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Abstract
Researchers have demonstrated that many manufacturing managers have used successful
manufacturing strategies to improve their company’s performance. Manufacturing
managers search for successful strategies to implement efficient manufacturing systems
because inefficient manufacturing systems can negatively affect their company’s
performance. Using transformational leadership as a conceptual framework, the purpose
of this qualitative single case study was to explore six U.S. manufacturing managers’
strategies to implement efficient manufacturing systems to improve their company’s
performance. The participants were six manufacturing leaders of a company who had
successfully employed strategies to implement efficient manufacturing systems. Data
were collected from semistructured, open-ended interviews and a review of the
company’s performance metrics, quality documents, charts, and financial documents.
Using thematic analysis, five themes emerged: (a) efficient manufacturing systems, (b)
successful strategies, (c¢) operations management, (d) leadership behaviors and effects,
and (e) competitive advantages. A key recommendation is for manufacturing leaders to
select and use performance measurements to discover on-time manufacturing processes
that need adjustment to improve performance. The implications for social change include
successful manufacturing companies employing U.S. residents with a resultant reduction
in the country’s unemployment rate and contributing to the U.S. economy by paying local

and federal taxes.
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Section 1: Foundation of the Study

The manufacturing industry is one of the core contributors to the U.S. gross
domestic product (GDP). According to the Bureau of Economic Analysis (BEA; 2022),
the manufacturing sector added $2.768 billion to the GDP, which represents 11% of the
total GDP. As the fourth largest industry in the United States, the BEA reported that over
15.6 million Americans were employed in the manufacturing industry in 2020. The
manufacturing industry is one of the world’s most competitive industries, and
globalization, increasing technological development, competition, regulatory pressures,
and other factors have posed a challenge to the management of manufacturing
companies, making it crucial that the managers of these companies devise more
successful strategies to implement efficient manufacturing systems to improve the
performance of their organizations.

Background of the Problem

Managers express competitiveness in various business units to meet specific
demands that translate into different competitive advantages (Maldaner & Kreling, 2019).
U.S. manufacturing managers should adopt strategies to foster internal and external
competitive advantages (Inman & Green, 2018). Kalyar et al. (2019) reported that
pressure to reduce manufacturing costs, globalization, changing markets, and technical
and technological progress press the need for manufacturing entities to improve or adopt
more efficient manufacturing methods. Before the introduction of lean manufacturing

(LM), traditional manufacturing systems were characterized by the waste of materials and



resources, non-value-added practices, less controlled processes, and a lack of preventive
measures during the production process (Kalyar et al., 2019). Efficient manufacturing
systems deliver high-quality products with the least possible manufacturing costs (Roy et
al., 2018). Successful manufacturing companies have integrated sustainability into their
lean practices to bolster their competitive edge and satisfy the sustainable expectations of
their stakeholders (Inman & Green, 2018).

In this study, I explored the strategies U.S. managers employ to implement
efficient manufacturing systems to improve their companies’ performance. I collected
data from interviews and available company materials. The data collected, along with
findings from the extant literature, are analyzed and discussed. Through this analysis, I
developed and provided suggestions for the selection of strategies to implement efficient
manufacturing strategies to improve performance.

Problem Statement

Many U.S. manufacturing companies perform poorly due to their managers’
unsuccessful strategies in implementing efficient manufacturing systems (Maldaner &
Kreling, 2019). U.S. manufacturing managers who are not using efficient manufacturing
systems negatively affect their organizational performance and the U.S. economy
(Polemis et al., 2020). Manufacturing firms in the United States are responsible for 50%
of U.S. exports (Polemis et al., 2020). U.S. manufacturing is the fourth largest industry in
the country and employs over 15.6 million Americans and represents about 11% of the

GDP (BEA, 2020). The general business problem was that some U.S. manufacturing



managers use inefficient manufacturing systems that adversely affect their companies’
performance. The specific business problem was that some U.S. manufacturing managers
lack strategies to implement efficient manufacturing systems to improve their companies’
performance.
Purpose Statement
The purpose of this qualitative single case study was to explore the successful
strategies U.S. managers employ to implement efficient manufacturing systems to
improve their companies’ performance. The targeted population of the study comprised
six managers of a manufacturing company in Tennessee, in the southeastern part of the
United States who had used successful strategies to implement efficient manufacturing
systems to improve their companies’ performance. The positive social change
implications of this study include helping improve the economic wealth and better
employment opportunities successful manufacturing companies can offer society and the
possible increase in foreign investment from investors who may want to invest in U.S.
manufacturing businesses if they become more successful.
Population and Sampling
The targeted population of the study comprised six managers of a manufacturing
company in Tennessee, in the southeastern part of the United States, who had used
successful strategies to implement efficient manufacturing systems that improved their
companies’ performance. Through purposive sampling, I selected managers from one

company who met the study’s eligibility requirements and conducted semistructured,



open-ended, face-to-face interviews with them to elicit the strategies they use to
implement efficient manufacturing systems that improved their company’s performance.
For additional data, I also reviewed the available organizational documents of this
company for relevant information, such as metrics, policies, quality, and process
procedures regarding the topic of this study.

Nature of the Study

I employed the qualitative research method in this study. A researcher chooses the
qualitative method because of its inductiveness and because it enables the researcher to
explore what transpires in a particular period in a natural setting (Barnham, 2015;
Mohajan, 2018). A qualitative researcher aiming to research an applied business problem
uses the qualitative research method to explore business processes, how these processes
apply to real business issues, and how people react to these processes (Mohajan, 2018).
The qualitative research method was appropriate for this study because I explored
management strategies, as well as manufacturing management systems and processes that
managers use to improve their organizational performance.

The other research methods are quantitative and mixed-method research. The
researcher majorly deals with assumptions in the quantitative research method (Barham,
2015). Edwards (2020) posited that quantitative research involves estimations, using
already made formulas, and assumptions. In the mixed-method approach the researcher
integrates both quantitative and qualitative methodologies to understand the topic in

question (Cook et al., 2019). In the mixed-method approach, the researcher shows the



interdependence of qualitative and quantitative research methods in understanding the
business problem that is being researched (Cook et al., 2019). The mixed-method
approach was not the most appropriate for this doctoral study because the quantitative
approach was not needed to answer the research question.

Researchers use five qualitative approaches: narrative, phenomenological,
grounded, ethnographic, and case study (Valtakoski, 2020). A qualitative researcher uses
a case study to explore the interpretations individuals or groups attribute to a particular
real-life problem in a natural setting (Guetterman, 2018; Hollweck, 2015; Valtakoski,
2020). Mishra and Dey (2021) stated that the researcher aims to study a phenomenon
within a given context in case study research. In a case study, the studied phenomenon
should be within the boundaries of a matching and dedicated context of a case (Mishra &
Dey, 2021). A qualitative case study researcher starts studying a phenomenon within a
given context using data, then ends with a theoretical explanation of the phenomenon. I
chose a single case study design because the current study involved only a single case in
a single setting:the strategies that manufacturing managers at one U.S. manufacturing
company employ to implement efficient manufacturing systems to improve their
organizational performance.

Research Question
What strategies do U.S. manufacturing managers use to implement efficient

manufacturing systems to improve their companies’ performance?
Y



Interview Questions

1. What manufacturing systems do you use to improve your company’s
performance?

2. What strategies do you use to implement your manufacturing systems?

3. What strategies do you think are best for implementing efficient
manufacturing systems to improve your company’s performance?

4. How do you measure the effectiveness of your manufacturing systems?

5. How did your employees react to your manufacturing systems?

6. What challenges did you encounter while using these manufacturing systems?

7. How did you deal with the challenges you encountered using these
manufacturing systems?

8. What additional information would you like to share about the successful
strategies you used to implement manufacturing systems that affected the

performance of this company?

Conceptual Framework
The conceptual framework for this study was the transformational leadership
theory, which was initially developed by James McGregor Burns in 1978, identifying two
types of leadership styles: transactional and transformational (Islami & Mulolli, 2020;
McKnight, 2013). Transactional leaders see the job as just a contract, and the employees
must deliver to earn rewards, while transformational leaders tend to lead their

subordinates to achieve more than the proposed targets of their company (Engelbrecht &
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Samuel, 2019). Deluga (1988) found that managers who adopt effective leadership styles,
such as transformational leadership, tend to influence their employees toward greater
productivity.

The transformational leadership theory was a suitable framework for this study
because manufacturing managers should commit to going above traditional management
to inspire their employees to develop themselves while achieving more for their company
(see Engelbrecht & Samuel, 2019). The aim of transformational leaders should be to lead
their companies toward achieving more outstanding performances (Deluga, 1988).
Transformational leadership focuses on key parameters, including trust, motivation,
maximum performance, and charisma, to catalyze employee engagement and
performance. (McKnight, 2013; Peng et al., 2021). This theory implies that the manager
must motivate the employees to see the importance of implementing more efficient
manufacturing systems to achieve a more robust company performance. For example,
Engelbrecht and Samuel (2019) stated that transformational leaders indirectly influence
the intention to quit through perceived organizational support, justice, and truth. In this
example, the application of transformational leadership by the managers will help create
an emotional commitment to agreed goals, individual consideration towards the
employee, development of self-value in the organization, and employees’ identification
with their managers (Engelbrecht & Samuel, 2019). Transformational managers use
transformational leadership to influence their employees toward innovative work

behaviors (IWBs; Stanescu et al., 2020). IWBs is one of the strategies managers use to



respond to competition in this knowledge-intensive dynamic market that requires
organizations to be innovative (Stanescu et al., 2020). Improved company performance
should be the responsibility of all employees.

In a punctuated context, through transformational leadership, the managers and
employees may learn that applying these efficient manufacturing systems will improve
their organizational performance and possible profitability (Islami & Mulolli, 2020; Khan
et al., 2021; McKnight, 2013). A transformational leadership framework is a platform
where the leader inculcates the company’s mission to the employees to promote
employee engagement, and the employees, in turn, concentrate more on growth and
development (Islami & Mulolli, 2020; Khan et al., 2021; McKnight, 2013). Ultimately,
managers, employees, the company, and the external community are transformed through
the leadership framework, and the company’s performance increases while employees
and managers gain promotions and knowledge.

Operational Definitions

Idealized influence: A behavioral dimension that manifests in several components,
including charisma, ethical leadership, and trust, that the leader uses to influence the
followers’ performance (Bass & Steidlmerier, 1999; Langat et al., 2019).

Individualized consideration: The individual attention a leader gives to followers

that make them feel important and valued (Khan et al., 2022; Seitz & Owens, 2021)



Inspirational motivation: The level at which the leader can inspire the followers
by articulating the organizational vision in a way that appeals to the followers (Bass,
1990, 1997; Shafi et al., 2020).

Intellectual stimulation: The willingness of the leader to teach or stimulate the
followers to learn and develop new skills or approaches to resolving or considering old
problems (Bass, 1990).

Prevention focus: A type of focus in which leaders and organizational members
stick to incremental improvements and error reduction as a reaction to urgency (Fredberg
& Pregmark, 2022).

Promotion focus: A type of focus that centers on organizational growth, creative
solutions, expansion, innovative ideas, stimulation of organizational citizenship, and the
like (Fredberg & Pregmark, 2022).

Sustainability: Meeting today’s environmental, economic, and social needs
without hampering the opportunities for future generations to meet their environmental,
economic, and social needs (Horak et al., 2018).

Transactional leader: A leader who bases leadership on a contingent reward and
management by exception approach (Bass & Avolio, 1993; Burns, 1978).

Transforming leader: A leader who tries to understand the follower’s motive and

satisfies a higher goal while engaging with the follower in full (Bass, 1990; Burns, 1978).
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Assumptions, Limitations, and Delimitations

Assumptions

In a study, assumptions are facts the researcher considers accurate but are not
verified to be factual (Sebele-Mpofu, 2020). My assumptions for this study were (a) that
participants understood the importance of their management systems in the company’s
performance, (b) that participants were able to answer questions based on their past
experiences with their manufacturing strategies, and (c) that participants answered
interview questions honestly.
Limitations

Limitations are potential study weaknesses beyond the researcher’s control (Dinh,
2021). I identified two limitations to this study: (a) that participants may have provided
biased or dishonest responses to interview questions and (b) my access to company data
might have been limited due to company policies.
Delimitations

Delimitations are boundaries the researcher creates within the scope of the study
(Yin, 2018). The delimitations within this study were my access to the organization, the
geographical area of the organization, the choice of the participants, the study was
conducted in only one type of manufacturing in a specific area, and the results might not
be transferable to another kind of manufacturing or location. The scope of this study was
focused on one specific manufacturing company in Tennessee, in the southeastern part of

the United States.
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Significance of the Study

The U.S. manufacturing industry accounts for over 50% of U.S. exports (Polemis
et al., 2020) and is the fourth largest industry in the country (BEA, 2020). Improving the
management systems of this industry could positively impact the U.S. economy,
manufacturing employees, the study site’s stakeholders, society, and the study site’s
performance and potential for profitability.

Contribution to Business Practice

Globalization, technological development, market competition, and increasing
consumer expectations have challenged manufacturing managers to adopt the best
strategies to improve their performance (Manikas et al., 2020). U.S. manufacturing
managers could use this study’s findings to choose strategies to use to strengthen their
company’s competitiveness. Manufacturing managers could also use the study’s findings
to help make strategic decisions that may result in business growth and the potential for a
more robust financial performance.

Based on the results of this study, manufacturing managers may adopt strategies
to help them produce the highest quality products at the lowest cost and the fastest speed
as well as develop more robust manufacturing management techniques. Manufacturing
managers could also use the study findings to improve their company’s innovativeness
and competitiveness in the global economy. Manufacturing managers must learn to adopt

new technologies to thrive in the increasingly changing marketplace.
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Implications for Social Change

One of the social change implications of this study is that successful businesses
can positively contribute to the U.S. economy. Managers can apply this study’s findings
to help enhance their manufacturing strategies and improve their companies’
performances. Furthermore, manufacturing companies who benefit from the results of
this study may employ more Americans as their businesses become more successful, with
a resultant reduction in the country’s unemployment rate. Another positive social change
implication of this study is that successful U.S. manufacturing companies may attract
more foreign investors who find it gainful to invest in U.S. industries.

Managers who adopt the transformational leadership strategies suggested in the
current study may influence their employees to develop organizational citizenship
behaviors (see Engelbrecht & Samuel, 2019). The skill sets of their employees and their
companies may improve as a result. One of the many positive social change implications
of the current study is that employees may become more valuable to their companies as
their skills are enhanced through transformational leadership; these employees may also
become more competitive in the job market. Employees may enjoy improved self-worth,
wealth, and satisfaction gained through their increased knowledge and skills.

The participants for this study were managers who had successfully employed
strategies to implement efficient manufacturing systems that impacted their company’s
performance. The study findings may help managers of other companies learn better

strategies to implement efficient manufacturing systems in their companies to improve
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their company’s performance and avoid or minimize the turnover rate and other hardships
that poor manufacturing management systems have caused them. Based on the study
findings, managers may improve their management skills, their employees’ skills, and
their company’s competitiveness for business continuity, resulting in their employees
retaining their jobs.

The study results also provide in-depth information on sustainability. The results
show that many successful U.S. manufacturing companies included the triple-bottom line
(i.e., environmental, economic, and social dimensions) in their strategic plans to satisfy
their stakeholders and improve performances (see Manikas et al., 2020). Companies may
use the results of this study to embark on socially, economically, and environmentally
responsible programs that may help improve the quality of life and the environment of
U.S. citizens and citizens around the world.

A Review of the Professional and Academic Literature
Introduction

In a literature review, the researcher aims to summarize, compare, and contrast
relevant literature from which to build knowledge on this existing knowledge in their
own study. For this literature review, I searched peer-reviewed journals, seminal books,
and governmental reports. In this research, I searched several academic databases, such
as ABI/INFORM Global, EBSCOhost, ERIC, Science, Academic Search Complete,
Business Source Complete, Emerald Management, and ProQuest Central. The keyword

search terms used included transformational leadership theory, transformational
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leadership framework, manufacturing strategies, production strategies, process
improvement, lean manufacturing, kaizen, transformational theory constructs,
transactional leadership, manufacturing systems, motivation, job satisfaction, diversity,
diversity management, sustainability, leadership, manufacturing, environmental
management, green manufacturing, operations management (OM), productivity, and
implicit and explicit transformational leadership.

In Table 1, I present the breakdown of the literature cited in this literature review
section. The section comprises 155 references, including 142 (92%) that were published
between 2018 and the anticipated date of completion of 2023, 13 (8%) that were
published more than 5 years from the date of anticipated completion, and two (1%) non-
peer-reviewed articles. The literature review is organized into the following subsections:
(a) introduction, (b) conceptual framework, (c) transformational leadership, (d)
transformational leadership’s four behavioral dimensions, (e) related and contrasting
theories, (f) implicit transformational theory, (g) transactional leadership, (h)
manufacturing systems, (i) competitive advantage, (j) manufacturing strategies, (k)
organizational transformation and change management, (1) diversity management, (m)
innovative work behavior, (n) sustainability, (o) OM, (p) LM as OM tool, (q) LM, (r)

kaizen, and (s) transition to Section 2.
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Table 1

Literature Review Statistics

References 2018 Totals
cited
Newer Newer Older Older Count o
(count) (%) (count) (%) ?
Peer 140 90.32 13 8.39 153 98.71
reviewed
Other 2 1.29 0 0.00 2 1.29
Totals 142 91.61 13 8.39 155 100.00

Note. The articles referred in this table are articles written since 2018 and those written
before 2018.
Conceptual Framework

Transformational leadership has been widely researched in the field even though
it is in a consistent mode of evolution. Researchers have proposed the application of
transformational leadership in many aspects of both the public and private sectors of
leadership. Lo et al. (2020) credited the origin of the transformational leadership
framework to the 1973 work of the socialist, James V. Downton. The gaps in this
framework have allowed various scholars and researchers to develop multiple similar and
contrasting meanings in transformational leadership. Downton, Burns, Bass, and Avalio
are some of the notable contributors. The transformational leadership framework has

gradually evolved and is still evolving, and there is a need for even more progression of
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this framework. For instance, there is a need to more directly research the influence and
measurement of transformational leadership on manufacturing strategy choice.
Transformational Leadership

The conceptual framework for this qualitative case study was centered on
transformational leadership theory. Burns (1978) introduced the concept of a
transforming leader. Great leaders are transformational because they can change their
followers’ motives and align them to the goals of their organizations; therefore, leaders
should act as the agents of their followers (Demirtas et al., 2020; Siangchokyoo et al.,
2020). Burns emphasized that leadership rarely fulfills the needs set, and the reason for
unfulfillment in leadership is the mediocrity that plagues many leaders who do not
understand the purpose of leadership and why they are in leadership. In Bruns’s opinion,
leadership can be separated into two groups: transactional and transforming (i.e.,
transformational). According to Burns, most leaders practice transactional leadership;
they approach their followers by exchanging one thing for another. Leaders are supposed
to be the catalysts of change that lead, equip, and transform their organizational members
into change agents that take their organizations to outstanding performances
(Siangchokyoo et al., 2020).

Alatawi (2017) defined transformational leadership as a process where a manager
stands to change the organization’s culture by first identifying issues that hamper
transformation and then trying to improve or alter the organization’s original vision and

proffering a new vision. Even though complex, transformational leadership is very potent
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because the leader identifies and tries to explore the current need and demands of the
leader’s potential followers (Burns, 1978; Siangchokyoo et al., 2020). A transforming
leader does not just exchange something for another with the follower; instead, a
transforming leader tries to understand the follower’s motive and satisfies a higher goal
while engaging with the follower in full (Bass, 1990; Burns, 1978). Burns (1978)
identified characteristics of a transforming leader as the stimulation of mutual
relationships, an elevation that converts followers into leaders, and the conversion of
leaders into moral agents. The last attribute above enables the leader and the follower to
have a relationship in which both the mutual aspirations and values of the the leader and
follower are shared. Being a moral agent also enables leaders to be responsible for their
commitments. In the lens of a manufacturing company, this kind of leader is committed
to developing the followers and achieving meaningful organizational performance (Islami
& Mulolli, 2020). As a moral agent, the transforming leader commits to the followers in
three things: fundamental wants and needs, aspirations, and values (Burns, 1978). This
kind of leadership will stimulate social change to meet the followers’ authentic needs. In
a concise sense, transformational leaders tend to create valuable and positive change in
their followers, thereby developing followers into leaders (Burns, 1978).

Transformational leaders influence their employees through motivation and
commitment to improving their companies’ performance (Bass, 1990; Bass & Avalio,
1993; Islami & Mulolli, 2020). Transforming the followers is the foundation of

transformational leadership, and organizational performance is influenced by how much a
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transformational leader can transform their followers (Demirtas et al., 2020; Menges et
al., 2011; Siangchokyoo et al., 2020). In other words, the leader must possess
transformational characteristics, such as self-determination, motivation, and a focus on
high performance (Hansbrough & Schyns, 2018; McKnight, 2013). Such a leader helps
the employees see value in their job rather than thinking of their jobs and roles as boring
and insignificant (Demirtas et al., 2020). This type of leader must be able to transform
their followers to achieve more than the desired outcome for the organization as well as
to exceed the goals of the leaders and followers by motivating, encouraging, and
empowering followers to improve their skills and performances (Bak et al., 2022; Chin et
al., 2019).

Demirtas et al. (2022) stated that every leader or manager aims to achieve
organizational success, but a good leader understands that employees are instrumental to
the organization’s success. When employees are inspired to know that the company’s
success is in their hands, they tend to put in more effort (Bak et al., 2022; Demirtas et al.,
2020). Bak et al. (2022) stated that leaders who treat their employees as essential
stakeholders can motivate them to exceed their organizational goals, and such employees
tend to see their companies’ good performance as their responsibility. A transformational
leader intends to develop the employees who, in turn, improve the company (Islami &
Mulolli, 2020). Transformational leaders transform employees by motivating them to
change their behaviors and attitudes and inspiring them to believe in the organization’s

mission, purpose, and values (Bak et al., 2022, Chin et al., 2019; McKnight, 2013).
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However, the followers’ perspective of the leader plays a critical role in determining the
success of their leaders; therefore, the leader’s character and ideas must appeal to the
followers to influence them.
Transformational Leadership’s Four Behavioral Dimensions

Bass’s (1990, 1997) additions to Bruns’s transformational leadership theory
introduced how transformational leadership can be measured and its impact on the
followers’ motivation and performance (Langat et al., 2019; Seitz & Owens, 2021).
Researchers have found that transformational leadership profoundly transforms followers
beyond their behaviors (Seitz & Owens, 2021). According to Seitz and Owens (2021), a
field experiment on managers showed that managers who underwent transformational
leadership training influenced their followers’ development more than managers who
underwent general leadership training. The areas this development affected were
motivation, morality, and empowerment. The degree of transformationalism is measured
by the influence of such a leader on the followers (Seitz & Owens, 2021).

Burns (1978) emphasized that transformational leadership is not based on a
contingent reward relationship; instead, it is based on the abilities and characters of the
leader that enable the leader to influence the followers. The aim of a transformational or a
good leader is to use their abilities, such as integration of creative insight, sensitivity to
the needs of the followers, persistence, and conversion of followers to organizational
citizens, to forge the organization’s strategy-culture alloy (Bass & Avolio, 1993; Eker &

Eker, 2019). The leader must navigate among the factors affecting the business and the
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organization’s members to improve the organization’s performance (Eker & Eker, 2019).
The features found among transformational leaders help transform organizational
members from mere workers to highly engaged, committed, emotionally intelligent, and
concerned members of the organization (Bass, 1990; Burns, 1978; Jain & Duggal, 2018).
Researchers discovered the influence of a transformational leader on the employees’
intention to quit through the leader’s perceived organizational support, justice, and truth
(Engelbrecht & Samuel, 2019). In other words, transformational leadership significantly
decreases the employee’s intention to quit because a transformational leader transforms
followers by achieving an emotional commitment to agreed goals, individual
consideration towards the employee, developing self-value in the organization, and
employees’ identification with their leader (Engelbrecht & Samuel, 2019; Langat et al.,
2019).

In 1985, Bass (1990, 1997) developed a transformational leadership construct that
consists of four behavioral dimensions: idealized influence, inspirational motivation,
intellectual stimulation, and individualized consideration (Bass & Avolio,1993; Seitz &
Owens, 2021). These four dimensions or factors refer to how followers view the leader as
well as the behavioral dimensions the leader uses to affect the development of the
followers (Bass, 1990, 1997; Seitz & Owens, 2021). Instead of the term transforming, as
used by Burns in 1978, Bass used transformational in 1985. Bass (1985, 1990, 1997)
extended the works of Burns by revealing the psychological undertone of

transformational and transactional leadership.
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Idealized Influence

Langat et al. (2019) emphasized that a transformational leader’s idealized
influence behavioral dimension manifests in several components, including charisma,
ethical leadership, and trust, and the leader uses these components to influence the
followers’ performances. Bass (1990) interpreted idealized influence as charisma (Bass &
Steidlmerier, 1999). Charisma is critical to the success of any transformational leader
because followers trust, value, and are motivated by charismatic leaders (Bass, 1990,
1997; Bass & Avolio, 1993; Langat et al., 2019). Idealized influence increases the
followers’ trust and value for their leaders (Afshari, 2022; Langat et al., 2019) and
increases the leader’s emotional influence over the followers (Langat et al., 2019).
Leaders with idealized influence gain respect from their followers because followers are
motivated and inspired by their leaders’ articulation of the organizational goals and their
determination to achieve them (Afshari, 2022). In a concise sense, Demirtas et al. (2020)
expressed that this element of transformational leadership encourages the followers to
view their leaders as role models, adopt the role model’s characteristics, and have
confidence in themselves to make the right decisions that positively affect the collective
goals of the organization.

Transformational leaders may change organizational culture to achieve
operational excellence, employee commitment, and improved organizational
performance, and the idealized influence of the leader is critical to achieving these goals

(Afshari, 2022; Bass & Avolio, 1993; Langat et al., 2021). Afshari (2022) expressed that
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idealized influence is relationship oriented, and the leader-follower relationship is critical
regarding employee commitment and perception of the leader. Employee and
organizational performances increase when employees identify that their leaders possess
the idealized influence behavioral dimension (Afshari, 2022; Langat et al., 2021).
Researchers have proven that idealized influence is associated with job performance
(Langat et al., 2021) and employee commitment (Afshari, 2022). Leaders display
idealized influence when they act as role models by displaying ethical behaviors (Langat
et al., 2021). In this way, the adherent’s confidence in the leader increases, transforming
the adherent’s self-concept and self-esteem toward identifying with the leader. When the
followers align with the organization’s visions through the lens of their leader’s
influence, followers tend to put extra effort into achieving organizational goals led by
their leader (Langat et al., 2021).

Inspirational Motivation

Inspirational motivation is the level at which the leader can inspire the followers
by articulating the organizational vision in a way that appeals to the followers (Bass,
1990, 1997; Shafi et al., 2020). A transformational leader provides meaning to the current
task and induces optimism about future goals by motivating followers to commit to high
standards (Bass, 1990, 1997; Chin et al., 2019). Shafi et al. (2020) emphasized that
transformational leaders constantly devise ways to spark their employees’ creativity and
organizational innovation to meet the dynamic and challenging market. Employees’

confidence and value increase because of the inspirational motivation dimension of
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transformational leaders, hence increasing the performance outcome of the employees
beyond their initial expectations (Chua & Ayoko, 2021; Shafi et al., 2020). Through
inspirational motivation, the leader instills confidence, autonomy, commitment, and
assurance in the followers, inspiring them to achieve the assigned goals (Bass, 1997;
Khan et al., 2022; Shafi et al., 2020). Inspirational motivation increases employees’ work
commitment and engagement, leading to self-determination and job satisfaction (Chua &
Ayoko, 2021).

The leader's emotional support encourages the followers to improve their skills
and, in turn, organizational performance (Khan et al., 2022; Shafi et al., 2020). For
example, Shafi et al. (2020) explained that when employees are inspired and motivated
by their leaders, they devote more time to the organization and, as a result, increase
productivity. Followers build a mental image of the future, being mentally ready to face
challenging situations. Transformational leaders transform their followers by stirring up
enthusiasm, team spirit, and a creative mindset in their followers (Khan et al., 2022).
Demirtas et al. (2020) suggested that employees are motivated even more when they see
their perceived meaningfulness contribute to or cause a meaningful organizational
transformation. In this aspect, the employee’s interaction with work and the work
environment leads to meaningfulness. Meaningfulness becomes very eminent to the
employee when the employee’s perception positively impacts work (Demirtas et al.,

2020).
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Intellectual Stimulation

One of the characteristics of transformational leaders is encouraging their
subordinates to think independently (Seitz & Owens, 2021). Transformational leaders
tend to develop their followers to be rational and think independently instead of always
depending on the leader’s ideas (Demirtas et al., 2020). In other words, transformational
leaders charge their subordinates to create their own opinions and thoughts on issues in
their work environments. Bass (1990) expressed that, as the third factor of
transformational leadership, intellectual stimulation is the willingness of the leader to
teach or stimulate the followers to learn and develop new skills or approaches to
resolving or considering old problems. This way, the followers know how to approach
problems rationally and analytically. These followers are motivated to see challenges as
opportunities to solve another problem (Bass, 1990).

Endrejat (2021) argued that supervisors are not always the experts, which is why
they motivate followers to utilize their skills and think of new ways of solving problems.
Employees should be allowed to question the status quo to enable a balanced system in
the organization. Intellectual stimulation is a critical leadership factor that helps the
organization empower its employees to develop new ideas, especially in a low-innovative
organization (Endrejat, 2021). Intellectually stimulating leaders encourage problem
reformation, intellectual curiosity, questioning assumptions, and challenging actions that

may affect performance (Thuan, 2020). This factor stimulates followers to take their jobs
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as necessary, encourages individual creativity, facilitates employee intrinsic motivation,
and develops better ideas for products and processes (Endrejat, 2021; Thuan, 2020).
Individualized Consideration

This behavioral dimension of individualized consideration is the individual
attention a leader gives to followers that make them feel important and valued (Khan et
al., 2022; Seitz & Owens, 2021). A transformational leader achieves this dimension by
acting as a personal coach, mentor, or trainer to each follower. In other words, this
manager or leader treats, coaches, advises, or mentors each follower individually (Bass,
1990, 1997; Seitz & Owens, 2021). Followers are exposed to new learnings, thereby
improving their skills.

The leader achieves this by focusing on what the followers value, then extending
kindness by helping the followers achieve these aims (Khan et al., 2022; Seitz & Owens,
2021). Leaders motivate their followers by assisting them in reaching their full potential,
including attaining higher positions and skills (Bass, 1990, 1997; Khan et al., 2022). The
followers develop trust and confidence in this kind of leader and consequently feel
esteemed and respected. The managers or leaders are confident in their follower's abilities
and skills to allow delegation, two-way communication, and one-on-one relationship with
their followers (Bass, 1990, 1997; Khan et al., 2022).

Related and Contrasting Theories
The implicit transformational theory provides another perspective of

transformational leadership: the leader’s rating or success is based on the follower's view,
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evaluation, and response to the leader (Hansbrough & Schyns, 2018). Implicit leadership
theories influence how people view and accept others as leaders because individuals
develop a mental image of what leaders should be (Petrus, 2018; McClellan et al., 2020).
Unlike transformational leadership, transactional leadership is where leaders base their
leadership on a contingent reward system. Transformational leaders influence their
followers through idealized influence, inspirational motivation, intellectual stimulation,
and individualized consideration, while transactional leaders reward followers for good
performance and penalize followers for poor performance (Bass, 1990, 1997; Khan et al.,
2022).

Implicit Transformational Theory

Eden and Leviatan constructed the term implicit leadership theories in 1975,
positing that the followers build a mental model of their expectations of an ideal leader
(Petrus, 2018). Implicit leadership theories influence the relationship between the leader
and the followers because followers accept or reject the leader and his ideas based on the
followers' prototype of what the leader should be (Khorakian & Sharifirad, 2019;
McClellan et al., 2020). Petrus (2018) reported that leaders and followers are categorized
based on the perceivers’ cognitive schemas in implicit leadership theories.

The influence of implicit leadership controlled by the perceivers' cognitive
schema can manifest in leader-follower exchange, organizational commitment, and job
satisfaction (Petrus, 2018). Since the followers judge their leaders based on their social

cognitive schema, these unrealistic expectations could affect their perceptions of the work
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environment, job attitudes, and performance (Khorakian & Sharifirad, 2019). Followers
associate certain traits with their ideal leader, not based on what a typical leader should
be (Hansbrough & Schyns, 2018; Khorakian & Sharifirad, 2019). Such characteristics
include sensitivity, charisma, devotion, intelligence, persistence, and the like. Followers
trust leaders who fit closely to the followers' mental frameworks of a typical leader. The
trait individuals associate with their ideal leaders is primarily reflective of the
individuals’ self-concepts based on their behavioral patterns (Hansbrough & Schyns,
2018).

In explicit leadership theories like transformational, transactional, and charismatic
leadership, researchers and scientists use data from scientific studies to determine the
characteristics of a leader. In contrast, followers determine the characteristics of their
leaders in their minds in implicit leadership theory (Khorakian & Sharifirad, 2019).
Leaders with features that closely match the expectations of their followers can influence
and motivate them. The extent of the closeness of these characteristics determines the
leader's power (Khorakian & Sharifirad, 2019). Charisma, intelligence, and sensitivity are
traits associated with transformational leaders (Bak et al., 2022; Hansbrough & Schyns,
2018; Seitz & Owens, 2021). These traits make it more natural for transformational
leaders to transform their followers.

Researchers found that implicit transformational leadership theory associated
sensitivity, charisma, dedication, and intelligence with transformational leaders and their

followers (Hansbrough & Schyns, 2018; Khorakian & Sharifirad, 2019). Leaders who are
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sensitive or empathic to their followers' needs are likely to appeal to followers who
consider sensitive leaders ideal (Hansbrough & Schyns, 2018). Charismatic leaders are
energetic, enthusiastic, sociable, extroverted, and confident. Therefore, charismatic
leaders will always appeal to followers who believe an ideal leader should be charismatic.
Transformational leaders are generally viewed as being dedicated. Dedicated leaders are
also known to be hard-working, focused, and performance driven. It is most likely that
dedicated leaders will appeal to followers who believe that their ideal leader should be
dedicated (Hansbrough & Schyns, 2018). The fourth trait generally associated with
implicit transformational leadership is intelligence. Intelligent leaders are clever, creative,
and knowledgeable (Hansbrough & Schyns, 2018). This trait makes transformational
leader encourage their followers to be innovative. Likewise, this kind of leader will
appeal to followers who define their ideal leader as intelligent.

Transactional Leadership

Burns (1978) differentiated between transactional and transformational leaders.
Transactional leaders, unlike transformational leaders, base their leadership on a
contingent reward and management by exception approach (Bass & Avolio, 1993; Burns,
1978). Two behavioral dimensions shape transactional leadership: (a) the leader sets
goals and rewards employees based on their performance concerning the set goals, and
(b) the leader continually monitors the performances of the employees and consequently
reacts to any deviation from the set goal (Berkovich & Eyal, 2021). Transactional leaders

work within the context of the organization’s existing culture and base their actions or
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leadership on the norms and procedures of the organization (Bass & Avolio, 1993; Burns,
1978). In other words, they lead their followers to maintain the existing goals and vision
of the organization: they do so by exchanging rewards for work done by the followers.
They explain the job requirements and the compensation the followers will gain if the job
requirement is achieved (Bass, 1990). Transactional leaders promote rewards for
exceptional jobs and punishment for poor performance. These leaders do not align their
followers around the organization's vision or try to modify or improve the organizational
vision like transformational leaders (Bass & Avolio, 1993). Transactional leaders differ
from transformational leaders because, unlike transformational leaders, they maintain the
status quo instead of fostering a culture of creative change, as Bass and Avolio (1993)
suggested.

Bass (1990) explained that transactional leaders achieve goals by focusing on two
factors, namely (a) focusing on accomplishing the job at hand by initiating and
organizing the work and; (b) focusing on satisfying the self-interest of those who
accomplished the job or performed well by promoting, pay increase, compensating, or
recognizing them. Those who fail to fulfill tasks are penalized for their failures. Even
though this kind of leader gets the job done, such a leader does not promote individual
development to stimulate organizational growth and performance. In contrast with
transformational leadership, transactional leaders exchange compensation, carrier
advancement, pay increase, or promotion for good performance and penalty for poor

performance: a transaction between managers and employees (Bass, 1990; Bass &



30
Avolio, 1993). Managers who apply transactional leadership tend to keep their companies
at a standstill because they need to be more proactively interested in improving and
developing their employees or sparking individual or organizational innovation (Bass,
1990). This kind of leader will eventually be phased out because this leadership style has
been proven counterproductive or ineffective (Bass, 1990).
Manufacturing Systems

Manufacturing continuously undergoes reformation in the United States and the
world due to its significance in the United States and the world’s economy.
Manufacturing companies are always looking for more efficient ways of redesigning and
improving their systems (Maganha et al., 2019). Maganha et al. (2019) stated that the
manufacturing industry faces challenges from global competition, product customization,
constant product redesign, inflation, environmental regulations, increasing technological
changes, and the like. Therefore, manufacturing countries and companies constantly
change their manufacturing systems to help them cope with these challenges. Dohale et
al. (2022) defined manufacturing as converting raw materials into tangible goods.
Manufacturing is achieved using the four basic manufacturing systems: a job shop, batch
shop, mass or assembly line, and continuous flow, depending on the desired output level
(Dohale et al., 2022).
The level at which the output is generated, such as cost, quality, delivery, and

flexibility, is determined by the process choice or production system utilized, making

process choice a vital competitive factor. A good selection of process choices can
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translate into a substantial competitive advantage, thereby improving the organization's
performance (Dohale et al., 2022). Manufacturing firms need to choose efficient
manufacturing systems because a wrong process choice can cause the firm to produce a
different output level, causing them to invest capital in the wrong manufacturing system,
reducing the organization’s performance and losing competitive advantage.

Many companies are leaving conventional manufacturing systems for more
efficient and robust systems with quick responsiveness to help them achieve faster
product lunch, customization, and mix to meet the increasing and challenging demands in
quality and quantity (Dohale et al., 2022). The idea is to make the most quality and safe
products in the shortest period safely and efficiently while maintaining the lowest
manufacturing costs (Liu et al., 2022; Maganha et al., 2019). Dedicated manufacturing
lines and flexible manufacturing systems were considered the best systems before the
21st century. Automation is not new in dedicated manufacturing lines or manufacturing.
It dates to 1913 when the invention of moving assembly lines was accredited to Henry
Ford. Dedicated manufacturing lines allowed for the mass production of a single product
at the least cost (Maganha et al., 2019).

Before and in the 1990s, flexible systems such as cellular manufacturing and seru
production systems were the most suitable because of their flexibility (Deep, 2022; Liu et
al., 2022). The increase in product variation, customization, market uncertainty, and
technological changes have proven the need to move from flexible manufacturing to

reconfigurable manufacturing (Khanna & Kumar, 2019; Maganha et al., 2019). For
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instance, in cellular manufacturing systems, any fluctuation in product or production
affects manufacturing adversely (Mansour et al., 2022). Managers use reconfigurable
manufacturing systems to solve problems created by changing markets and other
fluctuations, making it possible to achieve more with single machines (Maganha et al.,
2019).

More complex and robust systems, such as smart production systems, have been
discovered in trying to eliminate so much human involvement in manufacturing (Alavian
et al., 2020). Smart production systems can autonomously diagnose and design optimal
continuous improvements to improve productivity (Alavian et al., 2020). Prominent
businesses are now going to even more robust systems like Industry 4.0 (14.0), which
transforms manufacturing from machine dominant to digital (Oztemel & Gursev, 2020).
Over the years, manufacturing has metamorphosed, and researchers and practitioners
have used industrial revolutions to mark the trends in manufacturing. As the trends
change, the manufacturing systems change to accommodate the challenges that come
with each revolution. The core reasons for these transformations are gaining a
competitive advantage, improving performance, and increasing profitability.

Cellular Manufacturing Systems

In cellular manufacturing systems (CMS), parts are grouped in a cell according to
part types using group technology principles (Deep, 2022; Mansour et al., 2022).
Mansour et al. (2022) explained that group technology, originally developed and

enhanced by Mitranov in 1959 and Burbidge in 1971, respectively, is a principle used in
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grouping parts similarly based on dedicated machine cells or manufacturing processes. A
part family is produced in one cell with a dedicated set of machines or a machine to
decrease throughput time, lead times, and inventory.

The design of a CMS comprises three interdependent steps: forming part families
by considering their processing requirements, forming machine cells, and assigning the
part families to machine cells (Deep, 2022). Mansour et al. (2022) posited that CMS
depends on three factors: machines, parts, and workers. Cell formation problem is
composed when machines and parts form part families and machine cells; this is the
bases for the design of CMS (Deep, 2022). Deep and Mansour et al. suggested that even
though machines and parts form the bases for cell formation problems in CMS, operators
play a critical role in CMS's successful execution, making human resource management
crucial in CMS. Operator performance must be monitored and measured for optimum
efficiency in CMS. The primary issue with CMS is that any product or production
fluctuation affects the cell and may also affect other cells related to or relying on the
affected cell upstream or downstream, mainly because of the difficulty in establishing
these cells independently (Mansour et al., 2022). Furthermore, there may be material flow
issues due to the dependency of the cells on each other stemming from intra and inter-
cellular arrangements of the machines. Layout design is very vital in minimizing such

problems and optimizing benefits.
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Seru Production Systems

Before the mid-1990s, Japanese companies used the Toyota production system
(TPS) as a significant manufacturing system in their plants (Shih, 2021). Like every other
system, TPS was ineffective in responding to product and operator unstable conditions
such as short product cycles, product volume uncertainty, and other production
fluctuations such as unexpected machine breakdown, low-performing operators, and
unknown product profiles requiring additional operator training (Shih, 2021). TPS is
efficient in production with stable volumes (Liu et al., 2022). The increase in market
volatility, product mix, and the search for a manufacturing system with a swifter response
to these variations in product and production led to the development of a new system
called the seru production system in 1992. Seru originated from Sony and became widely
used in Japanese companies. Seru is a Japanese word for cell (Shih, 2021). Seru
production system is not just a manufacturing system; it is an OM tool used to manage
labor and reduce production costs.

Seru production system gained more ground because it responded rapidly to
product variation and other production fluctuations. Unlike the traditional cellular
manufacturing system, seru or cell production focuses more on simplifying the human
resource system and machine mobility (Liu et al., 2022; Shih, 202; Tang & Wang, 2022).
In the traditional cellular system, the movement or relocation of machines is complex,
and operators are stationed in one cell. In cell production, the employees are encouraged

to develop competencies in multiple cells rather than knowing how to run just one cell or
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line. The seru system brought production flexibility in operator training and transport in
workstations for a swift response to the production challenges such as product variability
and employee performance fluctuations. According to Shih (2021), the seru system is U-
shaped, making it possible to practice the unitary flow of materials and use
multifunctional workers to execute activities.

Liu et al. (2022) and Shih (2021) listed the three types of seru production systems
as divisional, rotational, and yatai. One or more operators work in divisional serus and
perform one or more operations in each cell. The operators are cross-trained and work
together to get production done. One or more operators work in rotational serus, and each
operator performs all the cell operations. In yatai, the cell is staffed with one operator in
one cell, and this employee is responsible for every operation in this seru. Liu et al. noted
that the most notable demerit of the seru system is that it is not beneficial in every
production. The implementation of seru warrants that the cell designer understands which
type of seru works in each situation because seru is situation-dependent (Liu et al., 2022;
Shih, 2021). One of the most outstanding merits of seru is converting an assembly line
with multiple workers into an assembly line with fewer workers (Tang & Wang, 2022).
TPS

Taiichi Ohno and his colleagues introduced the TPS in the quest for better
competitive advantage and improved organizational performance in the 1950s within
Toyota (Naciri et al., (2022), even though the TPS became popular after people noticed

that Toyota recovered quickly from the oil crisis owing to its robust production system
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based on cost reduction through the elimination of waste and full utilization of workers’
capabilities in the 1970s (Lander & Liker, 2007). According to Hailu et al. (2018), the
TPS is a manufacturing system that focuses on reducing waste from the time customer's
order is placed to the delivery of the order to the customer. TPS’s ideology is to make the
most quality parts in the shortest period with the least cost from when the order is
received from the customer to when it is delivered. In setting up TPS, leaders aim to
eliminate lead times and unnecessary waste using other TPS tools such as just-in-time
(JIT), lean, kaizen, jidoka, and the like (Arumugam et al., 2022).

Naciri et al. (2022) reflected on the four principles of TPS: (a) application of
heijunka, a scheduling system whose principle is simple and repetitive work in a smooth
production by volume or product mix; (b) in-depth practice of kaizen, the key of the TPS,
which is continuous improvement involving all employees without drastic reform; (c) the
stability of the, manpower, method, machine, and material, to improve the performance
of the company; and (d) implementation of standardization of all the most reliable
practices, steps of each process, and the tasks of each employee. According to Hailu et al.
(2018) and Naciri et al., the two main pillars of TPS are JIT and jidoka or empowerment
(automation with human involvement). Lander and Liker (2007) expressed that the
leaders who utilize TPS achieve cost reduction through just-in-time and jidoka. One of
the main focuses of JIT is inventory control at each production level, ensuring problems
are discovered faster during production processes. JIT comprising continuous flow, end-

to-to-end production, and production on demand, is used to eliminate wastes such as
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overproduction. Providing the right amount of materials to produce at the right time at
each production level is one of the philosophies behind JIT (Singh & Singh, 2020). The
jidoka principle ensures that the parts are produced with the best quality. In Jidoka, TPS
leaders use automation to make it possible to quickly see quality issues at each
production level quickly enough to correct them (Arumugam et al., 2022).

Hailu et al. (2018) expressed that TPS is challenging to implement because
companies must undergo a total revolution to implement TPS successfully. The TPS
philosophy works best when all the TPS tools are used together. A successful application
of TPS may lead to improved performance and other organizational benefits. The
philosophy entails all employees working together in each company’s function to deliver
the most quality product to the customer in the shortest period (Hailu et al., 2018). TPS
involves every worker in every process. The TPS processes always employ continuous
improvement of all process levels. TPS achieves full utilization of workers’ capabilities
through maximum respect for the workers by ensuring they participate during the
implementation as essential stakeholders, eliminating unnecessary movement of the
workers during processes, and ensuring their safety at every level of the production
process (Arumugam et al., 2022; Lander & Liker, 2007). Naciri et al. (2022) expressed
that the whole principle of the two pillars of the TPS is to eliminate every muda
(Japanese word translated as waste) or non-value-added activity throughout the
production process. The most popular mudas, according to Naciri et al., are

overproduction, defective products, waiting times, transport, stocks, human movements,
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unnecessary operations, and human exploitation. The concept of lean as a powerful and
most worldwide utilized manufacturing system was born thirteen years after the TPS
concept (Lander & Liker, 2007).

LM

The search for better ways to gain more efficiency, profit, competitive
advantages, sustainability, and effectiveness in manufacturing has led to the development
of many manufacturing approaches (Arumugam et al., 2022). As the nation’s growth
engine, the U.S. manufacturing leaders are continuously under pressure to develop more
innovative products and processes, overcome market volatility and competition,
introduce better strategies, reduce waste in manufacturing, improve product and service
quality, and improve leadership qualities to overcome the global and market challenges
facing them (Ojha, 2022). Manufacturing added $2,768.0 billion to the U.S. GDP in the
second quarter of 2022 (BEA, 2022). Practitioners and researchers agree that the
manufacturing industry will continue to metamorphose faster, creating a pressing need to
pursue more transformational approaches such as lean manufacturing systems
implementation (Ojha, 2022). LM practices have been linked to manufacturing success
and have improved organizational and operational competitiveness and performance for
decades (Bai et al., 2019).

LM is based on the TPS, which was initially used in the Toyota company in the
1950s in Japan mainly to improve operational efficiency by reducing costs in the form of

JIT (Chen et al., 2019). Originally, JIT practices for improved quality and delivery time
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were the most established form of LM (Bai, 2019). Ojha (2022) expressed that a
successful LM implementation leads to better competitive advantage, the company’s
sustainability, and performance improvement. LM has gained ground worldwide in the
last few decades, including in the United States. The word lean was first introduced in the
United States in the 1980s at the Massachusetts Institute of Technology within the
International Motor Vehicle Program (Chen et al., 2019). Since then, U.S. manufacturing
experienced many manufacturing approaches based on lean principles. The two main lean
principles are continuous flow and people development, and the two pillars of TPS are
JIT and automation (Arumugam et al., 2022). These two pillars of TPS are the roots of
the two lean principles. Leaders use JIT to achieve zero inventory through a flow system
that ensures the right parts at the right time and in the required quantity. Researchers
established that the people aspect of lean is essential (Arumugam et al., 2022). In 1951,
Trist and Bamforth identified that the technical system includes equipment, tools,
techniques, and processes, while the social system includes people and their working
relationships in the socio-technical system theory (Arumugam et al., 2022). Social and
technical systems complement each other; improving one system creates the need to
enhance the other.

Many lean manufacturing techniques have been proven to improve the three

essential elements of manufacturing, namely, product, process, and systems (Kumar,
2022; Ojha, 2022). According to Bai et al. (2019), lean manufacturing practices are

lumped into practices such as JIT, total quality management (TQM), total preventive
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maintenance, human resource management, controlled processes, productive
maintenance, and involved processes even though Kovacs et al. (2020) showed that lean
practices are grouped into four lean bundles, namely, JIT, Toyota preventive
maintenance, TQM, and human resource management. LM involves the supply chain
collaboration, involving the supply chain in the planning, designing, problem-solving,
and developing of products to improve performance. This collaboration should include
backward coordination with suppliers and forward coordination with customers in the
supply chain to ensure efficient and effective design, production, packaging, and delivery
of quality products to meet the operational and environmental goals for improved
organizational performance (Bai et al., 2019). These goals include eliminating
manufacturing waste, achieving the business’ environmental, economic, and social
dimensions, and better competitive advantage. Other operational and environmental
objectives in today’s business environment include achieving lean and green supply chain
management performance and sustainable and socially responsible business practices
(Bai et al., 2019).

Just-In-Time.

JIT is a TPS intended for optimizing manufacturing efficiency by improving lead
time through waste elimination, minimizing inventory, increasing quality and efficiency,
reducing costs, and improving communication and throughput (Chen et al., 2019; Singh
& Singh, 2020). Lander and Liker (2007) posited that JIT comprises three manufacturing

tools: pull systems, one-piece flow, and leveling. Companies use the JIT pull system to
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achieve minimal setup and inventory (Chiarini, 2017). Manufacturing managers use a
pull system to pace production to customer demand. In a pull system, finished products
are shipped to the customer immediately without leaving any in the warehouse (Chiarini,
2017; Lander & Liker, 2007). A pull system is more effective when the processes of
making the parts involve short setups; longer setups will warrant the use of a push system
where production is scheduled ahead, increasing inventory and work-in-progress
(Chiarini, 2017).

Singh and Singh (2020) reported that the JIT production system only allows for
the movement and processing of materials and goods in small batches just as needed
while improving workers’ participation with a positive attitude, management attitudes
toward workers, and relationships with suppliers and customers. It is a Japanese
management philosophy that utilizes a strategy that requires the availability of the right
quality and quantity of items at the right time in the right place. The principle is to ensure
that final product demand is met just in time to satisfy the customer and increase
competitive advantage and manufacturing speed over competitors, especially in today’s
environment where modern manufacturing organizations demand fast delivery and
quality of the product (Singh & Singh, 2020).

JIT is effective when implemented with other manufacturing techniques at all
levels of manufacturing to eliminate waste, increase the quality of products, and satisfy
customers. When JIT is implemented with other lean tools, subassembly components are

produced just in time; these components are assembled into subassemblies just in time,
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subassemblies are assembled into finished goods just in time, and finished goods are
delivered to customers just in time (Sigh & Singh, 2020). Various research conducted in
several small manufacturing enterprises in the Indian manufacturing industry indicated
that even a partial implementation of JIT with other lean tools resulted in increased
overall equipment effectiveness (OEE), productivity, and on-time delivery, and reduced
machine downtime, rejection rate, inventory, and cost (Yadav et al., 2019). Improving
time delivery requires continuous improvement; JIT can influence strategic
manufacturing performance improvement (Sigh & Singh, 2020).

Since the introduction of JIT manufacturing, JIT purchasing, JIT-selling, and JIT
information emerged, and research has proven that JIT firms significantly perform better
than their counterparts (Bond et al., 2020). Ohno proposed JIT production in 1988 and
posited that allowing the shop floor to decide whether and when to stop production lines
would improve performance (Arai, 2021). Arai (2021) reported that JIT production
supports delegating authority to the shop floor to enhance multi-tasking and lean
manufacturing.

Industrial Revolution and Industry 4.0

Manufacturing companies face the challenges of producing quality goods at
competitive prices, developing efficient and automated processes, reducing delivery
times, and customizing their products to survive in this turbulent economy (Zheng et al.,
2021). The first three industrial revolutions utilized mechanization, electricity, and

information technology to increase productivity (Cohen et al., 2019; Zauskova et al.,
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2022; Zheng et al., 2021). Machines, and areas such as the textile industry, agriculture,
mining, glass production, transport, and the like, were introduced and boomed in the first
revolution (Yelles-Chaouche et al., 2021; Zauskova et al., 2022). The second revolution,
dated from 1870 to 1914, was marked by the expansion of electricity, oil, and steel,
booming the transport industry with the emergence of rail transport (Zauskova et al.,
2022). Zauskova et al. (2022) emphasized that the third industrial revolution was marked
by economic development through the introduction of the internet, microelectronics, and
the concept of electronics which subsequently led to the application of information and
technologies in production.

In the fourth industrial revolution, 14.0, the traditional processes with the internet,
information, and communication technologies emerged (Cohen et al., 2019). The fourth
industrial revolution, also called the digital technology revolution, was dated to 2011 and
developed from the second industrial revolution by merging physical components with
digital technologies (Zauskova et al., 2022). Zheng et al. (2021) stated that mass
production of highly customized products became possible in 14.0 by turning production
systems modular and changeable with the help of cyber-physical systems. 14.0 is a new
generation of smart factories based on the digitization of manufacturing and assembly
processes (Cohen et al., 2019; Zheng et al., 2021). Smart factories of the 14.0 era are
marked by increased production flexibility. This allows for easy reconfiguration of
machines to produce profitable products in batches as small as a unique item. The process

of 4.0 enables smart companies to effectively manufacture high volumes of personalized
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products that meet the quality and quantity requirements of the customers. Cohen et al.
(2019) stated that 14.0 has been adopted and used in many parts of the world, industries,
and companies in response to globalization and other market challenges, including
competition.

14.0 features the proper flexibility; namely, the use of one machine or means to
achieve various processes, the ability to produce multiple products with one machine to
boost competitive advantage, the ability to engage with the customer and other external
stakeholders from the beginning of the new product development phase, and easy
accessibility of data and valuable information (Cohen et al., 2019; Zheng et al., 2021).
Researchers showed that many business leaders in developed and developing countries
are adopting 14.0 to enhance their competitiveness in this dynamic digital and global
environment (Zheng et al., 2021). Digitalization involves developing and integrating
digital technologies in all aspects of the business function and activities, such as the
company’s products and internal and external activities (Bjorkdahl, 2020).

To this effect, Cohen et al. (2019) and Zauskova et al. (2022) emphasized that
manufacturing companies must learn to advance their technologies to meet up in this
global and digital economy. Bjorkdahl (2020) posited that most top leaders of companies
spend most of their time, in recent times, trying to understand how to incorporate
digitalization into their businesses. Consequently, many leading manufacturing
companies set aside a mega part of their annual budget to digitalize various functions of

their companies. 14.0 enhances human resource management, product development,
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customer relations, technological advancement, and managerial and organizational
performances (Cohen et al., 2019; Zauskova et al., 2022). There is an obvious need for
manufacturing companies to prioritize technology innovation because it positively affects
the firm’s competitiveness and performance (Zauskova et al., 2022). Manufacturing
companies must adjust or advance their manufacturing systems and strategies to enhance
their performance because studies have proven that most stakeholders favor companies
with outstanding performances.

Competitive Advantage

Hubel (2022) expressed that organizations must timely transform to be
simultaneously sustainable and competitive by adopting innovative ideas that give them a
competitive advantage in this knowledge-dynamic environment. In describing the two
factors determining competitiveness, Szabo (2018) expressed internal factors as
comprising the capabilities developed through the company's operations, while external
market success factors determine external factors. Organizations must build resilience by
anticipating potential internal and external threats, coping in adverse situations, and
smoothly adapting to changing conditions (Evenseth et al., 2022). Manufacturing
management must develop new strategies to meet up the demands of the customers in this
dynamic and changing technological environment (Yang & Yang, 2019). In this case, the
managers are challenged with changing the mentalities of the entire organization to
pursue more efficient work practices that may lead to a better state of the organization

(Bak et al., 2022; Bass, 1990). Organizational learning is vital in acquiring,
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disseminating, and applying the knowledge needed to survive in the changing external
and internal environment (Park & Kim, 2018). Kim and Park (2019) posited that through
organizational learning, organizations could navigate and intervene to gain and sustain
competitive advantage leading to expected outcomes through cognitive and behavioral
changes.

A company’s competitive advantage improves when it grows from creating values
within its capability and capacity to creating values that exceed its capability and capacity
(Oladimeji et al., 2020). A company’s competitive power sustains its performance and
positions it in the marketplace. Customers are willing to buy products and services of the
best value at competitive prices. In research conducted in New Zealand across
manufacturing firms, Agarwal et al. (2020) reported that most competitive manufacturing
firms recorded improved organizational performances because of their abilities to
produce at a low cost, minimal slack, increased production efficiency, and more efficient
material handling. In other words, competitiveness can improve economic, corporate,
managerial, and firm performance.

Companies must identify the most efficient and effective manufacturing methods
to gain competitive advantages in this dynamic, knowledge-based, volatile, and global
market. Singh and Singh (2020) reported that many companies are adopting new
innovative manufacturing methods, high-quality products at low costs, and more efficient
and low-maintenance manufacturing equipment to boost their competitiveness.

Manufacturing companies must develop or adopt new manufacturing strategies, improve



47
the quality of their products, and learn to produce at a lower cost at faster rates than their
competitors in the market. Kim and Park (2019) and Park and Kim (2018) emphasized
that transformational leader uses motivation and trust to get the entire workforce to
transcend their interests to pursue the organization’s goals. In this case, the
manufacturing manager’s job is to motivate and encourage the entire workforce to move
from just meeting the common goals of their company to bolstering their internal and
external competitiveness to position their company well in the market.

Jnaneswar and Ranjit (2020) emphasized the critical role of leadership in
bolstering the organization’s competitive advantage. Transformational leaders have been
marked by their tremendous success in building strong competitive advantage and
organizational performance by inspiring the team to improve their job performance to
surpass the organizational goal (Jnaneswar & Ranjit, 2020; Kim & Park, 2018; Park &
Kim, 2019). Practitioners and researchers believe that learning capabilities give an
organization an advantage over its rivals (Amarakoon et al., 2018). Learning is the
foundation for innovation. Amarakoon et al. (2018) recognized that both technical
(product and process) and non-technical (marketing and managerial) innovations are very
critical to organizational growth and competitive advantage. Birasnav and Bienstock
(2019) stated that manufacturing companies must enhance their internal processes to
survive in this global economy. Building an outstanding supply chain collaborative
network with suppliers and customers is critical to gaining a competitive advantage

(Birasnav & Bienstock, 2019). Manufacturing organizations must improve their internal
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and external processes, including technological innovation, product development, process
management, production management, maintenance, customer relationship, marketing,
human resource management, total quality management, supply chain, and the like, to
strengthen the organization’s competitive advantages (Amarakoon et al., 2018; Birasnav
& Bienstock, 2019). Organizations that invest in organizational learning, primarily to
bolster their competitive advantage and strengthen their workforce, always surpass others
in the industry (Amarakoon et al., 2018).

Agarwal et al. (2020) expressed that competitive rivalry increases the
organizational competitive advantage in the industry by leading the organization to better
management practices. The success of an organization’s management can be measured by
its degree of competitiveness in the industry (Argawal et al., 2020). Good management
practices will lead to a substantial competitive advantage. Management practices that
bolster organizational competitiveness may lead to outstanding management
performance. Manufacturing, responsible for 50% of U.S. export, is one of the most
critical and competitive industries in the United States. (Polemis et al., 2020).
Organizational managers and leaders should focus on reinforcing their workforce through
organizational learning to improve their competitive advantages and performance.

Management plays a vital role in every business. Globalization and changing
markets have posed unignorable challenges to businesses around the world. Firms in the
United States must meet the competition in the global market. Profitability is the

traditional purpose of every business. However, today’s companies must adopt
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sustainable practices that fulfill their stakeholders’ sustainable expectations to stay in
business, especially if they desire to get involved in the global market. In other words,
companies are pursuing business practices that will generate high-profit margins and, in
addition, sustainable practices that will satisfy the sustainability expectations of their
consumers (Argawal et al., 2020). This means that the managers of businesses are faced
with the challenge of incorporating their corporate responsibility practices into every
level of their management systems. Undoubtedly, U.S. manufacturing managers must
develop strategies that include environmental, economic, and social sustainability
dimensions for business branding purposes, profit-generating, and more substantial
competitive advantages. (Argawal et al., 2020). This means that the managers are
expected to make the best strategic decisions to balance being socially responsible and
profitable because many socially responsible activities are costly and do not have
immediate financial rewards.

U.S. manufacturing managers are faced with the need to produce profitable
products and to do so while maintaining a competitive advantage over their competitors.
Incorporating the most current technology in today’s manufacturing is critical to gaining
outstanding competitive advantages (Yang & Yang, 2019). 14.0 has been adopted by
many leading companies, namely, IKEA and Apple (Cohen et al., 2019). 14.0 is a new
generation of smart factories based on the digitization of manufacturing and assembly
processes (Cohen et al., 2019; Kuhnle et al., 2022; Li et al., 2018). Cohen et al. (2019)

and Li et al. (2018) expressed that the smart factories of the 14.0 era are marked by
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increased production flexibility that allows for easy reconfiguration of machines to
achieve profitable manufacture of products in batches as small as the unique item. Every
unit of the manufacturing firm needs to be developed to reflect the firm’s market
competitiveness.

Manufacturing firms must build effective and efficient robust production systems
that respond to the market according to the different dimensions of competition.
Manufacturing firms in many countries are pushing toward achieving efficiency in high-
end manufacturing (Li et al., 2018). For instance, on May 8, 2015, China issued a 10-year
national plan that centered on improving China’s manufacturing strategies (L1 et al.,
2018). This plan will make the Chinese manufacturing industry stand out in the global
competition. China’s improvement strategies for its manufacturing industry include
innovation-driven, quality-first, green development, structural optimization, and talent-
oriented principles (Li et al., 2018). To achieve the goal of high-end manufacturing,
China started transforming its low-end manufacturing into high-end manufacturing by
investing in high-end equipment innovation (Li et al., 2018). Developed countries such as
the United States, Germany, and Japan have prioritized their national economic plan to
favor manufacturing and have developed reindustrialization strategies. For the above
reasons, U.S. manufacturing managers must develop technological innovation strategies
to bolster their competitiveness in the global market.

Cohen et al. (2019) emphasized that the radical changes in the manufacturing

environment result from integrating numerous technological breakthrough innovations.
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Countries and companies are challenged to respond to this dynamic and digital
environment and to do so very fast (Zauskova et al., 2022). These technologies include
big-data analytics (deep learning and data mining), enhanced computer vision, friendly
robotics, communications, and Internet of Things, smart self-aware sensors and systems,
and the cloud’s virtually limitless memory and computing power (Cohen et al., 2019).
This change in the manufacturing strategies allows customer involvement from the
product design phase (Cohen et al., 2019; Zauskova et al., 2022). Many manufacturing
entities have adopted cheap sensors and actuators that communicate through the Internet,
leading to real-time connections between systems, machines, tools, workers, customers,
and Internet of Things products (Cohen et al., 2022). Yelles-Chaouche et al. (2021) stated
that many successful companies are moving flexible manufacturing systems (FMS) to
reconfigurable manufacturing systems (RMS) because, unlike FMS, RMS is equipped
with reconfigurable machines which can easily be added, removed, or reconfigured to
achieve the desired production goal. The RMS can be used to handle a predefined family
of products because they can easily be reconfigured by a mare changing their hardware or
reprogramming their software (Yelles-Chaouche et al., 2021).
Manufacturing Strategies

Manufacturing is a core industry that significantly contributes to the world

economy (Argawal et al., 2020). As one of the major sectors that make up the U.S.
economy, in the second quarter of 2022, the nominal value added of manufacturing

(durable and non-durable goods) was 11% of the GDP (BEA, 2022). Managers must plan
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their manufacturing activities strategically to remain competitive and achieve better
performance for their organizations. Strategic planning is one of the primary keys to the
successful management of today’s manufacturing firms in the current environment
characterized by extreme competition, product customization, increasing technological
development, and challenging environmental regulations (Alcaide-Mufoz et al., 2018).

Alcaide-Mufioz et al. (2018) defined strategic planning as a tool for controlling,
coordinating, guiding, and integrating various organizational procedures and activities.
Olhager and Feldmann (2018) posited that manufacturing strategies are sets of strategic
and coherent decisions or structures a manufacturing organization must make to
successfully carry out its manufacturing business and fulfill the company’s objective
(Olhager & Feldmann, 2018). Researchers deem manufacturing strategy a complex
aspect of the business because it involves the strategic management of multiple
phenomena, including the satisfaction of the customers’ requirements, the management of
manufacturing materials, increasing the competitive power of the organization, balancing
the uneven resources such as machinery and man, and the bolstering of the organizational
internal and external performance (Dohale et al., 2022). Hoang et al. (2020) and Kulkarni
et al. (2019) concluded that manufacturing strategy is the ability of a firm to develop
capabilities that give it a competitive advantage over others in the industry or market.
These capabilities must be translated into different forms in every section of the
manufacturing firm so that production can meet specific demands (Maldaner & Kreling,

2019). Researchers showed that manufacturing strategies positively affect the firm’s
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competitive advantage. Veloso Saes et al. (2022) emphasized that manufacturing
strategies must be acceptable and practiced among all sections of the manufacturing firm
to achieve a given organizational goal.

Skinner, in 1969, defined manufacturing strategy as harnessing the attributes of
the manufacturing function to enhance competitiveness, then described manufacturing, in
1985, as a competitive weapon that aligns with the company’s corporate strategy to
improve its market competitiveness (Dohale et al., 2022). Dohale et al. (2022) and
Olhager and Feldmann (2018) posited that management uses well-organized structures or
manufacturing levers supported by the manufacturing policy to alleviate the effect of
complexities associated with manufacturing. These structures or decisions are divided
into two structural categories, namely structural and infrastructural (Dohale et al., 2022;
Olhager & Feldmann, 2018). Structural decisions are capital-intensive physical attributes
that are not easily reversible, while infrastructural decisions are short-time perceptions
that describe the systems, policies, and practices that shape the management of the
structural categories (Dohale et al., 2022; Olhager & Feldmann, 2018). Structural
categories include process technology types, capacity, facilities, sourcing, and vertical
integration, while infrastructural categories include production planning and control,
quality systems, human resources, organizational structure, and workforce. Strategically,
structural, and infrastructural decisions must be sound and balanced for the company to

thrive in this market economy. Successful companies have made outstanding strategic
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decisions that boost their structural and infrastructural categories (Dohale et al., 2022;
Olhager & Feldmann, 2018).

In a concise sense, manufacturing strategies are coherent decisions that fall within
the two structures that affect the organization's overall performance. According to
Olhager and Feldmann (2018), researchers have proven that companies that link
manufacturing strategies to other strategies, such as business, marketing, and sales, tend
to achieve an outstanding performance over others that do not have manufacturing
strategies linked to other strategies. Having structured manufacturing is essential and an
effective means of transforming an organization by achieving its business goal of
bolstering its resilience and competitiveness (Dohale et al., 2022). Olhager and Feldmann
identified the criticality of developing and linking manufacturing strategies to functional
strategies to achieve exceptional performance for the firm.

The capability of the manufacturing managers to achieve competing priorities
through their manufacturing system is defined by the manufacturing strategy’s
configuration choices (Shukla & Adil, 2022). Companies must consider process choices
at their manufacturing strategy formation level. Due to increasing customer demand,
competition, and technological changes, manufacturing companies constantly adopt new
manufacturing systems and strategies that are more flexible, robust, and state-of-the-art to
survive in the current dynamic environment (Hashemi-Petroodi et al., 2021). There are

many approaches to reconfiguring manufacturing systems to gain better performance
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which is why company leaders face difficulty choosing the best approaches (Ncholds et
al., 2018).

Company leaders can choose from multiple kinds of manufacturing systems
approaches, including applying lean manufacturing to optimize assembly lines,
maximizing the uptime of equipment to improve manufacturing systems, and adopting
green manufacturing to fulfill the company’s environmental, social, and economic needs.
These approaches target specified systems design goals. Several challenges affect
manufacturing management system reconfiguration, including choosing the most
beneficial performance measures, limited resources, time, and reconfiguration cost
(Hashemi-Petroodi et al., 2021; Nicholds et al., 2018). Managers must make timely and
best decisions by employing performance measures to select the best approaches to
maximize performance and maintain a competitive advantage while achieving significant
productivity improvement (Nicholds et al., 2018). Manufacturing strategy has been a
popular research topic in the past few decades; many firms fail in this industry due to a
lack of solid competitiveness owing to their inefficient manufacturing strategies
(Kulkarni et al., 2019).

Companies consider vital factors such as cost, profit, environmental issues,
competition, and the like, before deciding what manufacturing processes to adopt. For
instance, even though manufacturing processes contribute immensely to the world
economy, it is one of the high contributors to environmental pollution (Shukla & Adil,

2022). Manufacturing managers must strategically plan and choose their processes and
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approaches to satisfy their performance goals without jeopardizing the environmental and
social sustainability goals. Flexibility and efficiency are two of the most critical
manufacturing strategies richly explored by researchers (Lu & Huang, 2019).
Manufacturing managers are challenged to make the right decisions at the correct times
to foster better organizational performance. Manufacturing decisions can affect the
internal and external competitiveness of the organization (Nicholds et al., 2018). The
potency of manufacturing strategies adopted by firms is tested by the extent external
factors, such as environmental hazards and global economic crises, affect the firm (Nair
et al., 2021).

Leaders must develop and sustain the characteristics and skills needed to cope in
this environment challenged by increasing customer demand, competition, and
technological and environmental changes (Hashemi-Petroodi et al., 2021). Organizations
must cascade to a better position by developing and adopting efficient strategies to cope
with the current business challenges. Manufacturing managers' strategies to implement
efficient manufacturing systems are crucial to developing outstanding organizational
performance. Before embarking on them, managers must understand the benefits and
demerits of each manufacturing system, process, and approach. The manager’s job is to
lead the company to success, which must be done in a timely and cost-effective fashion
without negatively impacting the social and environmental aspects (Nicholds et al.,

2018).
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Organizational Transformation and Change Management

Many researchers and practitioners have found that the leader’s role is critical in
organizational transformation and transformational processes, especially in the current
mixed, challenging, global, and dynamic market (Demirtas et al., 2020; Fredberg &
Pregmark, 2022). A transformational leader aims to focus the leader’s transformational
abilities or characteristics on influencing the employees to place the organization’s
interests and development over their interests by inspiring them to develop and devote
their skills, energy, and creativity toward achieving the collective goals of the
organization with minimal supervision (Demirtas et al., 2020). In other words, the leader
is the agent of change who also converts the employees into change agents. When the
leader successfully raises the employees’ intellectual level, success orientation,
meaningfulness, self-efficacy, and individual welfare, the employee focuses on being a
part of the organizational transformation agency to achieve the organizational mission
and exceed it (Bass, 1990; Demirtas et al., 2020; Dionne et al., 2004; Fredberg &
Pregmark, 2022).

Transformation is stimulated by improving or moving away from the status quo
(Fredberg & Pregmark, 2022). Conventionally, organizations tend to move from their
current operational position to another that is presumed to be better. Threats such as
environmental factors and extreme competition may create an organizational sense of
urgency which, in turn, instills the need to move the organization from its current to a

different state (Fredberg & Pregmark, 2022; Ratana et al., 2020). Gallego and Herndndez
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(2021) expressed that researchers agree that organizational transformation and change are
equivalent in concept, even though organizational transformation requires a rapid but in-
depth and generalized change. Rapid change may incite the organization to adopt a
prevention focus (Fredberg & Pregmark, 2022). In a prevention focus approach,
organizational leaders tend to discourage plans to change the current standard and
encourage avoiding risks and errors. However, researchers have argued that
transformation should involve renewal capabilities, including creativity, learning,
explorative works, and commitment (Fredberg & Pregmark, 2022; Smit, 2021; Stanescu
et al., 2020).

Fredberg and Pregmark (2022) emphasized the importance of change
management in an organization. Even though change management is as old as human
history, the topic is still very much in every business discussion today. Change
management has become a critical aspect of organizational management because change
keeps changing (Ratana et al., 2020). Smit (2021) emphasized that organizational change
occurs when the organizational leaders or managers are interested in the continuity of
such an organization or meeting its internal and external expectations. In other words,
organizational change is the process and effects of altering one or more components of
the organization, such as its strategies, systems, structure, infrastructure, behaviors,
culture, and the like, to meet its internal and external expectations (Fredberg & Pregmark,
2022; Ratana et al., 2020: Smit, 2021). A focus on organizational growth, creative

solutions, expansion, innovative ideas, stimulation of organizational citizenship, and the
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like, is called a promotion focus (Fredberg & Pregmark, 2022). In prevention focus,
leaders and organizational members stick to incremental improvements and error
reduction as a reaction to urgency (Fredberg & Pregmark, 2022). Bak et al. (2022) argued
that organizational leaders influence employees' reactions or behaviors, impacting
organizational performance. Through the lens of leadership influence, Fredberg and
Pregmark (2020) specified that organizational leaders, through their management
systems, can induce either prevention or promotion focus on their employees. Smit
reported that organizational transformation poses the need for organizational cultural
change.

Organizations develop, share, and internalize core values and beliefs over time
(Khan et al., 2021; Smit, 2021). These core values and beliefs form the mindset of the
organizational members, thereby influencing their behaviors, actions, and decision-
making (Khan et al., 2021). This mindset makes it difficult for the members to
understand why they act and behave the way they do. Organizational culture does not
rapidly change (Smit, 2021). Instead, it consistently but slowly changes over time.
Cultural change is a section of organizational transformation. Transformation and cultural
change involve all aspects of the organization, including the entire stakeholder, processes,
products, and business (Hubel, 2022; Smit, 2021). Smit (2021) stressed that cultural
change is not a quick process: organizational culture lags behind the organizational

transformation.
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Many theoretical frameworks have been developed to offer the best approach to
change management. According to Ratana et al. (2020), there are many stages and phases
in developing change management theories, and it is difficult to identify their origins.
Consequently, the origins are grouped into three main zones: (a) the planned change
approach (before the 1990s); (b) the era of emergent change management theories (during
the 1990s); and (c) the contemporary change management theories (newer ones). Ratana
et al. emphasized that diversity and urgent technological development demands have
complicated change management.

Over 100 years ago, Frederick W. Taylor (1911) introduced his change theory
which started in the fields of engineering management and industrial engineering (Ratana
et al., 2018). Taylor’s theory centered on the treatment of employees by organizations;
however, “change management” was established only in the late 1960s. Before this, the
discourse was on organizational development. Even though most scholars mistakenly
attribute the coining of the term “change management” to Kurt Lewin, Kurt Lewin only
proposed a planned change approach, stating that top managers must have a clear change
projection to achieve effective change (Ratana et al., 2018). In other words, change must
start with a clear objective consolidated by planned actions and projectable results.

Organizations must learn to consider fundamental factors such as the firm’s
history, values, and traditions to encourage the anticipation of change and overcome
resistance to change (Neves et al., 2018). Neves et al. (2018) emphasized that change is

inevitable and crucial, especially in this everchanging and dynamic economy, and yet
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one-third of the firm’s change implementations fail. These change implementations fail
because of the organizational team’s resistance to change, inadequate organizational
infrastructure, lack of continuity, and business environment. Resistance to change
includes what happened before and during change processes that prevented the success of
the desired change. When firms treat change as a new process instead of a continuation,
change implementation tends to fail (Neves et al., 2018). In other words, organizations
should treat change as an ongoing activity and a part of the organization's life cycle.
Diversity Management

As businesses respond to globalization and market competition, their workforce
and stakeholders diversify (Chen et al., 2019; Fitzsimmons et al., 2019). This diversity in
race, gender, age, education, nationality, language, and the like, can pose a severe
challenge to the organization’s management. There is a need for managers to develop
more efficient means of managing their multicultural workforce. Fitzsimmons et al.
(2019) stated that teams in a diverse workforce often face some adverse effects, including
unconscious bias, stereotype threat, exclusion from critical social networks, lack of role
models, and unaware managers. Management of multicultural groups has become a
challenge because the managers must enforce the organization’s corporate policies
without undermining the different cultures in their organizations (Fitzsimmons et al.,
2019). The managers must enforce the company rules and ascertain that the positive
feelings of their different cultures, races, backgrounds, nationalities, and ethnicities in

their company are strengthened (Zeguniene, 2021).
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Practitioners and researchers agree that almost every business in the world deals
with the effects of internationalism and globalism directly or indirectly (Chen et al.,
2019). Globalization, business expansion, and other challenges have created the need for
businesses, governments, researchers, and others to develop efficient but sustainable
ways of dealing with multiculturalism (Chen et al., 2019; Fitzsimmons et al., 2019;
Zeguniene, 2021). The international boundaries get thinner by the day as more
technologies, such as virtual business, the internet of things, and others, are developed
(Zeguniene, 2021). As market challenges increase due to product and market competition
and employing immigrants to achieve the company’s mission has become inevitable,
managers must learn how to communicate and relate with employees of all backgrounds
and cultures in their organizations (Chen et al., 2019; Zeguniene, 2021). Transformation
of the workforce has become a core topic in businesses around the world, especially over
the last decades, because of the increasingly diverse work group spurred by demographic
changes, which, in turn, has sparked the shifting of organizations from work organized
around individuals to team-based work structure (Karolidis & Vouzas, 2019). Company
managers and the entire workforce must be aware of the different lifestyles, languages,
attitudes, values, meanings, and needs as the company diversifies (Zeguniene, 2021).

Diversity management involves addressing workplace diversity, such as employee
age, gender, ethnicity, education, nationality, and language, with fairness, justice, and
equity (Li et al., 2021). Jankelova et al. (2022) expressed that workplace diversity

management should also address differences in experiences, skills, abilities, beliefs, and
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the like. Diversity management should promote absolute inclusiveness of all stakeholders
and address job-related issues, including unsuitable and undesirable job responsibilities
because person-job mismatch can negatively impact employee performance (Li et al.,
2021). In other words, every employee has unique strengths and weaknesses, and it is
necessary to find the proper use for the individual strengths and the best strategy to
improve personal weaknesses. Successful management of these diversities in beliefs,
language, skills, nationality, color, race, and education, among other things, enhances the
workplace’s value, competitive advantage, and organizational performance in this
dynamic global economy with growing societal pressure for integration (Jankelova et al.,
2022).

Recent researchers believe diversity climate is one of the ways diversity
management is measured: more researchers are dedicating more research to diversity
climate (Jankelova et al., 2022). Diversity climate is the degree to which the employees
believe that their workplace values and integrates diversity and incorporates diversity in
the workplace practices through equity, justice, and fairness. This means that the
employees’ belief or disbelief in the diversity management ideologies is critical to such a
firm’s performance. Diversity management must be noticeable and impactful to the
employees to gain their approval, engagement, and loyalty to the organization. Therefore,
Jankelova et al. (2022) stated that outstanding diversity management had been found to

reduce employee intention to quit significantly.
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Many company leaders pursue good diversity management because it is morally
and ethically responsible; many researchers treat diversity management as corporate
social responsibility (Jankelova et al., 2022; Li et al., 2021). Good diversity management
aims to provide a professional, conducive, accommodative, and equal work environment
for employees of all backgrounds. Some researchers view good diversity management
and multiculturalism as a source of innovativeness and scarce resources and skills
(Zeguniene, 2021). Li et al. (2021) reported that many companies pay close attention to
diversity management because of financial losses associated with discrimination lawsuits.
Researchers have proven the positive correlation of diversity management with
organizational performance (Jankelova et al., 2022). Good diversity management
promotes job satisfaction, employee citizenship, and engagement. Job satisfaction
encourages commitment, loyalty, and employee performance (Shafi et al., 2020).

Intercultural communication is one of the critical tools in managing increasing
interculturalism spurred by globalization, internationalism, and market dynamism
(Zeguniene, 2021). The effect of interculturalism is inevitable for several reasons,
including the expansion of the labor market, migration of people from one part of the
world to another, the necessity of organizations including workers from different cultures
and backgrounds in their workforce, international collaborations, virtual business, and the
like (Catalano & Barriga, 2021; Zeguniene, 2021). Many companies today conduct
business in other parts of the world without physically being together. Rodriguez et al.

(2018) expressed that international collaboration can increase innovativeness, skills, and
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knowledge and identified the innovative effect of the two dimensions of international
collaboration: proximity of partners and diversity among these partners. Concisely, most
organizations today aim to build a competitive global business that meets the
requirements of both foreign and local stakeholders.

Ever-increasing globalization and the evolvement of virtual business and
communication have made many organizations flexible: flexibility is a new competitive
advantage in this global and dynamic market (Zeguniene, 2021). Consequently,
intercultural communication is the key to successfully managing intercultural cooperation
because it encourages globalization, strengthens positive feelings of immigrants and
foreigners, and promotes culture (Zeguniene, 2021). Though one cannot be an expert in
every cultural, ethnic, or market nuance, intercultural communication helps
organizational leaders avoid misunderstandings due to language and cultural barriers
(Zeguniene, 2021). Businesses must develop intercultural communication skills to
manage stereotypes, negotiate meanings, understand nonverbal communication, and
inspire team spirit (Catalano & Barriga, 2021). Intercultural communication skills are
strengths or abilities for effective communication and harnessing values in a diverse
group (Catalano & Barriga, 2021). Interculturality has been expressed as pursuing a
harmonious and mutual relationship, developing effective communication, and
encouraging equity, fairness, and justice in a culturally diverse environment (Catalano &

Barriga, 2021; Zeguniene, 2021).
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Innovative Work Behavior

Byukusenge et al. (2021) defined innovation as introducing changes that impact
processes, products, and markets. Innovation involves developing new capabilities that
can give an organization a better competitive advantage, especially in this current
business environment characterized by increasing global competition and changing
technology (Byukusenge et al., 2021; Ting et al., 2021). In a concise sense, innovation is
the discovery of new capabilities that may enhance processes, products, and markets (Bak
et al., 2022; Byukusenge et al., 2021). Innovation is crucial not only in profit businesses
but also in nonprofit businesses. Organizations need to be innovative to meet all the
transformations around their businesses (Messmann et al., 2022).

Systems thinking has become very important, especially in responding to the
increasing demand for organizations to respond to the growing market competition and
globalization (Stanescu et al., 2020). Organizational leaders are faced with the challenge
of leading their organizations to be innovative. Systems thinking helps organizations push
to become innovative to grow or survive competition and globalization (Stanescu et al.,
2020). Stanescu et al. (2020) expressed that organizational innovation is critical for
responding to today’s market defined by knowledge-intensive dynamics. Prior studies
showed that three factors affect organizational innovativeness: the organization’s
characteristics, the individual behaviors of the organizational members, and other extra-

organizational factors (Mokhber et al., 2015). Among the three factors, the individual
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behavior of the organizational members is the most researched: this led many researchers
to study the influence of organizational leadership on organizational innovation.

Consequently, organizations must have individuals (managers and subordinates)
who are innovative or at least seek innovative solutions to meet up with the challenging
environment characterized by changing technology, global competition, and market
volatility (Bak et al., 2022; Byukusenge et al., 2021; Messmann et al., 2022). IWB is the
individual development and contribution to the development of innovations. Many
researchers and practitioners have found that IWB is associated with many benefits,
including improved work processes and outcomes and stimulation of employees'
professional development (Messmann et al., 2022).

According to Bak et al. (2022), innovation is divided into individual and
organizational innovation levels. Leadership is critical in organizational innovation
(Mokhber et al., 2015). Researchers have found that effective leadership directly
influences individual and organizational innovation (Mokhber et al., 2015). Thuan (2020)
concluded that employee creativity is the base rock of employee and organizational
innovation, effectiveness, and survival. Employee creativity enables employees to
generate products, services, and processes that are very effective, valuable, noble, and
efficient (Thuan, 2020). Shafi et al. (2020) stated that leadership is one of the factors that
develop or hinder employee creativity and organizational innovation. Consequently,
Mokhber et al. (2015) showed that having the right leader with the right behaviors to

build an innovative organization is essential to achieving impressive performance. Many
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organizational leaders have discovered that developing employees’ innovative work
behavior directly improves organizational innovativeness (Pradhan et al., 2019; Stanescu
et al., 2020). Many organizational leaders and managers invest significant resources to
identify and develop their employees’ IWB. Many leaders have understood that IWB
encourages employee involvement, especially under challenging work scenarios (Bak et
al., 2022). IWB helps improve efficiency and allows employees to develop more vital
problem-solving abilities (Bak et al., 2022; Pradhan et al., 2019). When employees gain
innovative solution abilities, they help create the process of innovation in their
organization. IWB helps employees manage the uncertainties of transformations and
changing business environments. Employees become empowered and proactive in
solving the organization's problems when they are encouraged to possess IWB
(Messmann et al., 2022).

Researchers and practitioners have found that certain leadership styles help
increase employees' IWB (Pradhan et al., 2019; Stanescu et al., 2020). Transformational
leaders exceed their organizational goals by motivating and influencing their employees
to be more innovative. Such leaders empower their employees to develop skills that make
them more efficient, independent, and knowledgeable (Pradhan et al., 2019).
Transformational leaders use motivation to elevate their employees from regular workers
to valuable and significant organization members (Bak et al., 2022; Demirtas et al., 2020;
Pradhan et al., 2019). This increases employee engagement, consequently improving

companies’ performance (Bak et al., 2022). Such leaders achieve employees’ IWB by
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empowering employees to exercise discretion to change work processes and by providing
employees with valuable organizational information, including goals, performances, new
products, financial information, and the like (Bak et al., 2022; Pradhan et al., 2019;
Stanescu et al., 2020). Employees’ IWB, in this knowledge economy, is critical because it
involves the role of the employees in creating and generating new ideas, which, in turn,
lead to the growth, success, and sustainable development of the organization (Bak et al.,
2022; Pradhan et al., 2019).

Burns (1978) defined transformational leadership as the leader harnessing the
followers' abilities and using these abilities to exceed the goals of the leader and
followers (Bak et al., 2022). A transformational leader does this by influencing and
transforming the characters and attitudes of the followers. In this way, the followers
become more valuable and skillful, becoming increasingly innovative and more
independent (Bak et al., 2022; Pradhan et al., 2019; Stanescu et al., 2020). Shafi et al.
(2020) stated that businesses are in an era that requires massive organizational resources
for technological development to meet the market’s competition. Organizations must
survive by improving their performances and creatively and innovatively engineering,
producing, and marketing their products and services (Shafi et al., 2020).

Transformational leaders aim to motivate their employees to exceed performance
expectations by aligning their self-perceptions to their organization's mission (Bak et al.,
2022). A transformational leader influences subordinates to perform beyond expectations

by helping them attach meaning to their work (Bak et al., 2022). This sense of relevance
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motivates the employees to engage in extra activities toward the organization’s mission
(Bak et al., 2022; Pradhan et al., 2019; Stanescu et al., 2020). When their jobs become
relevant and purposeful, employees engage in IWB. IWB includes employee behaviors
that improve organizational and individual work outcomes and develop, promote, and
sustain new ideas (Bak et al., 2022; Byukusenge et al., 2021).

In this current knowledge-based dynamic environment, leaders must be
innovative. Leaders who are bent on using traditional approaches struggle in this
environment. More unconventional leaders willing to tolerate certain risks with their
employees tend to be more successful (Bak et al., 2022). Many successful leaders in this
environment are often innovative and tend to inculcate innovation in their subordinates
(Bak et al., 2022; Byukusenge et al., 2021). Transformational leaders accept the mistakes
of their employees and are willing to motivate them to engage in IWBs patiently.
Sustainability

Researchers showed that firms’ stakeholders respond positively to practices that
favor environmental protection, economic growth, and social justice (Bals & Tate, 2018).
Manufacturing firms must adopt these sustainable practices to satisfy the expectations of
their stakeholders, stay competitive, and attract new businesses from companies and
societies that favor sustainable practices. The severity of the integration of sustainability
in today’s business practices is evidenced in the United Nations’ (UN) adoption of the
sustainable development goals in September 2015 (Horak et al., 2018). Sustainable

development goals are goals set by the United Nations that businesses, cities, and



71
societies need to adopt to protect humanity and the planet. According to the United
Nations, sustainability means meeting today’s environmental, economic, and social needs
without hampering the opportunities for future generations to meet their environmental,
economic, and social needs (Horak et al., 2018). Companies must consider the futuristic
environmental, economic, and social implications of their today’s business activities.

Traditionally, businesses are set up for profit-making purposes. Haessler (2020)
and Kota et al. (2021) agreed that the benefits of sustainability accrue over a long period.
Many managers choose financial gain over sustainability when the economic benefits of
sustainability are unclear in the short term because short-term thinking is influential in
many business decisions (Bonsu, 2020; Haessler, 2020). Bals and Tate (2018)
emphasized the importance of satisfying the triple bottom, namely, environmental,
economic, and social dimensions. The purpose of a firm should be redefined to create
shared value and to bring new approaches to generate a higher degree of innovation to
meet this new requirement; meeting the triple bottom (Hiibel, 2022; Kim et al., 2019).
Incorporating sustainability into business strategies is vital, especially because many
international and local regulations are geared toward mounting pressures on companies
around the world to be responsible (Bonsu, 2020; Garcia et al., 2020; Hiibel, 2022). To
this effect, Garcia et al. (2020) stated that the United Nations presented Principles for
Responsible Investment in 2016. The three core principles that investors should consider

when investing are ethical, social, and environmental issues. UN intended to use the
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Principle for Responsible Investment to encourage investors to act as activists stirring
companies to be socially responsible.

Horak et al. (2018) reported that many companies are sustainable because of
regulatory pressures from the government and the stakeholders. For example, during the
COVID-19 pandemic in 2020, many companies adhered to government sustainability
regulations to qualify for government-funded COVID-19 reliefs and subsidies (Horak et
al., 2018; Kota et al., 2021). Only a few businesses adopt sustainability-based activities as
an integral part of their corporate missions, especially when sustainability and financial
performance are at odds with each other (Horak et al., 2018). Apart from financial ability
and laws and regulations, the top management team, and the application of stakeholder
theory influence sustainability decisions (Bonsu, 2020).

Companies must choose between short-term economic gain or sustainability,
especially since internal and external stakeholders’ sustainability expectations are high
(Haessler, 2020; Horak et al., 2018; Qing & Jin, 2022). Haessler (2020) reported that
many companies are increasingly integrating the triple-bottom line, corporate social
responsibility, and other sustainability practices into their business systems and policies
to achieve better organizational performance. Researchers and practitioners have proven
that stakeholder expectations motivate firms to adopt sustainable practices to satisfy
regulatory demands and financial performance (Armando et al., 2021; Kim et al., 2018).

Kim et al. (2018) stated that by revenue, the world’s 250 largest companies publish their
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corporate responsibility report regularly to satisfy consumers' and other stakeholders'
sustainable economic development expectations.

Presently, sustainability and other corporate social responsibilities (CSR) have
become sources of competitive advantages (Bals & Tate, 2018), even though it is not
easy to fulfill the three dimensions of sustainability, namely social, environmental, and
financial (Horak et al., 2018). CSR is generally an expectation that a company will be
responsible enough to strike a balance between pursuing economic gain and the well-
being of society (Berezianko et al., 2022). In other words, good management practices
protect the interest of society and preserve the environment while achieving the economic
mission of the firm. Considering the multidimensionality concept of responsible
management strategies, Berezianko et al. (2022) found that ideal companies adhere to
existing social norms, voluntarily comply with optional sectoral or national standards,
and initiate voluntary ethical actions.

The issue of sustainability must be integrated into every aspect of the business.
For example, sustainable human resource practices have been defined as the integration
of human resource management practices and strategies to satisfy the organization’s
economic, ecological, and social goals over a long period (Dar et al.,2021). Mahmood et
al. (2019) expressed that the activities of an organization may seriously affect the
organization’s sustainability implementation. CSR at a firm level can affect the
employee’s outcome: the employee’s perception of the firm-level CSR can affect the

organization’s performance (Mahmood et al., 2021). Organizations must pursue socially
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responsible practices to appeal to their stakeholders and communities and remain
competitive.

To improve upstream and downstream performances and to achieve the triple-
bottom goal, May and Stahl (2017) emphasized the need for manufacturing companies to
turn sustainable operations into a competitive advantage. The drivers of sustainability
integration can be grouped into internal and external: the internal drivers are the top
management engagements, while the external drivers are compliance with the laws and
regulations (Berezianko et al., 2022; Horak et al., 2018; Qing & Jin, 2022). Mahmood et
al. (2019) reported that many companies fail to implement sustainability because of a
lack of training and skills. Organizations must train and inspire their employees to pursue
those activities that promote sustainability.

Researchers identified sustainability as a source of innovation, and to that effect,
many manufacturing firms have made sustainability a crucial topic (Kim et al., 2018;
Qing & Jin, 2022). According to Naeemah and Wong (2022), sustainable performance
has been identified as a significant innovation in socially and environmentally
responsible organizations. Such organizations also pursue sustainable manufacturing by
using techniques and strategies that promote the conservation of energy and natural
resources and have minimal or no negative environmental impact. Leading companies
such as Hewlett-Packard, IKEA, Ford, Apple, and the like, incorporate environmental
sustainability in their chain to improve their performance (Kim et al., 2018). Nacemah

and Wong established that most sustainable companies achieved sustainability by
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implementing sustainable performance at every level and function of the organization.
Even though in prior studies, researchers showed the negative effect of environmental
sustainability on a firm’s performance, new research has proven the opposite, and
innovation has been defined as the mother of sustainability (Kim et al., 2018).

There is a need for managers of firms to train their entire workforce in sustainable
principles to achieve the three triple-bottom line dimensions, namely, economic,
environmental, and social (Horak et al., 2018). Image branding, stakeholder trust,
efficient resource management, and improved performance are some benefits of
sustainability (Horak et al., 2018; Kim et al., 2018). A manufacturing company's human
resource management is vital for successful sustainable management and outstanding
environmental performance because human resource management is directly involved in
implementing strategies, achieving sustainability, and developing sustainable operations
(Dar et al., 2021). Most sustainable organizations incorporate sustainability in their
missions, strategies, and operations developments (Dar et al., 2021; Horak et al., 2018).

Manufacturing has been redesigned owing to the increased demand for green
manufacturing and sustainability. Manufacturing managers are faced with the challenge
of satisfying their stakeholders' expectations without jeopardizing their companies'
financial performance (Chen et al., 2019). There is a need for manufacturing leaders to
adopt sustainable manufacturing strategies that fulfill both the economic and
sustainability goals of their firms. The manufacturing business and roles of

manufacturing managers in the last few decades have been redefined owing to the green
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economy and sustainability-related activities, especially since global manufacturing
activities are responsible for 20% of global carbon dioxide emissions based on reports in
2011 (Afum, Agyabeng-Mensah, Sun, et al., 2020). Companies that are socially
responsible and adopt green manufacturing practices (GMP) understand the sacrifice and
balance between economic and social responsibilities. Companies achieve green
manufacturing when they use appropriate and highly efficient materials that do not
negatively impact the environment in their production processes. Successful greenhouse
manufacturing and GMP implementation have been proven to raise the company’s
reputation and competitiveness (Afum, Agyabeng-Mensah, Sun, et al., 2020).

Shahzad et al. (2022) stated that the philosophy behind GPM is that since
manufacturing activities contribute immensely toward environmental unsustainability and
pollution, manufacturing organizations should contribute toward the pursuance of
environmental sustainability. Researchers showed that GMP is linked to better economic
performance in Turkey and other parts of the world where they are implemented
(Shahzad et al., 2022). Firms embrace GMP to ensure that they meet product quality
standards and that operational activities are benign or harmless to workers and
environments using appropriate resources and eco-oriented technology (Afum,
Agyabeng-Mensah, Sun, et al., 2020; Shahzad et al., 2022).

OM
According to Manikas et al. (2020), OM is one of the management’s fundamental

functional areas for creating quality goods and services for the company. OM cuts across
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other functional areas of the business, including the supply chain. Before the 1960s, time
and motion studies, activity scheduling charts, and assembly lines were some of the OM
areas of interest (Manikas et al., 2020). Assembly lines such as Ford’s Model T were
popular before WWII, and the Japanese companies’ use of just-in-time, total quality
management, and statistical quality control to improve manufacturing production became
widespread post-WWII (Manikas et al., 2020). Between 1982 and 1987, available
literature showed seven areas that made up OM, including inventory control, aggregating
planning, forecasting, scheduling, capacity planning, purchasing, facility location, facility
layout, process design/technology, maintenance, quality, work measurement, strategy,
quality of working life, project management, services, and distribution (Manikas et al.,
2020). Newer additions include business process engineering, six-sigma, enterprise
resource planning systems, the internet, logistics, and supply chain management. LM
tools, such as JIT, TQM, kaizen, and the like, are the most used OM tools in
manufacturing and other management.

The company’s management should be systematic, flexible, and open to changing
environments and must be equipped to exceed the company’s financial, managerial, and
sustainability goals (Berezianko et al., 2022; Forth & Bryson, 2019). Roy et al. (2018)
reported that management must use the most efficient manufacturing systems that enable
the organization to produce the best quality goods at the least cost and time. Business
strategy is defined as achieving goals and setting competitive advantages (Eker & Eker,

2019). The two types of business strategies are cost leadership and differentiation
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strategies. Cost leadership strategies deal with market share, monitoring of economy of
scale, strict cost control, patented technologies, and the like. Differentiation strategy is
used in areas like continuous monitoring of the environment. Differentiation strategy is
proactive and innovative to maintain the current position of the company’s products and
services, enabling customers to perceive offered products and services as unique and
needed by keeping prices low and achieving satisfactory profitability without reducing
cost (Eker & Eker, 2019).

Operational excellence is used to measure the company’s operating performance
(Golcher-Barguil et al., 2019). This requires that the directors and managers of the
company establish performance metrics that enable efficient management of their
processes and operations. Mainly, measures of operating performance focus on reducing
input without much focus on increasing outputs. The OM of a manufacturing company is
vital to the company's success and mission of building a more substantial competitive
advantage. OM is responsible for optimizing every process at every level to bolster better
competitive advantage and performance (Kuhnle et al., 2022; Szabo, 2018). Bahria et al.
(2019) emphasized that integrating the three main functions of industrial management,
production, maintenance, and quality, will result in significant operational cost savings
and improved efficiency. Setting up and monitory optimum buffer stocks for the
production system is one of the ways to improve performance (Bahria et al., 2019).

Szabo (2018) emphasized that the management must focus the company’s

resources on reducing costs and time to satisfy the customer and to increase the



79
company’s performance. Golcher-Barguil et al. (2019) suggested that managers must
analyze every aspect of operations to understand the areas that directly impact operational
performance to deliver the most value to the customers. Furthermore, operations
management is tasked with successfully developing and implementing practices and
strategies that foster boisterous product manufacturing competitiveness. In other words,
leadership greatly influences the company's success (Burawat, 2019). For example, in
research involving 540 managers of automotive companies in Thailand, transformational
leadership has a direct positive influence on the success of lean implementation
(Burawat, 2019). Managing the workforce in the production operation is crucial because
the shop floor employees take care of the product and process handling on the shop floor.
(Magnanini et al., 2021). Magnanini et al. (2021) emphasized that the management of
shop floor operations should include proffering the proper training for upskilling,
matching jobs with the skills, managing processes through the operators, and the like

OEE is one of the manufacturing industry's most used operational excellence
metrics (Dadashnejad & Valmohammadi, 2019; Kechaou et al., 2022; Tsarouhas, 2020).
OEE is used to measure the effectiveness of production machinery and reduce, correct,
and improve production continuously (Dadashnejad & Valmohammadi, 2019; Kechaou
et al., 2022). Kechaou et al. (2022) posited that managers use OEE to measure
performance losses and determine the most appropriate techniques for improvement
projects (Kechaou et al., 2022). Company leaders are responsible for establishing a clear

vision of the organization’s current and future line of action in the current environment
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characterized by dynamism and extreme competition (Singh et al., 2020). The
management must define the path forward that will foster competitive advantage and
outstanding performance. For instance, environmental management is becoming a
defining factor for many businesses. Many companies have adopted green manufacturing
due to regulatory pressures from regulatory institutions and customer requirements
(Kalyar et al., 2019; Singh et al., 2020).

Environmental management has become one of the biggest challenges for
managers because it is now a significant source of competition, even though its
contributions to organizational performance and the bottom line are unclear (Afum,
Agyabeng-Mensah, Ahenkorah et al., 2020; Inman & Green, 2018; Singh et al., 2020).
To understand which systems and practices to invest in, operational managers must
develop measures that reveal such practices' effectiveness, efficiency, and value (Eker &
Eker, 2019). Even though many business leaders believe that investing in sustainability
can negatively affect the company’s financial performance, many researchers have
recently shown that incorporating lean and green manufacturing with other environmental
practices can bolster corporate performance (Inman & Green, 2018). Eker and Eker
(2019) emphasized the criticality of management control systems (MCS) in data
collection and processing and determining the adequate actions, consequences, and
remedies of the operations management activities. MCS must align with the strategy and
must be compatible with environmental uncertainty, for instance. In other words, the

MCS must agree with the business strategy, and the business strategy must align with the
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environmental uncertainty. Environmental uncertainty makes it difficult for businesses to
maintain one position making it an important factor in considering and formulating
strategy. In these three environmental uncertainties, namely, customer, technology, and
competition, companies receive incomplete or confusing information, making it
challenging to maintain their business strategy or control their future (Eker & Eker, 2019)

Formal and informal results, boundary, planning, and cultural control are some of
the various types of controls that shape the appearance of MCS. The four main
components of MCS are vital during the process of control in four ways, namely, the
dictator component, which generates information about what is happening; the reviewer
component, which assists in comparing what is happening with standards; the executing
component, which is presented as a device that can change the behavior of the system
when necessary; and the communication components which is a communication network
which transmits data among the previous three (Beuren & Dal Vesco, 2022).

Beuren and Dal Vesco (2022) suggested that operations managers must pay
attention to the four dimensions of the theory of cooperation: (a) learning to share
valuable information with the entire stakeholders; (b) improving problem-solving skills;
(c) learning to adapt to changes since change is inevitable; (d) restraint from use of
power. Furthermore, Zhou et al. (2022) established that the manufacturing sector is
constantly improving because of its global and local challenges. Due to the aggressive
development of automation technology, robotics, and new-generation information and

communication technologies such as the Internet of Things, Sth-generation mobile
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network, and big data, many prominent manufacturing countries and companies are
rapidly moving from automation to manufacturing intelligence (IM) to address the
manufacturing sector’s challenges such as globalized market, talent-related issues,
diversity, growing competitive pressures from unexpected sources, and the like (Zhou et
al., 2022).

Consequently, many leading manufacturing countries in the world are developing
systems to improve their manufacturing sectors, such as the German government’s
proposed system called Industry 4.0 strategy, which builds a cyber-physical system based
on; the United States’ development of the U.S. Advanced Manufacturing Partnership;
China’s mission to make all their products in China by 2025, Japan’s development of
Japan’s White Paper on Manufacturing Industries, GE’s investment of over 200 million
dollars in a smart factory in Prune, India, Audi’s establishment of a smart factory in
Mexico, and many such initiatives that aim to move manufacturing from automation to
IM (Zhou et al., 2022). IM utilizes features like connectivity, optimization, transparency,
flexibility, predictiveness, and agility to adapt to changes in the internal and external
environment, autonomous operations continuously to raise product quality, performance,
and service level while reducing cost and resource consumption to support more rational
management decisions (Zhou et al., 2022). Operations managers must be current with the
changes in manufacturing to remain productive, competitive, and profitable (Manikas et
al., 2020). Christ et al. (2022) stated that many leaders are not thorough in their planning.

During manufacturing planning, the managers must link their planning to other functions
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for their plans to work. The operations managers must adapt and use the most effective
and efficient operations tools, methods, and practices to enhance the company’s product
quality, operational performance, and internal and external competitiveness.

LM as OM Tool

Manufacturing leaders achieve successful LM implementation by acting on the
Muda sources: Muda is a Japanese word for waste (Chen et al., 2019). The concept of
lean manufacturing is based on the identification and elimination of every activity that
does not add value to the customer or the manufacture of the good: it involves the entire
workforce in a continuous improvement towards the efficient delivery of quality products
to customers (Bai et al., 2019; Naeemah & Wong, 2022). The seven kinds of muda
associated with production in TPS are overproduction, delay, transportation, excess
processing, unnecessary inventory, movements, and defects (Bai et al., 2019; Jimenez et
al., 20219). Muda is any activity that increases costs without adding value to the finished
product or the customer (Morales-Contreras et al., 2020). Kalyar et al. (2019) found that
traditional ways of manufacturing are characterized by wastage of materials and
resources, usage of environmentally unfriendly material, non-value-added practices, less-
controlled processes, lack of preventative measures, and overhandling of materials, and
the like during the production process. Operation managers adopt lean manufacturing,
environmental management, and other such practices to eliminate wastes associated with
traditional manufacturing through the involvement of the entire workforce. Unlike

conventional manufacturing, LM makes it easy to identify potential manufacturing issues
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since every organization member at every manufacturing stage is involved in LM
implementation (Naeemah & Wong, 2022).

Arumugam (2022) reported that the primary aim of management practices should
be to increase performance levels, and lean management is known to transform
organizations to the best performance levels. Afum, Agyabeng-Mensah, Ahenkorah et al.
(2020) insisted that LM improves product quality and environmental performance
through waste elimination. Many manufacturing companies implement LM because it
helps them do much with less. LM implementation strategies must be flexible because the
production system must undergo continuous improvement based on what the system
requires at a particular time (Lim et al., 2022; Morales-Contreras et al., 2020). When
implemented effectively, it helps the organization meet its competitive advantage goal,
customers’ expectations of quality products, operations and business performance, green
reputation, and stakeholders’ environmental performance goals.

Like other best practices, lean management requires a concerted effort and
commitment from everyone to improve results in all aspects of the organization
(Arumugam, 2022). Many lean initiatives fail because, often, lean managers focus so
much on the application of lean on the production floor that they forget the human aspect
of lean (Lim et al., 2022). Lean efforts will not yield good results if the implementation
does not include sustainment strategies (Kovacs et al., 2020). Lim et al. (2022) expressed
that managers must implement lean tools and techniques and the human aspect of lean for

successful lean implementation. Implementing lean requires the involvement and support
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of the lean team and the development of the human factor, including employee learning
and development (Lim et al., 2022). Abdallah et al. (2021) concluded that many LM
efforts fail because the managers either focus on either the human-related (social) LM
practices or on technical (hard) LM practices instead of focusing on both simultaneously.
Many managers fail in operations management due to the issue of balancing between
human and technical aspects of operations.

Yadav et al. (2019) stated that researchers have proven that implementing lean
practices positively impacts organizational performance. Researchers have demonstrated
that LM and innovation are two of the most strategic options to increase a company's
competitiveness over its rivals (Abdallah et al., 2021). For example, applying a lean Six
Sigma framework to a medium-sized aerospace manufacturing firm in the United
Kingdom improved financial performance: a 26.5% increase in on-time delivery and a
20.5% reduction in build time (Abdallah et al., 2021). Companies that practice lean
manufacturing as opposed to traditional manufacturing adopt box scores; also known as
lean accounting (Arai, 2021). Managers achieve lean accounting using financial and non-
financial measures to understand the effects of the LM practice. According to Grasso and
Tyson (2021), researchers demonstrated that conventional management accounting
reporting, especially standard cost reporting, could seriously hinder lean manufacturing
management.

Arai (2021) concluded that lean manufacturing companies use many nonfinancial

performance measures, such as product defects, on-time delivery, and the number of
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customer complaints, to manage lean manufacturing. However, researchers have also
proven that lean manufacturing relates to financial accounting. For example, Arai
emphasized that using profit information encouraged the interdependency between shop
floors in JIT production. JIT production is a lean practice that promotes employee
empowerment and transformation by delegating authority to employees (Arai, 2021).
Delegating authority to employees was one of the core JIT practices of Toyota as
opposed to General Motors (Arai, 2021; Arumugam, 2022; Lim et al., 2022). Many
researchers have proven that change in a company’s structure to accommodate lean
manufacturing initiatives is the key to success in LM management (Kalyar et al., 2019).
Kaizen as OM Tool

According to Berhe (2022) and Cannas et al. (2018), Masaaki Imai, in 1986,
introduced kaizen in Toyota to improve efficiency, productivity, and competitiveness.
Managers and business leaders continue to adopt new measures, philosophies, or
strategies to maximize operational performance by making processes more efficient,
reducing costs, making operations faster, and improving customer service as the market
becomes more aggressive and competitive. Kaizen, a Japanese concept translated as
continuous improvement in Western culture, has been widely used and accepted in many
industries and countries for over 30 years to increase employee participation, improve
operations performance and customer service, and reduce costs (Berhe, 2022; Garza-
Reyes et al., 2022). Alvarado-Ramirez et al. (2018) defined kaizen as a management

approach involving all organization personnel in continuous learning and gradual
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improvement of the organizational processes to gain a competitive advantage. Chan and
Tay (2018) expressed a kaizen event as a structured continuous improvement project
involving a dedicated cross-functional team to improve a particular area within a short
time.

The philosophy of continuous improvement is based on strategically increasing a
targeted variable's performance without jeopardizing other important ones (Cannas et al.,
2018). Cannas et al. (2018) expressed kaizen blitzes as the team's intense improvement
activities through increasing interaction and mutual dependency, improving employee
motivation and job satisfaction. Companies use kaizen blitzes to identify, analyze, and
solve work-related problems while monitoring the outcome over time to improve
production processes (Cannas et al., 2018). Kaizen takes a collective effort of a cross-
functional team, and Franken et al. (2021) expressed that continuous improvement
approaches involving multidisciplinary groups seldom fail if managed well.
Improvements involving a group are hard to manage, and researchers show that group
efforts often lack effectiveness (Franken et al. (2021).

Kaizen encourages daily improvements in every area of the organization by
everyone in the organization. Cannas et al. (2018) added that the kaizen philosophy
involves everyone coming together to make improvements without significant capital
investment involvement. This means that all departments (management and subordinates)
must participate in continuous improvement initiatives daily in all the organizational

sections. Implementing kaizen involves applying LM tools to a specific area of the
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organization by a cross-sectional team to achieve a particular goal in a short period (Chan
& Tay, 2018; Garza-Reyes et al., 2022). Garza-Reyes et al. (2022) explained that during
continuous improvement, the cross-sectional team must develop time consciousness as
these projects must be accelerated. Various businesses adopted kaizen for multiple
reasons, including improvement schemes, waste reduction programs, and a driver for
applying lean manufacturing management tools such as the West’s total quality
management or Japanese company-wide quality control and TPS (Berhe, 2022; Cannas et
al., 2018). Even though kaizen can be applied to all businesses and personal life, it is a
management approach that improves the manufacturing processes by ensuring excellence
and operational innovation in the field of manufacturing.

Transition
In Section 1, I discussed manufacturing companies' strategies to implement

manufacturing systems that improve performance. The literature review contains the
background of manufacturing businesses' strategies to implement efficient systems to
improve performance. The first part of the review contains background information on
the framework that shaped this study. In the second part of the review, I explained some
of the efficient strategies that help manufacturing companies improve their performance
in this challenging, dynamic, and global market. Section 1 contains details on the study
problem. Section 2 will have the background information on the research, such as (a)
purpose statement, (b) role of the researcher, (c) participant, (d) research method, (e)

research design, (f) population and sampling, (g) ethical research, (h) data collection



instruments, (1) data collection technique, (j) data organization technique, (k) data
analysis, and (1) reliability and validity. Section 3 will contain the research findings and

professional practice application.

&9
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Section 2: The Project

In this section, I explain the study’s scope in detail. A qualitative researcher
serves, among other roles, as the primary instrument for data collection and analysis. In
this section, I also present the research method and design of the study and how data were
collected, organized, and analyzed for this study, including providing a description of
how participants were selected using purposive sampling, the strategies used to interview
the participants, and how the interviews were transcribed and analyzed for meaning. The
sections also contain a discussion of the ethical requirements of a qualitative researcher,
the rights of the participants and their families being treated as confidential, and the
procedures for achieving ethical soundness throughout the interview process. In the
section, I explain the use of data triangulation and member checking as methods of
reaching data saturation, validity, and reliability.

Purpose Statement

The purpose of this qualitative single case study was to explore the successful
strategies U.S. managers use to implement efficient manufacturing systems to improve
their companies’ performance. The targeted population comprised six managers of a
manufacturing company in Tennessee, in the southeastern part of the United States, who
had used successful strategies to implement efficient manufacturing systems to improve
their companies’ performance. The positive social change implications of this study are

the economic wealth and improved employment opportunities successful manufacturing
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companies will offer society as well as an increase in foreign investors who may want to
invest in U.S. manufacturing if the businesses become more prosperous.

Role of the Researcher

A researcher plays one of the most vital roles in the success of a study. Qualitative
researchers use knowledge from previous studies to understand the current research
subject (Astroth & Chung, 2018; Yin, 2018). I have worked in manufacturing operations
for over 10 years and understand the difficulty of choosing the best strategies to
implement efficient manufacturing systems to improve the company’s performance. In
this industry, managers are faced with the challenges of selecting the best strategies,
systems, or processes amidst challenging options, such as cost of implementation,
workforce barriers, technological challenges, and financial considerations (Yang & Yang,
2019). A qualitative researcher has several roles, including (a) making an effort to
understand the meaning the participants deduced from their experiences and the world
around them, (b) being the primary data collection and analysis instrument, (c)
inductively approaching meanings participants constructed based on their experiences,
and (d) descriptively conveying the product of the research (Merriam & Grenier, 2019;
Mohajan, 2018; Yin, 2018). Mohajan (2018) added that a qualitative researcher tries to
observe and understand the meaning a participant attributes to a real life day-to-day
experience in a natural setting. The qualitative researcher must understand the meaning

made in the study from the participant’s point of view, which may be complex because of
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possible biases of the researcher during interviews and that arise during other steps in the
research process (Merriam & Grenier, 2019).

Merriam and Grenier stated that the researcher must isolate and eliminate biases
and their effects during the interview and interpretation processes. These biases may have
arisen in the current study due to my experience and background in the manufacturing
business. The values I hold as an operations manager may have also influenced the data
collection and interpretation process. To mititgate bias, the researcher must set aside their
experience during these processes to avoid affecting the participants’ views and the
results. As the researcher, I did not judge the participant’s processes and strategies based
on my experiences; instead, I interpreted the processes based on the participant’s
experiences. During the interview process, I took interview notes and audio recorded
each interviewee, then wrote a verbatim transcript to mitigate my personal biases and
judgments due to my experiences, values, and background. To avoid misinterpretation
and personal influence over the interviewees’ responses, I verified the validity of the
responses and the interpretations through member checking, asking the research
participants to review the interview transcripts and analysis results. According to
Scherzinger and Bobbert (2017) and Bryman et al. (2008), the researcher is responsible
for maintaining the validity and authenticity of the contents of the research.

I used the data collected from the participants and their organizations to
investigate the research objective and stored the data in a password-protected external

hard drive strictly under my control to maintain compliance with the Belmont Report on
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ethical behaviors in research. Beauchamp (2020) and Lantos (2020) stressed the need for
researchers to adhere to three basic ethical principles: respect for persons, beneficence,
and justice. I ensured that the confidentiality of the participants and their families was
protected during and after the research process and followed the protocols found in
Appendices A—C when recruiting and interviewing participants, collecting data, and
maintaining the fair and ethical treatment of the participants. I developed the research
question and interview questions to align with the research objective and participant
feedback. Semistructured, open-ended interview questions were used to gain more insight
into the participants’ views and meanings regarding the research objective.

Participants

Shaw et al. (2020) reported that the participants’ selection process is one of the
most critical factors for successful research. Shaw et al. (2020) stated that one of the
essential aspects of selecting participants in qualitative research is the researcher’s
responsibility to conduct the selection process and the research process as whole in an
ethical and fair manner. I began the selection process after gained approval from the
Walden University Institutional Review Board (IRB), ensuring that I met all ethical and
procedural prerequisites. The IRB ensures that research participants’ rights, privileges,
and welfare are protected during the research (Dutka & Astroth, 2022).

The following sequence is used to secure participation in research studies:
identifying potential participants, contacting them, and gaining their commitment (Burns

et al., 2020). I have worked as a manufacturing professional for over 10 years. Over these
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years, | have met other professionals who successfully used strategies to implement
efficient manufacturing systems that improve their companies’ performance. This
research was a single case study, so the interview participants comprised managers of a
single manufacturing company who had used successful strategies to implement efficient
manufacturing systems that improved their company’s performance. I identified possible
participants through my professional colleagues. I contacted and started to establish
rapport with the professionals who showed interest in the study. First, I followed up with
a phone call and email to introduce myself and thank them for wanting to participate.
Participants deserve the right to understand the interviewer’s purpose, scope, and mode
(Dutka & Astroth, 2022). The researcher cannot continue the study if the participant is
unwilling to participate.

Before proceeding with the interview process, the researcher must obtain
informed consent from the participants (Laine, 2000). I ensured each participant got an
introductory interview package that included a consent form and an explanation of my
intent and purpose to ensure the ethical treatment of the participants during the research
process. I also confirmed that the data collected from the participants would be kept
confidential and provided detailed instructions regarding the interview process so they
could understand all the risks involved and give them the opportunity to opt-out if they
chose to. The interview protocol is in Appendix A. Each participant also received

detailed contact information for Walden University’s IRB.
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One of the values of research questions is the researcher’s use of them as
reference points in selecting participants (Puyvelde, 2018). Before moving further in the
selection process, I used the research question I constructed for the study as a basis in
choosing the participants. The research question was: What strategies do U.S.
manufacturing managers use to implement efficient manufacturing systems that improve
their companies’ performance? In alignment with the research question, participants were
managers of a single manufacturing company who had used successful strategies to
implement manufacturing systems that improved their companies’ performance.

I used the purposive sampling strategy to screen potential research participants.
Purposive sampling is a nonprobability sampling technique where participants are
selected if they meet the characteristics defined by the researcher (Ames et al., 2019).
Ames et al. (2019) suggested that purposive sampling is used when a researcher wants to
include the most qualified participants to reach saturation quickly. The eligibility
requirements used for participant selection were (a) the participant must be a manager in
the study site manufacturing company, (b) this manager must have worked in this role for
at least 1 year, (c) the role of the manager must involve selecting and/or using proven
strategies to implement efficient manufacturing systems that improve the company’s
performance, and (d) the manager must be current in this position. I reached saturation
after interviewing six participants.

The researcher must exhibit behaviors that make the participants trust and believe

that the researcher is knowledgeable about the phenomenon being researched (Ames et
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al., 2019). To establish trust in my professional knowledge of the topic, I shared my
experiences in manufacturing operations with the participants. I chose the geographical
area of Tennessee for convenience since I reside in the southeastern area of the United
States. During the initial steps of the recruitment process, I also shared my educational
background with each participant to assure them that I was knowledgeable in this field.

Research Method and Design

A researcher determines what type of data to seek based on the method and design
of the research. The processes of collecting, organizing, and analyzing the data must
reflect the method and design of this research. I employed a qualitative single case study
design in the current study.
Research Method

Edmonds and Kennedy (2017) expressed that in qualitative research, the
researcher seeks to find meaning by exploring the systems, focusing on human behaviors
and the reasons behind these behaviors around the systems. Qualitative researchers use
the inductive process to examine phenomena in their natural setting using words instead
of data (Guetterman, 2018). The researcher must be aware that biases may occur and that
they are part of the process and must be cognizant of their ontological and
epistemological stance regarding the research framework (Edmonds & Kennedy, 2017).
Guettermna (2018) stated that one of the benefits of using a qualitative approach over
mixed and quantitative methods is the minimal data manipulation and control because a

qualitative researcher studies the participant in the participant’s natural setting through
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the researcher’s voice. My aim in this study was to gain an in-depth insight into the
strategies U.S. managers use to implement manufacturing systems to improve their
companies’ performance through the participants’ narratives. Using the qualitative
method, I studied the subject deeply to understand efficient manufacturing systems and
their effect on manufacturing. Qualitative researchers are profoundly concerned with data
collection, techniques, tools, and analysis as well as maintaining an ethical research
process (Kekeya, 2021).

Barnham (2015) posited that quantitative research is used to measure numbers
and deduce facts within a given constraint of a given sample, while qualitative research is
used when an in-depth understanding of a given subject in a natural setting is required. In
quantitative research, the researcher uses already made formulas and assumptions to
estimate results (Edwards, 2020). A mixed-method approach integrates quantitative and
qualitative methods and shows their interdependence in understanding the business
problem being researched (Cook et al., 2019).

The nature of this study warranted that I explore the phenomenon under study in
its real-life context; in this case, the managers and the manufacturing companies where
these manufacturing systems and strategies are utilized were the real-life contexts. I
objectively found the means of successfully explaining the strategies these managers use
to implement efficient manufacturing systems through qualitative research. The
quantitative and mixed-method approaches were not suitable methods for the current

study because these methods are utilized when the researchers deal majorly with theories
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(see Cook et al., 2019). The mixed method was not appropriate for this study because
quantitative data was not needed to address the research question.
Research Design

Qualitative researchers choose from five qualitative research designs (i.e.,

narrative, phenomenological, grounded, ethnographic, and case study), depending on the
central objective of their research (Petty et al., 2012; Valtakoski, 2020). Each of the five
designs leads to a different end. The narrative design was unsuitable for this study
because narrative researchers are focused on the story or characteristics of an individual
or individuals under study (see Valtakoski, 2020). When using a phenomenological
design, the researcher focuses on one or more individuals to explore a single phenomenon
and then collects data from the individuals who experienced the phenomenon (Petty et
al., 2012; Valtakoski, 2020). The researcher brackets their when using a
phenomenological design to focus on only the participants’ views to form an essence at
the end. Yin (2014) expressed that in the grounded theory design, the researcher develops
a theory to explain an action or interaction. Grounded theory was not appropriate for this
study because the focus of this research is not to discover new theories that are based on
collection and analysis of data. The ethnographic research design centers on how a
member of a cultural group converges in behavior, actions, and talking over a period of
time (Petty et al., 2012; Valtakoski, 2020; Yin, 2014). This study was not centered on
cultural development, so an ethnography was not a suitable design for the study.

According to Petty et al. (2012) and Yin (2014), the narrative design and ethnography are
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used when a researcher wants to develop a portrait of an individual or a cultural group,
respectively. Phenomenology is most appropriate when the researcher is interested in
exploring the experiences of individuals about a phenomenon, while a case study is most
appropriate when the question involves describing a case (Petty et al., 2012; Yin, 2018).

In a case study design, the investigator selects a case (i.e., single case study) or
multiple cases (i.e., multiple case study) and explores how the case or cases illustrate a
problem or an issue (Creswell et al., 2007). The case in this study was the strategies the
U.S. managers use to implement efficient manufacturing systems to improve their
companies’ performance. Yin (2018) reported that a case study is used when a researcher
wants to investigate a contemporary phenomenon within its natural, real-life context. A
case study was the most appropriate design for the current study because the boundaries
between the phenomenon and context were unclear. In other words, in this study, I went
to the selected company and interacted with the managers who choose, develop, and use
the strategies to implement the efficient manufacturing systems being researched. Even
though some researchers promote the use of multiple case studies over a single case
study, Yin (2014) and Houghes and McDonagh (2017) agreed that a single case study is
associated with the collection of rich data due to its focus on just one research site. In this
study, the research question set the foundation through which the best design for this
research was selected (see Petty et al., 2012). The researcher is the main instrument for

data collection, interpretation, and reporting in qualitative case study research, which
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means that they must acknowledge and monitor their impact on the research process and
outcomes (Simons, 2009).

Cleland et al. (2021) posited that a case study is used when the researcher wants
to thoroughly investigate single or multiple phenomena set in real life and bound by time
and space. Furthermore, the researcher aims to develop an in-depth understanding of the
relationship between the research object and its context. A case study is suitable in cases
where the study focuses on answering the why and how questions and the participants'
behaviors cannot be manipulated. This study focused on answering why and how
manufacturing managers choose strategies to implement efficient manufacturing systems
to improve their organizations’ performance. The phenomenon in this study was relevant
because manufacturing is vital to the United States. and the world economies. For a case
study to be used instead of the other types of qualitative designs, there must be a study
case; the case must be bounded by time, space, and activity, studied in context, receive
in-depth study, must reflect the purpose and condition of the study, and must have
multiple sources of evidence (Cleland et al., 2021; Mishra & Dey, 2021).

I interviewed managers of one manufacturing company and reached data
saturation after six participants were interviewed. The researcher reaches data saturation
when no new concept emerges during the data collection process in qualitative research
(Feng et al., 2021). Many researchers agree that data saturation is the best justification for
proper sample size in qualitative research (Buckley, 2022; Hennink & Kaiser, 2022). Yet,

there has not been any detail on how and the ground to attain data saturation. There is no
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general rule on data saturation sample size in qualitative research; however, Hennink and
Kaiser (2022) emphasized that it is a good practice for researchers to attain data
saturation by high quality and high-quantity data collection. Instead of increasing the
number of participants to meet a self-created quantity goal, selecting the participants that
are the best fit for the research using sampling techniques should be a better goal of the
researcher (Ames et al., 2019; Buckley, 2022; Hennink & Kaiser, 2022).

Buckley (2022) suggested that the sample class should be defined before the
interview of the participants, and Ames et al. (2019) suggested that purposive sampling
requirements should be created to select the best fit. I used purposive sampling to select
the most qualified participants based on the purposive sampling requirements I created
before the interview started. I screened the managers that were interested in participating
using the criteria I created for purposive sampling, namely, (a) the participant must be a
manager in a manufacturing company, (b) this manager must have worked in this role for
at least 1 year, (c) the role of the manager must involve selecting and using proven
strategies to implement efficient manufacturing systems that improve the company’s
performance, and (d) the manager must be current in this position. I used triangulation to
enhance my data saturation process. Triangulation involves using multiple data sources to
ensure data saturation, validity, and reliability (Feng et al., 2021; Sebele-Mpofu, 2020). A
good selection process and use of multiple data sources speed up the saturation point
(Buckley, 2022; Hennink & Kaiser, 2022; Sebele-Mpofu, 2020). I used available

company documents and other published articles for triangulation.
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Population and Sampling

Defining the Population

The targeted population of the research comprised six managers of a company in
Tennessee, in the southeastern part of the United States, who used proven strategies to
implement manufacturing systems to improve their company’s performance. I chose the
purposive sampling method, a nonprobability sampling technique, to sample the
managers of a company who meet the eligibility requirement of this study. The sample
included managers who have been in their roles for a minimum of 1 year in a
manufacturing company. These managers had direct experience using proven strategies
to implement efficient manufacturing systems that improve their companies'
performance.
Sampling and Data Saturation

Adebayo and Ackers (2021) defined population sampling as sampling involving
selecting a fraction of a group, cases, or participants to represent the entire population to
generalize the population based on this selection. This definition makes it essential to
learn the best techniques to select the most appropriate samples to represent the
population. One of the important jobs of a researcher is to figure out what kind of
sampling is required to make desired research decisions. The researcher determines the
sampling method based on the research method. For instance, Sarstedt et al. (2018) and
Buckley (2022) expressed that the researcher must make an informed decision on

whether to use a probability or nonprobability sampling method. In a nonprobability
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sampling method, in contrast with probability sampling, whose selection process is
random, the researcher’s judgment and convenience are the main factors; as a result, the
sampling population is more restricted than the target population making the selection
probability of the sampling units unknown (Sarstedt et al., 2018). Examples of
nonprobability sampling are purposive, quota, and convenience sampling.

Most qualitative researchers adopt nonprobability sampling because qualitative,
unlike quantitative research, deals with words rather than formulas and data (Adebayo &
Acker, 2021; Sarstedt et al., 2018). Purposive and convenience sampling were the most
accurate methods for this single-case qualitative study. In a convenience sampling
method, the researcher locates participants based on the convenience of their locations to
the researcher rather than any other criteria (Sarstedt et al., 2018). An example of
convenience sampling is snowball sampling. In purposive sampling, the researcher
predesigns the criteria for selecting the participants depending on the studied object. The
researcher uses the researcher’s judgment and expertise to choose the participants while
ensuring the elements included in the selection process are those appropriate for
analyzing the case or phenomenon under study (Adebayo & Acker, 2021; Sarstedt et al.,
2018).

This research was a single case study involving six managers of a single
manufacturing company in Tennessee, in the southeastern part of the United States. To
identify the potential company and the managers of this company, I initially contacted

several companies, and in the end, I chose one company that best met my eligibility



104
criteria. First, I met and sent emails to manufacturing companies’ managers in Tennessee,
in the southeastern part of the United States, who opted to participate and then screened
them to get the best fit. I reached out to as many managers of each company as possible
to increase my chances. I also reached out to my professional contacts to see if they knew
managers of a company that met my research eligibility criteria and were willing to
participate. I specified that these managers must work for one company since my research
was a single case study involving one company.

I identified and contacted the managers to discuss the interview processes,
including the screening process. Those who indicated interest went through my purposive
sampling process. In this research, I used the purposive sampling eligibility criteria in
Appendix A to prescreen the potential participants. Each potential participant underwent
the prescreening by meeting my purposive sampling eligibility requirements: (a) the
participant must be a manager in a manufacturing company, (b) this manager must have
worked in this role for at least 1 year, (c) the role of the manager must involve selecting
and (or) using proven strategies to implement efficient manufacturing systems that
improve the company’s performance, and (d) the manager must be current in this
position. Those who qualified based on the elements used for the purposive sampling
proceeded to answer the interview questions I have created.

I used triangulation to reach data saturation by reviewing other valuable company
public data, such as policies, procedural information, and process documentation, with

the approval of the company leaders. Data saturation, in research with interviews as its
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primary data collection source, entails adding new participants to the point of data
replication or redundancy or until no further information is found (Marshall et al., 2013).
Data saturation is elusive because there is no concrete guideline on sample size
estimation (Adebayo & Acker, 2021; Boddy, 2016).

Many researchers agree that sample size does not directly correlate with data
saturation in qualitative research (Adebayo & Acker, 2021; Boddy, 2016). Hennink and
Kaiser (2022) emphasized that it is a good practice for researchers to attain data
saturation through high-quality and high-quantity data collection. The quality of the
samples can affect the data analysis and results. Multiple researchers agree that there is
no set rule on sample size to reach saturation; data saturation indicates good work in a
qualitative study (Hennink & Kaiser, 2022; Marshall et al., 2013). The researcher should
set a high standard for selecting the researcher’s participants since the selection process
can affect the quality and quantity of the data collected and may also affect the validity
(Hennink & Kaiser, 2022).

Selecting only the participants who met the selection criteria to participate in this
research enhanced the research saturation. Triangulation involves using multiple sources
to understand the case under study, and triangulation helps the researcher obtain data
saturation (Marshall et al., 2013). In this study, I used the criteria I created earlier to
select my participants. Those who met the eligibility requirement were interviewed using
a semistructured open-ended, face-to-face interview to elicit the strategies they use to

implement manufacturing systems to improve their company’s performance. I reviewed
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and compared available organizational data, such as procedural documentation and
policies information relevant to the study, with the interview data. I also collected and
reviewed relevant information on the study subject from reputable online sources to add
more weight to the research until I reached data saturation.

Ethical Research

The National Research Act passed on July 12, 1974, contains the Belmont Report,
which outlined ethical principles and guidelines encompassed in the 1991 U.S.
Department of Health and Human Services regulations for protecting human research
subjects (Beauchamp, 2020). Department of Health and Human Services’ summary of the
three basic ethical principles of the Belmont Report incorporated as the basis for U.S.
research policy are (a) respect for persons: which emphasizes that research subjects must
be respected; and allowed to function freely and independently and those who can’t
function freely and independently must be protected, (b) beneficence: which emphasizes
that ethical principles to protect the subjects from any possible harm while maximizing
benefits must be upheld, and (c) justice: which ensures that all subjects are treated
equally in research methods, burdens, and benefits (Beauchamp, 2020; Brear & Gordon,
2021; Lantos, 2020). These three basic principles were reflected throughout the processes
of this research paper. A researcher's role is to ensure participants are treated fairly and
equally in a safe research environment that ensures the participants’ confidentiality is

protected (Beauchamp, 2020).
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I only contacted or commenced interviews with any participant once I secured
Walden University IRB approval for this study. Walden University’s ethics approval
number for this study is 03-22-23-0590042. According to Yin (2018), the researcher must
obtain any required institutional approval before proceeding. I published and shared the
board's approval with the participants confirming the approval with the approval number
assigned to me. The researcher is expected to assure the participants of their freedom to
decline or participate in research, that they have the right to withdraw from the research
at any point without any penalty, and that their confidentiality is protected through a
consent form and confidentiality statement (Kaewkungwal & Adams, 2019; Yin, 2018).
As the researcher, I provided a written consent form and confidentially statement to all
participants and asked for their written consent to participate by email. In the informed
consent form, I established that there was no award of financial compensation for
participation. I used the consent form to declare the study's purpose, scope, and benefit. A
consent form is supposed to be used in convincing and confirming compliance with
ethical conduct, including the protection of the right, confidentiality, and safety of the
participants (DeLorme et al., 2001; Xu et al., 2020). In the consent form, I specified to
the participants that [ was going to audio record and take interview notes during the
interview process.
Scherzinger and Bobbert (2017) maintained that the researcher should not

interpret the participants' responses from the researcher’s point of view. One of the

common mistakes in research is the researcher’s judgment of the participants rather than
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interpreting the participants' views or answers to maintain validity and authenticity
(Bryman et al., 2008). In compliance with the established ethical soundness of research, I
did not judge the participant’s processes, viewpoints, or strategies based on my
experiences; instead, I set my experience and viewpoints aside and interpreted the
processes based on the participant's experiences and perspectives. During the interview
process, I took interview notes, audio recorded each interviewee, then wrote a verbatim
transcript to mitigate personal biases and judgments due to my experiences, values, and
background; and these steps were communicated to the participants before the beginning
of the interview through the interview protocol. To avoid misinterpretation and personal
influence over the interviewees’ responses, I verified the validity of the responses and the
interpretations through member checking. I achieved member checking by asking the
research participants to review the interview transcripts to mitigate bias due to
misinterpretation or misrepresentation of the participants' views.

I used the information collected from the participants and their organizations to
investigate the researched case and store the data in a password-protected external drive
on my computer under my control to maintain compliance with the Belmont Report on
ethical behaviors in research. Interview notes containing information related to the
participants or their organization were locked in a safe locker to which I am the only one
with access. I ensured that the confidentiality of the participants and their families was
protected during and after the research process. Before the first interview, I also

discussed the risks, rights, and other sensitive issues to make the participants aware and
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ready. Throughout the research, I masked the names and private information of the
participants and their organization from any third party, including Walden University and
the public. I will destroy, by burning or deletion, every document related to the
participant and their organization 5 years following the date of the completion of this
study. Compliance with ethical codes and respect for the participants and their
organizations are essential in any research involving human objects (Carey & Griffiths,
2017; Kaewkungwal & Adams, 2019; Yin, 2018).

It is also recommended that the researcher aligns the research questions with the
research objective and the feedback from the participants (Yin, 2018). Using
semistructured open-ended interview questions helps the researcher gain more insight
into the participants' views and meanings regarding the research objective (Mohajan,
2018). I used the questions listed in the interview protocol as a guide to the interview.
The questions were semistructured and open-ended interview questions to help the
participants answer at their convenience and in completeness. Following this interview
protocol enabled me to collect and analyze valuable information on the subject matter -
the strategies these managers use to implement efficient manufacturing systems to
improve their companies’ performance.

Data Collection Instruments

Qualitative research is a form of data collection and analysis focusing more on

finding meaning by exploring how and why systems are the way they are, focusing on

human behaviors around the system, and exploring the reasons behind these behaviors
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(Edmonds & Kennedy, 2017). Qualitative research is an inductive process used to
examine phenomena or cases in their natural setting using words instead of data to
understand the meaning people construct around their experiences in each situation
(Guetterman, 2018; Mohajan, 2018). According to Merriam and Grenier (2019), Mohajan
(2018), and Yin (2018), the roles of a qualitative researcher include (a) making an effort
to understand the meaning the participants deduced from their experiences and the world
around them, (b) unlike a survey or experiment, a qualitative researcher is the primary
data collection and analysis instrument, (c) rather than deriving meanings deductively, a
qualitative researcher is inductive in approaching meanings participants constructed
based on their experiences, and (d) the qualitative researcher descriptively conveys the
product of the research.

I was the primary data collection and analysis instrument in this qualitative single
case research. The interview protocol in Appendix A of this semistructured interview was
one of my instruments during the interview process. The data collection protocol, another
instrument, is in Appendix B. I interviewed prescreened participants until I reached data
saturation in a face-to-face interview. The participants were screened using purposive and
snowball sampling techniques. The researcher uses the researcher’s expertise and
judgment to select the participants the researcher deems the best fit for the research in the
purposive sampling method (Adebayo & Acker, 2021; Sarstedt et al., 2018). The
purposive and convenience sampling techniques are nonprobability and nonstatistical

data sampling techniques used in research in which the meanings of phenomena are
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sought through interviews and other conceptual means that formulas and statistics are not
the primary data (Adebayo & Acker, 2021; Sarstedt et al., 2018). As the name implies,
convenience sampling is a method based on the researcher’s convenience (Sarstedt et al.,
2018). Convenience sampling, such as snowball sampling, is a nonprobability sampling
method where the participants help the researcher recruit their friends, coworkers, or
acquaintances (Adebayo & Acker, 2021).

The reason for screening the potential participants using the purposive sampling
eligibility requirement was to make sure high quality and high quantity data was
collected and analyzed to enhance the validity and reliability of the data collection. Data
saturation, validation, and reliability are essential in qualitative research. Researchers use
strict eligibility requirements during the selection process and data from multiple data
sources to enhance their data saturation, validation, and reliability (Adebayo & Acker,
2021; Boddy, 2016; Hennink & Kaiser, 2022). Triangulation involves using multiple data
sources to enhance the data saturation, validity, trustworthiness, credibility, and reliability
of a research result (Buckley, 2022; Feng et al., 2021; Hennink & Kaiser, 2022; Sebele-
Mpofu, 2020). I collected fourteen available company documents for review and
comparison with the interview data with the approval of the company leaders. In addition
to the participants’ responses, using any company documents relevant to the research
phenomenon, such as policies, metrics, financial results, process procedural documents,
or information from the internet, enhanced the validity and reliability of the research. My

document collection protocol, shown in Appendix B, was my third data collection
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instrument. I included data from trustworthy internet sources that contained valuable
information on the strategies manufacturing managers use to implement efficient
manufacturing systems in the study.

Data Collection Technique

The researcher is the primary data collection instrument in qualitative research
(Merriam & Grenier, 2019; Mohajan, 2018). As the primary data collection and analysis
instrument, I collected data from prescreened participants through a live in-person
interview. While it is easier to establish a rapport between the interviewee and
interviewer in live in-person or face-to-face interviews because of the evidence of verbal
and nonverbal communication, it is more economical, time efficient, and easier to record
and save interview without additional external tools in live remote methods such as
Zoom, TeamViewer, and Skype (Siedlecki, 2022). For this research, I conducted face-to-
face interviews with the six selected managers of a manufacturing company. According
to Mwita (2022), a data collection technique is a means, tool, or method a researcher
chooses to collect data in a research project. Data collection is a sensitive and vital aspect
of research because it involves gaining access to valuable information that may be
essential to the study's success (Mwita, 2022).

The interview protocol I used as one of the instruments during the interview
process is in Appendix A of this study. I interviewed six prescreened participants and
reached data saturation. According to Hughes and McDonagh (2017), Petty et al. (2012),

and Mwita (2022), depending on the nature and scope of the research, a qualitative study
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researcher uses one or more of several data collection techniques: interviews, focus
groups, observations, organizational documentation, archival records, and physical
artifacts. As a qualitative researcher, I collected data on U.S. manufacturing managers'
strategies to implement efficient manufacturing systems to improve their companies’
performance. My main objective for this data collection was to explore the strategies U.S.
manufacturing managers use to implement efficient manufacturing systems to improve
their companies’ performance.

Interviews, as the most used data collection technique, are the exchange between
the interviewer and the interviewee, which starts when the interviewer asks the
interviewee a question or questions to gather information regarding a particular subject,
topic, case, phenomenon, or experience (Ballena, 2021). Ballena (2021), Price (2022),
and Mwita (2022) posited that semistructured interview questions are the most used
among the three forms of interview questions, namely, structured, unstructured, and
semistructured interview questions in qualitative research. I chose open-ended questions
for this interview to ensure that the interviewees give detailed responses regarding their
viewpoints on the subject researched. I selected these questions to ensure that the
participants were not coerced to give responses; they elaborated on their answers freely.
Using semistructured open-ended interview questions helps the researcher gain more
insight into the participants' views and meanings regarding the research objective
(Mohajan, 2018; Petty et al., 2012). Researchers use semistructured interview questions

that are open-ended to enable the participant to explore, internally, their experiences and
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viewpoints and to give in-depth information regarding the subject being researched
(Ballena, 2021; Mohajan, 2108; Petty et al., 2012; Price, 2022). Semistructured questions
are flexible and enable the researcher to have the opportunity to ask more questions on
top of the predetermined questions (Mwita, 2022). Petty (2012) emphasized that the
appropriate time for an interview should be between thirty and ninety minutes. I specified
in the interview protocol, in Appendix A, that the interview of each participant will take
between thirty to ninety minutes to complete.

The researcher should design the interview protocol to allow the interviewer and
the interviewee to bond and maintain a great rapport with one another (Isaac, 2014). Isaac
(2014) suggested that the interview protocol should be a relaxed and conversational style
to enable the participant to relax and freely express the participant's viewpoints in the
most honest and accessible ways while the interviewer still maintains firmness in leading
the interview process through the interview questions. I made the participants relax and
the interview process conversational to strike a good rapport between the interviewee and
me. I did not impose any questions or ideas on the participants. The interview started
with an intent and purpose declaration, as illustrated in the interview protocol in
Appendix A. Then, I emphasized the ethical grounds of the interview process. I read the
research question and then asked each participant the semistructured and open-ended
interview questions to maintain consistency. Each interviewee was notified that the
interview will be audio recorded, and I will take interview notes during the whole process

to enable a verbatim translation of the interview. It is recommended that the interviewer
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records the interview to enable the interviewer to stay engaged and focused on the
interviewee during the interview (Harvey, 2011).

After the interview, the researcher interprets the interviewees’ responses using the
audio recorded for verbatim translation (Ahern, 2012). As the researcher, I produced a
verbatim translation of each interviewee’s responses and return it to the interviewee for
review, as illustrated in the interview protocol in Appendix A. The member checking
ensures that the participants’ views are represented appropriately and validates the
interpretation of the data being collected (Candela, 2019). Birt et al. (2016) stated that
member checking is essential to ensure the transcript's credibility and the researcher's
transparency. Member checking is an important step in the qualitative study because it
ensures the interviewee can add, cancel, or correct the interviewee’s responses (Birt et al.,
2016). I sent the transcript via email to each participant for review and indicated that the
participant had up to one week to finish the review. Each of the participants consented
and confirmed or corrected their views before I proceeded to the analysis and findings.

Data collection is a systematic process of gathering information a researcher or
researchers need to answer research questions or validate a hypothesis (Mwita, 2022). It
is important to ensure data richness, saturation, validity, and reliability through data
triangulation (Hughes & McDonagh, 2017; Mwita, 2022; Petty et al., 2012).
Triangulation is using other data sources to compare and increase the credibility of the
research (Petty et al, 2012). Hughes and McDonagh (2017) and Yin (2014) suggested that

company document review is essential in supporting and substantiating the primary
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interview data. [ reviewed available company public documentation to supplement and
substantiate the interview data. I collected the document information using the data
collection protocol in Appendix B.

Data Organization Technique

Once I secured a place (company) and participants for the interview, my
organization technique for this study included audio recording each participant during the
interview using an iPhone for clarity and easy conversion to MP4 and transfer, keeping a
reflective journal during the interview process, member checking to ensure validity and
avoiding misrepresentation of participants' responses, and transcribing the interview.
Zamawe (2015) advised that interviews should be audio-recorded for accurate translation.
I conducted face-to-face interviews with the participants and recorded the interviews on
my laptop as a backup for easy transcribing. All the journal notes and transcripts were
organized using alphanumerical labeling.

I masked all the participants’ names and other company vital profiles. To ensure
confidentiality, I used a code system such as participant P1P1 or company XYZ to refer
to the participants and companies, respectively. After the interviews, I transcribed each
interview and sent the transcript via email to each participant for member checking to
avoid misrepresentation of their viewpoints and to validate the data. Member checking is
essential to ensure the participants’ views are represented appropriately and to validate
the data collected in qualitative research (Candela, 2019). After collecting the data, the

next step was to organize the data. Each participant’s interview response was transcribed,
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and member checked, and I used NVivo software for easy thematic coding of the
transcript to hasten up the coding process. NVivo software is one of the software
qualitative researchers use for data organization and analysis (Zamawe, 2015). Thematic
analysis is one of the ways a researcher analyzes qualitative data. A qualitative researcher
uses a descriptive method called thematic analysis to reduce the data, such as interview
transcripts, flexibly by identifying, analyzing, and reporting patterns or themes
(Castleberry & Nolen, 2018). I used this software to identify response patterns and group
them for easy analysis. Due to the substantial amount of conceptual data involved with
thematic analysis, researchers often use software programs collectively called computer
assisted qualitative data analysis, such as NVivo, to facilitate the analysis (Castleberry &
Nolen, 2018; Zamawe, 2015).

One of the essential parts of the research process is ensuring the confidentiality
and safety of the research objects (Beauchamp, 2020; Brear & Gordon, 2021; Lantos,
2020). Furthermore, Beauchamp (2020) emphasized that the researcher's role is to ensure
that participants are treated fairly and equally in a safe research environment that protects
participants' confidentiality. As the researcher, I ensured that the participants and
company’s profiles and sensitive information were confidential. There was no physical
injury risk involved in the interview process because all the interviews were conducted
live in person in a secure location chosen by the participants, with no injury risk
involved. No participant was coerced to provide information against the participant’s

wish. The paper version of the journal notes and any valuable company public
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information collected was locked in a safe that only I can access. At the same time, all the
other electronic data, including interview recordings and transcripts, were saved in a
password protected folder on my personal computer and iCloud as a backup. The paper
and the electronic versions will be destroyed and deleted after 5 years from the date
Walden University approves the completion of this study.

Data Analysis

Isaacs (2014) reported that the interviews' transcripts form the data analysis base
in qualitative research. Data analysis is the researcher’s actions to make meaning of the
data collected, such as the interview transcripts. The data analysis method the researcher
chooses depends on the data that needs to be analyzed (Issacs, 2014). In the case of this
study, interview transcripts and company documents were the data I analyzed. I used
methodological triangulation as one of the methods of data analysis. Methodological
triangulation is the researcher’s use of multiple methods to collect and analyze more
complete and detailed data (Buckley, 2022; Feng et al., 202; Hennink & Kaiser, 2022;
Sebele-Mpofu, 2020). I compared the interview transcripts with the company
documentation to better understand the phenomenon and validate the interview data.

Abdalla et al. (2018) and Farquhar et al. (2020) posited that triangulation is not
just a method for examining the data from different sources but also helps deepen the
understanding of the researched matter. Researchers use triangulation to establish the
validity of their research by relying on multiple data sources to reach a convergent

conclusion (Farquhar et al., 2020; Feng et al., 2021). The importance of using
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methodological triangulation is that it raises the validity and reliability of the research,
and it is used to introduce new viewpoints to increase knowledge (Abdalla et al., 2018;
Farquhar et al., 2020). Abdalla et al. (2018) further explained that illustration, convergent
validation, and analytic density or richness are the three major values of triangulation in
research.

It is recommended that a qualitative researcher audio records and takes notes
during the interview process and then transcribes the recordings and journal notes by
going back and forth between the interview transcripts, notes, and recordings until all
points are captured (Kekeya, 2021). The researcher must constantly refer to the research
question and compare it with the transcribed data, study aim, and theoretical framework
to ensure that the researcher is still on course (Mohajan, 2018). For this research, I used
thematic analysis for data analysis. Ayre and McCaffery (2022) explained that thematic
analysis is used to reduce textual data to codes, and the type of thematic analysis utilized
depends on the type of data the researcher is trying to reduce to codes. Thematic analysis
is a descriptive method of data analysis the researcher uses to reduce the data, such as
interview transcripts, flexibly by identifying, analyzing, and reporting patterns or themes
(Castleberry & Nolen, 2018; Petty et al., 2012).

According to Castleberry and Nolen (2018), this stage in the analysis is where
codes are assigned to segments of the data that describe them. Normally, the researcher
reads through and combines codes whose meanings are close to each other. After coding,

the researcher then categorizes codes that are related or have some resemblances into
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themes (Castleberry & Nolen, 2018; Petty et al., 2012). This stage can be rigorous,
especially because qualitative analysis involves a lot of textual data from different
sources. Due to the substantial amount of conceptual data involved with thematic
analysis, researchers often use software programs collectively called Computer Assisted
Qualitative Data Analysis Software, such as NVivo, to facilitate the analysis (Castleberry
& Nolen, 2018; Zamawe, 2015). Thematic analysis can be done using NVivo.
Researchers use NVivo software to make this analysis stage very fast and reliable
(Zamawe, 2015). The researcher uses this software to link parts of various documents,
such as the interview transcripts and company documents and then codes them according
to their relationships (Zamawe, 2015). Ayre and McCaffery (2022) explained that
thematic analysis reduces textual data to codes; the thematic used depends on the type of
data the researcher tries to reduce to codes.

Generally, there are five outlines in which qualitative data can be analyzed,
namely compiling, disassembling, reassembling, interpreting, and concluding
(Castleberry & Nolen, 2018; Yin, 2018). These five outlines can be easily achieved using
NVivo software. Compiling involves breaking the data, such as interviews, into forms
that are more meaningful, usable, and easy to access the contents such as interview
transcripts (Castleberry & Nolen, 2018). Disassembling involves coding and grouping
chunks of the data into codes that describe their meaning for easy analysis and
interpretation (Yin, 2018). Reassembling is the process of grouping the codes into themes

by collapsing codes that relate to each other into one theme (Castleberry & Nolen, 2018;
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Yin, 2018). The researcher then interprets codes and themes by making analytical
conclusions (Yin, 2018). Themes capture the elements of the case or phenomenon under
study, and the researcher examines these themes to answer the research questions.
Concluding involves responding to the research question and purpose of the study using
the themes because the reason for gathering and analyzing data is to show that the
experiences of the people being investigated have a relationship with the aim of the study
(Castleberry & Nolen, 2018; Yin, 2018).
Reliability and Validity

Reliability

Rose and Johnson (2020) expressed reliability and validity in qualitative research
in terms of trustworthiness, referring to the rigors of the research design, the credibility of
the researcher, the believability of the finding, and the applicability of the research.
Reliability, which refers to the dependability, consistency, or auditability of the study, is
the extent of repeatability of the research and the understanding of the variations
(Coleman, 2021; Petty et al., 2012). Reliability refers to the soundness of the study,
especially concerning methods used during the research processes and the application of
these methods in qualitative research (Rose & Johnson, 2020). This means the study
should be replicable, meaning the same result should be arrived at if the research is
repeated using the same participants or contexts (Abdalla et al.,2018).

The dependability of the findings of this research was the extent to which this

research is repeatable if the same participants are used in the same context. In the case of
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this study, dependability was achieved because the interview and data collection
protocols in Appendixes A and C, respectively, were adhered to. Member checking or
participant validation is the method of returning the interview transcript or data analysis
to the participants for review to ensure the dependability and credibility of the interview
(Birt et al., 2016). Member checking of the interview interpretation, review of the
transcript, and data saturation through triangulation of the interview transcripts, company
data, and other sources from reputable websites are different ways this study’s
dependability or reliability can be achieved. Coleman (2021) stated that triangulation of
data helps in establishing reliability. The use of multiple data sources to enhance the data
saturation, validity, trustworthiness, credibility, and reliability of a research result is
known as methodological triangulation (Buckley, 2022; Feng et al., 202; Hennink &
Kaiser, 2022; Sebele-Mpofu, 2020). In this study, triangulation was one of the means of
achieving convergence of patterns to collaborate in the overall interpretation of the
findings. Reviewing the company’s information regarding the strategies the U.S.
manufacturing managers use to implement efficient manufacturing strategies, researching
published articles from peer reviewed online sources, and analyzing the interviews firmly
established the integrity of this study.

To allow readers an audit trail in this research, I showed the rationale for this
research, the protocols of the interview process, decisions made during the interview
process, and the other salient steps in this research. The researcher’s transparency

throughout the research process is essential for helping the readers evaluate the reliability
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of the study (Coleman, 2021; Leung, 2015). [ made the processes involved in this
research transparent to allow the easy auditing of the research findings. For example, I
recorded the interviews and applied verbatim transcription to avoid interviewer biases; |
member checked the interview transcripts with the participants to ensure the transparency
and integrity of the study.

Validity

Validity refers to the extent the research study measures the purpose of the
research (Abdalla et al., 2018; Kruth, 2015). Validity is the extent to which the researcher
increases transparency and minimizes the introduction of bias in research (Kruth, 2015).
The validity, which refers to the credibility, confirmability, and transferability of the
study, means the extent to which a study can be believed by the participants and the
degree to which it applies to other contexts (Coleman, 2021; Petty et al., 2012). As the
primary instrument for data collection and analysis, I reduced bias and increased
transparency by diligently sticking to the interview and data collection protocols in
Appendix A and C. Researchers use triangulation to enhance the research's validity.
Abdalla et al. (2018) identified that researchers arrive at a consistent objective picture of
the reality of the investigated phenomenon using triangulation. Validity is void or
minimizing of inconsistencies and contradictions in a research study (Abdalla et al.,
2018; Petty et al., 2012). Barnham (2015) explained that the researcher's business is to
give an account of how the participants see the world from the participants’ points of

view, irrespective of whether the view is correct or presents objective truth.
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The researcher can achieve validity by comparing multiple data sources about the
same phenomenon under study until there is a convergence of meaning from all the
various data sources (Barnham, 2015). A qualitative researcher reaches validity when (a)
the reality of the research is demonstrated, (b) the different data sources point to similar
results, strengthening the data collection and analysis, and (c) data analysis density in
breadth and depth is achieved (Abdalla et al., 2018). I achieved data validity for this
research paper by following the interview protocols listed in Appendix A and the data
collection protocol in Appendix B. I used methodological triangulation to reach validity
by comparing the interview results with the company’s documentation and other valuable
information from reputable websites. Credibility is one of the proofs that the research is
valid and that the study is trustworthy. Silva (2008) stated that the study's credibility
entails that the research procedure provides criteria for judging the study's findings. This
means that the qualitative researcher conducted the research in a way that the research
phenomenon was identified and described. Coleman (2021) stated that recording an
interview by the interviewer for a verbatim interview transcript enhances the credibility
of the research. Member checking of the interview transcript reinforces the credibility of
the research.

The next is the confirmability of the research, referring to the degree to which the
findings reflect the participant's viewpoints and are void of the researcher’s viewpoints
and biases (Coleman, 2021, Silva, 2008). Follow-up questioning during interviews and

member checking of the transcript can be used to achieve confirmability in the case of
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this research study. In this research, each participant was allowed to member check the
interview transcript to ensure transparency, originality, and ethical soundness and
minimize the researcher’s biases that may creep in due to the researcher’s industrial and
academic experiences. Triangulation is one of the techniques for achieving saturation and
validity (Peterson, 2019). Triangulation was one of the techniques that was used to
accomplish the confirmability of this research finding. For this research paper, multiple
data sources were utilized during the data collection and analysis. Adhering to the
research method, design, processes, and protocols published in Appendixes A to C of this
study led to the confirmability of the findings. Confirmability of the research entails that
another researcher or person should be able to confirm the research finding, owing to the
research design.

Transferability refers to the degree to which the research findings can be applied
to another context or setting (Peterson, 2019; Silva, 2008). The transferability of the
research study refers to the degree of usefulness to others in an analogous situation. Silva
(2008) posited that applying qualitative research results to other settings or people is
challenging, making it a weakness in qualitative research. Others can determine the
transferability of this research findings by adhering to the purposive sampling
requirements, interview protocols in Appendix A, and data saturation through interviews

and methodological triangulation.
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Transition and Summary

Section 2 included the steps to conduct the study. It included details of the job of
the researcher as the primary instrument for data collection, analysis, and interpretation.
The rationale for choosing qualitative research as the method for this study was
demonstrated. In this section, I discussed the rationale for choosing single case study
design. The section also included valuable information on the ethical requirements for
conducting qualitative research. The Belmont three basic ethical principles for research
involving human objects are (a) respect for persons, (b) beneficence, and (c) justice.
These principles will be applied throughout this research. In Section 2, details on how the
researcher should and must maintain these principles were detailed. I discussed strategies
such as member checking to avoid basis and misrepresenting the participants’ viewpoints.

Section 2 included methods for choosing participants: purposive and convenience
sampling techniques. The interview protocol was introduced and explained in Section 2.
The requirements for the participants were explained before the interview. The interview
protocol in Appendix A included consent information and other interview procedures. I
explained the rationale for selecting open-ended semistructured interview questions for
this study. Open-ended interview questions were chosen to allow the participants to
elaborate on their viewpoints freely. This section included techniques for reaching
saturation, such as triangulation. Information on the reliability and validity of the

research, such as member checking and triangulation, were discussed in this section. I
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indicated using NVivo software to facilitate the data analysis stage. Thematic analysis is
the analytical method for this research.

In Section 3, the I will focus on presenting the study findings. In this section, the
key themes from the data collected were compared with the conceptual framework in
Section 2. I will make suggestions such as possible applications of this study to
professional practice by discussing how business leaders can apply the findings to aid
them in selecting the best strategies to implement efficient manufacturing systems that
improve their companies’ performance. The implications for social change of this study

will be discussed in Section 3.
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Section 3: Application to Professional Practice and Implications for Change
Introduction

The purpose of this qualitative single case study was to explore the strategies
some U.S. managers use to implement efficient manufacturing systems to improve their
companies’ performance. Data were collected from face-to-face interviews with six
manufacturing managers of Company ZYX (a pseudonym) in Tennessee, in the
southeastern part of the United States. The data triangulation included the review of
available and redacted company documents, such as metrics, financial records, quality
documents, policies, and other published sources. The findings included that managers
must be aware of the effect of their choice of manufacturing management systems on
their overall company’s performance. The strategies adopted and used by the leaders
affect their internal and external competitiveness, manufacturing system, and the
company’s success. In Section 3, I present the findings, discuss the applications to
professional practice and implications for social change, make recommendations for
actions and further research, and conclude the study.

Presentation of the Findings

The overarching research question of this study was: What strategies do some
U.S. manufacturing managers use to implement efficient manufacturing systems to
improve their companies’ performance? Using semistructured, open-ended interview
questions (see Appendix A), I conducted face-to-face interviews with six manufacturing

leaders in an aerospace manufacturing company in Tennessee. Each interview lasted
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between 45 and 90 minutes. For data triangulation, I reviewed the collected data from the
six participant interviews and 14 redacted documents from Company ZYX, including
metrics, charts, financial documents, quality documents, and policies. The P1P1, P2P2,
P3P3, P4P4, P5P5, and P6P6 were the designated alphanumeric codes for the six
participants. The order of the designated codes does not reflect the order the interviews
were conducted in for confidentiality purposes. Five main themes resulted from the data
analysis: efficient manufacturing systems, successful strategies, operations management,
leadership behaviors, and effects and competitive advantage. The themes, source files,
and references are reflected in Table 2. Fundamentally, the themes relate to the
conceptual framework of transformational leadership and the research topic.

Table 2

Themes From Interview and Company Documents

Themes Number of files Number of references
Efficient manufacturing systems 9 72
Successful strategies 10 138
Operations management 16 124
Leadership behaviors and effects 13 84
Competitive advantages 10 71

Efficient Manufacturing Systems
Efficient manufacturing systems emerged as one of the major themes during the
data analysis. This theme had 72 references from the interview data and company

materials. Even though all eight questions reflected on this theme, Question 1 was
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constructed specifically so the participants could answer questions about the
manufacturing systems they use. All six participants showed confidence in their systems
and stated that their system is one of the major reasons they have successfully remained
in business. They all indicated that their major system is very efficient.

According to Roy et al. (2018), manufacturing leaders use efficient manufacturing
systems to deliver high-quality products with the least manufacturing costs. The
responses of P3P3 and P5P5 are an indication that even though the Estate Planning
Institute of Collaborative Resources (EPICOR) is the major system used by Company
ZYX, there are other manufacturing systems present in the company. Some aspects of the
company utilized different systems for efficiency reasons. For example, PSP5 and P3P3
stated that the quality department implemented several poka-yoke, a LM tool, in their
inspection and several manufacturing processes in their quality and production
departments.

According to the participants, they customized EPICOR as a central
manufacturing system of the company and incorporated all their processes into this
system. P1P1 explained that the company partnered with a university in Tennessee to
configure its manufacturing system. Several other participants, such as P6P6, explained
that the company had modified this system to what it is today over the years. P1P1, P2P2,
P4P4, P5P5, and P6P6 identified two central systems: EPICOR and FlexNet. Five

participants identified EPICOR as the company’s main system to control their
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manufacturing, operations, design, production floor, materials handling, and every other
aspect of the company’s business.

According to multiple participants, EPICOR is a material planning resource
(MRP) and enterprise resource planning (ERP) software that the leadership team, over
the years, developed into an elaborate manufacturing system of Company ZYX. The
participants described it as being more than an MRP or ERP system. Based on the
participants’ responses, FlexNet is a homemade web-based quality management system
used at Company ZYX to supplement EPICOR. P6P6 elaborated,

We have two primary systems. One is a quality management system called

FlexNet, which is a web-based program that was developed here at Company

ZYX. The other one is called EPICOR, which is an ERP-type software, enterprise

software for building materials, routers, work instructions, inventory, and

timekeeping. So, we have two primary systems.

P1P1, P2P2, and P6P6 stated that they developed EPICOR due to the nature of
their business. According to the participants, aerospace companies must comply with
many rigorous standards to do business in this industry. In the case of Company ZYX,
the company is AS9100 and ISO9001 certified, and it is easier to maintain these
standards using EPICOR. Being one of the three companies that manufacture such
products in the United States, Company ZY X’s managers must develop a robust system
that is used to tie all the aspects of the company together and to increase efficiency at all

levels. P6P6 indicated that the company must be technologically ready to face the
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looming competition in the aerospace industry. Three out of the six participants
expressed that EPICOR is very useful because it is a comprehensive resource planning
system.

After reviewing the interview data and all the available company documents, it
became clear that EPICOR is the Company ZY X’s ERP, MRP, and manufacturing
system used in all aspects of manufacturing planning, material handling, product design
phases, and the like. Yelles-Chaouche et al. (2021) asserted that a good manufacturing
system incorporates all the aspects of the manufacturing operations of the manufacturing
company. Company ZYX’s customized EPICOR is used in all aspects of the company’s
business, including quality management, sales, customer relations, risk management,
material handling, customer relations, production planning, operational measurement, and
product and process development. P5P5 stated, “EPICOR controls all of our labor
transactions or bills of materials, methods of manufacture, and counts of employees’
clock-in and clock-out times.”

P1P1, P2P2, P4P4, P5P5, and P6P6 emphasized that Company ZY X’’s
manufacturing system is the most efficient compared to the others they have used in their
past industrial experiences. P4P4 said that it would be hard to work in another
environment that does not have a system that is as comprehensive. Three out of the six
participants expressed that this manufacturing system is the most suitable for Company
ZY X because of its low-volume and high-mix business model. P6P6, who has spent over

21 years in his role in Company ZY X and 30 years in the manufacturing industry,
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expressed that the modification of EPICOR and use of it as a manufacturing system in
Company ZY X is very beneficial, especially since Company ZYX is a low-quantity,
high-mix product line business model. This participant also indicated that the low-
quantity and high-mix business model is the normal business model in the aerospace
industry. This participant further revealed that a low-volume and high-mix product line
model is a tough business model because it involves a lot of setups and challenges at
various levels, including running with high overhead costs, managing materials and labor,
risk mitigation, incorporating total quality in every aspect of the business, and
manufacturing at competitive prices. P6P6 expressed that because it is a low-quantity,
low-mix business, the upfront load (i.e., overhead cost) is high because of the heavy
requirement in product design, configuration and testing, product manufacture, customer
relations, and quality management. This is why P1P1 and P6P6 thought that EPICOR is
the best system for the company because they can see and analyze every aspect of every
contract from the purchase order stage to the post-manufacturing stage in one place to
support their product cycle structure. To buttress this point, P4P4 emphasized that the
importance of their manufacturing system is that jobs can be tracked from the onset to the
last operation in EPICOR. P4P4 revealed that production scheduling and other vital
timelines throughout the life of every product are controlled using EPICOR. This
participant illustrated how the parts are scheduled and made,

So here we make bellows, among other things. So just to use that as an example,

you would need to have multiple jobs because you start with the smallest of those
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pieces that make the final product. So, diaphragms, in our case, are then made and
welded into convolutions. Convolutions are welded into bellows. And then
sometimes a bellows has a housing. So, all of those could have separate jobs to
make each of those components, and then finally, to assemble those together on
another job, an assembly job. And all of that is generated out of the EPICOR.
Does that make sense?

According to P5P5, EPICOR is third-party software that the management of
Company ZY X upgraded with the help of a university in Tennessee to control all their
manufacturing operations from the purchase order stage to the postproduction stages.
P6P6 said two other companies in the United States make the same kind of aerospace
products as Company ZY X, so there is a need to have an outstanding system, such as
EPICOR, to be competitive.

P1P1 added that this system is also a communication system because it is used to
tell all the levels of employees what is going on and what is needed. This participant
expressed that the management uses the system to link the managers to their employees.
Bass (1990) and Burns (1978) stated that the leader must be willing to involve the
followers in all organizational activities because when followers know what is going on,
it is easier to motivate them to help. However, a few participants confirmed that the
managers review all the processes and then generate jobs for the employees on the floor.

Transformational leaders use two-way communication to make their followers feel
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important and appreciated (Burns, 1978). The employees should be aware of their
products and their jobs are highly valued.

Production System

The production system or process choice adopted by the manufacturing company
is one of the most important factors in the successful management of any manufacturing
organization. The choice of the production system is an important aspect of the
manufacturing strategy because it is the medium through which the organization
produces and fulfills the customer’s demand (Dohale et al., 2022). The production system
is also important because it links manufacturing to operations. The production system
utilized by a company is one of the key tools in determining the organization's finances,
among other performances.

Manufacturing leaders determine their production systems based on several
factors, including capacity, planning, and inventory (Chen & Wang, 2021: Cooper &
Taylor, 2022). Based on the responses of all the participants to Questions 2 and 8,
Company ZY X runs a low-volume and high-mix product line and uses multiple
manufacturing and production systems depending on the department or process in
question. It is difficult to adopt a dedicated manufacturing system. Considering some of
the responses to Questions 1 and 8, Company ZY X’s production system is an FMS. In
response to Question 2, P3P3 expressed,

There are some cellular types of systems set up in the welding department and our

functional test lab. But when it comes to our computer numerical control (CNC)
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department, it’s more of a grouped by skill set levels and complexities of product.

It is a little bit more of more grouped by skill sets and product complexity instead

of just a random cell that can do certain things.

Manufacturing leaders incorporate group technology principles in a CMS. In a
CMS, each of the multiple cells consists of a set of machines used to produce a given part
family (Cooper & Taylor, 2022). On the other hand, FMS and somewhat RMS are
equipped with CNCs to enable the automatic material handling system (Cooper & Taylor,
2022; Lander & Liker, 2007). CNCs’ numerical control can easily be changed to target a
different task or set of tasks (Chiarini, 2017; Cooper & Taylor, 2022; Lander & Liker,
2007). P6P6’s responses to a few follow-up questions to Question 1 and response to
Question 8 indicated that the production system on the floor is like FMS. He further
stated,

Our production system is more departmental. And so, when you take a look at a

flow diagram of how our materials progress through, there’s always an inventory

transaction. It may go through a forming operation and machining operation,

welding, cleaning, and quality. So, I would say it’s more of a linear serial type of

production system.

P6P6 also identified the production system as a serial production system. A serial
production system is a multistage system in which the production of a product is divided

into stages, and the final product is achieved in the last stage (Tayyab et al., 2022). From
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P6P6’s response above, some stages are forming, machining, welding, cleaning, and
quality inspection.

The design of the shop floor structure is consequential to workforce planning and
efficiency (Cooper & Taylor, 2022). P6P6, in response to Question 8, identified the
production structure as a job shop. This correlates with P6P6’s response to Question 2,
where he stated that the production floor management runs a serial production system. A
job shop is the most complex floor shop structures because it has different processing
routes through the workstations (Chiarini, 2017; Cooper & Taylor, 2022). Material flow
is designed based on the kind of floor the company’s production team runs.

The participants also concluded that EPICOR is their MRP software. Production
systems are designed with several factors in consideration, namely floor structure,
product manufacture complexity, and material management system. From the above
findings, the production floor is a job shop manufacturing system, which an FMS because
of the product complexities. The company also runs a serial production system. The
material and inventory control system must be selected in such a way that it is of optimal
value. P3P3, in one of the Question § follow-up responses considering their MRP
strategy, classified the system as a push production system. P4P4 also established that the
company’s material handling is based on the kind of product line and production system
in place. The production processes involve long setups due to product line complexities,
thereby the adoption of a push system. According to P3P3 and P4P4, the materials

manager schedules production ahead in EPICOR based on products’ ship dates and other
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considerations. Chiarini (2017) posited that in push systems, production is scheduled
ahead, requiring an increased inventory and work in progress. In a similar sense, P3P3
elaborated,

Our equipment is scheduled based on jobs. The jobs are scheduled on equipment
within EPICOR using rates and staffing levels. We manage several different types
of materials on the floor (raw, components, work in progress, and finished goods).
All those materials are managed using EPICOR, warehouse, and bin locations.
TOM
All the participants identified FlexNet as the company’s quality management
system (QMS). This quality system is used by the entire workforce and throughout the
organization as a supplement to EPICOR. This QMS is used for quality-related purposes
from when orders are received to post production stages. This QMS is useful because
Company ZY X must maintain certain strict quality requirements because Company ZYX
is ISO9001 and AS9100 certified. According to PSP5 expressed,
The second system is a homegrown, developed QMS that we call FlexNet now,
and it complements EPICOR. It pulls information from EPICOR but cannot push
information into EPICOR. So, we have some things that go on throughout the day
or periodically, and FlexNet gets populated by pulling such information. So
FlexNet houses our document record index or nonconformity system, corrective

action system, program management system, maintenance system, gauge
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calibration system, work schedules, and work instructions. All that stuff is located
in FlexNet.

The quality system used in this company is a total quality system. Qureshi et al.
(2022) posited that TQM is a management system in which the entire employees of the
organization must collaborate to produce the best quality products to satisfy their
customers’ requirements. The upper management of Company ZYZ uses total quality
management to achieve coordination among the management leadership team. This
quality system is used as a communication system used in communicating to and
controlling the employees and their job processes. In total quality management, standards
are built and upheld using certain practices and procedures to achieve better performance
(Qureshi et al., 2022).

Consequently, P5P5 and P6P6 credited the company's success to the quality
system the company’s managers utilized. PSP5 and P6P6 agreed that the management
maintains the ISO9001 and AS9100 requirements by upholding certain practices and
procedures. The leaders and the quality team use FlexNet to enforce quality rules
throughout the plant. P5P5 specifically stated that the quality system is not only a
company-wide standard but a system the company uses to excel in recertification audits.
P1P1 and P2P2 pointed out that Company ZY X, as an aerospace company, has a lot of
strict standards that it must comply with, and FlexNet is used to tie all those standards
together. P4P4 expressed that this quality system is unique and resourceful. The

participant further expressed,
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The one thing I will say is that, in terms of our intranet, the FlexNet, it's one of the
best quality management systems I've ever dealt with, and I've dealt with several.
Our customers even will come in from the biggest customer names that you've
heard of and say how impressive it is because it's a one-stop shop. It keeps all of
the quality-related documents together. You know, we're AS9100 certified and
not just ISO. So, all that documentation, all the requirements, the flow-downs, the
customer, everything is all in that system.
In expressing how the management has achieved outstanding performance using

this quality system, P6P6 stated,

So, as a company that is AS9100 and ISO9001 certified, there's a certain
framework that you must have to be compliant with the requirements of AS9100
and ISO9001. AS9100 covers areas such as quality management systems, control
of nonconforming product design, inputs, outputs, and inventory, and FlexNet
covers every one of the above areas. Being a part of that accreditation and having
that certification means that there's at least a baseline of your capability with
regard to these standards. So, Company ZYX has a quality management
document or quality manual that states how we do it to comply with the standards.
The quality system details how you do business and how you can make your
business meet those requirements. We use our EPICOR and FlexNet systems to

comply with all these standards.
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P6P6 pointed out that EPICOR is used to control all premanufacturing,
manufacturing, and post-manufacturing activities such as bill of materials, routers, clock-
ins and clock-outs, inventory, and operational sequence. P2P2 and P6P6 pointed out that
their QMS, FlexNet, is more of an information system that is used for housework
instructions, manuals, contract reviews, specifications, and the like. Referring to FlexNet,
the QMS, P2P2 said, “It is our key tool to make sure when we're setting things through a
review and approval cycle, that all of the relevant departments, namely, programs,
engineering, manufacturing, quality, materials, sales, and maintenance have read and
approved it.”

Successful Strategies

All the participants expressed confidence in their strategies. There are 138
references from 10 sources altogether between the interview data and company document
that mentioned or reflected on the strategies used by Company ZY X, as shown in Table
2. Questions 2 and 3 of the interview are specifically focused on the strategies used to
implement efficient manufacturing systems. Table 3 is a compilation of the responses of
the six participants about Questions 2 and 3.

Participants one through four indicated that using metrics to manage key
performance indicators (KPI) is one of the top strategies they use to implement their
company’s efficient manufacturing systems. PSP5 and P6P6 identified, among other
strategies, training processes as an outstanding strategy to implement efficient

manufacturing systems. Except for PAP4 and P5PS5, the rest of the participants rated
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communication among the three outstanding strategies to bolster improved performance.
Considering Table 3 and the rest of the 138 references, Company ZYX’s strategies are
evidenced by the manufacturing, management, production, quality, and material handling
systems used by the leaders and employees to improve their company’s performance.
Table 3

Top Points From Participants’ Answers to Questions 2 and 3

Participants Top three points from answers
Point 1 Point 2 Point 3
P1P1 Measuring metrics Understanding metrics’ Communication
impacts on business, and setting
results, and goals priorities
P2p2 Transparency in quality  Structured approach of ~ Metrics to measure
system and cross functional review effectiveness
communication
P3P3 Efficient materials Efficient management of  Tracking activities
handling and people and process with with metrics
production systems communication
P4P4 Metrics to drive and Automation of results Efficient materials

track improvements  incorporated in EPICOR and production
management

P5P5 On-the-job training and  Establishing poka-yoke Efficient quality

coaching program throughout the plant system
P6P6 Process control and Serial production and an ~ Product life cycle
communication in indented bill of design and control

training and processes materials method
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The QMS in place in this company is noteworthy. The quality system is very
detailed and used to control every aspect of the business. All the participants recognized
that their main system is the modified ERP and the MRP software, EPICOR. The
homegrown quality system, FlexNet is another powerful tool used by the managers to
improve the company’s performance. Communication and training are among the top
three outstanding strategies identified by the participants. Effective communication is a
core part of good leadership. Transformational leaders communicate effectively to
increase trust and loyalty among their followers. Directly or indirectly, all six participants
recognized that FlexNet is their information system that is used to derive information
from EPICOR. With respect to FlexNet, PSP5 expressed,

Well, it's really a requirement because we're AS9100 certified here. AS9100

forces down certain requirements like calibration and non-conformity tracking.

And that's really what the foundation was that FlexNet got built on. It was how

we complied with AS9100. And then, we started building the system to fill in the

gaps that we had with EPICOR. EPICOR is a great system, and it does have

certain things like non conformity tracking and stuff. It didn't go into the level of

detail that we needed to be able to comply with AS9100.

Owing to the nature of Company ZYX's business design, implementing a total
quality system to comply with AS9100 and ISO9001 is an outstanding strategy. PSP5
expressed that the customers and auditors are impressed with this system. The type of

quality system in place in Company ZY X has been one of the strategies that is used to



144
improve the company’s performance over the years. Manufacturing organizations use
sets of strategic and coherent decisions or structures that are relevant to successfully
manage their manufacturing business and to improve their companies’ performance
(Olhager & Feldmann, 2018).

Company ZY X has a well-structured leadership team. The leadership team is set
up in a way that each leader has access to what is going on in the company at the same
time through EPICOR and FlexNet. The business setup is very thorough. The team
makes use of tools like metrics and the like to consistently carry out their business to
satisfy the customers’ demands. P1P1 said that the strategy is effective and has brought
the business to the limelight. This company is set up strategically.

The managers use some of the controls in place, such as EPICOR, FlexNet,
quality setup, engineering, and the like, to make Company ZY X stand out in the industry.
According to all the participants, the customers are impressed by the business and
manufacturing strategies in place, and for that reason, it is easy for customers to buy in.
The leaders use EPICOR and FlexNet to centrally control the manufacturing, production,
and business operations at a glance. Everything is in one place and easily accessible.
Three of the participants explained that one of the world’s largest aerospace and science
companies, identified as Company ZBC in this study, came to sign a deal to allow
company ZBC to adopt Company ZY X’s manufacturing system. P2P2 noted,

Yes, that really makes the strategy very practical and very executable. It really is.

In fact, ZBC came, one of our customers, you know, to review because they were
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going to order a product. They came in and said, it is great; we approve. But then
they brought in their own people a couple of months later to try to emulate what
we had to instill at ZBC. So, we are very proud of that, that they thought it was
that good. So, we are very proud of it. And honestly, when we bring in customers,
potential customers, when we bring them into the conference room, and we show
them all our systems, and how everything is just right here, it really helped close
the deal because they feel like we are going to meet all the quality requirements
and it's all in front of them. So, it gives them a good security feeling.

Company ZY X’s strategies include powerful tools that the leadership team uses to
control, guide, and integrate all their procedures and manufacturing activities, such as
quality management, material handling, production planning, product and process
designs, customer satisfaction, and employee management. Alcaide-Muioz et al. (2018)
expressed strategic planning in terms of tools for the control, coordination, guiding, and
integration of various organizational procedures and activities. This company’s
manufacturing strategies are in line with multiple researchers' views on manufacturing
strategies. Practitioners and researchers agree that manufacturing strategy is a complex
aspect of the business because it incorporates the strategic management of multiple
aspects, including satisfaction of the customers’ requirements, the management of
manufacturing materials, skill capacity building, improving competitiveness, balancing of
uneven resources such as machinery and man, and bolstering of the organizational

internal and external competitive advantages (Dohale et al., 2022; Hoang et al. 2020).
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Operations Management

Operations managers’ primary function is to improve the company’s performance
(Arumugam, 2022). Christ et al. (2022) posited that managers must link their planning to
other business functions to achieve success. Company ZY X’s operations management
system is developed to cut across every business function. The company's operations
develop, strategize, and manage processes and systems to achieve operational excellence.
P1P1 expressed that one of the most powerful operations tools available in Company
ZY X is the frequent face-to-face meeting of all the leadership team members, known as
the executive leadership team. ELT comprises managers from different company
functions, including plant manager (president), director of engineering, materials
manager, director of manufacturing, quality manager, and director of sales and programs
management. Managers of various company functions come together to discuss business
and share their progress. Challenges are itemized and prioritized in these meetings.

PIP1 confirmed that each manager is tasked with executing a list of things.
During the face-to-face meeting, each manager is asked to present progress and huddles.
This meeting is called the weekly huddle. In this meeting, challenges, new businesses,
manufacturing, priorities, past week’s performance, current week’s issues, past due
shipments, and other issues are discussed. This meeting was established to encourage the
managers to achieve their tasks because when each manager knows that the manager is
expected to present progress in the meeting, the manager prepares well to avoid

embarrassment, according to P1P1. The importance of the meeting is to treat top
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priorities first, and the entire management team understands clearly, what is required
from them, what has been achieved, and what needs to be achieved.

Some of the core of every operations management team should include
developing strong processes, developing plans for continuity, engaging every function of
the company, developing plans for mitigating risks and losses, and improving the
company’s external and internal performances. When Company ZYX gains a new
business, all the functions, including the process development team, design engineers,
programs managers, quality managers, manufacturing managers, and the like, come
together during a kick-off meeting to work on the manufacture of the said product to
understand what could go wrong and develop plans to mitigate risks. During the meeting,
risks are evaluated, and strategies for efficient manufacturing of products are developed.
Material and other vital issues are also discussed.

P1P1 and P2P2 established that one of the most important values of EPICOR is
the centralization of information. Every function is aware of what is going on at a given
time. Communication is one of the most important tools the participants identified. From
the analysis of the interview data and company documents, communication was
mentioned or referred to 66 times. P1P1 explained that there is always communication
going on at various levels. P5P5 indicated that communication is done through the quality
system. P5P5 said, “Everyone knows what is going on and what they are supposed to
do.” Communication is a vital factor in an organization. Employees, leaders, and

customers build a good rapport with the company when managers always engage and
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update the employees and customers. Transformational leaders engage their followers
with all aspects of the businesses so that their followers understand what and why their
times and commitments are crucial.

Challenges

Questions 6 and 7 and a few company documents focus on the challenges the
managers encountered using their manufacturing systems and how they dealt with them.
Challenges were referenced 48 times. Table 4 is a compilation of the most mentioned
challenges during the interview. The effects of these challenges on the company and their
root causes are tabulated in Table 4. Data used for this tabulation are information from
the interview and available company documents. Many researchers agreed that
manufacturing is associated with many challenges, and it is the managers’ job to identify
and mitigate them (Manikas et al., 2020). Operations managers must be ready to
strategically plan well to overcome these challenges by improving their internal and
external competitive advantages (Christ et al., 2022; Manikas et al., 2020). The managers
must identify, develop plans, and execute the plans to mitigate the effects of these
challenges on the company’s performance (Manikas et al., 2020).

All six participants see the job scheduling in EPICOR as a key factor for the
efficient manufacturing of profitable products; however, five out of the six participants
recognized that EPICOR router job sequencing is challenging due to several variables,
including machine, people, and material availability, and customer requirements. P3P3

and P4P4 identified that EPICOR router jobs are stacked according to ship dates. They
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concluded that sometimes, due to labor, machine, or other issues, the lead times of these
jobs are not achieved. The production personnel cannot change the sequence, even when
they can’t meet the top job, due to the manufacturing system’s requirements, process and
product complexities, and material-related issues, owing to EPICOR setup. The effect of
this challenge can be felt in product delivery, customer satisfaction, company
performance, employee frustration, and the like.

Material availability is one of the most frequent challenges. Several participants
recognized material availability as a challenge. If materials are unavailable, production of
products won’t continue. Supply chain-related issues are one of the main root causes of
this challenge. Customer requirements such as takt time, material type, and order quantity
are other root causes of this challenge. P3P3 expressed that purchasing material can be
difficult at times because this is a low-volume production plant, and placing high-volume
orders with suppliers is more cost effective. In some cases, the volume is too low to place
high-volume orders. Suppliers will give priority treatment to customers with high-volume
orders, according to P3P3. Suppliers might not be reliable sometimes. If the materials are
not supplied as scheduled, production is affected. Consequently, scheduling, customer
satisfaction, and company performance can be affected.

Another major challenge was maintaining adequate head counts. P1P1 and P3P3
specified that hiring and retaining the adequate number of employees needed for the
smooth running of the business has been a challenge. P4P4 and P5P5 expressed difficulty

in training the workforce due to the challenges associated with training requirements
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assigned to each worker. The system’s configuration is favorable for technologically or
computer savvy employees and frustrating to those not in this category, especially when
the employees are new to the company, according to P4P4. P4P4 and P5P5 stated that
many employees who deemed the system too difficult tended to quit. Several reasons the
headcount is affected include the global labor market crisis, increased turnover rate, skill
requirements, and the like.

Most of the participants expressed that EPICOR and FlexNet are powerful
systems. However, they also said that the systems have some complexities. One of the
challenges associated with the system is the cost of maintaining it. PSP5 expressed that
the systems are very dependable but require heavy maintenance. This participant also
explained that upgrading and updating the system requires expertise, time, and money. A
few participants expressed that the system is a bit intimidating to employees, especially
the new ones, due to the technological involvement. It is expensive to maintain the
system.

The overhead cost was identified as a big challenge by two of the participants.
The organogram, headcount, and other metrics are indications that the company carries a
high cost in overhead. Some root causes of the heavy overhead or front load are the
product line model (low-volume and high-mix products), managerial structure, product
complexities, and the like. A high overhead cost can drastically affect the profit margin
and the company’s performance. The design and production of the products are

expensive not only because products are complex to make but also because there are a lot
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of quality and other regulatory requirements associated with the government and
aerospace industry. Furthermore, P6P6 explained,

And let us just pick Airbus A350. It is a large commercial aircraft. We have an
accumulator that is big in diameter and length that is on the braking system. We
make two of those per plane. This system will tell me what cert I did when I
shipped it. What the part number was, how many, and what the serial numbers
were. So, if I get a customer return, I can literally come in here and find the serial
number. Here is one where I shipped one part. This is serial number 2335. This is
the acceptance data package for that part to ship one piece. It is 300 pages long.
The above illustration is an example of the reason for the heavy overhead and
manufacturing costs. There are heavy costs associated with the quote, design, process,
production, and shipment of the products. Engineering, for example, has over five
members for a small company like Company ZY X. The organizational structure in Figure
1 is a demonstration of the management structure. Considering multiple participants’
responses and Figure 1, there are a lot of managers who make up a major part of the
overhead. Overhead costs are significant portions of the production cost. The total
number of employees that work in the company is 110. Normally, strategies and

processes should be designed to decrease input to improve the company’s performance

(Kuhnle et al., 2022).
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Most Referenced Challenges, Effects, and Root Causes
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Challenges Effects Root causes
Manufacturing system’s Poor on-time delivery, EPICOR setup, process
(EPICOR) router job unsatisfied customers, and design, scheduling, labor,
sequencing poor company machine, and materials

Materials availability

Maintaining adequate
headcounts and labor

Keeping up with
overwhelming training
requirements

Maintaining milestones

Maintaining a healthy
manufacturing cost

Carrying high overhead cost

Maintaining high tech
systems (EPICOR and
FlexNet)

Production of expensive
low-volume and high-mix
products

performance

Poor on-time delivery,
unsatisfied customers, and
poor performance

Poor on-time delivery,
unsatisfied customers, and
poor company
performance

Increased turnover,
employee frustration, skill
capacity issues, and work
overload for management

Poor company
performance

Low profit margin, poor
company performance,
and possible loss of
business

Low profit margin, high
upfront cost, high
production costs, and loss
of business

High maintenance cost,
high turnover rate, high
skill requirement,
increased labor cost, high
cost of training

High cost of design,
process, and production,
and high upfront cost.

issues

Supply chain problems, job
prioritization, customer
demands, and takt times
The labor market, labor
costs, skill capacity issues,
employee satisfaction, and
production planning issues
Quality requirements, job
requirements, skill capacity
building, and company
ISO9001 and AS9100
requirements

Business model, skill level,
and customer requirements
Material, labor, equipment,
and material planning,
product and process
design, production system,
and high overhead.
Business model (low
volume, high mix), many
managers, product type,
and leadership structure.
Company certification
requirements, competition,
and complicated customer
requirements

Customer satisfaction and
retention, market
competition, and business
strategy




Table 5

Operations Management References

Themes Number of files ~ Number of references
Operations management 16 124
Challenges 7 48
Performance measurement 8 66
KPI 7 27
Metrics 7 34
Figure 1

Company ZYX'’s Organizational Breakdown Structure
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Operational Excellence

Question 4 focused on how managers measure the effectiveness of their
manufacturing systems. Performance measurement was referenced 66 times, as shown in
Table 5. Metrics and KPI were referenced 34 and 27 times, respectively, as shown in
Table 5. These statistics are an indication that the management team makes decisions
using metrics and KPIs. All six participants identified metrics as performance
measurement strategies Company ZY X’s managers used. Each of the managers has
metrics to measure assigned KPIs. Annual sales results, earnings before interest, taxes,
depreciation, and amortization (EBITDA), contribution margins, on-time delivery at
various levels, overtime hours, headcount, labor, materials, and scrap as percentages of
sales, customer satisfaction, and the like are some of the KPIs the managers measure.
There are several company documents with charts and tables to indicate the results of
these measurements. P1P1 expressed how seriously the managers track some of the key
indicators and how they have used the results of these performance measurements to
improve the company’s performance.

Operations managers use metrics to measure their performance and identify areas
needing adjustment. Normally, the managers intend to reduce input without much focus
on the output to decrease the manufacturing cost and improve the company’s
performance (Manikas et al., 2020). P3P3 emphasized,

We have a certain scrap rate that we try to stay below because we are low volume,

high mix. It's typically more than what you would see in a standard, high-volume,
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low-mix manufacturing facility. And we monitor that regularly. Also, we track
our on-time delivery because our effectiveness is not just the quality of the
product or the cost of the product, but it's also how the products arrive at our
customers in the time that they expected it.

Operational excellence is used to measure the operating performance of the
company. Operations managers and their directors set up performance metrics to measure
their performances at various levels and functions for efficient management of processes
and operations (Golcher-Barguil et al., 2019). Company ZY X’s operations team
measures the company’s performance using various metrics. Kuhnle et al. (2022) and
Szabo (2018) posited that performance measurements are focused on the systematic
reduction of inputs without much focus on the output because when inputs are under
control, costs associated with those inputs are reduced.

Table 5 is a tabulation of the references related to operations management.
Specifically, in Table 5, performance measurement, KPI, and metrics are all aspects of
operational excellence. Operations management is the theme with the highest number of
references when all the components are added together, as shown in Table 5. The
participants excitedly expressed throughout the interview that they track key performance
indicators at various levels. For instance, P2P2 stated,

We are a very metric driven or key performance indicator driven company. To

give you an idea, I think there are over 40 metrics that we track monthly. We
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review them within the management team to make sure we're hitting our targets in
all departments.

A few performance indicators are assigned to managers of various functions to
measure and report, according to several participants. Each manager is tasked with
presenting his or her results during the management meetings. The management team
measures these performances majorly using EPICOR, FlexNet, and Excel spreadsheets,
according to P1P1 and P6P6. There is also an annual internal management review audit
of each manager to ascertain that they are up to date in their managerial functions,
including these measurements and performances. The quality department is responsible
for the internal audits of the managers. The operations setup and functions of Company
ZYX align with published articles. For example, Manikas et al. (2020) emphasized that
manufacturing strategies must be aligned with all the company's other functions for
outstanding company performance. The Company ZY X director of engineering measures
the on-time delivery of the engineering and configuration team’s functions, including
CAD modeling and design of the products, finite element analysis, validation of designs,
and incorporating the drawings and all the data into EPICOR. The engineering on-time
delivery is in Figure 2. According to P6P6, engineering functions can affect the overall
performance of the entire company. A similar chart is shown in Figure 3 for Company
7YX 2022 on-time delivery to customers. The participants all agreed that each function's

activities affect the company's overall performance.
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Company ZYX 2022 Engineering Milestones On-Time Delivery
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Company ZYX 2022 On-Time Delivery to Customers
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Furthermore, the operations managers must develop strategies to measure their
performances to maintain and improve their company’s performance (Eker & Eker,
2019). The results of these measurements should be used to improve performances that
do not line up with the company’s plans. For example, P1P1 established that the
manufacturing leadership measures and maintains the direct labor and manufacturing
indirect labor. P3P3 stated that production management measures and controls overtime
hours. The managers measure the headcount and compare it with the number of overtime
hours worked and the past-due hours that still need to be completed. The management
team decides to add or reduce headcounts based on sales results, labor hours, overtime
premiums, past due hours, and forecasted hours metrics. In Figure 4, the compound
annual growth rate is based on the backlog growing rate. According to P1P1, the backlog
means the dollar value (in millions) of received purchase orders that can be shipped then.

The compound annual growth rate is 35 %.
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Figure 4

Company ZYX’s Compound Annual Growth Rate

Company ZYX Sales Metrics

2018 2019 2020 2021

Company ZYX Backlog Growing Average by
Fiscal Year

The programs and sales department measures backlog and sales to customers each
fiscal year, and the management uses these measurements to make vital decisions such as
increasing headcounts and capital investments. The quality systems significantly affect
the company’s overall performance because of the amount of training allocated to each
employee. The training period for a new employee range between three months and five
years, depending on position, according to P1P1 and P5P5. During this training period,
most employees’ efficiencies and productivities are poor. Consequently, the headcount

overtime hours increase even though efficiency might not increase. The scrap rate may
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also increase during the training period because the new employees are not efficient yet.
All these KPIs are measured to understand the interrelationships of the company’s
different activities. The relationship between direct labor headcount and overtime
premium is shown in Figure 5. There was no significant reduction in overtime premiums
when more employees were added. An increase in overtime premiums without a
significant increase in sales can cause the company to lose money. The manufacturing
management measures the overtime and direct labor headcount, as shown in Figure 5.
Figure 5

Company ZYX Overtime and Direct Labor Headcount Tracking
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P3P3 expressed that they look through various operations involved in making the
product to identify the operations or processes that are not efficient. They adjust inputs

such as labor, headcounts, processing times, overtime hours, and the like to increase
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performance. This aligns with other published articles in that manufacturing managers are
tasked with reducing production and process times (inputs) to reduce manufacturing
costs. Afrifa (2016) argued that when managers improve their manufacturing processes,
their manufacturing costs decrease. Managers should invest in activities that are pivotal
to efficiency improvements. P3P3 stated,
It comes down to people and process. To gain efficiencies, we look at our setup
and our cycle times. It would just be to optimize the amount of time, that is, the
speed of the rotation of the part. Or in the forming department, it might be the
setup time as well. And so I think for efficiencies, we look at our people, our
training, our processes, and tooling.

Figure 6

Company ZYX Earned Production Hours Versus Demand Hours

Rolling 6 weeks Earned and Demand Facility (Welding, Forming, Machining, QA, Functional, HT)
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Figure 6 is a metric used in measuring the earned (actual) production hours and
the demand hours (hours based on customer demands). The chart reflects hours from
week 42 (October 17 through October 23) of 2022 to the beginning of week 14 (April 3)
of 2023. The earned hours included regular and overtime hours from the headcounts. The
management uses this metric to understand what areas to adjust to increase throughput
and customer satisfaction. With respect to the chart in Figure 6, P1P1 said,

With our order book twice the number from a few years ago, we have focused on

“earned hours” as our metric for increasing throughput in the plant in order to

meet demand. The blue bar represents earned production hours from an increasing

headcount and overtime. We have been able to chip away at the demand hours
facing us. The orange and blue trend lines intersecting demonstrate we are
beginning to achieve our goal.

The result of Figure 6 reflects the past due hours. The past due hours are hours
needed to meet customer demands that Company ZY X was unable to meet due to a
shortage in headcounts and other related reasons. Figure 7 shows that when the managers
started focusing on controlling the earned hours and meeting the demand hours, the past
due hours decreased, as shown in Figure 7. In this regard, P1P1 said, “Past due
production demand hours continue to decrease as we add headcount and overtime, which
increases throughput or earned hours. Week 37 refers to September 2022, and Week 14 is

April 3, 2023.”
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Figure 7

Company ZYX Various Manufacturing Operations Plant Past Due Hours

Plant Past Due Hours Week over Week (Welding, Forming,
Machining, QA, Functional, HT)
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To demonstrate the effect of these measurements and adjustments, the
management measures the effects of material, direct labor, subcontract, and variable
overhead costs on the company’s profit. The managers measure the above costs against
sales to customers to understand their contribution margin. Several participants expressed
that they intend to increase the contribution margin by increasing sales and controlling
manufacturing variable costs. The chart in Figure 8 results from the efforts of the entire
workforce geared towards continuous improvements of their processes, product mix,
management structure, and other cost reduction projects. Regarding Figure 8, P1P1 said,

The contribution margin is sales less material, direct labor, subcontract costs, and

variable overhead. We strive to continuously improve existing program margins
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through yearly cost-reduction projects. Across 5 years, we have enhanced our
overall margin mix, after direct costs, by 10% of the sales price.

Figure 8

Company ZYX Contribution Margin from 2018 to 2023
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The managers measure their performances, such as contribution margin, operating
income, net income, and EBITDA, every year to understand the impact of their activities
on their bottom line. Figure 9 is a compilation of these performances as percentages of
sales. Higher percentages translate to higher profit margins. Even though the contribution
margins increased significantly from the 2019 fiscal year, the other performances are not
linearly performing in the same trend. This could mean that the other business functions

are affecting these performance measurements as well.
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Figure 9

Company ZYX Performance Measurements by Fiscal Year

Company ZYX Performance Tracking
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A few participants expressed that Company ZY X has lost money over the years
because of the company’s product mix and other associated issues. Table 4 is a
compilation of the most occurred challenges the participants identified. One of the
challenges that affect the company’s performance is product mix. Another key challenge
is leadership structure. Some participants stated that because of the product mix and
leadership structure, the manufacturing and production costs of the products are
expensive. Even though the management has focused a lot of time and resources on the
control of the manufacturing costs, the other costs are still affecting the business
performance, as shown in Figures 10 and 11. Direct cost, made up of materials and

subcontracts, direct labor, and freight-in, seems to be the highest cost. Total
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manufacturing expenses, made up of indirect wages, tax and benefits, shop expenses, and
manufacturing related depreciation and amortization, are the second largest cost. Total
operating expenses, including office salaries, tax and benefits, office expenses,
depreciation and amortization, G and A-Corp allocations, and commissions, are constant
across the fiscal years.

Figure 10

Company ZYX Comparison of Various Costs by Fiscal Year

Comparison of Various Costs in Dollar Values
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Figure 11

Company ZYX Comparison of Various Costs as Percentages of Sales

Comparison of Various Costs as a Percentage of Sales
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Most of the metrics and documents provided centered on manufacturing cost
control and not much information on other business areas. Researchers emphasized that
managers must strategically choose the most beneficial performance measures to select
instead of spending resources on performance measures that may not be significant to the
company's performance (Hashemi-Petroodi et al., 2021; Nicholds et al., 2018). Direct
cost and total manufacturing expenses as a percentage of sales have decreased reasonably
since 2019, and these, in turn, positively affected the EBIDTA and other key
performances, as shown in Figures 10 and 11. Nicholds et al. (2018) established that the
most important reason for tracking the most important performance indicators should be
so that the managers may identify the problems and fix such problems to improve their

performances. Major performance measurements are shown in Figure 12.
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Figure 12

Company ZYX Major Performance Indicators by Fiscal Year

Major Performance Indicators by Fiscal Year
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P1PI stated that each of the managers is assigned a few performance measures to
maintain so they can identify the problem areas and then work towards fixing such
problems to drive improvements. P1P1’s statement on performance tracking aligns with
many peer-reviewed articles on performance measurements. Managers should make
reconfiguration choices depending on the outcome of their performance measurements
(Shukia & Adil, 2022). For manufacturing companies, these choices should include
linking their manufacturing strategies with other strategies, such as business strategies.
P6P6 said the on-time delivery is tracked at department levels to identify department
areas needing adjustment. For instance, in Figure 2, the design management and
configurations director or managers measure the on-time delivery performance of
engineering milestones for 2022. Considering Figure 2, the engineering team met all the

team’s on-time delivery goals except in November. If the engineering department does
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not design on time, post design activities will be delayed, and this could negatively
impact the company’s overall on-time delivery to its customers. Figure 3 shows the
company’s on-time delivery to customers for the 2022 calendar year. Figures 1 and 2
look alike. This indicates that engineering on-time delivery, among other things, affects
the plant's on-time delivery.

P1P1 and P4P4 expressed that they measure vital indicators such as labor as a
percentage of sales, production labor, scrap rate, and the like to identify what aspects of
the manufacturing negatively affect the company’s performance. It is clearly shown in
various available charts that the actions of the managers and their employees at every
level affect the overall performance of the company. For instance, an increase in
headcount, especially overhead headcount, and overtime premium without a significant
increase in sales negatively affected the company in 2022, as shown in Figures 5, 9, and
12. Any significant change in headcount and number of hours worked without a change
in sales will affect the company's overall performance in the direction of the change. This
means that managers must know that making changes can drastically affect the
company’s performance. Customer and stakeholder satisfaction are some of the areas that
must be met to build a better future for the organization. P6P6 expressed that one of the
main reasons for measuring and adjusting these performance indicators at all levels is to
satisfy the customers. When customers are not satisfied, they may withdraw their
businesses. Figure 13 is the customer satisfaction chart based on surveys sent to

customers in February of 2023 for the year 2022. P1P1 lamented that the customer
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satisfaction trend is slightly negative owing to the poor on-time delivery affected by labor
and material shortages in 2022.

Figure 13

Company ZYX 2022 Customer Satisfaction
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Based on the available company documents and participants' responses to the
interview questions, Company ZY X’s managers use performance measurements to
monitor the performance of the company at various levels. Managers must be open to
changing environments, technology, and market, then flexible and systematic, especially
in handling the key areas that can easily affect the company’s performance (Berezianko
et al., 2022; Forth & Bryson, 2019). Managers must be quick to understand what to do
with the results of their measurements. From the trend in the company’s financial
statement since the 2015 fiscal year, it is evident that the managers and top leaders have

made key changes, including raising product selling prices to drive better financial
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performance, according to P1P1. P1P1 said that the decision to change the selling prices
of some of their products is due to the results of their various performance measurements,
including labor, overtime, materials, and the like. The increase in selling prices positively
affected the financial result. Pointing at the sales data while talking about performance
measurement, P1P1 expressed,

We measure your sales and then also our EBDTA. We have the same thing on the

graph. Over that same period, this is our EBDTA. You can see that Company

ZY X lost money continuously for a very long time. During the sale process, the

CEO and president, and I were able to renegotiate pricing with a major customer,

as well as a restructuring here to this management group. And now we're able to

report it. So that is another way it was. Well, it's effective. It just requires a lot of
work to maintain. And that's my job.

According to P1P1, performance measurement has gotten clearer owing to the
management group's selling price increase and restructuring. Figure 12 is a chart showing
the sales trend over the years. Referring to Figure 4 and Figure 12, P1P1 insisted that the
face values of the trends might not look great, but they have value. This participant
further said,

With the projected fiscal year, 2023 earned hours, you can see we are definitely

growing our capacity, but it is at a near-term cost for efficiency, productivity, and

overtime while we hire and train. To have perspective, you need to know the sales

dollar amount for the years and then understand training is not quick
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here. Effective training is longer than most volume manufacturers, I would
estimate three months to five years, depending on the position. Because of the
learning curve, we are forced to utilize heavy overtime while we ramp up
capacity. With new hires and heavy overtime, we encounter inefficiencies and
scrap. Through the years, we do increase our rate expectations for pieces per hour,
so you can’t assume the baseline for 2017 is the same for 2020, as an
example. There is also a product mix involved. We are a heavier aerospace
project mix than, say, four years ago and heavier aerospace versus industrial than
four years ago, so learning curve efficiency opportunities are further apart.

Most managers understand that the primary aim of going into business is
economic gain. Considering the company’s financial statement, the Company ZYX has
not performed significantly well between the 2015 and 2022 fiscal years regarding
operating income and net income. Even though the operating and net income are not
exceptional, the networking capital has been above $3.5 million from 2015 through 2022.

The outcome of all these aggregate performance measurements is shown in Figure
12. EBITDA is used as the overall performance measurement of the company, according
to P1P1. In Figure 12, six high-level financial performance indicators are displayed,
namely, sales to customers, operating income, net income/loss, EBIDTA, net working
capital, and operating cash flow. Company ZYX lost $9 million, $10 million, and $3
million in operating income, net income, and EBITDA categories, respectively, in the

2015 fiscal year. In 2019, the loss in income decreased to $512,000; the net income
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increased to $4.8 million, and the EBITDA increased to $256,000. Income from
operations increased to $563,000, net income decreased to $537,000, and EBITDA
increased to $1.3 million in the 2022 fiscal year. However, networking capital is steady
and positive all through. This indicates that the company has enough capital to cover its
obligations, hence why Company ZYX is still in business. The operating cash flow has
been mostly negative except in 2019 and 2021. These low operating cash flow values
across the years could mean the parent company or external sources have been
sponsoring Company ZY X’s short-term obligations.

From the six participants' responses, the managers have done great job tracking
and measuring the manufacturing costs in most cases. According to P5P5, the costs of
maintaining the EPICOR and FlexNet are high. Three out of the six participants
expressed that people get hired but may spend over 6 months to a few years in training
due to EPICOR and FlexNet setups. These employees might not contribute significantly
to the profit margin during the training periods due to low efficiency and productivity.
P1P1 explained further,

Effective training is longer than most volume manufacturers, I would estimate 3

months to 5 years, depending on the position. Because of the learning curve, we

are forced to utilize heavy overtime while we ramp up capacity.

Company ZYX’s quality system is expensive due to its business model. Company
ZY X must pass and maintain certain certifications, such as AS9100 and ISO9001, to stay

in business. Maintaining this kind of quality system involves a lot of training for the
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entire workforce. The effect of every function affects the overall business outcome. P4P4
explained that training the employees is very rigorous. According to P4P4, because many
employees are not technologically savvy, the manager has to develop alternative ways of
training such employees, including developing a customized training aid. Often, one
training continues for months, if not years, for such employees. A participant expressed
that the training is not straightforward, sometimes, because there is an exception in every
one of the quality training documents.

Two participants insisted they found the way some operation materials were set
up in EPICOR counterproductive. For example, jobs are not set up so that it is easy to
deal with the bill of materials, according to P4P4. The operators and production team
have difficulties, at times, because of the job sequencing issues. P1P1 expressed that the
system is not set up intuitively enough to make it easy to go to the next job if the current
job is not possible due to various reasons, such as material issues, employee absenteeism,
machine issues, and the like.

Company ZY X has a complicated but robust leadership structure due to its
business model. The cost of maintaining this kind of Company ZY X’s leadership
structure is high. Judging from available financial documents and responses from a few
participants, the overhead costs are seemingly high because of the leadership structure.
The costs of this long training, job delays due to system setup, indirect operations such as
creating new customized training documents, carrying heavy overhead, and turnover

related activities might not be captured completely in the metrics. This is why the total
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cost of production can be unexplainably high. It might be difficult to explain why the cost
of production is high if it is not easy to include all these indirect and unexpected costs in
the cost analysis. If the managers focus much on direct manufacturing costs and ignore
the other costs, the company’s performance will continue to be affected. A few
participants agreed that the company loses money because the overall overhead cost of
production is too high. For example, the design and configuration team carries a heavy
overhead because of the business model and setup. The quality team carries a high
overhead cost because of the challenging quality requirements involved due to
certifications and industry standards. The maintenance of EPICOR and FlexNet is cost
intensive. The manufacturing department is loaded with heavy overhead due to the
complexities associated with producing the products and maintaining high-tech
equipment. All these (and not just manufacturing costs) contribute to the high production
cost, affecting the company's overall performance.

Transformational leaders and followers see challenges as opportunities to solve
old problems using new strategies (Demirtas et al., 2020). Judging from their responses to
the interview questions, some of the participants indicated that some of the leaders are
transformational leaders. One participant expressed, “They love it here; we make high-
tech products that people would normally see in magazines.” Inspiring the employees to
understand how these challenges affect the company's performance would create a
positive effect in that the followers will become change agents who consciously get

committed to mitigating these hidden and unclear costs. P3P3 expressed that the
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production leaders engage their employees in the mitigation strategies, such as cutting
down overtime by reducing the absenteeism rate. This participant expressed that the
leaders try to make the employees understand that their actions affect the company’s
bottom line. The leader further explained that the leaders try to let the employees know
that their leaders depend on them to solve the problems affecting the company’s
performance.

Leadership Behaviors and Effects

Pradhan et al. (2019) posited that leaders’ behaviors affect the performance of
their organizations. Leaders affect what happens in their organizations directly and
indirectly through their behaviors and how employees perceive them (Fredberg &
Pregmark, 2022). According to Demirtas et al. (2020), transformation involves everyone
in the organization, and the transformational leader acts as the change agent who converts
the leader's followers to change agents by inspiring and motivating them to place the
company’s interests above theirs. When employees are inspired or feel inspired, they
develop and devote their skills, energy, and creativity toward achieving or even
exceeding the organization’s set goals with minimal supervision.

The manager’s leadership approach affects how employees react to work or
transformation. Four out of the six participants expressed that the employees are expected
to do their job; if they do their jobs well, they get rewarded. Only one participant
expressed that the participant understands that people have bad and good days and that

the employees’ individual characters are accommodated. The same participant also stated
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that goals are set, and employees who meet certain skill requirements will be rewarded.
In responding to a follow-up question on employee performance, one participant said,
“They either take it or leave it.” This participant referred to the overwhelming tasks and
training the employees must undergo to earn their wages. One participant expressed that
the system is set up, so there is only one way to go. Basically, the employees must be
compliant or face consequences.

Considering the participants' responses to questions on employee treatment,
engagement, and motivation, most of the leaders of Company ZYX’s leadership
behaviors are transactional, even though a few of the participants might be
transformational leaders. Transactional leaders focus mostly on contingent reward and
management by exception approach (Bass & Avolio, 1993; Burns, 1978). This kind of
leader rewards employees based on their performance towards the goals the leader set for
them (Berkovich & Eyal, 202). Continually, this leader monitors the performance and
watches out for deviations from the set goals, and then reacts to any deviation as the case
may be (Berkovich & Eyal, 202). On the other hand, a transformational leader focuses
more on developing and converting the followers into moral agents who place their
company’s goals above their individual goals through the leader’s idealized influence,
inspirational motivation, intellectual stimulation, and individualized consideration (Bass
1990, 1997; Bass & Avolio,1993; Seitz & Owens, 2021). Managers must be willing to

lead the organization to success in a timely and cost-effective fashion without
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jeopardizing other aspects, including employee welfare, employee voice and opinions,
equity, safety, and the like (Demirtas et al., 2020; Nicholds et al., 2018).

Unlike a transactional leader, the transformational leader gives the leader’s
followers individual attention that makes the followers feel important, valued, and like a
part of the organization, and this leader achieves this by using the leader’s individualized
consideration dimension (Khan et al., 2022; Seitz & Owens, 2021). In the leader’s
individualized dimension, the leader acts as a personal coach, mentor, or trainer to each
follower. In other words, this leader engages with the followers by teaching, treating,
coaching, and mentoring each follower individually. A participant expressed frustration
in trying to help the followers who are not technologically inclined individually. The
leader expressed, “It requires a lot of patience, and that is not one of the virtues I
possess.”

A few participants expressed frustration with the rigidity of the system. Three
participants indicated that most of the jobs in the facility are meant for those skilled and
independent. These leaders think there is no time to devote to the followers needing
individualized attention. One participant expressed dealing with such individuals as a
burden because the leader has to devote individualized time to such employees. Two
participants emphasized that some employees are unprepared for these overwhelming
training projects. P1P1, among other participants, recognized that the training curve for
new employees is long. Another participant also said that some employees do not think

they should go through all these pieces of training when they could get less challenging
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jobs down the road for the same pay range. A transformational leader achieves employee
commitment, loyalty, and citizenship by inspiring the followers to see these challenges as
opportunities to develop themselves and solve the company’s problems (Bass, 1990,
1997; Seitz & Owens, 2021). When followers are treated this way, the followers are
exposed to new learning and skill capacity improvement. Employees who feel they are
part of the solution, rather than just getting paid for a job well done, tend to individually
innovate, improve their skills, and help transform the organization to an outstanding
performance level.

Because of the quality and manufacturing strategies of Company ZYX, the
employees may not be motivated to think independently. Several participants, especially
P5P5, expressed that the system is set for the employees and poka-yoke is in place in case
employees try to deviate from set procedures and goals. A participant recognized that
some employees might, sometimes, feel, “Why should we work here and deal with all
these rigorous systems when we could go down the road and get jobs for the same rate
with less stress.” Unlike transformational leaders, transactional leaders do not motivate
employees to think independently (Seitz & Owens, 2021). Bass (1990) and Demirtas et
al. (2020) expressed that, unlike transactional leaders, transformational leaders charge
their followers to form their own opinions about issues and activities in their work
environments. Based on the participants' responses, most employees might feel like they
are just at work for eight hours, and in the end, they get paid their wages and nothing

more. This kind of employee cannot think independently but completely rely on the
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leader. In this case, this transactional leader focuses on the set rules and procedures, and
there is no room for deviation from the set goals. Through intellectual stimulation,
transformational leaders stimulate their followers to develop new approaches, skills, and
capacities for solving old problems or challenges in the organization. On this note, a
transformational leader motivates and inspires the leader’s followers to see challenges as
opportunities to solve old problems with new strategies they developed. Sometimes, the
followers’ ideas and approaches might be better than the leader’s and the original setup of
the company. This is why the leader must encourage the employees to think individually.

Through the idealized influence of the leader, followers build more trust and
become more loyal and committed, then become organizational citizens. When followers
become organizational citizens, their commitment and loyalty increase while their
intention to quit diminishes (Afshari, 2022; Langat et al., 2021). Using idealized
influence, transformational leaders may change organizational cultures to improve
operational excellence, employee commitment, engagement, and organizational
performance (Afshari, 2022; Bass & Avolio, 1993; Langat et al., 2021). Employees who
are committed and loyal improve their individual innovativeness and job performance.
This means the employees will develop new skills and ideas that may be better for
organizational development rather than completely depending on the leader’s ideas.
When followers are committed, efficiency and productivity may also increase. The aim of
such followers will now grow from just achieving the set goals of the leader to exceeding

them. This will, in turn, improve customer and stakeholder satisfaction. The leader’s job
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includes using a good communication system and other ethical tools to derive loyalty and
commitment from the followers. Employees treated with fairness and equity see the
organization’s challenges as personal challenges.

Transactional leaders mostly lead their followers towards achieving set goals in a
set way and do not allow deviations. One participant said, “The system is set, and the
employees are required to adhere to the company standards and requirements.” Bass
(1990) and Burns (1978) posited that a good leader allows followers to be involved in
decisions that affect their organization. When employees are not involved in making
decisions related to their organization’s processes, strategies, financial performance, and
the like, they are not motivated to place their company’s interests above the employees’
interests. Considering some responses during the interview, most of the employees may
not see the challenges as opportunities to solve problems. They may see their tasks as
routines: a transaction between the leader and the employee. Innovation and upskilling
will decline when employees do not see challenges as an opportunity to solve old
problems.

Transformational leaders use inspirational motivation to motivate followers to see
the organizational vision and strategies as appealing (Bass, 1990, 1997; Shafi et al.,
2020). Transformational leaders help their employees see meaning in their current tasks
and then induce optimism in future goals by motivating the followers to commit to goals
through inspirational motivation rather than using contingent rewards to rouse hard work.

Most participants confirmed that many employees, especially the manufacturing
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employees with low skills, wages, and education, see Company ZY X’s training,
manufacturing, and quality systems as challenges rather than opportunities to innovate
and upskill. One participant confirmed that the employees and manager, at times, are
overwhelmed by the systems’ requirements and workload involved.

P1P1, P2P2, and P3P3 specified and were excited about the new pay grade system
they recently developed. The pay grade system includes skills and milestones that
interested employees must attain to earn the applicable pay grade. This is further
evidence that the predominant leadership style of Company ZY X is transactional
leadership, even though two or more participants indicated transformational leadership in
some aspects. This method of promotion is transactional in nature. The promotion system
is based on contingent rewards and leadership by exception. Another difference between
transformational and transactional leaders is that a transformational leader uses idealized
influence, inspirational motivation, intellectual stimulation, and idealized consideration to
help the employees see meaning in their current job and get optimistic about the
company's future goals. In contrast, a transactional leader uses contingent rewards to get
the employee interested in achieving a set goal of the organization.

The approach used by Company ZY X’s managers is mostly transactional because
they focus more on showing the employees how much more they can get paid if they do a
fixed set of jobs or projects. On the contrary, a transformational leader will focus more on
building the employees, inspiring them to see meaning in their jobs, and motivating the

employees to see the organizational goals as above their individual goals rather than just
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pushing personal rewards as the motivation to do more work. Bass (1990) expressed that
such transactional leaders will succeed for a short period and may fail in the future since
such leaders do not invest much in the transformation of the employees to activate
learning, upskilling, and commitment. A true organizational transformation must involve
every stakeholder of the organization. The leader must inspire the entire workforce, not
only the leaders, to embrace the organizational transformation with all their hearts, or else
transformational initiatives will fail. Transformational leaders focus more on inspiring
and motivating followers to see meanings in their jobs and roles. A few participants
indicated that they set time aside to engage their employees to understand the values of
their work.

Irrespective of a company's leadership style, the most important thing is that the
organizational short- and long-term goals are met. Transactional leaders are successful,
especially when it involves meeting particular set goals since they are more interested in
maintaining the already set goals of their organization. They lead their followers to
maintain the existing goals and vision by exchanging rewards for work done by the
followers and punishment for poor performance. Bass (1990) and Bass and Avolio (1993)
posited that transactional leaders get the job done, especially in the short term, even
though they do not promote much employee development, engagement, and commitment.
Company ZY X’s strategies, considering their product mix, are complicated, and as such,
the managers need employees’ commitment and loyalty to bolster their organizational

performance. Burns (1978) posited that managers must involve the entire workforce in
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their decision-making steps, strategies, process choices, and organizational business to be
successful.

Communication

Leaders must be able to communicate clearly to avoid confusion and other
consequences. Transformational leaders communicate better because they maintain one-
on-one relationships with their followers. Unlike transactional leaders, through the
transformational leader’s approach, deviations from already set goals and systems are
considered differently. Such leaders engage the followers to understand what motivates
them to deviate. In this way, the leaders explore opportunities that may be available.
Good leadership involves two-way communication (Bass, 1990, 1997; Khan et al., 2022).
Transformational leaders treat their followers as valuable parts of the organization by
clearly communicating goals, results, challenges, and solutions to the followers.
Berkovich and Eyal (2021) specified that transformational leaders use ethical leadership
in dealing with their followers by engaging in normatively appropriate behaviors in their
personal and interpersonal relationships and inspiring their followers to behave the same
way. These leaders achieve ethical and successful leadership through the use of two-way
communication. Followers make decisions to be loyal, innovate, and contribute to the
organization's growth based on how they perceive their leaders, especially using their
leaders’ communication method as a measure.

Communication is one of the factors that defines a leader or an organizational

leadership. One of the most important aspects of good leadership is recognizing.



185
Transactional leaders recognize their followers by rewarding them for meeting goals and
punishing them for not meeting them. A transformational leader recognizes followers at
every level through idealized influence, inspirational motivation, intellectual stimulation,
and individualized consideration (Langat et al., 2019). Leaders use idealized influence
components, including charisma, ethical leadership, and trust to influence their followers.
Recognizing is one of the most important benefits of two-way communication (Zunac et
al., 2022). Employees are encouraged to become more innovative when they feel their
leaders treat them respectfully, especially through oral, written, or implied
communication. Some of the participants' statements constitute a good two-way
communication system for transactional and transformational leaders. At the management
level, the participants indicated that the top leader regularly holds face-to-face meetings
with the managers at various levels of leadership. P3P3 indicated holding a face-to-face
meeting with his followers. These are indications that some good communications are
going on at various levels.

Several participants indicated that the employees are hired to do a job and must
get the job done by strictly adhering to the rules and strategies set, even if the strategies
and processes are not conducive. In responding to the question involving employee
reaction to the organization’s strategies, a participant said, “They do not like the fact that
they have to do all this training, but that is what the job entails; that is what we got; that is

our system.”
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P1PI stated that clear and true communication is part of the company’s strategy.
The participant emphasized that since the participant’s communication is honest and true,
the followers do not have many responses. In P1P1’s words,

I think everybody is okay with the honest, open approach that I bring and the

culture that I try to promulgate into the businesses. Be who you are. And then,

we'll try to take the knowledge and experience, and skills of each one of us and
complement each other to form the strongest group to move ahead. So, I mean,
there's not a whole lot of reaction that can take place when you're talking about
the truth other than, “Oh! That's great. Oh! we need to fix that. Oh! We are going
to be reasonable about the timeframe. Okay, what's my part?” That is the kind of
way it goes.

This participant, P1P1, indicated that there is open communication since the
company practices an open-door policy. The participant expressed that the employees
love this kind of clear and honest communication. P4P4 explained that they gather their
employees together and explain the consequences of their actions toward their jobs.
These are some of the pieces of evidence that some of the leaders and actions might be
transformational. There is no right or wrong leadership approach. Both transformational
and transactional leaders get the job done. However, it is interesting to notice that the
company has multiple approaches to leadership under the same leadership. Some leaders

are both transactional and transformational, while others are just transactional.
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Leaders forget that written communication includes their written job manuals and
written instructions or information that warrants that the followers take action or become
aware of something (Zunac et al., 2022). Positive and negative messages affect employee
emotions, commitment, and loyalty. The quality system in place in Company ZY X is the
company’s major communication system. Every action at every level is communicated
through the company’s quality system, FlexNet, or the company’s EPICOR. Two
participants expressed that the instruction for the floor production employees can be
frustrating sometimes. When the system is set up so the followers don’t have a voice or
input in what is going on, followers tend to feel alienated, less important, frustrated, and
unappreciated. Employees, in this kind of approach, may perceive that the leaders are
exerting power over them rather than motivating or inspiring them to innovate and
upskill. Beuren and Dal Vesco (2022) stated that managers and leaders must be aware of
the impact of their communication and leadership on their followers and organization and
must pay attention to the four dimensions of the theory of cooperation, namely, (a)
learning to share valuable information with the entire stakeholders, (b) improving
problem-solving skills, (c) learning to adapt to changes since change is inevitable, and (d)
restraint from use of power.
Competitive Advantage

P1P1, P5P5, and P6P6 indicated that there is intense competition and rigorous
quality demands in the aerospace industry. P6P6 said that only three companies have the

capabilities of designing and producing high-tech aerospace products, like Company
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ZYX. Company ZY X must be competitive in various areas, including product and
process designs, product pricing, quality of products, and the like. Company ZY X is well
equipped with world class equipment and innovation for efficient running of the
manufacturing system. There are a lot of new technologies in place, including CNC-
equipped machines, internet capable machines, quality measures, test labs, and the like.
The ERP and MRP system is complicated and requires high skill to manage. P5P5
expressed that the requirement to maintain and update the quality system, FlexNet, is
rigorous and requires high IT skills. This participant also stated that majorly, the
maintenance of this system could only be met by IT experts. The quality manager helps
manage this system, but his help is limited since the system’s design is difficult for a non-
IT expert. This is just an example that most people that work in management are highly
educated and experienced. Because of the kind of business Company ZYX does, the
workforce and equipment are sophisticated to cope with the challenges posed by the
industry’s competition and its low-volume, high-mix product line model of business.

According to all the participants, Company ZY X stands out in the industry
because most of their customers are satisfied. Figure 13 is the summary of Company
ZYX’s customer satisfaction survey for 2022. Considering the survey result displayed in
the chart, most customers are satisfied. Among other participants, P5SP5 indicated that
auditors are satisfied with Company ZY X because of how the quality system is designed.
The participants expressed that they have a competitive advantage over others in the

industry due to the quality and manufacturing systems in place. Even though the design



189
of the systems is difficult: to generate good profit, based on the available data, the
systems are robust. Customers trust Company ZY X because the system is set up
according to P2P2, P5P5, and P6P6.

The product design and configuration department of Company ZYX is very
competitive, according to P6P6, who expressed that Company ZYX is the only company
in the industry that has Company ZY X’s engineering capabilities. The director of
engineering has worked in the same field for over thirty years. The engineering and
configuration team is well equipped to work successfully on challenging projects and
timelines. Their design processes are organized so that every aspect of design and
configuration is addressed promptly. Figure 2 resulted from the engineering team’s
impressive on-time delivery of assigned milestones in 2022.

The product lifecycle of the product build is organized and clear. The quality
procedure (QP) of the product lifecycle is incorporated in a quality procedure referred to
as the QP111 document. The responsibilities of each department and function and the
procedural steps are clearly described in this document. Describing the document, P6P6
expressed,

This document will basically give you the product lifecycle of your product build.

It identifies the responsibility of program management, quality, design

engineering, and configuration control; that's my department. And then process

engineering. So, it really defines all of those work groups. And from that

standpoint, it identifies what each group contributes to. So, we actually will take
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orders based on a certain type of order, whether it be a prototype order, maybe it's

a serial build, or a repeat order. And then we have critical program types, which

are typically aerospace programs that identify a more formal design review or

configuration review, manufacturing readiness review, and sometimes, we have
test readiness reviews that govern how we run a program.

The procedures for the actual design and configuration are incorporated in the
QP700 document, according to P6P6. QP700 contains information on design input and
output and every detail about the design and development operations. This team uses this
document to ensure that the customers’ specifications are met. The design and
configuration team is made up of design engineers who do the CAD modeling and
designs of the product; structural engineers who take care of the finite element analysis;
validation engineers who design and carry out the acceptance test plans to validate that
the design meets the customer’s specifications; and a configuration control specialist who
incorporates the drawings and all the data into the main system, EPICOR.

P1P1 indicated that Company ZYX encourages skill development. This
participant expressed that the company released a payment-by-skill program to encourage
employees to advance their careers. P4P4 and P5P5 explained that there are over a
hundred training employees must undergo depending on the employee’s job
requirements. Due to the quality requirement of the aerospace industry, the employees
and their managers must undergo various training, including one-time, reoccurring, and

specialized training.
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Gathering from the interview data and available company documents, Company
ZYX’s customers are mostly satisfied with their product quality and timely delivery.
P1P1 expressed that the customers are very satisfied with the Company ZYX’s
management system because the managers communicate with customers no matter what
happens. The customers never lack information regarding delays, quality, and other
issues.

Gathering from the interview data and company documents, Company ZYX’s
managers demonstrated innovativeness in various areas, including product and process
designs, strategies, systems, training, customer service, and other areas. All these
elements of the company are used to determine how competitive it is in the industry. This
company has thrived in business for over 30 years. This means that the company is
competitive in the industry.

According to P1P1 and available company data, Company ZY X has lost money
for a long period because of its product line mix. However, P1P1 expressed that there is
an indication that Company ZY X will have a reasonable profit in the 2023 fiscal year.
This participant indicated that the company’s sales will increase significantly in the 2023
fiscal year. Considering Figures 10 and 12, the company's highest sales were in the 2022
fiscal year at $12.88 million. The company sold over $10 million worth of products by
March of the 2023 fiscal year, and at least three more months are left to finish the fiscal
year. If the cost of production does not increase significantly and the sales go up

significantly, as indicated, the company may end up with an outstanding profit margin in
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the 2023 fiscal year. According to P1P1 and P6P6, the managers aim to improve their
product mix and attract more business from industries other than aerospace.

Managers and leaders must adopt sustainable measures to stay competitive and
profitable. Data trends in Figures 2 through 13 are indications that Company ZYX’s
leaders have been adjusting their strategies in other to remain profitable and improve
their performance. There is a significant decrease in production costs when the 2015
fiscal year is compared with the other years in Figures 10 and 11. In Figure 8, the
contribution margin significantly improved in the 2022 fiscal year due to an increase in
production efficiency and other cost controls in place. The trends in the Figures and the
leadership approach of Company ZY X indicate that a company's leadership has direct
and indirect effects on the company’s performance outcomes. Company ZYX’s
leadership, communication, quality, sales, manufacturing, training, and process strategies
affect the company’s internal and external competitiveness and performance outcomes.

Many published authors expressed that a manufacturing company's competitive
advantage and performance reflect its manufacturing strategies (Hubel, 2022; Szabo,
2018). Organizations must adopt innovative ideas to timely transform to be sustainable
and competitive in this challenging market characterized by dynamism, extreme
competition, and increasing technological changes. According to Szabo (2018), internal
competitive advantages are developed through the company’s operations. The leaders of
a business play an important role in bolstering the organization’s competitive advantage

(Jnaneswar and Ranjit, 2020). Learning and innovation are the base rocks of competitive
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advantage. Technical (process and product) and nontechnical (marketing and managerial)
innovations are necessary for growth and improved competitive advantage, according to
Amarakoon et al. (2018). Researchers show that transformational leaders build strong
internal and external competitive advantages because these leaders inspire and motivate
innovation and learning at all levels.

Applications to Professional Practice

In this study, I explored the strategies to implement efficient manufacturing
systems to improve companies’ performance. Throughout the study, I studied and
investigated the strategies manufacturing managers use to implement efficient
manufacturing systems to improve their company’s performance. The study’s findings
apply to professional practices as the managers who might read the findings might learn
the effects of their leadership behaviors on the performance of their companies.

The applications of the result of this study to manufacturing managers include
areas such as selecting of best manufacturing strategies to improve their organization’s
performance, understanding the implication of each manufacturing strategy choice they
make, effects of leadership approach on the organization’s performance outcomes,
bolstering competitive advantages to improve organizational business outcomes, the
effect of employee involvement and commitment on the organization’s success, the
importance of performance measurements at every level for prompt adjustment of
processes and strategies to achieve better performance and the like. There is profound

information on the above areas of application in this study’s findings. In a nutshell,
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successful manufacturing strategies and competitive advantage, manufacturing systems,
and leadership behaviors and effects are the three major themes under which the
implications are discussed.

Successful Manufacturing Strategies and Competitive Advantage

Manufacturing managers play vital roles in manufacturing organizations,
especially in this dynamic global market. The manufacturing strategies utilized by the
managers greatly affect the performance of their companies. Argawal et al. (2020)
emphasized that company managers must adopt sustainable strategies and practices to
meet their stakeholders' sustainable expectations to be competitive, profitable, and
sustainable. Company ZY X’s manufacturing strategies are reflected in its financial
performance. The company’s management should adopt systematic and flexible strategies
and must be equipped to exceed the company’s financial, managerial, and sustainability
goals (Berezianko et al., 2022; Forth & Bryson, 2019).

Manufacturing strategy is the ability of the manufacturing leadership to develop
capabilities that give it competitive advantages over others in the industry (Hoang et al.,
2020; Maldaner & Kreling, 2019). These capabilities must be translated into different
forms in every section of the manufacturing organization to meet production demands.
Reflecting on Table 2, the participants expressed great confidence in their strategies in
various key areas, including quality systems, manufacturing systems, production
methods, performance measurement, leadership structure, product design capabilities,

training, leadership, and the like. One of the key findings is that the Company ZYX’s



195
quality and ERP systems are their main tools to gain customers’ buy-ins and loyalty.
Company ZY X centralized all the company’s training and key procedures in FlexNet and
EPICOR. According to the participants, the customers are happy to be in business with
them because all the procedures and activities that will take place throughout the product
lifecycle can be located in one place. This strategy is very important owing to the rigor of
securing accreditation in the aerospace industry. Company ZY X is ISO9001 and AS9100
certified. Understanding what strategies work best is the key to success. Company ZYX’s
managers understand that auditors and customers want to see proof that products are
produced in such ways that meet the industry and customer standards. With FlexNet, the
auditors and customers see all the standards and procedures in one place.

The strategic planning of the production processes is another key area worthy of
attention. Manufacturing companies must select and adopt manufacturing processes that
are not cost, time, and labor intensive. Managers must plan well in this aspect. Strategies
that affect the company’s ability to profit are not sustainable. Due to the nature of
Company ZY X’s business, it is necessary to carry a heavy upfront cost because of the
high overhead activities and costs involved, including design, validation, testing,
configuration, training, and quality processes. However, the managers must strategize to
adjust other areas to increase profit without jeopardizing customer satisfaction and
employee welfare. The company’s managers use overtime premiums metrics to

understand when to increase or reduce manufacturing headcounts. High overtime
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premiums can negatively affect the direct cost of manufacturing, as shown in several
charts in the findings section.

Training the employees, especially new ones, is one of the most outstanding
challenges of Company ZY X. This strategy of orienting new employees is cost and time
intensive. Training should be simplified and designed to target outstanding efficiencies.
The management allowed such costs to avoid losing or risking their ISO9001 and
AS9100 certifications. Managers must make sustainable decisions that can improve
organizational competitive advantages and performance. The participants expressed that
training an employee takes between 3 months to 5 years. During the training period, the
efficiency and productivity of such employee is low. Considering the high turnover rate
in the manufacturing industry, especially since COVID-19, this approach is expensive.
Roy et al. (2018) indicated that management must use the most efficient manufacturing
systems and strategies configured to produce the best product qualities with the least
resources and time. Efficient management of time and other resources is the key to
successful manufacturing. The managers must continue to improve their strategies to gain
better advantages.

One of the greatest strengths of Company ZY X is using metrics to measure their
performances at various levels. Figures 2 through 13 are examples of the metrics used by
Company ZY X. Golcher-Barguil et al. (2019) emphasized that managers must be capable
of measuring their operating performance by using performance metrics that enable

efficient management of their processes and operations. Adopting this measurement
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strategy is important because, through the metrics results, the managers can adjust their
inputs to mitigate their challenges. The manager's aim in measuring these performances is
to reduce inputs without focusing much on increasing outputs. For instance, in Figures 5
through 8, the trends are designed to reflect the effects of reducing overtime premiums,
direct labor headcount, and past due on the contribution margin. When these three aspects
are low, the contribution margin increases without any direct adjustment to it.

One of the findings is that the managers constantly measure their key indicators
and adjust accordingly instead of waiting for the overall performance result to come out
at the end of the fiscal year. The CEO, directors, and managers decided to increase the
product selling price for one of their major customers. This decision was based on the
result of some of the metrics. Some performance measurements are used to measure the
manufacturing inputs such as labor, materials, manufacturing expenses, and the like.
Manufacturing managers must measure and control their manufacturing costs to be
successful. Another important implication in this aspect is that manufacturing managers
must learn to focus on reducing manufacturing costs without ignoring reducing their
other production costs, which can also negatively affect their financial performance. For
instance, most of the available Company ZY X’s metrics are focused on controlling direct
costs, as shown in Figures 5 through 8. However, from the findings, other functional
areas have drastically affected the company's financial performance, which did not get
much attention. Figures 10 and 12 reflect the effects of costs on the company’s financial

performance. Reflecting on the available company documents, many overhead aspects
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are lumped into the manufacturing expenses that caused it to be high; not much attention
is paid in this direction, judging from the available company documents and participants’
responses.

The operations managers must optimize every process at every level to improve
competitive advantage and performance (Kuhnle et al., 2022; Szabo, 2018). Bahria et al.
(2019) stated that some strategies for significantly increasing operational cost savings and
bolstering competitive advantage are integrating the three main functions of industrial
management, namely, production, maintenance, and quality, and setting up and
monitoring optimum buffer stocks for the production system. By constantly measuring,
comparing, and controlling the activities of these three functions, managers will make
timely decisions that may improve their performance. Interestingly, the production and
maintenance functions of Company ZYX are integrated, and the quality system is central
to all the company's functional areas. One of the challenges expressed by multiple
participants in this research is that production scheduling is affected by how the system
(quality) is designed. This affects production because the production team does not have
control over their schedules and cannot make immediate decisions when the schedules
are ineffective. They must wait for the quality system managers and scheduling managers
to fix their floor routers before continuing.

Manufacturing strategies are coherent decisions that fall within structural and
infrastructural decisions that affect the organization's overall performance. Structural

categories such as process technology types, capacity, facilities, sourcing, and vertical
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integration must be balanced with the infrastructural categories such as production
planning and control, quality systems, human resources, organizational structure, and
workforce (Dohale et al., 2022; Olhager & Feldmann, 2018). These two decision
categories must be balanced and sound for the company to become successful. Structured
manufacturing is essential, especially in achieving the competitive and business goals of
the organization.

Olhager and Feldmann (2018) specified that researchers have proven that
managers who lead a structured manufacturing organization that develops and links
manufacturing strategies to other strategies achieve exceptional performance over others
that do not have such structures. In most areas, Company ZY X’s managers balanced their
structural and intracultural decisions, as indicated by the participants. Using CNCs to
offset the low-volume and high-mix product lines' effects on production planning is a
typical example of how structural and infrastructural decisions are balanced.
Manufacturing Systems

Based on the findings, Company ZY X’s manufacturing systems are complex and
expensive. As expressed earlier, FlexNet and EPICOR are the major systems utilized by
the organization’s leaders. EPICOR is the central system used to control all the aspects of
manufacturing and other functions. The company’s managers have done a great job
developing strategies to manage and mitigate the challenges associated with the
complexities of these systems. In managing the manufacturing systems, Shula and Adil

(2022) posited that the capability of the manufacturing managers to achieve competing
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priorities through their manufacturing system is defined by the manufacturing strategy’s
configuration choices. Manufacturing choices must be made at the manufacturing
strategy formulation level to alleviate manufacturing complications. As recognized by the
participants, some of the manufacturing systems’ key choices were not considered at the
formulation level. As these choices get added or developed, issues and complications
may arise. For instance, P5SP5 stated that the original designers of FlexNet did not
consider the systems upgrade requirements at the initial level. A few years ago, the
company spent a huge amount of their company’s capital trying to upgrade the system.
The system was not operational for a reasonable time because of compatibility issues.
This shutdown created a ripple effect in production planning, quality procedures, training,
and the like. A manufacturing organization's manufacturing system is crucial in making
decisions, especially in the manufacture of goods, cost-saving strategies, and integration
of all the organization's functional areas.

Company ZY X’s managers use EPICOR as the ERP and MRP system. They
incorporate every aspect of the company’s manufacturing business in this system. The
company’s managers use this system to coordinate all the aspects of their manufacturing
operations. EPICOR is used for materials and production planning, cost control
initiatives, performance measurements, coordinating program and sales activities, and the
like. It is used for inventory control purposes, such as determining what materials are
needed, when, and where they are needed. The planning managers use this system to pace

materials to production. Job routers from EPICOR are used for job sequencing, including
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controlling production processes and activities, and material movements. The managers
use this system to define and execute production methods and processes, performance
measurements, and cost control systems.

Irrespective of the manufacturing systems used, the leaders' focal point is to use
the system to produce and deliver the best quality products with the least manufacturing
costs (Roy et al., 2018). The manufacturing costs of Company ZY X across the fiscal
years are high, as confirmed by several participants and shown in Figure 14. Focusing on
Figure 14, the manufacturing costs are the sum of direct costs and manufacturing
expenses. Clearly, the manufacturing costs are above 80 % each year. For instance, in the
2021 fiscal year, the year with the least manufacturing costs, the total cost of
manufacturing was 84 % ($10.8 million) of the sales. The total sales were $12.9 million

in the 2022 fiscal year.
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Figure 14

Company ZYX Costs Analysis (as Percentages of Sales)

Costs as Percentage of Sales

Mﬂ
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Direct Costs 52.3%
. Manufacturing Expenses [ 35.9%
.—Manufacturing Costs . 88.2%
_—Total Operating Expenses [ 119%
Misc (Income) Expense 0.1%

One of the participants insisted that the root cause of Company ZYX’s loss of
money over the years stemmed from its product line model (low-volume and high-mix
product) and the leadership structure that is associated with high overload costs. This
participant expressed that if the product line were a high-volume, high-mix model, the
upfront costs would have been justifiable since most of the sales would be from serial
builds from already established products and customers, and there will be fewer design
and prototyping requirements and costs. This result might be reflective of the
manufacturing systems used also, especially considering one of the responses of the
participants who expressed that the cost of maintaining the manufacturing and quality

systems is too high. Several participants expressed frustration with the amount of time
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and costs involved in training new employees owing to the quality system and the
FlexNet. All these are costs associated with the manufacturing systems in place that
might not be obvious initially but show up in the form of high direct and indirect labor
and other related costs.

As already established from the findings, Company ZY X used multiple
manufacturing and production systems depending on the department, process, or product
in place. Apart from the ERP and MRP system, EPICOR, Company ZY X’s major quality
system is FlexNet, a web-based intranet system that the managers use to house and
control all its quality processes and documents. The quality team uses this system to
control all aspects of quality in manufacturing operations and beyond. Company ZYX’s
managers use a total quality management system involving the collaboration of the entire
workforce to produce the best quality products to satisfy their customers. This quality
system is used to coordinate the management team, the processes, and the procedures of
every company function, especially due to the company’s ISO9001 and AS9100
standards. In a total quality management system, there is a collaboration of all the
organization's employees to efficiently produce the best quality products to satisfy or
exceed the customers' requirements (Qureshi et al., 2022). This means that there must be
certain standards and procedures that must be upheld to achieve better performance.

The participants recognized that, in some areas, they utilize lean manufacturing
tools such as poka-yoke, value stream mapping, lean ergonomics, and kaizen to

maximize opportunities. They use value stream mapping to manage materials, especially
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during new program launches, efficiently. Poka-yoke is in place in most places. One of
the participants expressed that poka-yoke exists in almost every area of the company
because quality management uses poka-yoke to prevent employees from deviating from
procedures and processes. A participant confirmed that poka-yoke is in place in the
production areas to mitigate mistakes and risks and elicit efficiency and productivity.

The flexible manufacturing system is predominantly the production system
utilized by Company ZY X’s manufacturing managers due to the complexities associated
with its product line. The manufacturing floor is equipped with CNCs for easy and quick
changeovers and an automatic material handling system since the floor team does not run
the same product line all the time for a long period of time. According to Cooper and
Taylor (2022), the FMS is equipped with CNCs for the automatic handling of materials
and efficient changeovers. FMS and RMS are suitable in production where quick
changeovers are important, especially if multiple processes and operations are required to
be done using one machine. According to P3P3 and P4P4, they use the same machine for
multiple purposes during the manufacture of goods. In this case, there is a need for quick
changeovers to justify their capital investments in CNCs and other flexible or
reconfigurable features. Company ZY X uses cellular manufacturing systems in the
company’s welding and functional lab units, according to two of the participants.
Depending on the product and quality requirements, Company ZY X’s managers use a

serial production system. In a serial production system, a multistage system, the
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production of products is divided into stages, with the finished product achieved in the
last stage (Tayyab et al., 2022).

In a more general sense and considering its workforce planning and efficiency,
Company ZY X runs a job shop structure. Cooper and Taylor (2022) posited that job
shops are complex shop floor structures because of the multiple different processing
routes present in the workstations. With respect to materials management on the shop
floor, a push system is utilized due to the complexities involved in manufacturing the
products. Due to the product line complexities, the setup times are long; hence the push
system for efficient management of the materials flow. The materials manager of
Company ZY X schedules production ahead based on ship dates and other considerations.
Push systems are characterized by scheduling production ahead, increasing inventory,
and working in progress (Chiarini, 2017).

Leadership Approach and Influence

The conceptual framework of this study is transformational leadership. However,
other leadership approaches are discussed for comparison and reference. The behavior of
the leaders in any given company affects many areas, including employee commitment,
organizational performance, competitive advantage, and the like. Burns (1978)
emphasized that leaders rarely fulfill the set needs because many leaders do not
understand the purpose of leadership and why they are in leadership. Consequently, many
leaders cause their companies to perform poorly because they do not understand their

roles' importance and effects.
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Company ZYX’s leaders are predominantly transactional based on the findings of
this research. According to Burns (1978) and Bass (1990), transactional leaders use a
contingent reward system to accomplish work. Even though many authors, including
Alatawi (2017), Bass (1990), Burns (1978), and Demirtas et al. (2020), suggested that
transformational leadership is more potent than transactional leadership, Bass and Avolio
(1993) established that transactional leaders are also successful in achieving their
leadership goals using contingent reward and management by exception approach. Based
on the findings, some of the leaders in Company ZYX are transformational leaders who
believe in developing their employees by encouraging individual learning, trust, and
commitment.

Achieving the overwhelming requirements of Company ZY X is not easy. The
complexities associated with the product line, manufacturing systems, and other
environmental challenges must be managed properly for better performance.
Transformational leaders act as change agents to their followers. Instead of contingent
reward and management by exception, transformational leaders use motivation,
inspiration, and encouragement to help the followers develop and transform so that they
can meet or exceed the organization's set goals. Company ZY X’s management team is
made up of transformational and transactional leaders. This combination might be
beneficial in this kind of company because, using transactional behaviors, transactional
leaders can easily achieve their short and long-term goals. In contrast, transformational

leaders might exceed the company’s goals by developing the employees to innovate,
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learn, and expand their skills to improve their company’s internal and external
competitive advantages.

Considering the findings of this research, the leaders at all levels have affected the
company's success. Due to the challenging processes involved in making products at
Company ZY X, the leaders play a major role in training the employees to understand the
organization's goals, challenges, and processes. A good management system involves
good two-way communication. Efficient communication is instrumental to ensuring the
employees that they are part of the organization and their contributions are of immense
value. A good leader understands that the employees are instrumental to the company’s
success (Bak et al., 2022). When employees perceive that they are respected, and their
opinions matter, they become loyal and committed to the company. Employee
engagement improves when employees perceive that they are treated fairly and equitably.

A transactional leader sees employees’ jobs as transactions and then offers good
rewards for good jobs and punishment for deviating from the set goal. Transactional
leaders lead their followers to achieve set goals with minimal or no interest in changing
the culture or exceeding organizational goals (Bak et al., 2022, Chin et al., 2019;
McKnight, 2013). Transformational leaders may adjust their company’s set culture,
structure, and vision to achieve success and to reflect the opinions and interests of the
followers.

Bass and Avolio (1993) stated that transactional leaders work within the context

of the organization’s existing culture and base their actions or leadership on the norms
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and procedures of the organization. according to Bass (1990), transactional leaders
explain the job requirements and compensations that are applicable if the requirements
are achieved. In the findings, the leaders set up a payment system by listing job
requirements and compensations associated with the requirements. This is clear evidence
that transactional leaders, unlike transformational leaders, maintain the status quo instead
of fostering a culture of creative change. The pay grade system is in place to excite the
employees to advance their skills to get the associated compensation.

Implications for Social Change

The result of this research is a valuable resource for U.S. manufacturing managers
because I discussed, in-depth, the strategies that may help U.S. manufacturing managers
implement efficient manufacturing systems to improve their company’s performance. In
this study, the researcher explored successful practices that successful companies used to
improve their performances. This study contains valuable information on the strategies
successful managers use to implement efficient manufacturing systems through published
articles, interview data, and available company documents. This study contains valuable
information on leadership approaches and their effects on the success of their companies.

The U.S. managers who might read the results of this study may benefit from it by
using the findings as a guide to adjusting their current strategies and adopting new
strategies to improve their company’s performance. The study’s finding has detailed
information on efficient manufacturing strategy and process choices, and as such,

managers may use it as a reference article. Strategy and process choices are very vital to
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the success of the manufacturing organization. Managers' process choices can drastically
affect their company’s performance, thereby affecting their employees positively or
negatively, as the case may be. The U.S. managers could adopt some of the strategies in
this study to bolster their performance, thereby improving opportunities for their
employees and the societies around them. Employees working in successful
manufacturing companies might improve their skills and careers and consequently gain
pay increases in return. These employees could also become more competitive in the
labor market due to their improved skills. Employees benefit positively when their
activities are instrumental to the exceptional performance of their company. Leaders who
make the right process and strategy choices may improve their companies' and
employees’ skills.

Leadership behavior is a big factor in the development of organizations and
employees. The leader's role in motivating followers to innovate and improve their skills
is crucial. Individual and organizational learnings are essential for improving internal and
external competitiveness. Employees improve their living qualities and their company’s
performance when they learn, innovate, and improve their skills. This study’s findings
contain valuable information on how leaders can help their followers and companies
improve. When employees are transformed, they transform their organizations. Leaders
achieve outstanding employee commitment and loyalty by treating their employees with
respect. Leaders who see their followers as valuable parts of their organization seem to

gain unwavering support and performance from their followers.
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Manufacturing companies contribute significantly to the United States and the
world’s GDP. For instance, in the second quarter of 2022, the manufacturing sector
contributed $2,768 billion to the U.S. GDP (BEA, 2022). Managers could apply the
findings of this study to their businesses to improve performance, and in doing so, they
contribute to the United States and world economies. Another social implication of this
study is that successful managers who achieve exceptional company performance,
directly and indirectly, provide employment to U.S. residents. According to BEA (2020),
U.S. manufacturing companies employ over 15.6 million workers representing about
11% of the GDP. Successful businesses could also contribute to the communities where
they conduct their businesses by paying local taxes and investing in socially responsible
activities.

These managers may invest more in other U.S. companies by buying raw
materials and other services for their production needs. When managers efficiently
manage their materials and other natural resources, they reduce the emission of hazards
into the environment. These managers can invest in more efficient and environmentally
sustainable equipment when they achieve exceptional performances. U.S. successful
manufacturing companies’ managers could attract foreign investors interested in
importing American products into their countries; investing in U.S. stocks; partnering
with U.S. companies to extend or establish their foreign products in the United States;

and investing in new business startups in the United States.
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Recommendations for Action

The findings of this study are useful for various stakeholders, including
manufacturing leaders, aspiring manufacturing managers, researchers, academic
professionals, and other practitioners. Manufacturing managers and their directors might
benefit from various themes discussed in the findings section of this study, including
successful strategies, efficient manufacturing systems, leadership behaviors and effects,
and competitive advantage. I explored successful strategies that might help these
managers excel in their manufacturing leadership. This study’s findings contain valuable
information on the challenges the research participants encountered and the effect of
these challenges on their performances. In the study’s findings, I discussed the measures
the participants took to mitigate these challenges. The managers and their directors might
benefit from the analysis of the challenges in the findings because by understanding the
root causes of these challenges and how to mitigate them, they can reinforce themselves
and improve their performance.

The leaders provided insights into their leadership approaches, manufacturing
systems used, and strategies to execute their jobs. The leaders provided valuable
information on their processes and procedures through available company documents.
These stakeholders might benefit from the data analysis, especially the effects of the
manufacturing costs on the company’s financial outcome. They might benefit from the
theme of efficient manufacturing systems by understanding what constitutes

manufacturing costs and how they affect the company’s overall performance. The result
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of this study can be used to improve existing businesses and establish new ones. I will
endeavor to disseminate the findings of this study.

This study will be disseminated through various avenues. After the chief
academic officer approves this study, it will be published in the ProQuest database. The
publication will be available to other researchers and scholars. This study will be
extended to the participants and their directors for review. With permission from my
organization, the study’s findings can be used to help our team understand how we might
improve our company’s performance by presenting a PowerPoint of some key elements
of the findings. Finally, the findings of this study will be presented at manufacturing
business conferences if there is an opportunity to do so. As a part of an advisory board
that focuses on mentoring and training young children in business leadership, I will seek
the opportunity to present the study’s results in such meetings by providing reading
materials.

Recommendations for Further Research

I, in this study, aim to explore the strategies U.S. manufacturing companies use to
implement efficient manufacturing systems to improve their company’s performance.
Considering the study’s findings, the leadership behaviors of the leaders reflected in
various aspects of their company. Yin (2018) emphasized that limiting the geographical
area can affect the generalization of a research outcome. My research involved six leaders
of one aerospace manufacturing company in Tennessee, in the southeastern part of the

United States, with great experience and background in manufacturing. I suggest that
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further research should include other geographical areas and types of manufacturing to
improve generalization.

Even though valuable information was gathered on the leadership approach used
in Company ZY X, further research should include the followers of the leaders to balance
the experience because the employees might perceive the leader’s intentions differently.
Employees' perspectives and perceptions of their leaders and leadership approaches
should be considered. The challenges and experiences the leaders shared might also differ
from the challenges and experiences the employees encountered. Understanding how the
employees view their leaders, the processes, strategies, and systems need to be researched
further.

One of the most interesting aspects of this research is that the leaders of Company
ZY X use multiple leadership approaches. In the findings, most of the leaders interviewed
are transactional, and the rest are transformational leaders based on the research data.
Interestingly, in the findings, the upper management expressed that they are
transformational, but it was shown that more than half of the participants are transactional
based on the analysis of all the data collected. In other words, the company uses multiple
leadership approaches. I recommend further research to include the benefits and effects
of a mix of leadership involving transformational and transactional leaders in one
company under one leadership.

Further research should also include the effect of each leadership approach on

specific kinds of manufacturing businesses. For example, Company ZY X’s business mix
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involves a lot of long training and documentation that, in general, the employees view as
tedious and a burden. The predominant leadership attitude in this company is
transactional. Judging from the financial records and participants’ responses, the
company has not been financially profitable for years. Using transformational leadership,
leaders may better motivate and inspire employees to see these challenges as
opportunities to solve old problems with new strategies. Transformational leaders might
unlock individual and organizational learning and innovation, benefitting the organization
in performance improvement and outstanding competitive advantage. Maybe if the
leaders were transformational, the employees would be encouraged to be part of the
cultural change and organizational transformation because transformational leaders do
not just focus on achieving set goals; they are also interested in transforming the cultures
and strategies to exceed the organizational goals. Transformational leaders involve their
leaders in their decision-making and strategy formulation stages.

The researcher would recommend further research to understand the effects of
using multiple manufacturing systems at different levels of the same company. For
example, Company ZY X’s leaders use multiple production and manufacturing systems
depending on the product and processes involved. The leaders identified that they use
cellular systems in their welding and functional lab departments, but they use serial
manufacturing systems in other areas.

Using an alternative research method for this research to extend the findings

regarding transformational leaders and strategies manufacturing managers use to
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implement efficient manufacturing systems to improve their company’s performance is
recommended. Using mixed-research methods may be more beneficial to identify
correlations between each leadership style, and the company’s performance data can be
fully harnessed, analyzed, and compared with industry standards. Researchers combine
qualitative and quantitative methods in mixed-research methods. This method will be
helpful in collecting and analyzing qualitative and quantitative data, such as financial and
other operational data, that may be necessary for determining the influence of the leaders
on the company’s performance. The qualitative design should be a multiple case study to
include other manufacturing types and locations to improve generalization.

Reflections

This doctoral program has been quite a challenging but rewarding journey. In this
journey, I developed life-changing virtues and strengths instrumental in finishing the
program. Virtues such as resilience, endurance, multitasking, and maturity were among
the helpful virtues to achieve this success. As a deeply involved father of two wonderful
children that always crave my attention; husband; main breadwinner in my household;
active manager in manufacturing operations; a support system for thousands of followers
all over the world; a leadership consultant to many managers and leaders; and full time
senior pastor of a multicultural church, the journey was not as easy as it might be for a lot
of others. My mother and son’s health conditions were challenging during the program. I
lost my father during this program and had to deal with complicating burial rights due to

our cultural background and my father’s public status. Balancing all these competing
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priorities was quite a challenge. Quitting was not an option for me, even though quitting
was tempting. Many people in Africa and the United States depend on me for school fees,
house rent, daily living, counseling, direction, and hospital bills, aside from my
immediate family’s needs. In all, my biggest motivation was to finish the program to
inspire my children and all the youth that look up to me to see challenges as opportunities
to be greater in life; and that one can become anything one determines to be by
prioritizing one’s competing responsibilities in the direction of the determination.

I contributed immensely to developing my workplace and communities using
knowledge gathered from this study. Better practices were introduced in our company to
improve opportunities. We did not shut down our production during and after the
COVID-19 pandemic because of the application of the skills from this doctoral study to
the management of our production team. Treating the employees as valuable stakeholders
in the company and involving them in our strategy choice decisions were some of the
tools I used during the COVID pandemic era.

Six experienced leaders who used proven strategies to implement efficient
manufacturing systems to improve their company’s performance participated in this
interview. The experience from the interview process was a great deal to me. The
participants were cooperative and could give me some redacted company documents for
analysis. Hopefully, they will appreciate and use the findings of this study to improve

their strategies, workforce, and performance.
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I learned many benefits and lessons during this doctoral study that will remain
valuable forever. One of the highlights that emerged during interview data analysis was
that leadership is one of the biggest factors in a manufacturing business. Many managers
are not aware of the impact of their communication and actions on their company’s
performance. As Burns (1978) stated, many leaders do not understand the purpose for
which they are in business, and many leaders do not realize they are transactional even
though their words and a few actions might sound transformational. I look forward to
utilizing the knowledge and skill learned from this program to improve my workplace,
communities, and household.

Conclusion

I explored the strategies some U.S. manufacturing managers use to implement
efficient manufacturing systems to improve their company’s performance. The
conceptual framework for this study was transformational leadership. The study reflected
the effects of transformational leadership on manufacturing companies. The researcher
conducted a face-to-face interview involving six leaders of a manufacturing company in
Tennessee who used strategies to implement efficient manufacturing systems to improve
their company’s performance. After the data analysis, I identified five main themes:
effective manufacturing systems, successful strategies, operations management,
leadership behaviors and effects, and competitive advantages. The themes relate to
manufacturing managers' strategies to improve their performance and transformational

leadership.
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Bass (1990) and Burns (1978) indicated that many leaders are unaware they are
transactional in their relationship with their followers. Some of the leaders interviewed
referenced that they are transformational leaders, but after data analysis, it turned out they
are more transactional based on the analysis of their overall responses. The effects of
their transactional leadership on the company’s performance were reviewed. One of the
key findings is that if employees are not involved in formulating strategies and other vital
decisions, they are not devoted and committed enough to place the company's interest
above their own interests. With the kind of training and quality systems in place, the
commitment and loyalty of the employees are highly required.

The findings included that leaders must measure their activities at each level to
discover, on time, what activities and areas need adjustment to improve performance.
Manufacturing costs, among other costs, affect the company's financial outcome.
Performance measurement is essential for understanding what areas the company gains
efficiency and what areas are reasons the company loses money. Operational excellence
is the measure of the effectiveness of the management team and their systems.
understanding the strengths and weaknesses areas of the company is essential. The other
reason for performance measurement is to make decisions about the efficiency of
operations and processes.

Bolstering the internal and external competitive advantages of the organization is
a key finding in this study. The product and process design capabilities of the company

and the management of such translate into competitive advantages. The manufacturing
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systems and strategies chosen by the management and directors of the manufacturing
company can reflect how the organization competes in the industry. Individual and
organizational learnings are important, especially in building stronger competitiveness
over others in the industry. The leadership behaviors of the leaders are among the factors
that affect individual and organizational learning and innovativeness. If the leaders excite
their followers to see contingent rewards as the main reason to get the job done, the
followers might not develop into organizational citizens, but if they are motivated and
inspired to innovate and learn because their contributions are valuable towards building a
stronger tomorrow for the organization, followers will develop and perform better to

exceed the company’s set goals.



220
References
Abdallah, A. B., Alkhaldi, R. Z., & Aljuaid, M. M. (2021). Impact of social and technical
lean management on operational performance in manufacturing SMEs: The roles

of process and management innovations. Business Process Management

Journal, 27(5), 1418—1444. https://doi.org/10.1108/BPMJ-06-2020-0252

Abdalla, M. M., Oliveira, L. G. L., Azevedo, C. E. F., & Gonzalez, R. K. (2018). Quality
in qualitative organizational research: Types of triangulation as a methodological
alternative. Administra¢do: Ensino e Pesquisa, 19(1), 66-98.

https://doi.org/10.13058/raep.2018.v19n1.578

Adebayo, A., & Ackers, B. (2021). Sampling theoretically for comparison. Electronic
Journal of Business Research Methods, 19(1), 42—56.

https://doi.org/10.34190/ejbrm.19.1.2434

Afrifa, G., A. (2016). Net working capital, cash flow and performance of UK
SMEs. Review of Accounting and Finance, 15(1), 21-44.

https://doi.org/10.1108/RAF-02-2015-0031

Afshari, L. (2022). Idealized influence and commitment: A granular approach in
understanding leadership. Personnel Review, 51(2), 805-822.

https://doi.org/10.1108/PR-03-2020-0153

Afum, E., Agyabeng-Mensah, Y., Ahenkorah, E., & Owusu, D. (2020). The influence of

lean management and environmental practices on relative competitive quality



221
advantage and performance. Journal of Manufacturing Technology

Management, 31(7), 1351-1372. https://doi.org/10.1108/IMTM-12-2019-0443

Afum, E., Agyabeng-Mensah, Y., Sun, Z., Frimpong, B., Kusi, L. Y., & Innocent Senyo,
K. A. (2020). Exploring the link between green manufacturing, operational
competitiveness, firm reputation, and sustainable performance dimensions: A
mediated approach: IMS. Journal of Manufacturing Technology

Management, 31(7), 1417-1438. http://doi.org/10.1108/jmtm-02-2020-0036

Agarwal, R., Brown, P. J., Bajada, C., Stevens, P., & Green, R. (2020). The effects of
competition on management practices in New Zealand: A study of manufacturing
firms. International Journal of Production Research, 58(20), 6217-6234.

https://doi.org/10.1080/00207543.2019.1672901

Ahern, K. (2012). Informed consent: Are researchers accurately representing risks and
benefits? Scandinavian Journal of Caring Sciences, 26(4), 671-678.

https://doi.org/10.1111/5.1471-6712.2012.00978.x

Alatawi, M. A. (2017). The myth of the additive effect of the transformational leadership
model. Contemporary Management Research, 13(1), 19-29.

https://doi.org/10.7903/cmr.16269

Alavian, P., Eun, Y., Meerkov, S. M., & Zhang, L. (2020). Smart production systems:
Automating decision-making in manufacturing environment. International
Journal of Production Research, 58(3), 828—845.

https://doi.org/10.1080/00207543.2019.1600765




222

Alcaide-Munoz, C., Bello-Pintado, A., & Merino-Diaz de Cerio, J. (2018).
Manufacturing strategy process: The role of shop-floor
communication. Management Decision, 56(7), 1581-1597.

https://doi.org/10.1108/MD-01-2017-0085

Alvarado-Ramirez, K. M., Pumisacho-Alvaro, V. H., Miguel-Davila, J. A., & Suérez
Barraza, M. F. (2018). Kaizen, a continuous improvement practice in

organizations. TOM Journal, 30(4), 255-268. https://doi.org/10.1108/TQM-07-

2017-0085

Amarakoon, U., Weerawardena, J., & Verreynne, M. L. (2018). Learning capabilities,
human resource management innovation and competitive advantage. The
International Journal of Human Resource Management, 29(10), 1736—-1766.

https://doi.org/10.1080/09585192.2016.1209228

Ames, H., Glenton., C. & Lewin, S. (2019). Purposive sampling in a qualitative evidence
synthesis: A worked example from a synthesis on parental perceptions of

vaccination communication. BMC Medical Research Methodology, 19(1), 1-9.

https://doi.org/10.1186/s12874-019-0665-4

Arai, K. (2021). Lean manufacturing and performance measures: Evidence from Japanese
factories. IUP Journal of Operations Management, 20(2), 7-34.

https://doi.org/10.2139/ssrn.3471020




223
Armando, J. C., Angel, J. M., & Sergio, O. (2021). Benefits, challenges and opportunities
of corporate sustainability. Management, 25(1), 51-74.

https://doi.org/10.2478/manment-2019-0059

Arumugam, V., Kannabiran, G., & Vinodh, S. (2022). Impact of technical and social lean
practices on SMEs’ performance in automobile industry: A structural equation
modelling (SEM) analysis. Total Quality Management & Business

Excellence, 33(1/2), 28—54. https://doi.org/10.1080/14783363.2020.1791067

Astroth, K. S., & Chung, S. Y. (2018). Focusing on the fundamentals: Reading
qualitative research with a critical eye. Nephrology Nursing Journal, 45(4), 381—
386.

Ayre, J. & McCaffery, K., J. (2022). Research note: Thematic analysis in qualitative
research. Journal of Physiotherapy, 68(1), 76-79.

https://doi.org/10.1016/1.iphys.2021.11.002

Bai, C., Satir, A., & Sarkis, J. (2019). Investing in lean manufacturing practices: An
environmental and operational perspective. International Journal of Production

Research, 57(4), 1037-1051. https://doi.org/10.1080/00207543.2018.1498986

Bailey, L. F. (2014). The origin and success of qualitative research. International Journal

of Market Research, 56(2), 167-184. https://doi.org/10.2501/IJMR-2014-013

Bahria, N., Chelbi, A., Bouchriha, H., & Dridi, I. H. (2019). Integrated production,

statistical process control, and maintenance policy for unreliable manufacturing



224
systems. International Journal of Production Research, 57(8), 2548-2570.

https://doi.org/10.1080/00207543.2018.1530472

Bak, H., Jin, M. H., & McDonald III, B. D. (2022). Unpacking the transformational
leadership-innovative work behavior relationship: The mediating role of
psychological capital. Public Performance & Management Review, 45(1), 80—

105. https://doi.org/10.1080/15309576.2021.1939737

Ballena, C., T. (2021). Qualitative research interviewing: Typology of graduate students’
interview questions. Philippine Social Science Journal, 4(3), 96-112.

https://doi.org/10.52006/main.v4i3.376

Barnham, C. (2015). Quantitative and qualitative research. International Journal of

Market Research, 57(6), 837-854. https://doi.org/10.2501/IJMR-2015-070
Bass, B. M. (1990). From transactional to transformational leadership: Learning to share

the vision. Organizational Dynamics, 18(3), 19-31. https://doi.org/10.1016/0090-

2616(90)90061-S

Bass, B. M. (1997). Personal selling and transactional/ transformational
leadership. Journal of Personal Selling & Sales Management, 17(3), 19-28.

Bass, B. M., & Avolio, B. J. (1993). Transformational leadership and organizational
culture. Public Administration Quarterly, 17(1), 112—121.

Bass, B. M., & Steidlmeier, P. (1999). Ethics, character, and authentic transformational
leadership behavior. The Leadership Quarterly, 10(2), 181-217.

https://doi.org/10.1016/S1048-9843(99)00016-8




225
Beauchamp, T. L. (2020). The origins and drafting of the Belmont Report. Perspectives

in Biology and Medicine, 63(2), 240-250. https://doi.org/10.1353/pbm.2020.0016

Berezianko, T. V., Sheremet, O. O., Halystsia, I. O., Zienina-Bilichenko, A. S., &
Marshalenko, M. P. (2022). Socially responsible management and good

practice. Journal of Community Positive Practices, 22, 82-95.

https://doi.org/10.35782/icpp.2022.51.1.7

Berhe, H. H. (2022). Application of kaizen philosophy for enhancing manufacturing
industries’ performance: Exploratory study of Ethiopian chemical
industries. International Journal of Quality & Reliability Management, 39(1),

204-235. https://doi.org/10.1108/IJQRM-09-2020-0328

Berkovich, L., & Eyal, O. (2021). Transformational leadership, transactional leadership,
and moral reasoning. Leadership & Policy in Schools, 20(2), 131-148.

https://doi.org/10.1080/15700763.2019.1585551

Beuren, I. M., & Dal Vesco, D. G. (2022). Management control systems and performance
in strategic supply relationships. International Journal of Productivity &

Performance Management, 71(4), 1277-1296. https://doi.org/10.1108/IJPPM-01-

2020-0036
Birasnav, M., & Bienstock, J. (2019). Supply chain integration, advanced manufacturing
technology, and strategic leadership: An empirical study. Computers & Industrial

Engineering, 130, 142—157. https://doi.org/10.1016/.cie.2019.01.021




226
Birt, L., Scott, S., Cavers, D., Campbell, C., & Walter, F. (2016). Member
checking. Qualitative Health Research, 26(13), 1802—1811.

https://doi.org/10.1177/1049732316654870

Bjorkdahl, J. (2020). Strategies for digitalization in manufacturing firms. California

Management Review, 62(4), 17-36. https://doi.org/10.1177/0008125620920349
Boddy, C. R. (2016). Sample size for qualitative research. Qualitative Market Research:

An International Journal, 19(4), 426—432. https://doi.org/10.1108/QMR-06-2016-

0053
Bond, P. L., Green, K. W., & Inman, R. A. (2020). Relationships among JIT practices:
An interpretive modeling approach. Production Planning & Control, 31(5), 400—

411. https://doi.org/10.1080/09537287.2019.1640405

Bonsu, S. (2020). Stakeholder primacy: The sustainability schema of business. Journal of
Finance, Accounting & Management, 11(1), 36-52.

Brear, M. R., & Gordon, R. (2021). Translating the principle of beneficence into ethical
participatory development research practice. Journal of International

Development, 33(1), 109—126. https://doi.org/10.1002/jid.3514

Buckley, R. (2022). Ten steps for specifying saturation in qualitative research. Social
Science & Medicine, 309, 1-4.

https://doi.org/10.1016/j.socscimed.2022.115217Burawat, P. (2019).

Burawat, P. (2019). The relationships among transformational leadership, sustainable

leadership, lean manufacturing and sustainability performance in Thai SMEs



227
manufacturing industry. International Journal of Quality & Reliability

Management, 36(6), 1014—1036. https://doi.org/10.1108/IJQRM-09-2017-0178

Bureau of Economic Analysis. (2020). Industry data: Value added by industry.

http://www.bea.gov/

Bureau of Economic Analysis. (2022). Industry data: Value added by industry.

http://www.bea.gov/

Burns, J. M. (1978). Leadership. Harper and Row.
Burns, R., Gallant, K. A., Fenton, L., White, C., & Hamilton-Hinch, B. (2020). The go-
along interview: A valuable tool for leisure research. Leisure Sciences, 42(1), 51—

68. https://doi.org/10.1080/01490400.2019.1578708

Bryman, A., Becker, S., & Sempik, J. (2008). Quality criteria for quantitative, qualitative
and mixed methods research: A view from social policy. International Journal of
Social Research Methodology, 11(4),261-276.

https://doi.org/10.1080/13645570701401644

Byukusenge, E., Munene, J. C., & Orobia, L. A. (2021). Managerial competencies and
business performance: Innovation as a mediator in Rwandan SMEs. International

Journal of Law & Management, 63(5), 445—463. https://doi.org/10.1108/IJLMA-

09-2017-0217
Candela, A. G. (2019). Exploring the function of member checking. The Qualitative

Report, 24(3), 619-628. https://doi.org/10.46743/2160-3715/2019.3726




228
Cannas, V. G., Pero, M., Pozzi, R., & Rossi, T. (2018). Complexity reduction and kaizen
events to balance manual assembly lines: An application in the field. International
Journal of Production Research, 56(11),3914-3931.

https://doi.org/10.1080/00207543.2018.1427898

Castleberry, A., & Nolen, A. (2018). Thematic analysis of qualitative research data: Is it
as easy as it sounds? Currents in Pharmacy Teaching and Learning, 10(6), 807—

&15. https://doi.org/10.1016/1.cptl.2018.03.019

Catalano, T., & Barriga, A. M. (2021). Shaping the teaching and learning of intercultural
communication through virtual mobility. Intercultural Communication

Education, 4(1), 75-89. https://doi.org/10.29140/ice.v4n1.443

Chan, C. O., & Tay, H. L. (2018). Combining lean tools application in kaizen: A field
study on the printing industry. International Journal of Productivity &

Performance Management, 67(1), 45—65. https://doi.org/10.1108/IJPPM-09-

2016-0197
Chen, P.-K., Fortuny-Santos, J., Lujan, 1., & Ruiz-de-Arbulo-Lopez, P. (2019).
Sustainable manufacturing: Exploring antecedents and influence of total

productive maintenance and lean manufacturing. Advances in Mechanical

Engineering, 11(11). https://doi.org/10.1177/1687814019889736

Chen, W., & Wang, Z. (2021). Integrated capacity planning and production control of an

assembly manufacturing system. /[EEE Transactions on Engineering



229
Management, Engineering Management, 68(3), 868—880.

https://doi.org/10.1109/TEM.2019.2915055

Chiarini, A. (2017). An adaptation of the EOQ formula for JIT quasi-pull system
production. Production Planning & Control, 28(2), 123—130.

https://doi.org/10.1080/09537287.2016.1237687

Chin, T. L., Lok, Y. P. S., & Kee Peng Kong, P., (2019). Does transformational
leadership influence employee engagement? Global Business & Management
Research, 11(2), 92-97.

Christ, Q., Dauzere-Péres, S., & Lepelletier, G. (2022). A three-step approach for
decision support in operational production planning of complex manufacturing

systems. International Journal of Production Research, 1-26.

https://doi.org/10.1080/00207543.2022.2118387

Chua, J., & Ayoko, O. B. (2021). Employees’ self-determined motivation,
transformational leadership and work engagement. Journal of Management &

Organization, 27(3), 523-543. https://doi.org/10.1017/jmo0.2018.74

Cleland, J., MacLeod, A., & Ellaway, R. H. (2021). The curious case of case study
research. Medical Education, 55(10), 1131-1141.

https://doi.org/10.1111/medu.14544

Cohen, Y., Faccio, M., Pilati, F., & Yao, X. (2019). Design and management of digital

manufacturing and assembly systems in the Industry 4.0 era. The International



230
Journal of Advanced Manufacturing Technology, 105(9), 3565-3577.

http://doi.org/10.1007/s00170-019-04595-0

Coleman, P. (2021). Validity and reliability within qualitative research in the caring
sciences. International Journal of Caring Sciences, 14(3), 2041-2045.

Cook, L. D., Moore, S., Haynes Brown, T., McCalla, R., Thwaites, K., Weaver, L.,
Williams-McBean, C., Weaver, S., & McCarthy Curvin, A. (2019). A
methodological review of mixed methods research studies from selected journals
in the Caribbean. International Journal of Multiple Research Approaches, 11(3),

277-297. https://doi.org/10.29034/ijmra.v11n3a3

Cooper, D., & Taylor, S. (2023). The data revolution in operations management:
Unlocking innovation by embracing change. Journal of Securities Operations &

Custody, 15(1), 44-55. https://doi.org/10.1080/00207543.2020.1823028

Cragoe, N. G. (2019). Oversight: Community vulnerabilities in the blind spot of research
ethics. Research Ethics Review, 15(2), 1-15.

https://doi.org/10.1177/1747016117739936

Creswell, J. W., Hanson, W. E., Clark, V. L. P., & Morales, A. (2007). Qualitative
research designs: Selection and implementation. The Counseling

Psychologist, 35(2), 236-264. https://doi.org/10.1177/0011000006287390

Dadashnejad, A. A., & Valmohammadi, C. (2019). Investigating the effect of value

stream mapping on overall equipment effectiveness: A case study. Total Quality



231
Management & Business Excellence, 30(3/4), 466—482.

https://doi.org/10.1080/14783363.2017.1308821

Dar, M. S., Bano, S., & Ahmed, J. (2021). Influence of internal sustainable orientation on
environmental performance: A mediating role of awareness of sustainable
development goals. Journal of Managerial Sciences, 15, 1-15.

Deep, K. (2022). Cellular manufacturing system design and production requirements:
Review and directions for future research. IUP Journal of Mechanical
Engineering, 15(3), 50-77.

DeLorme, D. E., Zinkhan, G. M., & French, W. (2001). Ethics and the internet: Issues
associated with qualitative research. Journal of Business Ethics, 33(4), 271-286.

https://doi.org/10.1023/A:1011812620080

Deluga, R. J. (1988). Relationship of transformational and transactional leadership with
employee influencing strategies. Group & Organization Studies, 13(4), 456—467.

https://doi.org/10.1177/105960118801300404

Demirtas, O., Bickes, D. M., Yener, S., & Karaca, M. (2020). The influence of
transformational leadership in organizations: The mediating role of meaningful
work. Journal of Economy Culture and Society, 61, 153—172.

https//doi.org110.26650/JECS2019-0028

Dinh, N. B. K., Caliskan, A., & Zhu, C. (2021). Academic leadership: Perceptions of

academic leaders and staff in diverse contexts. Educational Management



232
Administration & Leadership, 49(6), 996—1016.

https://doi.org/10.1177/1741143220921192

Dionne, S. D., Yammarino, F. J., Atwater, L. E., & Spangler, W. D. (2004).
Transformational leadership and team performance. Journal of Organizational
Change Management, 17(2), 177-193.

https://doi.org/10.1108/09534810410530601

Dohale, V., Gunasekaran, A., Akarte, M. M., & Verma, P. (2022). 52 Years of
manufacturing strategy: An evolutionary review of literature (1969—
2021). International Journal of Production Research, 60(2), 569-594.

https://doi.org/10.1080/00207543.2021.1971788

Durcikova, A., Lee, A. S., & Brown, S. A. (2018). Making rigorous research relevant:
Innovating statistical action research. MIS Quarterly, 42(1), 241-A13.

https://doi.org/10.25300/MISQ/2018/14146

Dutka, P., & Astroth, K. S. (2022). Exploring the evidence: Focusing on the
fundamentals: Navigating the Institutional Review Board process. Nephrology

Nursing Journal, 49(1), 67-71. https://doi.org/10.37526/1526-744X.2022.49.1.67

Edmonds, W. A. & Kennedy, T. A. (2017). An applied guide to research designs:
Quantitative, qualitative, and mixed methods. SAGE Publications, Inc.

https://doi.org/10.4135/9781071802779




233
Edwards, J. R. (2020). The peaceful coexistence of ethics and quantitative
research. Journal of Business Ethics, 167(1), 31-40.

https://doi.org/10.1007/s10551-019-04197-6

Endrejat, P. C. (2021). When to challenge employees’ comfort zones? The interplay
between culture fit, innovation culture and supervisors’ intellectual
stimulation. Leadership & Organization Development Journal, 42(7), 1104-1118.

https://doi.org/10.1108/LODJ-07-2020-0307

Eker, M., & Eker, S. (2019). Exploring the relationships between environmental
uncertainty, business strategy and management control system on firm
performance. Business & Economics Research Journal, 10(1), 115-129.

https://doi.org/10.20409/berj.2019.158

Engelbrecht, A., & Samuel, O. M. (2019). The effect of transformational leadership on
intention to quit through perceived organisational support, organisational justice
and trust. South African Journal of Economic & Management Sciences, 22(1), 1—

8. https://doi.org/10.4102/sajems.v22i1.2338

Evenseth, L., L, Sydnes, M., & Gausdal, A. H. (2022). Building organizational resilience
through organizational learning: A systematic review. Frontiers in

Communication, 7. https://doi.org/10.3389/fcomm.2022.837386

Farquhar, J., Michels, N., & Robson, J. (2020). Triangulation in industrial qualitative
case study research: Widening the scope. Industrial Marketing Management, 87,

160-170. https://doi.org/10.1016/j.indmarman.2020.02.001




234
Feng, Y., Chen, H., & Ahn, H. (2021). How consumers react to woke advertising:
Methodological triangulation based on social media data and self-report
data. Journal of Research in Interactive Marketing, 15(4), 529-548.

https://doi.org/10.1108/JRIM-09-2020-0185

Fitzsimmons, S. R., Lakshman, C., Martin, L., Pekerti, A. A., Raheem, S., & Vora, D. &
(2019). Multiculturalism within individuals: A review, critique, and agenda for
future research. Journal of International Business Studies, 50(4), 499-524.

https://doi.org/10.1057/s41267-018-0191-3

Forth, J., & Bryson, A. (2019). Management practices and SME performance. Scottish

Journal of Political Economy, 66(4), 527-558. https://doi.org/10.1111/sjpe.12209

Franken, J. C. M., van Dun, D. H., & Wilderom, C. P. M. (2021). Kaizen event process
quality: Towards a phase-based understanding of high-quality group problem-
solving. International Journal of Operations & Production Management, 41(6),

962-990. https://doi.org/10.1108/1JOPM-09-2020-0666

Fredberg, T., & Pregmark, J. E. (2022). Organizational transformation: Handling the
double-edged sword of urgency. Long Range Planning, 55(2), 1-19.

https://doi.org/10.1016/j.1rp.2021.102091

Gallego, C. & Hernandez, G. C. (2021). An alternative model for the comprehension of
organizational transformation in emerging economies. Journal of Accounting &

Organizational Change, 17(5), 585-603. https://doi.org/10.1108/JAOC-06-2020-

0071



235
Garcia, S. 1., Rodriguez, A. L., Aibar, G. B., & Aibar, G. C. (2020). Do institutional
investors drive corporate transparency regarding business contribution to the

sustainable development goals? Business Strategy and the Environment, 29(5),

2019-2036. https://doi.org/10.1002/bse.2485

Garza-Reyes, J. A., Christopoulos, C., Kumar, A., Luthra, S., Gonzélez-Aleu, F., Kumar,
V., & Villarreal, B. (2022). Deploying kaizen events in the manufacturing

industry: An investigation into managerial factors. Production Planning &

Control, 33(5), 427-449. https://doi.org/10.1080/09537287.2020.1824282

Golcher-Barguil, L. A., Nadeem, S. P., & Garza-Reyes, J. A. (2019). Measuring
operational excellence: An operational excellence profitability (OEP)
approach. Production Planning & Control, 30(8), 682—698.

https://doi.org/10.1080/09537287.2019.1580784

Grasso, L. P., & Tyson, T. (2021). Management accounting systems and performance
measurement at lean companies. Management Accounting Quarterly, 22(3), 1-13.
Guetterman, T. C., & Fetters, M. D. (2018). Two methodological approaches to the
integration of mixed methods and case study designs: A systematic
review. American Behavioral Scientist, 62(7), 900-918.

https://doi.org/10.1177/0002764218772641

Haessler, P. (2020). Strategic decisions between short-term profit and
sustainability. Administrative Sciences, 10(3), 63, (2076-3387), .

https://doi.org/10.3390/admscil 0030063




236
Hailu, H., Mengstu, S., & Hailu, T. (2018). An integrated continuous improvement model
of TPM, TPS and TQM for boosting profitability of manufacturing industries: An

innovative model & guideline. Management Science Letters, 8(1), 33—50.

https://doi.org/10.5267/1.msl.2017.11.002

Hansbrough, T. K., & Schyns, B. (2018). The appeal of transformational
leadership. Journal of Leadership Studies, 12(3), 19-32.

https://doi.org/10.1002/j1s.21571

Hashemi-Petroodi, S. E., Dolgui, A., Kovalev, S., Kovalyov, M. Y., & Thevenin, S.
(2021). Workforce reconfiguration strategies in manufacturing systems: A state of
the art. International Journal of Production Research, 59(22), 6721-6744.

https://doi.org/10.1080/00207543.2020.1823028

Harvey, W. S. (2011). Strategies for conducting elite interviews. Qualitative Research,

11,431-441. https://doi.org/10.1177/1468794111404329

Hennink, M., & Kaiser, B. N. (2022). Sample sizes for saturation in qualitative research:
A systematic review of empirical tests. Social Science & Medicine, 292, 1-10.

https://doi.org/10.1016/j.socscimed.2021.114523

Hoang, T. H., Phan, C. A., & Le, T. P. (2020). Contribution of manufacturing strategy to
competitive performance of manufacturing companies: Empirical evidence from

Vietnam. Organizations and Markets in Emerging Economies, 11(2), 482-503.

https://doi.org/10.15388/omee.2020.11.44




237
Hollweck, T. (2015). Review of case study research design and methods (5th
ed). Canadian Journal of Program Evaluation, 30(1), 108—110.

https://doi.org/10.3138/cipe.30.1.108

Horak, S., Arya, B., & Ismail, K. M. (2018). Organizational sustainability determinants in
different cultural settings: A conceptual framework. Business Strategy & the

Environment, 27(4), 528-546. https://doi.org/10.1002/bse.2018

Hughes, J., & McDonagh, J. (2017). In defence of the case study methodology for
research into strategy practice. Irish Journal of Management, 36(2), 129-145.

https://doi.org/10.1515/ijm-2017-0013

Hiibel, C. (2022). Entrepreneurship-driven organizational transformation for
sustainability: A sensemaking lens. Journal of Organizational Change

Management, 35(1), 240-256. https://doi.org/10.1108/JOCM-03-2021-0067

Inman, R. A., & Green, K. W. (2018). Lean and green combine to impact environmental
and operational performance. International Journal of Production

Research, 56(14), 4802—4818. https://doi.org/10.1080/00207543.2018.1447705

Isaacs, A. N. (2014). An overview of qualitative research methodology for public health
researchers. International Journal of Medicine & Public Health, 4(4), 318-323.

https://doi.org/10.4103/2230-8598.144055

Islami, X., & Mulolli, E. (2020). A conceptual framework of transformational leadership
as an influential tool in the team performance. European Journal of Management

Issues, 28(1-2), 13-24. https://doi.org/10.15421/192002




238
Jankelova, N., Joniakova, Z., & Prochazkova, K. (2022). The way to business
competitiveness: The importance of diversity management and teamwork climate

in stabilizing of employees. Journal of Business Economics and

Management, 23(3), 606—625. https://doi.org/10.3846/jbem.2022.16199

Jain, P., & Duggal, T. (2018). Transformational leadership, organizational commitment,
emotional intelligence and job autonomy. Management Research Review, 41(9),

1033-1046. https://doi.org/10.1108/MRR-01-2018-0029

Jimenez, G., Santos, G., S4, J. C., Ricardo, S., Pulido, J., Pizarro, A., & Hernandez, H.
(2019). Improvement of productivity and quality in the value chain through lean
manufacturing: A case study. Procedia Manufacturing, 41, 882—889.

https://doi.org/10.1016/j.promfe.2019.10.011

Jnaneswar, K, & Ranjit, G. (2020). Effect of transformational leadership on job
performance: Testing the mediating role of corporate social
responsibility. Journal of Advances in Management Research, 17(5), 605-625.

https://doi.org/10.1108/JAMR-05-2020-0068

Kaewkungwal, J., & Adams, P. (2019). Ethical consideration of the research proposal and
the informed-consent process: An online survey of researchers and ethics
committee members in Thailand. Accountability in Research: Policies & Quality

Assurance, 26(3), 176—197. https://doi.org/10.1080/08989621.2019.1608190




239
Karolidis, D., & Vouzas, F. (2019). Work group diversity dynamics: A novel approach to
diversity research. Team Performance Management, 25(5/6), 348-368.

https://doi.org/10.1108/TPM-07-2018-0043

Kalyar, M. N., Shafique, ., & Abid, A. (2019). Role of lean manufacturing and
environmental management practices in eliciting environmental and financial
performance: The contingent effect of institutional pressures. Environmental
Science and Pollution Research International, 26(24), 24967-24978.

https://doi.org/10.1007/s11356-019-05729-3

Kechaou, F., Addouche, S. A., & Zolghadri, M. (2022). A comparative study of overall
equipment effectiveness measurement systems. Production Planning & Control,

1-20. https://doi.org/10.1080/09537287.2022.2037166

Kekeya, J. (2021). Qualitative case study research design: The commonalities and
differences between collective, intrinsic and instrumental case
studies. Contemporary PNG Studies, 36, 28-37.

Khan, I. U., Amin, R. U., & Saif, N. (2022). The contributions of inspirational motivation
and intellectual stimulation in connecting individualized consideration and

idealized influence. International Journal of Leadership in Education, 1-11.

https://doi.org/10.1080/13603124.2022.2076286

Khan, I. U., Khan, M. S., & Idris, M. (2021). Investigating the support of organizational

culture for leadership styles (transformational & transactional). Journal of Human



240
Behavior in the Social Environment, 31(6), 689—700.

https://doi.org/10.1080/10911359.2020.1803174

Khanna, K., & Kumar, R. (2019). Reconfigurable manufacturing system: A state-of-the-
art review. Benchmarking: An International Journal, 26(8), 2608—2635.

https://doi.org/10.1108/B1J-05-2018-0140

Khorakian, A., & Sharifirad, M. S. (2019). Integrating implicit leadership theories,
leader—member exchange, self-efficacy, and attachment theory to predict job
performance. Psychological Reports, 122(3), 1117-1144.

https://doi.org/10.1177/0033294118773400

Kim, E. J., & Park, S. (2019). The role of transformational leadership in citizenship
behavior: Organizational learning and interpersonal trust as
mediators. International Journal of Manpower, 40(7), 1347—-1360.

https://doi.org/10.1108/1JM-12-2018-0413

Kim, M. K., Sheu, C., & Yoon, J. (2018). Environmental sustainability as a source of
product innovation: The role of governance mechanisms in manufacturing

firms. Sustainability, 10(7), 2238. http://doi.org/10.3390/su10072238

Kohler, T., Smith, A., & Bhakoo, V. (2021). Templates in qualitative research methods:
Origins, limitations, and new directions. Organizational Research Methods,

25(2), 183-210. https://doi.org/10.1177/10944281211060710




241
Kota, H. B., Singh, G., Mir, M., Smark, C., & Kumar, B. (2021). Sustainable
development goals and businesses. Australasian Accounting Business & Finance

Journal, 15(5), 1-3. https://doi.org/10.14453/aabfj.v15i5.1

Kovacs, T., Ko, A. & Demeter, K. (2020). Measuring the impact of lean practices on
manufacturing performance: Case study from the process industry. International

Journal of Lean Six Sigma, 11(6), 1193—1218. https://doi.org/10.1108/IJLSS-01-

2019-0004
Kruth, J. G. (2015). Five qualitative research approaches and their applications in
parapsychology. Journal of Parapsychology, 79(2), 219-233.

https://doi.org/10.3389/fcomm.2022.837386

Kuhnle, A., May, M. C., Schéfer, L., & Lanza, G. (2022). Explainable reinforcement
learning in production control of job shop manufacturing system. International
Journal of Production Research, 60(19), 5812-5834.

https://doi.org/10.1080/00207543.2021.1972179

Kulkarni, S., Verma, P., & Mukundan, R. (2019). Assessing manufacturing strategy

definitions utilising text-mining. International Journal of Production

Research, 57(14), 4519-4546. https://doi.org/10.1080/00207543.2018.1512764
Kumar, N., Kaliyan, M., Thilak, M., & Acevedo-Duque, A. (2022). Identification of

specific metrics for sustainable lean manufacturing in the automobile

industries. Benchmarking: An International Journal, 29(6), 1957-1978.

https://doi.org/10.1108/B1J-04-2021-0190




242
Laine, M. de. (2000). Fieldwork, participation and practice: Ethics and dilemmas in
qualitative research. SAGE.
Lander, E., & Liker, J. K. (2007). The Toyota production system and art: Making highly
customized and creative products the Toyota way. International Journal of
Production Research, 45(16), 3681-3698.

https://doi.org/10.1080/00207540701223519

Langat, G. K., Linge, T. K., & Sikalieh, D. (2019). Influence of idealized influence on
employee job performance in the insurance industry in Kenya. International
Journal of Research In Business and Social Science, 8(5), 266-273.

https://doi.org/10.20525/1jrbs.v8i5.486

Lantos, J. D. (2020). The Belmont Report and innovative clinical research. Perspectives

in Biology and Medicine, 63(2), 389—400. https://doi.org/10.1353/pbm.2020.0026

Leung, L. (2015). Validity, reliability, and generalizability in qualitative
research. Journal of Family Medicine & Primary Care, 4(3), 324-327.

https://doi.org/10.4103/2249-4863.161306

Li, L., Lei, L., & Han, D. (2018). Regional green innovation efficiency in high-end
manufacturing. Journal of Coastal Research, 82, 280-287.

https://doi.org/10.2112/S182-040.1

Li, Z., Oljaca, M., Firdousi, S. F., & Akram, U. (2021). Managing diversity in the

Chinese organizational context: The impact of workforce diversity management



243
on employee job performance. Frontiers in Psychology, 12, 1-17

https://doi.org/10.3389/fpsye.2021.733429

Lim, A. S.S., Sabil, S., & Othman, A. E. B. A. (2022). The mediating role of continuous
improvement on the relationship between workplace learning dimensions and

sustainable lean manufacturing. International Journal of Business &

Society, 23(1), 260-278. https://doi.org/10.33736/ijbs.4612.2022

Liu, C., Li, Z., Tang, J., Wang, X., & Yao, M.-J. (2022). How seru production system
improves manufacturing flexibility and firm performance: An empirical study in
China. Annals of Operations Research, 316(1), 529-554.

https://doi.org/10.1007/s10479-020-03850-y

Lo, P., Allard, B., Anghelescu, H. G. B., Xin, Y., Chiu, D. K. W., & Stark, A. J. (2020).
Transformational leadership practice in the world’s leading academic
libraries. Journal of Librarianship & Information Science, 52(4), 972-999.

https://doi.org/10.1177/0961000619897991

Lu, L. H., & Huang, Y.-F. (2019). Manufacturing strategy, organizational slack, and the
formation of interfirm linkages. Chinese Management Studies, 13(1), 70-92.

https://doi.org/10.1108/CMS-08-2017-0238

Maganha, 1., Silva, C., & Ferreira, L. M. D. F. (2019). The layout design in
reconfigurable manufacturing systems: A literature review. International Journal
of Advanced Manufacturing Technology, 105(1-4), 683—700.

https://doi.org/10.1007/s00170-019-04190-3




244
Magnanini, M. C., Colledani, M., Melnychuk, O., & Caputo, D. (2021). Effect of work-
force availability on manufacturing systems operations of job shops. Procedia

CIRP, 103, 152—157. https://doi.org/10.1016/i.procir.2021.10.024

Mahmood, F., Qadeer, F., Saleem, M., Han, H., & Ariza-Montes, A. (2021). Corporate
social responsibility and firms’ financial performance: A multi-level serial
analysis underpinning social identity theory. Ekonomska Istrazivanja, 34(1),

2447-2468. https://doi.org/10.1080/1331677X.2020.1865181

Mahmood, Z., Ali, W., Igbal, J. & Fatima, S. (2019). Drivers and barriers of
sustainability practices in emerging and developing economies. Journal of
Business and Social Review in Emerging Economies, 5(1). 1-31.

https://doi.org/10.26710/ibsee.v5i1.683

Maldaner, L. F., & Kreling, R. (2019). Strategic management of manufacturing: Proposal
of a method that recommends production techniques to leverage different
competitive dimensions. Brazilian Business Review, 16(2), 118—135.

https://doi.org/10.15728/bbr.2019.16.2.2

Manikas, A., Boyd, L., Guan, J., & Hoskins, K. (2020). A review of operations
management literature: A data-driven approach. International Journal of
Production Research, 58(5), 1442—1461.

https://doi.org/10.1080/00207543.2019.1651459

Mansour, H., Afefy, I. H., & Taha, S. M. (2022). Heuristic-based approach to solve

layout design and workers’ assignment problem in the cellular manufacturing



245
system. International Journal of Management Science & Engineering

Management, 17(1), 49—65. https://doi.org/10.1080/17509653.2021.1986682

Marshall, B., Cardon, P., Poddar, A., & Fontenot, R. (2013). Does sample size matter in
qualitative research? A review of qualitative interviews in is research. Journal of
Computer Information Systems, 54(1), 11-22.

https://doi.org/10.1080/08874417.2013.11645667

May, G., & Stahl, B. (2017). The significance of organizational change management for
sustainable competitiveness in manufacturing: Exploring the firm
archetypes. International Journal of Production Research, 55(15), 4450—4465.

https://doi.org/10.1080/00207543.2016.1261197

McClellan, R., North, M., Morris, D., & Wilson, J. (2020). Rethinking implicit leadership
theories: Tomorrow’s leaders are collective, generative, and adaptive. Journal of

Leadership Studies, 14(3), 24-32. https://doi.org/10.1002/j1s.21707

McKnight, L. L. (2013). Transformational leadership in the context of punctuated
change. Journal of Leadership, Accountability & Ethics, 10(2), 103—112.

Menges, J. 1., Walter, F., Vogel, B., & Bruch, H. (2011). Transformational leadership
climate: Performance linkages, mechanisms, and boundary conditions at the
organizational level. Leadership Quarterly, 22(5), 893-909.

https://doi.org/10.1016/j.leaqua.2011.07.010

Merriam, S. B., & Grenier, R. S. (2019). Qualitative research in practice: Examples for

discussion and analysis (2nd ed.). Jossey-Bass.



246
Messmann, G., Evers, A., & Kreijns, K. (2022). The role of basic psychological needs
satisfaction in the relationship between transformational leadership and innovative

work behavior. Human Resource Development Quarterly, 33(1), 29-45.

https://doi.org/10.1002/hrdq.21451

Mishra, S., & Dey, A. K. (2021). Wish to craft a qualitative case study research? South
Asian Journal of Business & Management Cases, 10(3), 239-242.

https://doi.org/10.1177/22779779211052145

Mohajan, H. K. (2018). Qualitative research methodology in social sciences and related
subjects. Journal of Economic Development, Environment & People, 7(1), 23-48.

https://doi.org/10.26458/jedep.v7il1.571

Mokhber, M., Wan Ismail, W. K. bin, & Vakilbashi, A. (2015). Effect of
transformational leadership and its components on organizational
innovation. Iranian Journal of Management Studies, 8(2), 221-241.
Morales-Contreras, M. F., Sudrez-Barraza, M. F., & Leporati, M. (2020). Identifying
muda in a fast food service process in Spain. International Journal of Quality &

Service Sciences, 12(2), 201-226. https://doi.org/10.1108/1JQSS-10-2019-0116

Motulsky, S. L. (2021). Is member checking the gold standard of quality in qualitative
research? Qualitative Psychology, 8(3), 389-406.

https://doi.org/10.1037/qup0000215




247
Mwita, K. M. (2022). Factors to consider when choosing data collection methods.

International Journal of Research in Business and Social Science, 11(5), 532-538.

https://doi.org/10.20525/1jrbs.v11i5.1842

Naciri, L., Mouhib, Z., Gallab, M., Nali, M., Abbou, R., & Kebe, A. (2022). Lean and
Industry 4.0: A leading harmony. Procedia Computer Science, 200, 394-406.

https://doi.org/10.1016/.procs.2022.01.238

Naeemah, A. J., & Wong, K. Y. (2022). Positive impacts of lean manufacturing tools on
sustainability aspects: A systematic review. Journal of Industrial & Production

Engineering, 1-20. https://doi.org/10.1080/21681015.2022.2041742

Nair, A., Singh, P. J., Bhattacharya, A., & Pal, S. (2021). Withstanding the economic
recession: Examining the efficacy of manufacturing strategy alignment and

process integration. International Journal of Production Economics, 231, 1-15.

https://doi.org/10.1016/].ijpe.2020.107810

Neves, P., Almeida, P., & Velez, M. J. (2018). Reducing intentions to resist future
change: Combined effects of commitment based HR practices and ethical
leadership. Human Resource Management, 57(1), 249-261.

https://doi.org/10.1002/hrm.21830

Nicholds, B. A., Mo, J. P. T., & O, R. L. (2018). An integrated performance driven
manufacturing management strategy based on overall system

effectiveness. Computers in Industry, 97, 146—156.

https://doi.org/10.1016/j.compind.2018.02.008




248
Ojha, R. (2022). Enablers of lean for manufacturing excellence: An interpretive structural
modelling and analysis. Vision: The Journal of Business Perspective, 26(1), 90-

104. https://doi.org/10.1177/0972262920985952

Oladimeji, M. S., Amida, O. A. & Essien, E. A. (2020). Business innovation and
competitive advantage in Nigerian manufacturing sector. Emerging Markets

Journal, 9(2), 37-43. https://doi.org/10.5195/emaj.2019.188

Olhager, J., & Feldmann, A. (2018). Distribution of manufacturing strategy decision-
making in multi-plant networks. International Journal of Production

Research, 56(1/2), 692—-708. https://doi.org/10.1080/00207543.2017.1401749

Ozbayrak, M., Akgun, M., & Turker, A. K. (2004). Activity-based cost estimation in a
push/pull advanced manufacturing system. International Journal of Production

Economics, 87(1), 49-65. https://doi.org/10.1016/S0925-5273(03)00067-7

Oztemel, E., & Gursev, S. (2020). Literature review of Industry 4.0 and related
technologies. Journal of Intelligent Manufacturing, 31(1), 127-182.

https://doi.org/10.1007/s10845-018-1433-8

Park, S., & Kim, E.-J. (2018). Fostering organizational learning through leadership and
knowledge sharing. Journal of Knowledge Management, 22(6), 1408—1423.

https://doi.org/10.1108/JKM-10-2017-0467

Peng, J., Li, M., Wang, Z., & Lin, Y. (2021). Transformational leadership and

employees’ reactions to organizational change: Evidence from a meta-



249
analysis. Journal of Applied Behavioral Science, 57(3), 369-397.

https://doi.org/10.1177/0021886320920366

Peterson, J. S. (2019). Presenting a qualitative study: A reviewer’s perspective. Gifted

Child Quarterly, 63(3), 147-158. https://doi.org/10.1177/0016986219844789

Petrus, A. A. (2018). Construct validity of the ideal implicit leadership theories and
implicit followership theories. Human Resources Psychology, 16(1), 4-15.

https://doi.org/10.24837/pru.2018.1.482

Petty, N. J., Thomson, O. P., & Stew, G. (2012). Ready for a paradigm shift? Part 2:
Introducing qualitative research methodologies and methods. Manual

Therapy, 17(5), 378-384. https://doi.org/10.1016/j.math.2012.03.004

Polemis, M. L., Stengos, T., & Tzeremes, N. G. (2020). Modeling the effect of
competition on U.S. manufacturing sectors’ efficiency: An order-m frontier
analysis. Journal of Productivity Analysis, 54(1), 27-41.

https://doi.org/10.1007/s11123-020-00583-9

Pradhan, S., & Jena, L. K. (2019). Does meaningful work explains the relationship
between transformational leadership and innovative work behaviour? Vikalpa:
The Journal for Decision Makers, 44(1), 30—40.

https://doi.org/10.1177/0256090919832434

Price, B. (2002). Laddered questions and qualitative data research interviews. Journal of

Advanced Nursing, 37(3), 273-281. https://doi.org/10.1046/1.1365-

2648.2002.02086.x




250
Puyvelde, D. V. (2018). Qualitative research interviews and the study of national security
intelligence. International Studies Perspectives, 19(4), 375-391.

https://doi.org/10.1093/isp/eky001

Qing, C., & Jin, S. (2022). How does corporate social responsibility affect sustainability
of social enterprises in Korea? Frontiers in Psychology, 13, 1-11.

https://doi.org/10.3389/fpsye.2022.859170

Qureshi, A. M., Nawaz, A. H., & Khan, N. (2022). Role of total quality management
towards organizational performance through knowledge transfer and innovation
capabilities. Gomal University Journal of Research, 38(4), 428—436.

https://doi.org/10.51380/gujr-38-04-04

Ratana, S., Raksmey, C., & Danut, D. (2020). Conceptualizing a framework: A critical
review of the development of change management theories. Studies in Business &

Economics, 15(2), 205-214. https://doi.org/10.2478/sbe-2020-0035

Rose, J., & Johnson, C. W. (2020). Contextualizing reliability and validity in qualitative
research: Toward more rigorous and trustworthy qualitative social science in
leisure research. Journal of Leisure Research, 51(4), 432—451.

https://doi.org/10.1080/00222216.2020.1722042

Roy, S., Dan, P. K., & Modak, N. (2018). Cascading effects of management actions on
NPD in the manufacturing sector: The Indian context. Journal of Manufacturing

Technology Management, 29(7), 1115-1137. https://doi.org/10.1108/JMTM-11-

2017-0231



251
Sarstedt, M., Bengart, P., Shaltoni, A. M., & Lehmann, S. (2018). The use of sampling
methods in advertising research: A gap between theory and practice. International
Journal of Advertising, 37(4), 650—663.

https://doi.org/10.1080/02650487.2017.1348329

Scherzinger, G., & Bobbert, M. (2017). Evaluation of research ethics committees:
Criteria for the ethical quality of the review process. Accountability in Research:
Policies & Quality Assurance, 24(3), 152—-176.

https://doi.org/10.1080/08989621.2016.1273778

Schoonenboom, J., & Johnson, R. B. (2017). How to construct a mixed methods research
design. Kolner Zeitschrift Fiir Soziologie Und Sozialpsychologie, 69(2), 107-131.

https://doi.org/10.1007/s11577-017-0454-1

Sebele-Mpofu, F.Y. (2020). Saturation controversy in qualitative research: Complexities
and underlying assumptions. A literature review. Cogent Social Sciences, 6(1), 1-

17. https://doi.org/10.1080/23311886.2020.1838706

Seitz, S. R., & Owens, B. P. (2021). Transformable? A multi-dimensional exploration of
transformational leadership and follower implicit person theories. European
Journal of Work & Organizational Psychology, 30(1), 95-109.

https://doi.org/10.1080/1359432X.2020.1830761

Shafi, M., Zoya, Lei, Z., Song, X., & Sarker, M. N. 1. (2020). The effects of

transformational leadership on employee creativity: Moderating role of intrinsic



motivation. Asia Pacific Management Review, 25(3), 166—176.

https://doi.org/10.1016/j.apmrv.2019.12.002

Shah, S. K., Rid, A., MacKay, D., Jecker, N. S., Pitisuttithum, P., & Saylor, K. W.
(2020). Selecting participants fairly for controlled human infection

studies. Bioethics, 34(8), 771-784. https://doi.org/10.1111/bioe.12778

Shahzad, M., Qu, Y., Ur Rehman, S., Ding, X., & Razzaq, A. (2022). Impact of
stakeholders’ pressure on green management practices of manufacturing
organizations under the mediation of organizational motives. Journal of

Environmental Planning & Management, 1-24.

https://doi.org/10.1080/09640568.2022.2062567

Shih, Y., C. (2021). Seru production system: A review and projections for future
research. Management & Production Engineering Review, 12(4), 53-70.

https://doi.org/10.24425/mper.2021.139995

252

Shukla, G. P., & Adil, G. K. (2022). A maturity stage model to explore repercussions of

green manufacturing for manufacturing strategy decision areas. Management

Research Review, 45(3), 300-330. https://doi.org/10.1108/MRR-12-2020-0780

Siangchokyoo, N., Klinger, R. L., & Campion, E. D. (2020). Follower transformation as

the linchpin of transformational leadership theory: A systematic review and future

research agenda. Leadership Quarterly, 31(1), 1-18.

https://doi.org/10.1016/j.leaqua.2019.101341




253
Siedlecki, S. L. (2022). Conducting interviews for qualitative research studies. Clinical

Nurse Specialist, 36(2), 78—80. https://doi.org/10.1097/NUR.0000000000000653

Simons, H. (2009). Case study research in practice. SAGE

Singh, J., & Singh, H. (2020). The role of JIT practices in improving the performance of
manufacturing processes: An empirical case study. /UP Journal of Operations
Management, 19(4), 41-58.

Singh, S. K., Giudice, M. D., Chierici, R., & Graziano, D. (2020). Green innovation and
environmental performance: The role of green transformational leadership and

green human resource management. Technological Forecasting & Social

Change, 150, 1-12. https://doi.org/10.1016/j.techfore.2019.119762

Silva, C. N. (2008). Designing qualitative research. Forum: Qualitative Social
Research, 9(3), 1-6.

Smit, W. (2021). Insight in cultural change during organizational transformation: A case
study. Journal of Organizational Change Management, 34(5), 1047-1062.

https://doi.org/10.1108/JOCM-08-2020-0255

Stanescu, D. F., Zbuchea, A., & Pinzaru, F. (2020). Transformational leadership and
innovative work behaviour: The mediating role of psychological

empowerment. Kybernetes, 50(5), 1041-1057. https://doi.org/10.1108/K-07-

2019-0491



254
Szabo, K. (2018). Ramp-up process improvement practices for time-to-market
reduction. Periodica Polytechnica: Social & Management Sciences, 26(1), 19-29.

https://doi.org/10.3311/PPs0.9159

Tang, J] & Wang, Y. (2022). Optimized skill configuration for the seru production system
under an uncertain demand. Annals of Operations Research, 316(1), 445—-465.

https://doi.org/10.1007/s10479-020-03805-3

Tayyab, M., Habib, M. S., Jajja, M. S. S., & Sarkar, B. (2022). Economic assessment of a
serial production system with random imperfection and shortages: A step towards
sustainability. Computers & Industrial Engineering, 171, 1-17.

https://doi.org/10.1016/j.cie.2022.108398

Thuan, L. C. (2020). Motivating follower creativity by offering intellectual
stimulation. International Journal of Organizational Analysis, 28(4), 817-829.

https://doi.org/10.1108/IJOA-06-2019-1799

Ting, I. W., Sui, H.J., Kweh, Q. L., & Nawanir, G. (2021). Knowledge management and
firm innovative performance with the moderating role of transformational
leadership. Journal of Knowledge Management, 25(8), 2115-2140.

https://doi.org/10.1108/JKM-08-2020-0629

Tsarouhas, P. H. (2020). Overall equipment effectiveness (OEE) evaluation for an
automated ice cream production line: A case study. International Journal of
Productivity & Performance Management, 69(5), 1009-1032.

https://doi.org/10.1108/1JPPM-03-2019-0126




255
Tuval-Mashiach, R. (2021). Is replication relevant for qualitative research? Qualitative

Psychology, 8(3), 365-377. https://doi.org/10.1037/qup0000217

Valtakoski, A. (2020). The evolution and impact of qualitative research in Journal of
Services Marketing. Journal of Services Marketing, 34(1), 8-23.

https://doi.org/10.1108/JSM-12-2018-0359

Veloso Saes, E., Godinho Filho, M., Thiirer, M., Chiappetta Jabbour, C. J., Lopes de
Sousa Jabbour, A. B., Carraro, N. C., & Oprime, P. C. (2022). Manufacturing
strategy in small firms: Unveiling the drivers of strategic consensus. Production
Planning & Control, 33(1), 37-55.

https://doi.org/10.1080/09537287.2020.1821401

Xu, A., Baysari, M. T., Stocker, S. L., Leow, L. J., Day, R. O., & Carland, J. E. (2020).
Researchers’ views on, and experiences with, the requirement to obtain informed
consent in research involving human participants: A qualitative study. BMC

Medical Ethics, 21(1), 1-11. https://doi.org/10.1186/s12910-020-00538-7

Yadav, V., Jain, R., Mittal, M. L., Panwar, A., & Lyons, A. (2019). The impact of lean

practices on the operational performance of SMEs in India. /ndustrial

Management & Data Systems, 119(2), 317-330. https://doi.org/10.1108/IMDS-
02-2018-0088
Yang, H., & Yang, J. (2019). The effects of transformational leadership, competitive

intensity and technological innovation on performance. Technology Analysis &



256
Strategic Management, 31(3), 292-305.

https://doi.org/10.1080/09537325.2018.1498475

Yelles-Chaouche, A. R., Gurevsky, E., Brahimi, N., & Dolgui, A. (2021). Reconfigurable
manufacturing systems from an optimisation perspective: A focused review of
literature. International Journal of Production Research, 59(21), 6400-6418.

https://doi.org/10.1080/00207543.2020.1813913

Yin, R. K. (2014). Case study research: Design and methods (5th ed.). Sage.

Yin, R. K. (2018). Case study research and applications: Design and methods (6th. ed.).
Sage.

Zamawe, F. C. (2015). The implication of using NVivo software in qualitative data
analysis: Evidence-based reflections. Malawi Medical Journal, 27(1), 13—15.

https://doi.org/10.4314/mmj.v27i1.4

Zauskova, A., Kusa, A., Kubovics, M., Séepkovél, S., & Urminova, M. (2022). Current
state and prediction of the future of digitization as a part of Industry 4.0. Serbian

Journal of Management, 17(1), 111-123. https://doi.org/10.5937/sjm17-36468

Zeguniene, V. (2021). Intercultural communication: A factor in career
management. Regional Formation & Development Studies, 35(3), 37—46.

https://doi.org/10.15181/rfds.v35i13.2271

Zheng, T., Ardolino, M., Bacchetti, A., & Perona, M. (2021). The applications of

Industry 4.0 technologies in manufacturing context: A systematic literature



257
review. International Journal of Production Research, 59(6), 1922—1954.

https://doi.org/10.1080/00207543.2020.1824085

Zhou, L., Jiang, Z., Geng, N., Niu, Y., Cui, F., Liu, K., & Qi, N. (2022). Production and
operations management for intelligent manufacturing: A systematic literature
review. International Journal of Production Research, 60(2), 808—846.

https://doi.org/10.1080/00207543.2021.2017055

Zunac, A. G., Tisler, P., & Sesar, V. (2022). Sustainable business communication
management: Are negative messages to be avoided or just communicated
properly? Interdisciplinary Description of Complex Systems, 20(5), 500-513.

https://doi.org/10.7906/indecs.20.5.1




258
Appendix A: Interview Protocol

Time of Interview: CDT

Date: April 04, 2023
Background Information

Years of Experience:
Interview Introduction

First, I want to thank you for your time and willingness to participate in this
research. My name is Thebuche Miracle Okorie. I am currently enrolled in the Doctor of
Business Administration program at Walden University. The purpose of this meeting is to
conduct an interview to explore the strategies you use or have used to implement efficient
manufacturing systems to improve your company’s performance. Your participation is
highly essential for this study, considering your service years and experience in this field.
I want to clarify that (a) the interview will be audio recorded and interview notes will also
be taken during the interview for coding and analysis and to enable a verbatim
interpretation of the interview, (b) all information provided will be treated as strictly
confidential and will not be disclosed to anyone, including the employer, (c) names or
comments that are mentioned in the interview will be removed from the transcripts and
will not appear in the final report, (¢) any information provided in any form in the
interview session will strictly be used only for this study, and will be presented in a
composite form with other participants’ data in a doctoral study that may be published,

(d) all research records will be protected in a password protected format and locked in a
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safe that only I have access for five years after which the documents will be destroyed,
(e) you are free to decline to answer any question or withdraw from participating at any
point in this interview because this is completely a voluntary session, and (f) there is no
award or financial benefit offered in this research at any point.

Thank you for helping me conduct this study. I want to assure you that there are
no right or wrong answers, and if you cannot answer any or all the questions, please feel
free to let me know. I will ask you a few questions about your experience and
background and then proceed to ask you a set of semistructured open-ended questions.
Please feel free to elaborate and illustrate as you deem fit while answering the questions.
I may ask follow-up questions as needed to clarify the questions because some have
different meanings. If there is any need, ask me to restate or repeat any question for
clarity.

Finally, I want to reemphasize that this interview is voluntary, and you have the
right to decline to answer any or all the questions and to withdraw from participating if
you feel the need to do so. I want to remind you that I will be taking interview notes
during the interview and audio recording the interview to help with the interpretation
stage of this research.

Do you have any questions before we start the interview? Do you need more time
to think about your participation? (I will address more issues as and if the need arises).

Research Question
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What strategies do U.S. manufacturing managers use to implement efficient

manufacturing systems that improve their companies’ performance?

Interview Questions

1.

What manufacturing systems do you use to improve your company’s
performance?

What strategies do you use to implement your manufacturing systems?

What strategies do you think are best for implementing efficient manufacturing
systems to improve your company’s performance?

How do you measure the effectiveness of your manufacturing systems?

How did your employees react to your manufacturing systems?

What challenges did you encounter while using these manufacturing systems?
How did you deal with the challenges you encountered using these
manufacturing systems?

What additional information would you like to share about the successful
strategies you used to implement manufacturing systems that affected the

performance of this company?

Interview Follow-up

My name is Ihebuche Miracle Okorie. I appreciate you for participating in this

study. I am grateful that you chose to help me. Please remember that the information you

provided today may lead to a positive social change, helping other businesses and

managers learn better strategies that may promote values and improve businesses. I want
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to reassure you that your identity and responses will remain confidential. You may
contact Walden University IRB through the email listed on the consent form for any
questions or concerns.

Thank you again for participating. I will provide you with a summary of your
answers to the interview questions to enable you to verify the meaning, context, and
interpretation to ensure that I understand the meanings you conveyed during the
interview. Feel free to add any new information you deem necessary. When you get these
documents, feel free to review them, and please don’t hesitate to call my attention to any
part that does not match your meaning. I will also provide you with the analysis of the

data from this research in the end. This document will be sent to you by email.
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Appendix B: Document Collection Protocol
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