillings-Harris, 2010). The
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literature review findings in this section improveny understanding of strategies
essential to enhancing workplace performance.
Transition and Summary

Performance measurement is a means by which ageraniemeasure the
effectiveness of programs through established patensithat provide a way to measure
achievement of goals and objectives, manageriaieficy, and organizational
responsibility. The practice of performance mean@m is essential in the management
of any program because a system that does notehdeeent feedback mechanism is out
of control (Smith, 2009).

Success in organizations begins with recogniziryiaternalizing the abilities of
all individuals in organizations. The expected sfanmation of the economic
environment advances in technology and aggressitrenal and international markets
have generated enormous pressure on leaders t@endreaworkforce. High retention
workplaces are using employee attitude assessntedétermine the atmosphere of
workforce. All organizational leaders should condemme form of assessment
periodically to assist with establishing developtaénpportunities for employees within
the organization (Choi & Rainey, 2010). Leadersusth@ncourage employees learning
and thinking by creating a stimulating environmeédrtganizational leaders should
develop communication between employees and masmaggarding career development.

Some employees resist incidents occurring in aaroegtion by disrupting the
workplace with negative behaviors contributingde Iproductivity and causing

withdrawal behaviors such as tardiness, absenteaisanhigh retention rates within
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organizations. Low confidence in an organization aHect job satisfaction and
productivity, and in turn affects the organizatsobbttom line. Turnover rates in
organizations cost time, money and a variety oéothsources (Kwon et al., 2012).
Brown, Hyatt, and Benson (2010) conducted a sturdthe effects performance
appraisals has on employee job satisfaction andrament. The author gathered data
from 2,336 public sector employees. The resultgatdd poor performance appraisals
affected employee satisfaction, job commitment, ianteased desire to quit. Inadequate
performance appraisals impact the organizatiomimsarous ways (Igbal, 2010).

A framework approach to workplace performance aaermtially provide
practical insights that may improve the effectiv&nef management practices. Buzan
(2010) investigated whether or not a society akestéacking a shared culture because of
the expansion beyond its original base would be¢alntes. The author found culture was
not as much of a problem for international soci&tye evidence for the considerable
success was strong and provided ample stabilibpitoomes. The main problem was not
culture, but the socio-political structure. Secsitwwo and three of the study center on the
procedures used to gather information and the mdstheed to verify the reliability and

validity of the study.
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In this section, | discuss the details of the qaailie methodology in
accomplishing the research (Glesne, 2011). Quaktatquiry offers different theoretical
assumptions, strategies of inquiry, and approachdata collection, investigation, and
interpretation (Glesne, 2011). Wise, Alexander,g@reCohen, and Koster (2011) used a
gualitative method to address the reason for pogspatient-centered medical homes.
Alyahya (2012) observed the effect of pay-for-parfance schemes on general
practitioner practices in the United Kingdom.

The focus of the interviews was to explore the ggtions and experiences of
individuals (Marshall & Rossman, 2011). Employeed managers participated in the
study through interviews. Interviewing in depthoaled the interviews to remain open
ended and takes on a conversational manner, allibwted me to follow a certain set of
guestions (Yin, 2011). One significant source a&fecatudy information is the interview
(Yin, 2011).

Purpose Statement

The purpose of this qualitative explorative caselgtvas to determine what
strategies are essential for organizational leadeiraprove workplace performance. The
research design for this study consisted of senutred, face-to-face interviews and
case study using archival documents. Semistruciatedsziews are open and provide
new ideas discussed during the interview because afterviewee's comments
(Marshall& Rossman, 2011). | collected data usipgigosive sample of 20 participants

from a business organization located in Southwestr@a. The participants were
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comprised of managers, floor employees, and clestedf.

The rationale for using a case study was to mairitee holistic and relevant traits
of real-life events such as organizational proce§ge, 2009). According to Neuman
(2011), a case study method has significant ménitgjding conceptual validity, the
ability to trace processes, calibration, and hiclisiaborationThe findings might affect
business practices as well as provide strategymewndations in regards to performance
in the workplace. The findings might also contrétd the effectiveness of a
knowledgeable and flexible workforce.

Role of the Resear cher

A need for protecting human participants relatethéofact that almost all case
studies are about human affairs (Yin, 2009). Audet Everall (2010) noted information
from the participants needs to remain confidentigirotect the data. Wise et al., (2011)
and Alyahya (2012) considered screening data ttepranterview participants. To
protect participants’ identities, | did not uselreames in the transcripts or study. When a
study poses no risks to interview participantsitem consent is typically not required
outside of the research content (Amdur & Bankeif,1). Each interview participant
received a consent form to confirm their willingaés participate in the study. Alyahya
(2012) found semistructured interviews were a wosthy means of gaining data; neither
the quantitative method nor the mixed method alltvesresearcher to achieve the unique
experiences of participates as the qualitative owe({Glesne, 2011).

| engaged participants, collected data, and repatidindings (Corman, 2010) as

well as wrote down any shortcomings regarding #search study topic. Issues of other
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human beings can easily become issues of the pnessarch (Stake, 2010). | needed to

obtain ethical approval from the Walden Universtinstitutional Review Board (IRB)

before engaging research participants, and pritraaollection of any data. Approval

from the IRB board, as well as ethical trainingnfirthe National Institute of Health or

similar boards, demonstrates awareness of etmaatitent of participants (Yin, 2009).
Participants

A sample population of 20 participants from an orgation located in Southwest
Georgia responded to questions that addressedpleeiences of retaining a skilled
workforce. The potential population in the businesganization consisted of 42
individuals. The selection of the participants ded from the criteria of employees’
current positions with at least 1 year of expereeiobtained data saturation once
enough information extended to the point of dinrhimg returns by adding participants
when necessary until data replication occurred @gw2008). Data saturation entails
bringing new patrticipants into the study until twlection of new data does not provide
additional information on the problem (Bowen, 2Q08)

Wise et al. (2011) and Oberseder, Schledgimilct,@ruber (2011) chose a
sample population from a larger population to altata for their studies. Although a
larger sample size is a way of boosting confidendble study’s findings, the
homogeneity of the composition of 20 individualstaored the study’s data findings
against increasing biases and prejudices (Yin, R0Xhined access to participants by

purposefully making appointments to interview tlagtigipants in person and scheduling
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follow-up interviews if necessary by telephone $tar2011). The participants had time
to review notes and information provided in thedgtafter the interview.

After | received approval from the Walden IRB, eaeinticipant received a
consent form to inform them of all of their riglas participants in the study. Information
from the participants will remain confidential aalfl safeguards possible to protect the
data will be followed (Audet & Everall, 2010). | gained the purpose of the study
including any benefits or consequences of partimigan the study to the participants
before the interview. The advantages of this standude the opportunity to participate
in a scholarly study expected to complement anduecd social change and reduce
discriminatory acts within organizations.

There were no known consequences of participatirtga study. | asked
participants to answer questions in reference tibpaance in the workplace and
personal experiences within the work environmeagkihg participants with experience
provided the greatest potential to produce excetidavant information (Marshall &
Rossman, 2011). The data will remain confidentml eontained in a secure place for the
required 5-year period, and it will be destroyeg@bards (Yin, 2011).

Resear ch Method and Design

Research methods and designs are procedures erssingpdecisions from
theories to specific methods of data collectione dkierall decision involves the design
used to study a subject (Yin, 2011). Qualitativeecstudies are appropriate for
addressing experiences associated with businesdesoaial studies encompassing

evolving practices (Neuman, 2011)
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Yin (2009) noted the mixed method research is gmageh to inquiry that
combines or associates both qualitative and quadingtforms. Mixed method research
seeks to minimize the weaknesses and draw frorsttbegths of qualitative or
guantitative research methodology. Quantitativeaesh uses a hypothesis statement to
describe a situation with numbers and objectiva.d@Quantitative research uses a
scientific approach to generate statistical datdhis way, quantitative results tend to be
more scientific than qualitative results. Neithee gjuantitative method nor the mixed
method allows the researcher to achieve the uregperiences of participants as the
gualitative method (Glesne, 2011)

Qualitative research provides in-depth details.aMsal. (2011) and Oberseder et
al. (2011) chose the qualitative method to complete studies. Marshall and Rossman
(2011) presented a framework for completing quiagaresearch and divulged the
concepts of creativity in research. | used a qaialé method to complete research in the
study. Qualitative inquiry offers different thedoatl assumptions; strategies of inquiry;
and approaches of data collection, investigatiod,iaterpretation (Glesne, 2011). Using
the qualitative method for interviews ensured #search addressed issues of validity
(Marshall & Rossman, 2011). Qualitative researdci msethod for exploring and
understanding the meaning individuals or groupsilas¢o a social or human problem
(Stake, 2010). The contributions towards an impdess@ence are slow, and new

guestions emerge more frequently than new ans\géakd, 2010).
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Resear ch Design

Selecting the appropriate research method cardiféault problem in doctoral
research. Within the qualitative research methoel résearcher considers five types of
gualitative research designs (Tashakkori & Tedd@4,0). Although different from each
other, they share the basic characteristics ofitqtisk research that include the purpose
of understanding and interpretation (Marshall & &oan, 2011). Narrative research is
challenging because the researcher obtains detaftathation about the participant,
which could lead to issues in collecting and analyzlata (Yin (2009).

Grounded theory is a systematic methodology ofimygavolving collecting,
analyzing, and numerous data collection techniddeschison et al., 2010). The early
phase of the research tends to be open and camtaiths (Savage-Austin & Honeycutt,
2011). Grounded theory is different from the trahil model of research, where the
researcher selects a theoretical background arigkgpipe model to the phenomenon for
further study (Denzin & Lincoln, 2011). Grounde@diny may be a sufficient choice for a
Ph.D. program student, but it is not suitable foaaplied doctorate in business
administration (DBA) study. The primary differensan the program’s orientation and
intended outcome. The center of a Ph.D. prograim msake a notable contribution to
knowledge or theory, whereas the concentration@BA program is to apply existing
theories/knowledge to make a significant contrimitio professional practice in the area
of business. This design was not suitable for thdysbecause of these restraints.

Grounded theory establishes various risks to tlotodal researcher. One risk is

the researcher may not reveal significant theaigr @ommencing data collection (Stake,
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2010). Another risk is the possibility the unortb&dature of grounded theory isolates
any potential participants from the research figdiLawrence & Tar, 2013).
Ethnographic research comprises strategies fasemreher to collect data about the
environment or condition under investigation (Malt&. Rossman, 2011). Ethnography
is a qualitative design in which a researcher diessrand interprets shared and learned
behaviors and beliefs of a culture sharing groupk& 2010). Culture is a unifying form
of ethnography with consideration to the historyaafial and ethnic makeup, and the
socioeconomic factors (Denzin, 2011). This typeeskarch involves observation over
time and can be helpful during initial research, this research is time consuming.

The phenomenological research design like the stasky involves understanding
different human perspectives (Savage-Austin & Honéy 2011). Phenomenological
research involves streamlined data collection asd¢kearcher carefully chooses
participants who have experienced the phenomenakéS2010). Although this type of
research design was a consideration for my stirdyatlvantage of using the case study
design is a case study is distinguishable by thgtification of boundaries, modification
of occurrences, depth, and context (Suri, 2011).

Wise et al., (2011) used a case study design asadke readiness for change in
selected primary care practices. Neuman (2011) asede study design because of the
significant merits including conceptual validitycathe ability to capture the complexity
and trace processes. The use of multiple sourcessi studies permits the researcher to
concentrate on a range of historical and behavissales (Yin, 2009). A significant

advantage of using multiple sources of evident¢eagromotion of converging lines of
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inquiry, a process of triangulation and corrobanmatiYin, 2009).

The exploratory case study was an appropriate désighis study. | used the
case study design to obtain information using aadldocuments, as well as interviews.
The case study findings are more compelling andrate if the data comes from
different sources of information (Yin, 2009). These study method has conceptual
validity, heuristic impact, and the ability to teaprocessed he case study design helped
my efforts to explore an authentic setting withispecific location as determined
(Neuman, 2011).

Population and Sampling

In qualitative research, the researcher develgparafor how the research will
evolve with a well outlined strategy for samplingdacandidate recruitment (Marshall &
Rossman, 2011). Out of the entire population oindi?viduals, | completed face to face
interviews with a sample population of 20 particifsawho work in the business
organization located in Southwest Georgia. The@pants responded to open ended
guestions. These questions allowed me to explarexberiences of retaining and
managing a skilled workforce. The rationale foesthg 20 participants was to ensure
sufficient data for the study (Suri, 2011). Thetiggvants consisted of individuals with a
minimum of 1 year of employment with the organiaati

Purposeful selection involves selecting participamto meet certain criteria.
Purposeful selection is suitable for the study heegarticipants are required to meet the
criteria of having experience and knowledge abautkplace performance in a business

setting (Stake, 2010). Participants received a@ur®rm to determine if they were
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willing to complete the interviews. All participantompleted a consent form. There were
two follow up conversations by telephone for chaptirposes (Harsh, 2011).

Salih and Doll (2013) collected data using semgitmed in depth email
interviews with 12 middle managers working in vasdypes of organizations in the
United States using a qualitative interpretativaeegch approach. Harrington, Rayner,
and Warren (2012) used semistructured interviewleir study. Seventeen in depth
interviews occurred with participants based inttimted Kingdom. The interviewees
held a variety of different job roles at varioug@nizational levels from Human
Resource Advisor to Director, and all were in goss that involved dealing with
bullying cases. Wilson and Brown (2012) conductel@scriptive qualitative case study
using semistructured interviews with nine partiofsavho described their perceptions of
their experiences involving services from the Misota Dislocated Worker program.

In qualitative research, a researcher may use nrechieeks or respondent
validation to enhance the reliability and validatfythe study (Marshall & Rossman,
2011). Subcategories of member checks include igpp¢iservalidity, interpretive validity,
and evaluative validity. The researcher sharefsnalings in the study with the
participants involved and allows participants talsgme the findings and provide
comments (Williams & Morrow, 2009). The participasmiffirm the summaries, and
express views and experiences. Once the partisgamntirm the accuracy and
completeness, then the study reflects integrityr@iall & Rossman, 2011). Respondent
validation occurs during the period of data coll@etwhen | receive feedback from

participants about the accuracy of the data giasmwell as the researcher's interpretation
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of that data (Williams & Morrow, 2009). The overgbal of this process is to produce
findings that are legitimate, authentic and val{jams & Morrow, 2009). In this
study, participants verified data through respongahdation. Data saturation entails
bringing new patrticipants into the study until dest@omplete (Bowen, 2008). When the
collection of new data does not provide additianidrmation on the problem, then
saturation is complete.
Ethical Research

Alyahya (2012) received IRB approval to ensureaegewas ethical. On June
16, 2014, | obtained IRB approval to complete redean the study entitled, Enhancing
Strategies to Improve Workplace Performance. Tipea@al number is 06-16-14-
0253284. The approval application protects thetsigii human participants interviewed,
and names screened to protect the names of theijpants. Researchers should consider
the safety of interview participants even if thex@o expectation of harm to participants
(Amdur & Bankert, 2011). The researcher should $oou studying the implications
participants view about the problem, not the megtine researcher brings to the research
literature (Yin, 2009). | verified participants hadninimum of 1 year of experience to
ensure they had sufficient work experience thatdtcptovide relevant information and
reduce fraudulent uncertainty of the population (®hall & Rossman, 2011). All data
will remain confidential and stored in a secureatoan for a 5 year period, and destroyed
afterwards (Yin, 2011). Anonymity of participantscarred by assigning aliases to
individuals, and the participants received a cohgam about the study and their rights

to decline to participation (Yin, 2009).
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Data Collection

Semistructured face to face interviews and arctdatd were the data collection
strategy for this study. Interviews are an exceélteohnique to establish perspective of
individuals (Turner, 2010). Face to face intervieMfer advantages such as inserting the
researcher into the contextual environment of tberview and providing the researcher
with the opportunity to observe facial expressiand gestures of the interviewee, which
may add to the interpretation of responses (Neu@hil).

Panagiotakopoulos (2011) recommended semistruciotediews as a technique
to ask open ended questions without governing tissiple answers, which could lead to
massive amounts of data unrelated to the topibestudy. Using semistructured
interview questions allowed the respondents toaekth on perspectives about the
subject matter in a conversational manner. Usingseuctured interview questions also
allowed me to follow a certain set of questionswet from the case study protocol (Yin,
2011).

I nstruments

In qualitative research, the investigator or resear is the primary data collection
tool, whereas quantitative analysis uses variotagof instruments (Marshall &
Rossman, 2011). In qualitative procedures, theareber is a key instrument because
gualitative researchers collect data by examinmgudchents, observing behavior, or
interviewing participants (Stake, 2010). Accordtogviarshall and Rossman (2011),
there are three interviewing types: structured,isguottured, and unstructured.

Structured interviews involve questions asked specific order with a limited number
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of responses. Unstructured interviews involve infak discussions with study
participants and are common in ethnographic stu@iemiistructured interviews involve
guestions organized in advance. This interviewighod permits me the freedom to
explore based on participant responses. Semistadctnterviews provide new ideas
discussed throughout the interview because of wisainterviewee says (Marshall &
Rossman, 2011).

Semistructured face-to-face interviews and archiadh were the data collection
strategy for this study. | used semistructuredrinésvs to address the proficiencies
business leaders need to reduce poor workplacerpehce and the high costs to retain
employees. Rubin and Rubin (2012) advocated irdgeiivig to reveal and examine
complicated, concealed phenomena. Responsive ieneéng accentuates the shared
involvement of both the interviewee and the intewer. To obtain reliable and logical
interpretation, the interviewer should establistommmon relationship with the
interviewees and exhibit respect to building a camitative partnership.

Qualitative reliability requires the researcheppeach be consistent across
different researchers and different projects (2@11). In a relevant study, Wise et al.
(2011) used open-ended questions to establishbdigdand dependability. Riiskjeer et
al., (2012) used open-ended questions to allowggaaihts to choose from an unrestricted
number of responses and allow participants to re$podetail. Wise et al., (2011)
conducted 66 face-to-face semistructured intervignasaddressed reasons for pursuing
patient centered medical homes. Alyahya (2012)ddace-to-face semistructured

interviews were a principled approach to monitotimg impact of the Quality and
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Outcome Framework, a Pay-for-Performance schemgenoaral practitioner practices in
the United Kingdom. Wooten and Reed li (2000) usee to face interviews to
minimize concerns about self-presentational. Briatal Fern (2003) used face to face
interviews to in an effort to reduce the pressureéhe interviewees to do the right thing.

Bloomberg and Volpe (2012) recommend the use ahddmental question that
encompasses the entire research design. Usingvfajpoquestions, the interviewer may
drive in depth interviews to understand the obviasigects of complex human behavior.
The interviewer should utilize main questions toaiure the interview, probes to elicit
more specifics and maintain conversation flow, elldw up questions to explore
comments and ideas emerging during partnershipereations (Denzin & Lincoln,
2011). The process for accessing credibility arqueddability involve feedback from
participants and interpreting a detailed analytthe results.

The following question influenced my research iis $tudy: What strategies are
essential for organizational leaders to improvekptaice performance? The interview
guestions assisted me with understanding whategjiegt organizational leaders need to
motivate workplace performance in business orgéioizsa. Questions 1 through 3
assisted me with eliciting information about thedkbf system managers might use for
job performance. Questions 4 and 5 allowed me tiergtand performance issues
addressed by leaders in the organization.

Archival data and documents are notebooks mairdainth work instructions or
specific action plans, procedures housed on a ctenpatabase, and any other variables

that can add meaning, increase understanding amogeinsights related to the research
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problem (Yin, 2009). | gained access to participdit purposefully making

appointments to interview the participants in parseith follow up conversations by
telephone (Harsh, 2011). Each interview took 20¥8@utes to complete. | transcribed
the responses from the interviews using softwaaiehiblped me analyze and report the
results. | recorded interviews using a digital releo to ensure accurate data retention as
well as detailed understanding of interview papiaeits’ experiences, and | also took
notes (Yin, 2011).

The application based software enhancements indl\Wdden University online
databases. | used Microsoft Word and Excel to pmétrthe qualitative data via a coding
system using segments of color coded text (Yin9200he use of computer software
allowed me to organize large amounts of data aadigeed consistent data analysis
(Hutchison et al., 2010). Using computer analysitagare provides a powerful
gualitative data analysis tool for the researchgatqLeech & Onwuegbuzie, 2011).

Data Collection Technique

One source of case study information is the ineanYin, 2011). The difference
in data collection amid the quantitative and theligative approaches is the researcher is
the data collection tool in qualitative researchafer & Swift, 2009). Oberseder et al.
(2011) collected data using taped interviews artdsnAlyahya (2012) collected data
using interviews and taped each participant's resg®m Yin (2009) expounded on
strategies used to support qualitative researchmgmove the security of digitally created

and stored data.
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| recorded the interviews using a digital recortleensure accurate data retention
as well as detailed knowledge of interview paraifs’ experiences. Glesne (2011) noted
the researcher's decision about sample size indiae@sconsistency of the population
sampled if the population is homogeneous. Stutigsrequire a large population of
subjects, or attempt to answer a broad questiorgquire extensive research over a
considerable period have an increased risk ofraGlesne, 2011).

In qualitative research, the participant samplizg $s moderately small but
contains plentiful information (Yin, 2011). The cistency of the formation of 20
persons in management and employment of one yeao supported the study’s data
findings against increasing biases and prejudi¢as 011). An appropriate sample size
makes it possible to answer the research quesiiblowt gathering enough data to
prevent in-depth analysis (Draper & Swift, 2011).

Data Organization Techniques

The compiling of chronological events is a frequatndtegy in case studies. The
chronological order focuses on the major strenfjtase studies cited earlier (Yin,
2011). | processed the data to determine whatnmdtion focused on the questions to
complete the study. The case study design supporyeefforts to explore an authentic
setting within a specific situation as determingth( 2009). Oberseder et al. (2011)
completed data analysis using a coding systemtablesh patterns and themes.

Qualitative research explores patterns, themescategjories by organizing the
data into appropriate intellectual units of infotioa (Kerr, 2010). | used a color coding

system, Microsoft Word, and Excel to interpret ¢ualitative data. Purple represented
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the respondent’s knowledge and experience abowkphlamre performance. Blue
represented the feedback sources used in the aag@m. Red represented the training
strategies in place. Olive represented managemmtésonships with employees. |
created a matrix of categories to evaluate pat@ndsthemes of significant comments
from the interviews and formulated meanings thaisésd me with collecting certain
information pertaining to workplace performancer(;Y2011). Both Wise et al. (2011)
and Oberseder et al. (2011) used a coding systé¢he ianalysis of data.

Recording interviews using a digital recorder eaduaccurate data retention as
well as detailed knowledge of interview participairgxperiences. Field notes enhanced
the interviews as well. For case studies, the rekeds notes are one of the common
components of the database as they contain thikse$interviews, observations, and
document analysis (Yin, 2011). | created notesgusidex cards and a notebook diary.
Researchers should document the steps of the pna=etbr reliability when dealing
with case studies (Yin, 2009), and includes eliringatranscript mistakes and ensuring
coding errors are at a minimum.

The data is on a home computer protected by a padsamd Dell Data Safe
Online, which protects files by placing backup &spon a secure storage location. To
protect participants’ identities, | did not uselneames in the transcripts or study. All
data will remain confidential and stored in a sedocation for a 5 year period, and

destroyed afterwards (Yin, 2011).
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Data Analysis Technique

Rubin and Rubin (2012) stated the choice of subjgictences question wording
and how the questions asked affect the analysis déba analysis process encompasses
organizing and analyzing data in a way allowingifotial assessment followed by
significant levels of inquiry (Glesne, 2011). Olexter et al. (2011) completed data
analysis using a coding system and relevant sextibthe transcripts analyzed in the
search for patterns and themes. | reviewed alstn@pts and interview notes and used a
specific code system to identify key words (Yin02D Word and Excel Software
allowed me to organize large amounts of data aodige reliable data analysis
(Hutchison et al., 2010)

Interview Questions

High retention organizational leaders spend in@tdiramounts of resources on
recruiting and replacing employees. Individualsv&arganizations for various reasons,
but significant areas that motivate people to leled positions are an unsuccessful fit
with the organizational climate and culture, anamfortable connection between the
individual and coworkers, a pitiable alignment betw performance and salary, and
limited opportunities for growth and advancemenit{Ber, Lowe, & Billings-Harris,
2010). Employee retention commences by paying t&teto what causes inadequate job
satisfaction as well as what attracts, motivated,ratains workforces. Money and
benefits may entice employees through the front,doa inadequate work conditions
force them out the back (Avery, Volpone, McKay, &i& Wilson, 2011).

Uniformity in an organization includes employeewafying races, ages as well
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as education and experience (Holmes, 2010). Unifgrisichallenging to maintain

within an organization that encounters high turmotAégh retention workplaces are using
employee attitude assessments to determine thedaiti of the workforce. All
organizational leaders should conduct an assesgmeantically to assist with
establishing developmental opportunities for emeésywithin the organization.
Organizational leaders should encourage emplogaesihg and thinking by creating a
stimulating environment. In addition, leaders skdguiomote communication between
employees and managers regarding career development

Although changes can lead to healthier corporatpeance (Chan, Cheng, &
Leung, 2011), all employees do not respond consirlg to certain types of differences.
Biases and prejudices continue to rise due todh&iraal integration of cultures (Chan et
al., 2011). Some employees resist the integrati@ultures and disrupt the workplace
with negative behaviors contributing to low produty and causing withdrawal
behaviors such as tardiness, absenteeism, andéiggttion rates within organizations
(Kwon et al., 2012). Low confidence in an organmatcan affect job satisfaction and
productivity, and in turn affects the organizatsobbttom line. Turnover costs the
organization time, money, and a variety of otheptgces (Kwon et al., 2012).

Wise et al. (2011), Oberseder et al. (2011), arydliya (2012) found interview
guestions as a good approach to obtaining quaktalkata for studies. According to
Riiskjeer, Ammentorp, and Kofoed (2012), open engigektions allow participants to
choose from an unlimited number of responses witbresive details. To assist with

understanding performance issues, | asked theafmifpinterview questions:



69

Specific interview questions for managers:

1. How do managers quantify performance in the rumgdion?

2. What determines the achievement of performaggeirements?
Questions 1 and 2 assisted me in determining whdtdf system
organizational leaders' use for job performance.

3. How do you perceive the current training witthe organization?

This question allowed me to observe the levelahtng provided to
supervisors/management to assist them in understahdw to manage
employees.

4. What materials or tools are available to enhd@@aing and performance?
This question allowed me to observe how leadetlkarorganization
encourage learning and team development.

5. What obstacles/barriers do you think hinder eygés' performance levels in
the organization?

This question helped me to understand performasstes addressed by
leaders.

Specific interview questions for employees:

1. What is the working environment like in your anigation?

This question allowed me to analyze the organinaienvironment for
employees.

2. How is performance determined in your organiaei

This question assisted me with determining how rgameent responds to
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employees.

3. What tools/materials might help you with undansling performance
requirements?
This question allowed me to observe the level afaustanding employees
have about their performance requirements.

4. What are some barriers that impede work perfoo@an the organization?

This question helped me to understand performasstes addressed by
management.

5. What recruitment/promotion strategies exishie dorganization?

This question allowed me to observe the existingiagies in the
organization.

Yin (2011) identified five stages in data analyssliecting the data, separating
the data into groupings, grouping the data intontbg assessing the material, and
developing conclusions. After reviewing archivatdments and completing interviews,
| completed an analysis of the data (Marshall &$®a=n, 2011) using Word and Excel
Software to create a coding process. Both Wisé €@l1) and Oberseder et al. (2011)
used a coding system in the analysis of data. @adithe process of organizing
materials into segments of text prior to bringingaming to the information (Yin 2009).

The four types of triangulation are data triangalatinvestigator triangulation,
theory triangulation, and methodological triangigdat(Denzin, 2011). | used
methodological triangulation to examine the archdata and transcripts from the

interviews. Neuman (2011) noted the data analysisgss involves categorizing and
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examining the data in a way that allows for pretiary assessment followed by
distinctive levels of inquiry. | created codes aftee review of preliminary archival data
and interviews (Yin, 2011). | identified key wordsring the initial review of the data
and included selected codes to the analytical gsatter the first stage of analysis. The
coding of information supported the developmengraergent groups of similar data
allowing for initial categorization of patterns (ean, 2011). During the process,
revision of codes occurred based on emergent themes

Purple represented the respondent’s knowledge xqretience about workplace
performance. Blue represented the feedback sousaskin the organization. Red
represented the training strategies in place. Qbpeesented management’s relationships
with employees. | incorporated the information iatmatrix of categories to evaluate
patterns/themes of significant comments from therinews and formulated meanings
that assisted me with collecting certain informafpertaining to workplace performance
(Yin, 2011). Documents, notes, and other datanettiain confidential, and maintained
in a secure unit at my residence. Vast researalséscon the workforce, but despite an
increasing number of studies, few consistent camchs show the outcomes of
performance (Shin, Kim, Lee, & Bian, 2012).

Reliability and Validity

Establishing and implementing reliability and vélydapproaches are essential
within any research to legitimize the results d&hvand reliable (Yin, 2009). Qualitative
dependability requires the researcher’s approactrnsistent across different researchers

and different projects (Yin, 2011). Wise, et &011) used open ended questions to



72

ensure dependability and validity. According to Neun (2011), the researcher ensures
the consistency of procedures (e.g., Interview tores and the order of questions) when
conducting interviews. The overall goal of thisgess is to present findings that are
accurate, genuine and valid (Marshall & Rossmaf;120

Reliability

Researchers should document the steps of evendgependability when dealing
with case studies (Yin, 2009) by eliminating tramscmistakes and ensuring coding
errors are at a minimum. | asked interview partiofs questions that sought answers
regarding workplace performance and personal expees within the work environment.
Riiskjeer et al., (2012) used open ended questmaldw participants to choose from an
unrestricted number of responses and allow paatitgpto respond in detail. Recording
the interviews allowed me to focus on taking acturetes. | transcribed all notes as
soon as practicable using participants backgronfmfration such as the current
position, years of experience in management, aatsy& experience in the current
organization.

Data saturation entails bringing new participante the study until data is
complete (Bowen, 2008). | obtained data saturasimse enough information extended to
the point of diminishing returns by adding partamps when necessary until data
replication occurs. When the collection of new didas not provide additional
information on the problem, then saturation is ctatep
Validity

Marshall and Rossman (2011) noted the researcbeidshnticipate questions
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about the credibility and trustworthiness of thedfngs. Poor sampling design decisions
may threaten these findings. To justify a samble researcher should understand the
formation of the potential population and its vhilidy (Stake, 2010). Developing
trustworthiness and credibility is a key comportentalidity. Qualitative research based
on more than one method of data collection canmsehthe study's importance
(Williams & Morrow, 2009). In ensuring the credibyl of the study, | collected data
using a case study and interviews (Stake, 20103eWf al., (2011) verified the validity
of their study by using consistent questions andparative case study design. | recorded
the interviews in their entirety and then transedifall interviews verbatim (Marshall &
Rossman, 2011). Ensuring the information is corpgateviewing notes and respondent
validation for clarity will reduce mistakes and averrors (Williams & Morrow, 2009).

Case studies are identifiable for triangulatedaesgestrategy. Triangulation can
occur with data, investigators, theories, and ewethodologies. Denzin (2011) noted
triangulation is a method used to determine thaliglin studies and is a way of
confirming the validity of research results through use of various research methods
and approaches. The benefits of triangulation ohelevealing specific findings,
increasing creating innovative ways of understagdre phenomenon, and providing a
clearer understanding of the problem. The four sygietriangulation are data
triangulation, investigator triangulation, theorahgulation, and methodological
triangulation (Denzin, 2011). Theory triangulatemploys a number of different theories
to explain the conclusions of the research.

Theory triangulation involves the use of multipkrgpectives to comprehend a
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single set of data (Denzin, 2011). This methodiEntsing professionals outside of the
field of study. Methodological triangulation is ambination of any of these methods and
involves the use of multiple qualitative or quaatite methods to study the program
(Yin, 2009). Investigator triangulation uses mut#ipather than individual observers to
record the same event. Investigator triangulatmolves using different investigators in
the analysis process (Stake, 2010). | used metbgiall triangulation to examine the
archival data and transcripts from the intervieWss type of triangulation, where the
researchers use different resources is populartheneasiest to implement (Denzin,
2011). In this study, methodological triangulatignified the validity of the study (Yin,
2011).

In qualitative research, a researcher may use nrechieeks or respondent
validation. Respondent validation occurred durimg period of data collection when |
received feedback from participants about the amyuof the data given, as well as the
researcher's interpretation of that data (Willignglorrow, 2009). The overall goal of
this process is to produce findings that are lewite, authentic and valid (Williams &
Morrow, 2009). In this study, participants verifiddta through respondent validation.

Transition and Summary

Various organizational leaders encounter an unicemiarket environment and
should continually improve their business perforogto maintain competitive
advantage in this type of environment (Van De Veoiaauwe, & Van Veldhoven,
2010). A shift in thinking is the difference betwemndom initiatives and a revolution

that could transform society. The research findimgy provide additional
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documentation on workplace performance and howllitantinue to affect
organizations. The expected transformation of tmemic environment, cutting across
borders, and advances in technology have creatathens pressure on organizational
leaders to manage workforces.

Oerlemans and Peeters (2010) found organizatieadkers are encouraging
groups to interact on a daily basis because ikt®iming beneficial to understand how
uniformity in organizations relates to pertinentrixoutcomes. Findings from the study
by Ddau and McAllister (2010) indicated the inayilio act collaboratively comes from a
fundamental resistance to change, both within @noisa organizational and professional
boundaries. Section three of the study centerfi®meichniques used to obtain data as

well as the methods used to verify the reliabidihd validity of the study.
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Section 3: Application to Professional Practice &ngdlications for Change

In Section 3, | provide an analysis of informatgathered from semistructured,
face-to-face interviews with a diverse group ofp2Bticipants. The participants
comprised managers, floor employees, and clerta#fl Ihe rationale for using a case
study was to maintain the holistic and relevantdraf real-life events such as
organizational processes (Yin, 2009).

After thoroughly reading the transcripts of theeiwiews, participants confirmed
their portions of the transcripts for validity begd proceeded to develop codes and
themes from the information as recommended by 2@11). The process involved
collecting data via 20 interviews, developing grewb data using codes, developing
themes from the coding process, evaluating thenmétion, and developing conclusions.
| demonstrated linkage to the conceptual framevamidk literature review provided in
Section 1 of the study by discussing examples gexlby the participants. Section 3
includes discoveries and thoughts relative to p@ieation of the findings to
professional practice, suggestions for social chargcommendations for action and
further study, and reflections on the research epee.

Overview of Study

The purpose of this qualitative single case studyg @ determine what strategies
are necessary for organizational leaders to impvawd&place performance. The research
design for this study included semistructured, fimctace interviews and case study
using archival documents; a process recommendé&tehbynan (2011) guided the

interviews. Semistructured interviews are open@mdide new ideas discussed during
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the interview because of an interviewee's comm@nésshall & Rossman, 2011). A
private setting allowed participants a relaxed mment conducive to few interruptions.
In this study, participants verified data througbpondent validation. The
interviews involved providing the participants witre interview plan, asking questions,
and closing the interview by thanking the partioisaand leaving the interview location.

Letters A through T replaced real names. The falgwvas the overarching research
guestion in the study: What strategies are essdatiarganizational leaders to improve
workplace performance? Semistructured interview®0ofespondents out of a total
population of 42 employees in a business locat&buthwest Georgia were the source
of the data. The participants consisted of indigldwith a minimum of 1 year of
employment with the organization.

Each participant signed a consent form and age#tetinterviews. Recording
interviews using a digital recorder ensured aceudata retention as well as detailed
knowledge of interview participants’ experienceswéver, two of the participants asked
not to be audio recorded during their interviews, dlowed detailed field notes, and
they confirmed answers for clarification. Field @®enhanced all of the interviews. |
transcribed responses from the interviews and cadéshemes created in accordance
with the methods advocated by Kerr (2010), anchtisgsized my analysis and
conclusions. | evaluated my conclusions for prospedimitations and delimitations,
identified implications for social change, madeormmendations for a follow-up study,
and revealed introspective growth perceptions frleeexperience. The information and

themes assembled from the interviews provided s f@sunderstanding how
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organizational leaders might make decisions anelde\strategies to adapt to the
changing economic environments. Word and Excev&o# allowed me to organize the
large amounts of data and provide reliable datéysisa(Hutchison et al., 2010). The
research and evaluation methods integrated thdgmnostatement, purpose statement,
research question, and other elements of this sitigynally presented in Sections 1 and
2. Five themes emerged from the analysis of the, daid the recommendations involve
leadership strategies and communication strategies.

Presentation of the Findings

The presentation of findings (a) includes conclasithat address the research
guestion, (b) covers all the data, (c) is confibgdhe evidence accumulated, and (d)
relates the findings to a grander body of literatomn the subject, including the conceptual
framework and literatures on efficient businessica. | established reliability by
documenting all steps and ensuring the proceduees eonsistent and accurate
throughout the study. The general goal of this @ssds to present findings that are
genuine and valid (Marshall & Rossman, 2011). Hsthing validity required transcript
review and respondent validation.

In the study, the following was the central reskaygestion: What strategies are
essential for organizational leaders to improvekptaice performance? The following
additional questions (five for management and fareemployees) provided detailed
focus to the central question related to workpla@dormance strategies.

Specific interview questions for managers:

1. How do managers quantify performance in the rumgdion?
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2. What determines the achievement of performaggeirements?
Questions 1 and 2 assisted me in determining whdtdf system
organizational leaders' use for job performance.

3. How do you perceive the current training witthe organization?

This question allowed me to observe the levelahtng provided to
supervisors/management to assist them in understahdw to manage
employees.

4. What materials or tools are available to enhd@@aing and performance?
This question allowed me to observe how leadetlkarorganization
encourage learning and team development.

5. What obstacles/barriers do you think hinder eygés' performance levels in
the organization?

This question helped me to understand performasstes addressed by
leaders.

Specific interview questions for employees:

1. What is the working environment like in your anigation?

This question allowed me to analyze the organinaienvironment for
employees.

2. How is performance determined in your organiaei
This question assisted me with determining how rgameent responds to
employees.

3. What tools/materials might help you with undansting performance
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requirements?
This question allowed me to observe the level afaustanding employees
have about their performance requirements.

4. What are some barriers that impede work perfoo@an the organization?

This question helped me to understand performasstes addressed by
management.

5. What recruitment/promotion strategies exishia éorganization?

This question allowed me to observe the existingagies in the
organization.

Researchers use triangulation methods in ordengokcresults. In this study, |
used methodological triangulation by combining iivitews, archival data, and document
analysis. Using this method of triangulation desegbbiases and validated the data. The
organization under study had six sister compaaied,all employees could view human
resource information using the Internet. Intermeh&ing has become extremely popular.
| examined policy and procedure documents, benefissmation, as well as the
organization's history. Reviewing policy and praseddocumentation assisted me with
understanding the categorized decisions createdpport administrative personnel
functions, employee relations, and performance gamant. The establishment of
policies can ameliorate an organization's abibtyneet requirements for training, as well
as the management of employees. Reviewing the datsnsupported the emerging

theme of feedback sources in the organization.
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Codes began to develop after the review of prelmyirarchival data and
interviews (Yin, 2011). From the codes, keywordgedeped during the initial review of
the data and included selected codes to the acalytiocess after the first stage of
analysis. The coding of information supported teeedopment of emergent groups of
similar data allowing for initial categorization patterns (Neuman, 2011).

The findings were organized using color coding elndtering the data into major
themes. The results in this study addressed theateesearch question as well as factors
and motivators in relation to workplace performarMealpoint of interviewing
Participant P, data saturation began and exterudgebtpoint of replication. | verified this
further through the data analysis process. Theggaahts had the opportunity to review
the transcripts once completed. Through a proceisspeated and prolonged data
analysis, | determined five prevalent themes frbim $tudy. The themes were (a)
workplace environment, (b) feedback sources inmagdions, (c) management
relationships, (d) barriers in the workplace, agdrécruitment/promotion strategies. The
themes that emerged are significant factors ttilatance workplace performance
strategies. The significance of exploring the dfexf performance in the workplace may
assist organizational leaders with implementingtstyies to increase productivity,
profitability and reduce turnover rates allowingders to sustain organizational and
economic development.

Theme 1: Workplace Environment
The first theme in this study was the supportivekivg environment.

Characterizing a supportive work environment ison@nt, especially considering the
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association of the industry in which an organizatielongs. Fostering a positive,
supportive, encouraging working environment in \iangenployee morale is high is
important to employee motivation. Beheshtifar ara&tian (2013) noted employees
who do not feel connected exhibit dissatisfactlmotigh withdrawal behaviors such as a
reduction in productivity, absenteeism, low empkyeorale, and high turnover rates.

Kavitha, Geetha, and Arunachalam (2011) conductaddy on employee
retention to examine the factors that influencadwuer. Using a random sampling
method, a sample size of 102 employees providezhrels data. The results indicated
benefits, communication, job satisfaction, pay, &ading influenced performance and
turnover rates. For example, an increase in emplayaover rates may have a negative
effect on employee motivation. When employees becdissatisfied with their job,
employee turnover increases (Galletta et al., 2011)

The administrator received a list of all questidasiployees provided data on the
work environment by addressing question 1. In taedcript excerpts, participants
received anonymity using an alphabet (e.qg., Ppdidi A) not representing any part of
the real name. The transcript excerpts supportiadgihdings on the workplace
environment are as follows: "Our environment isagknt but can be hectic at times"
(Participant A). "We have a laid back work enviramt) but professional even though |
work behind the scenes with customers" (Particiggntit is self-paced, and we work in
and out of the office" (Participant C). "It is alygachanging because it is customer
driven...can have good or bad days" (Participant™)e work environment is

demanding and challenging... You do not know whaixpect because we work in
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sales" (Participant E). One patrticipant agreedhéointerview but appeared more agitated
than the other participants. Participant G notedni leaving for another position, but it
has been uncomfortable here". Not all participgatge negative views as noted by
Participant H, who stated, "I enjoy it here, anis ih relaxed environment". Participant J
stated, "there are measurable standards met exmthm well the environment is
stressful but pleasant” (Participant L).

The results in this study revealed that 90% ofip@dnts had a positive attitude
about the work environment. Participants were awéthe challenging work
environment and the required employee involvemaetit gustomers. Employee
involvement has optimistic outcomes for both empky/and organizational leaders
because these practices motivate workers. Posvvke environments lead employees to
utilize higher levels of effort in support of theals and strategies of the organization
(Allen, Ericksen & Collins, 2013). More specificglireinforced practices build
employees' decisions skills, and employees are mitlireg to contribute their skills on
behalf of the organization. A positive environmezduces emotional fatigue and job
related stress, both of which positively relatéutmover rates in organizations. As
employees feel that they have influence in the veatking, they are less likely to seek
alternative employment arrangements further reduttimover (Allen, Ericksen &

Collins, 2013).
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Theme 2: Feedback Sourcesin the Organization

The second theme in the study was the feedbacke®ur the organization.
Managers provided data on the feedback sourceddrgssing Questions 1, 2, 3, and 4.
Employees addressed Questions 2 and 3.

Per for mance measur ements. Organizations have sought ways to improve the
performance of workers, and scholars have develapddested theories to predict
performance in work environments. There are diffees among scholarly theories, but
the consensus is that leadership strategies algaitimproving the performance of
workers (Cailler, 2014).

According to Cailler (2014), effective leadershgsha positive effect on
employees after proper feedback. The participdraascript excerpts regarding
performance measurements are as follows: "Our prdoce reflects from sales and
commission” (Participant A). "We have goals to meastomer satisfaction, sales base
pay, and commission" (Participant B). "We have gaat every month..." (Participant
C).

All of the participants in this study were awarattperformance measurements
were revenue based, and required employee involvewith customers as shown by the
following comments, "Performance relates to numpao#ars, and bottom line"
(Participant D). "Meeting goals and generating ets from customers”, (Participant
E). "Performance relates to revenues and qualityask. Second, we look at how
employees work with staff and their writing quagi (Participant F, manager).

Participant G noted her reason for skepticism abmibrganization was personal.
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Participant G also commented that she had notaegspecific policies addressed other
goal requirements, and she did not know how theyuaste employees. "By goals and
numbers tracked weekly" (Participant H). "Everythielies on revenues and numbers,
but also customer complaints because we are amastmased organization” (Participant
[, manager).

A system that does not have adequate feedback mentsis out of control
(Smith, 2009). Conclusive evidence regarding tlaetice of performance measurement
exists with feedback mechanisms in place as fughewn by the following responses,
"We have measurable standards and steps to aclieaicipant J). "l guess reviewing
complaints or pulling our activities for the wegParticipant K). "By what | do"
(Participant L). "On numbers and work activitieg work in sales (ha ha)..."
(Participant M). "Oh well, it is based on sales amekting goals" (Participant N). "We
only have goals" (Participant O). "We are self-mh@nd we meet performance based on
how we meet goals around here" (Participant P)miblers are the game for any sales
environment" (Participant Q). "It is determineddmals” (Participant R). "Goals, goals
and goals... weekly" (Participant S). "There are goa must meet" (Participant T).

Taylor (2014) asserted a number of empirical saitleeve shown instances where
the actual behavioral outcomes contradicted theetkbehavioral outcomes of
performance management due to different desiresnployees. Organizations consist of
numerous different individuals and groups who hdifferent aspirations, goals, and
views. However, using elements such as incentpeastive feedback, and improved

decision making mechanisms may shape more posigkaviors and performance.



86
Tools/materials/education. Van De Mieroop and Vrolix (2014) noted

organizational leaders are continually using thégpmance appraisal as a strategy tool
to improve competencies. Tools and resources argsimdividuals need to accomplish
a task. Employees cannot meet performance requitsnagéthout them. They can be
physical items such as access to technology angittée things comparable to content
knowledge. Resources are the places individualgoan for assistance, such as
financial resources, training, or other information

The findings indicated 80% of participants beliebeding the resources to
perform the job increased performance. Additiondll§%o of participants believed that
having inadequate resources to perform the job mak®loyees dissatisfied.
Furthermore, 10% of participants believed that mhoyg effective resources to do the job
can improve. Participants’ transcript excerptsaaéollows: "There may be a need for
training to help understand the computer systetreanto other systems for each
other..." (Participant A). "We already have the tdals not everyone utilizes them"
(Participant H).

Decision making relates to routines and beliefs #flaw the possibility of
satisfaction. Collier, Green, and Peirson (201%geed organizational leaders who train
employees are significantly more likely to survihhan establishments that do no
training, and the structure of organizations areentikely to survive if leaders employ
individuals with more education. Participants gdiféerent views on training and
performance as follows: "There are different lexalgraining, and the more experienced

employees may need less, but | would like to seeerape-on-one training for newer
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employees... smaller group training maybe" (Participamanager). "In the military,
training drove everything" (Participant J). "We dake handbook in place for everyone
because goals are not clear and we do not knowtavgo to" (Participant G). "Some
people do not know how to perform around othersrédources should be used to help”
(Participant R). "Everybody needs training fromeito time" (Participant T). Training
and quality decisions affect the profitability afgjanizations. In addition, taking time to
develop career paths and learning opportunitielsinvein organization will keep
employees engaged and ensure the next level ddrigag is proactively developed
(Ross, 2012).
Theme 3: Management Relationships

The third theme identified by participants relatedeadership. Managers
provided data by addressing question 3. Employddseased question 2. Dezso & Ross
(2012) asserted the behavior and performance ofogieqs were largely a function of
organizational leaders who determines the organizatstrategic and organizational
decisions. Leaders are in an ideal position toaieted investigate effects in the
workplace that pose potential performance harmmgeoformance enhancing challenges
for organizations. (Ruark, 2010). Information trnamsed by leaders has a powerful
influence on employees’ interpretations of theirkvexperiences (Yiwen, Lepine,
Buckman, & Feng, 2014). In fact, Mollick (2012) eded leadership in organizations
had a large impact on the performance of employees.

Eighty percent of the participants in this studgaéed the working environment

as demanding and challenging. Additionally, 10%atticipants believed
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disorganization is a contributing factor to strdarticipant E stated employees never
know what to expect because sales positions aenvevbased. Participant G felt the lack
of communication between employers and employesst€barriers. Ross (2012)
implied communication strategies should go beyordehy having a suggestion box, and
managers should explain how employees might meetdbals (Ross, 2012). The
individual themes were not reciprocally exclusiveaming some key words were in more
than one theme. The findings based on data frotrci@nt G, indicate organizational
leaders can improve communications by sharing itapbinformation with employees
on a regular basis.
Theme 4: Barriersin the Workplace

When asked about barriers that may impede perfaenemthe organization,
managers provided data by addressing question pldyeses addressed question 4. The
transcript excerpts supporting the findings areodsws: "Nothing internal, just relying
on business to come in from customers" (ParticiggnParticipant B indicated, "Some
people are not aggressive in sales, which can causbers to go down". Hopp and Zenk
(2012) analyzed the emergence of work patterngtamthfluence of personal traits on
performance and individual gratification. The authdetermined inferences into why
employees perform better than others is a measueddanent managers should consider
regarding performance and barriers.

Five patrticipants (D, E, G, L, and T) described kayriers within the
organization. Participant D asserted that she wodther employees approached the

same customer about a business opportunity beoaitber of them communicated with
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the others. "There are too many irons burning alldhere” (Participant E). "There is no
HR person on this site, and the nearest one igragister company in Atlanta... we have
no promotion opportunities other than given othares and meeting goals” (Participant
G). "We have some communication issues, and thangsot explained well at times,
and they expect miracles" (Participant L). "I thimkr barriers are from outside sources
because we do not know who our next customer willdomake our goals" (Participant
T). Carraher (2011) noted that understanding reterstrategies is important to decrease
barriers. All of the participants noted internaleaternal barriers existed within the
organization but none of them addressed retentrateglies for the organization.
Theme 5: Recruitment/Promotion Strategies

Employees provided data by addressing questiom8etdtanding employee
compensation was an important factor to the paditis. The results revealed 100% of
participants knew about and understood the orgaaiza compensation incentives. The
work hours are from 8:30 am to 5:00 pm with weelseoif. Employees receive paid
holidays, a retirement program, and health benéditsvever, there are no authentic
promotional advantages. Instead, employees maititaisame position but can earn
higher pay through sales. Transcript excerpts stimgcthe findings on
recruitment/promotion strategies are as followdo hot see any advancement. We can
earn more money, but the position never changesti¢ipant A). "We are offered pay
plus commission. The more you sell, the more yokehé@Participant B). There is no set
limit on making money, and that is an incentivertake more" (Participant C).

In the study by Allen, Ericksen, and Collins (201tBEe authors asserted leaders
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depend on employees to achieve goals because ezetapwledge and behaviors are
the essential inputs to a multitude of processek as customer service, quality control,
and sales that drive the performance of any orgéiniz. However, not all organizations
offer proper incentives to retain employees. Pipaiats provided data as follows: "This
company goes through a lot to vet employees, bpleayaes perform only one job but
can have additional duties” (Participant D). Theme no promotion opportunities other
than other duties and meeting goals" (ParticipgnE®eryone does not receive
promotions the same because we work in differensidins. Some work in sales and can
make more" (Participant H). "When | first came heéhere was a 70% turnover in the
first 7 to 8 months, and there were no terminatiétms performance based organization,
those who perform higher receive acknowledgmentwiek in advertising and compete
against radio and television so there is accoulittatm perform here. The findings in this
study indicate there might be differences in perpes between employees and
management. Participant | stated, "I've been mlthisiness for over 20 years, and this
organization has six sister companies in variouations that encourages growth and
offers great opportunities.” Participant | is a r@ager in the organization.
Applicationsto Professional Practice

The study adds to the existing body of knowledgeeeelop strategies and
provide knowledge on how the findings are reletanimproving business practices,
which may contribute to the effectiveness of a kieolgeable and flexible workforce.
The Herzberg motivation hygiene theory or two-fatch®ory depicts variables that affect

job satisfaction or dissatisfaction, employee tuarpand retention rates. Factors that led
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to employee dissatisfaction were work relationshipsk conditions, and income
(Ashraf & Joarder, 2010).

Employee engagement is a key feature in high padace workplaces.
Employee participation, which includes collaboratdecision making, has a positive
relationship with work attitudes and the engagenoéeimployees (Brown et al., 2011).
The results revealed that 90% of participants hpdsdive attitude about the work
environment because they were aware of the chatigngork environment, and allowed
to interact with customers using their judgment.pdrticipants stated pay, effective
organization, and excellent communication with nggamaent improve workplace
performance. When employees are not satisfied iwttbime or their role in the
organization, turnover rates increase (Nyberg, 200ife lack of strategies that decrease
barriers, improve incentives, and improve workpleaationships between management
and employees might have a significant impact @gawizations. It is important for
leaders to understand how to develop strategigsdsitive workplace performance.

Implicationsfor Social Change

The suggestions for social change reflect the Bggmce of Section 1 and
conclusions presented in Section 2. The qualitatage study may fill a gap in related
literature by providing additional perspectivesitite strategic and operational decisions
of organizations. The results of the study suppositive social change aspired at
expanding the understanding of behaviors that ipesitinfluence workplace

performance and therefore retaining an effectivekiooce.
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Individuals associated with strategic advantagesdifferent forms of motivation
to reduce ambiguities that constrain performaneelfber, 2012). When individuals are
not familiar with changes, retorts such as apprsioenand stress become a challenge for
organizational leaders. Leaders may receive pesitisight and knowledge on reducing
workplace performance barriers.

Organizational leaders might understand employesgonsibility to establish an
environment that supports constant learning andmcgment of employees through
professional training and other environmental el@snerhe findings found in Theme 3
on management relationships and communication ondlydr highlight the importance of
support for creating connections between managearehemployees that decrease stress
and negative behaviors. Considering people frorhadkgrounds as valued members is a
strategic element for any organization to survie\idio, Saguy, & Gaertner, 2010).

The recommendations could support improved long wistainability strategies
for leaders of organizations and communities. Tigeiicance of exploring the effects of
performance in the workplace may assist organinatiteaders with developing
strategies to increase productivity, profitabitiyd reduce barriers in the workplace.

Recommendationsfor Action

Leaders who develop workplace strategies may peoaidositive assortment of
abilities, motivation, and opportunities to incregerformance. Effective organizational
leaders understand that their principal objectsvivienhance the performance of their
employees, but the lack of workplace strategies haaye a negative impact on

organizations. Samnani, Salamon, and Singh (20thgated negative behaviors
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increase negative actions that increase barrierfhig retention rates. Negative actions
relate to conditions that are uncomfortable, deting, or hazardous (James, McKechnie,
& Swanberg, 2011).

Workplace design can be an influential tool formoaning workplace
performance. For example, a building can positiafgct the performance of employees
by providing a relaxed environment, as well as oauyisafety and health risks. Moods
create the background for thought processes aravlmeh (Samnani, Salamon, & Singh,
2014). The study participants provided perceptigsneto the difficulties and challenges
in the workplace. | recommend organizational leadesist with implementing strategies
that improve communications between employees athgers. Improving employee
motivation may circulate to academic and profesdiconferences, organizations, and
academic research journals. Organizational leadessuse the study results to improve
workplace performance and decrease barriers amdréigntion rates.

The majority of the interview participants had aitige attitude about the work
environment. Organizational leaders should cregesitive working environment
because it may increase employee productivity audedse stress. In addition, allowing
a casual dress day may invite a relaxing environmen

In Theme 2, participants addressed issues abolarpemce measures and
training. Participant T indicated everyone needsemnal training. Organizational
leaders might consider providing electronic leagnis well as formal training.

Providing the technology that allows employeesditaborate more effectively in person
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and virtually using things such as teleconferereesother tools to communicate easily
may be profitable to leaders.

Based on the study findings in Theme 3 relateddaagement relationships,
organizational leaders should consider improvingmnication that may improve work
processes, employee management relationshipst aray idemonstrate management's
concerns and respect for employee contributionadttition, providing outdoor areas for
breaks encourage employees to go outside to redteess, and encourage co-workers to
socialize.

In Theme 4, all participants noted internal or exaébarriers existed within the
organization. Motivating employees may establistealthier working environment and
increase workflow. Leaders should contribute toldhkance between work and non-work
life to produce improved outcomes at work. The tieal employees can affect health
insurance costs, sick days, and productivity.

Based on the study findings in Theme 5, organinatiteaders might consider
providing incentives that encourage motivationhia tvork environment as well as
outside of the workday. Incorporate awards andgeition that reinforce employee
engagement. Engaged employees are likely to begamiaation's best source of new
ideas. | will provide the participants with a summgnaf the findings, distribute the
complete doctoral study to those interested, amdigiuin ProQuest. The study may
prove beneficial to leaders by sharing informatotby prompting their intellect in areas
such as strategy decisions and innovation. Thengsdmay also stimulate interest in

training programs to support heightened strategydtations.
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Recommendationsfor Further Study

There are common variables such as negative nefdtips with management,
poor benefits and pay, and lack of positive feellthat contribute to employee turnover
rates and retention strategies. Theme 3 princtpdlydindings depicted leaders who train
employees are considerably likely to maintain aighle workforce over organizations
that do not offer training. Training and other diyadlecisions affect the profitability of
organizations.

Yin (2011) implied an interview acquires minimald#&enal information after 20
interviews. | analyzed data from one organizatioSouthwest Georgia using a sample
size of 20 participants. Obtaining the experierafgzarticipants from only one
organization might have limited the applicatiorr@dults. Another limitation related to
researching specific aspects of workplace perfoomaather than all components of
performance in the workplace.

Because the elements of workplace performanceraeslbconducting further
studies on career decisions and career paths mighide leaders with ample resources
to decrease barriers and increase workplace peafucen The recommendations in this
study might assist leaders' abilities to improvepkaryee motivation, performance,
management relationships, and organizations prdiite goal of career decisions is to
advance the awareness of individual identify andréate enthusiasm for internal
emotional movement. Individuals seeking employnmeay use knowledge of their
career identity for all career related decisiongh@dugh no one theory fully describes all

career behavior and antecedents, the benefit &@cdecisions is that employees gain
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motivation and self-esteem working and interactinign other employees in a more
positive environment.

In addition, Participant | noted there are sixesisompanies located in other
regions. As organizations in the United States eegaisinesses globally, it is important
for organizational leaders to understand recruitraed retention strategies outside of the
United States. For example, Coca Cola's home aSitacated in Atlanta, Georgia.
However, their distribution centers are global.df@hn and Tyler (2012) explored the
relationship between fairness employees experiengecedures related to pay and
benefits, and if employees' adherence to workplales differs, based on procedures
enacted by organizations' voluntarily or mandatgthly. The findings from the study
indicated employers responded more aggressivetyatadated laws.

Reflections

The research process divulges significant inforamatin the problem from
diverse perspectives. The data collection prockssed me to converse with open
ended questions with participants. The participdidsiot have any issues with
answering the questions and the participants sesimeerely interested in the study
topic.

| adhered strictly to the interview protocol oudahin the research design by
attempting to make participants comfortable anctdgke interview questions in a
conversational manner to develop a relaxed enviemtrto elicit thoughtful responses
from the participants. The participants engagetthéninterviews and appeared interested

in the study topic. Coding and interpretation afad&as more complicated than
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originally perceived, but consulting with anotheder reinforced the suitability of
themes and added validity to study findings.

During the progression of the interviews, | commmdted the importance of
retention strategies. Participants addressed cose@dout employee compensation,
communication, and the working environment. Altlo¢ participants felt improving in
these areas might decrease turnover and increi@sgioa. Last, personal skills improved
in data collection, data analysis, and reportingtotly findings.

Summary and Study Conclusions

The purpose of this qualitative single case studg @ determine what strategies
are essential for organizational leaders to impregekplace performance. In this study, |
used the purposeful selection to explore the egpees of employees in an organization
located in Southwest Georgia. The findings revealag@loyee compensation,
communication, and a positive work environment vagaificant factors in the
workplace. The findings may be beneficial to orgational awareness and development
of strategies to improve employee relationshipsplégee turnover is a significant
problem that negatively affects organizations' nexes as well as the entire economy
(McKeown, 2010). In Theme 2, all of the participantere aware that performance
measurements were revenue based. However, HomAizgand Wieseke (2012) noted
the relationship between performance measuremstgrag to performance might incite
negative implications. Each organizational leadeusd evaluate the needs and tailor
strategies to their respective organizations ta ga optimal approach for retaining

employees and decreasing barriers.
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Appendix A: Informed Consent Form
You are invited to take part in an interview faregsearch study. The researcher is
inviting participants with at least one year of wexperience who are knowledgeable
about workplace performance to be a participathénstudy. This form is part of a
process called “informed consent” to allow you taerstand this study before deciding
to take part. This study is being conducted bgsearcher named Francine W.

Richardsona doctoral student at Walden University

Background Information:

The topic of the study is Enhancing Strategiesrtprbve Workplace Performance. The
purpose of the study is to collect data that wdl the researcher in obtaining information
on the research question, "what strategies ar@tmis®r organizational leaders to
improve workplace performance."
Procedures:
If you agree to be in this study, you will be asked

e Answer questions in regards to workplace perforraatiategies and policies.

e This is a one-time audio recorded interview thdk take approximately 20 - 30

minutes.

Here are some sample questions:
What is the working environment like in your orgaation?
What promotion/recruitment strategies exist indhganization?

Voluntary Nature of the Study:
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This study is voluntary. Everyone will respect ydecision of whether or not you
choose to be in the study. If you decide to jomstudy now, you can still change your
mind during or after the study. You may stop at ame.
Risks and Benefits of Being in the Study:
Being in this study would not pose risk to youresgfor wellbeing. Potential benefits
include learning about motivational tools that stssrganizations to train and educate
employees on workplace performance.
Payment:
No gifts or payments are being offered for paratipn in this study.
Privacy:
Any information you provide will be kept confideali The researcher will not use your
personal information for any purposes outside ©f tbsearch project. Also, the
researcher will not include your name or anythilsg ¢hat could identify you in the
study reports. Data will be kept secure by lockexl & researcher’s residence. Data will
be kept for a period of at least 5 years, as reduiy the university.
Contacts and Questions:

You may ask any questions you have now. Or iflyave questions later, you

may contact the researcher via email at fwr6@ yatoma. If you want to talk privately

about your rights as a participant, you can calll2ilani Endicott. She is the Walden
University representative who can discuss this wath. Her phone number is 1-800-925-

3368, extension 3121210. The researcher will goue & copy of this form to keep.

Statement of Consent:
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| have read the above information, and | feel larsthnd the study well enough to make
a decision about my involvement. By signing belbwnderstand that | am agreeing to

the terms described above.

Printed Name of Participant

Date of consent

Participant’s Signature

Researcher’s Signature
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Appendix B: Certificate of Completion

Certificate of Completion

The National Institutes of Health (NIH) Office of Extramural Research
certifies that Francine Richardson successfully completed the NIH Web-
based training course “Protecting Human Research Participants”.

Date of completion: 03/23/2013

| Certification Number: 1149303
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