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Abstract 

White-collar Black employees were more likely to seek different jobs during the Great 

Resignation because of a lack of career advancement, employer failure to promote 

diversity, equity, and inclusion, employer’s unethical behavior, feeling disrespected, and 

perceived toxic work culture. As the Great Resignation’s professional, social, and ethical 

consequences were only emerging, scholars identified a literature gap to position Black 

employees’ narratives of racial discrimination and perceived toxic work culture in the 

literature as mechanisms for joining the Great Resignation. The purpose of this 

qualitative, narrative inquiry study was to gain a deeper understanding of how 

professional Black employees’ daily experiences with racial discrimination and perceived 

toxic work culture were triggers for joining the Great Resignation. This study is grounded 

in Montaudon-Tomas’s concept of the Great Resignation and toxic work culture and 

Feagin and Eckberg’s concept of racial discrimination. Interview data were collected 

from six professional Black employees.  The critical event approach was the data analysis 

strategy, from which four conceptual categories emerged: (1) events driving professional 

Black employees to join the Great Resignation, (2) experiences of professional Black 

employees with racial discrimination on the job, (3) experiences of professional Black 

employees with toxic work culture on the job, and (4) lessons learned by professional 

Black employees after the Great Resignation. The participants expressed hope that their 

voices may drive positive social change by raising awareness of Black American 

employees’ experiences and issues that must be diligently addressed to counter long-

standing toxic cultures and racial disparities in the U.S. workplace.  
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Chapter 1: Introduction to the Study 

An estimated eight million Black Americans left their jobs in 2021 and joined the 

Great Resignation movement, leaving early-and-mid-career jobs in droves due to barriers 

to advancement, racial microaggressions, and a lack of recognition and growth 

opportunities (Taylor, 2022). Although the notion has acquired relevance during the 

COVID-19 pandemic and is connected to reassessing or evaluating work and the fragility 

of life, the term The Great Resignation was first developed in 2019 by Professor Antony 

Klotz of Texas A&M University. The Great Resignation movement itself, driven by 

perceived toxic work culture on job sites, entails the massive voluntary resignations or 

mass exodus of workers that have been taking place in different organizations across the 

globe. Different factors associated with this phenomenon were described by Klotz, along 

with changes that will occur in the world of work to deal with The Great Resignation 

(Montaudon-Tomas et al., 2022). 

In 2021, more than 47 million workers quit their jobs, many searching for an 

improved work-life balance and flexibility, increased compensation, and strong company 

culture (Hirsch, 2021; Jeong et al., 2022; Williams et al., 2022). While the pandemic 

shutdown temporarily paused employee turnover, organizational leaders missed an 

opportunity to retain their employees by not recognizing and changing factors that led to 

preexisting employee turnover intention (Montaudon-Tomas et al., 2022). The limited 

research on Black employees leaving their jobs by the millions during the COVID-19 

pandemic called for empirical research using a qualitative, layered account approach to 

develop Black employees’ narratives of racial discrimination and toxic work culture as 
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catalysts for joining the Great Resignation (Chordiya 2021; Wicker, 2021). Forty-eight 

percent of Black women quitting their jobs since 2021 reported disengagement and 

demoralization at work as they regularly needed to provide more evidence of their 

competence, as opposed to 28% of White women (Brown, 2022; McKinney et al., 2022; 

Williams et al., 2022a). More in-depth empirical research is needed to understand how 

professional Black employees’ daily experiences with racial discrimination and toxic 

work culture became catalysts for joining the Great Resignation (Kuzior et al., 2022).  

This chapter presents an introduction and background of the study, the problem 

statement, the purpose of the study, the research question, the conceptual framework, and 

the study’s nature. The chapter also includes the definitions, assumptions, scope and 

delimitations, limitations, significance, and summary. 

Background of the Study 

The COVID-associated lockdowns gave people a unique opportunity to pause and 

reevaluate their life’s purpose, relationship to work, and, most importantly, professional 

self-identity – the degree to which workers identify themselves as members of their 

professional group (Robertson, 2021; Serenko, 2022). At the same time, the hardest hit 

industries were apparel retail, fast food, specialty retail, and the restaurant industry, 

where workers of color received 56% lower earnings when compared to equally qualified 

White workers (Dunaway-Seale, 2022) with the Great Resignation affecting blue-collar 

and white-collar sectors with equal force. 

The Great Resignation created numerous individual, organizational, and national 

knowledge-related impacts (Serenko, 2022). Organizational effects of the Great 
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Resignation include knowledge loss, reduced business process efficiency, damaged intra-

organizational knowledge flows, lower relational capital, lost informal friendship 

networks, difficulty attracting the best human capital, undermined knowledge transfer 

processes, and knowledge leakage to competition. Countries may also witness the 

depletion of national human capital. The United States experienced the Great Resignation 

in 2021 when 4.4 million American workers quit their jobs, the most significant 

employee resignation spike in recent history. Tessema et al. (2022) posited that many of 

the pre-pandemic era’s human resources policies and practices may not apply to the 

pandemic and post-pandemic periods and must be adjusted.  

The COVID-19 pandemic has significantly influenced the work world. One of the 

most visible impacts on employee lifecycles was the Great Resignation, a massive wave 

of workers quitting across industries in 2021 after easing the first pandemic restrictions 

(Kuzior et al., 2022). Roberson (2021) wrote that organizational leaders influenced the 

high 2021 turnover rates amid the COVID-19 shutdown and contributed to employee 

turnover intention before the pandemic as a result of negative leadership behaviors and 

toxic organizational cultures (Sull et al., 2022). In the context of institutionalized White 

dominance, workers of color may experience race-based cultural exclusion, identity 

threat, and racialized workplace emotional expression and be burdened by racialized 

tasks (Chordiya 202). As the professional social, ethical, and personal consequences of 

the Great Resignation emerged, scholars identified a literature gap that calls for empirical 

research using a layered account approach to position Black employees’ narratives of 



4 

 

racial discrimination and toxic work culture as catalysts for joining the Great Resignation 

(Kuzior et al., 2022; Wicker, 2021). 

Problem Statement 

The COVID-19 pandemic significantly influenced employee lifecycles among 

Black workers during the rise of the Great Resignation (Klotz, 2022), a massive wave of 

workers quitting across industries that began in 2021, leaving behind them a wake of 

labor shortages (Hansman, 2022; Oxford Analytica, 2022; Piacentini et al., 2022). An 

estimated eight million Black Americans left their jobs in 2021 as part of the Great 

resignation movement with this mass exodus of workers driven by perceived toxic work 

culture and racial discrimination in the workplace (Taylor, 2022). Labor studies scholars 

have noted that of those joining the Great Resignation, over 80% of Blacks and 

indigenous people of color have experienced microaggressions and toxic leadership 

behavior in the workplace (Skinner-Dorkenoo et al., 2021; Williams, 2022). The social 

problem is that Black employees joined the Great Resignation movement, leaving early-

and-mid-career jobs in droves as a result of barriers to advancement, racial 

microaggressions, and a lack of recognition and growth opportunities (Taylor, 2022). 

Researchers at the MIT Sloan School of Management identified a toxic corporate 

culture as the strongest predictor of industry-adjusted attrition for all demographic groups 

and is ten times more important than compensation in predicting turnover (Mountadon-

Tomas et al., 2021; Sull et al., 2022). White-collar Black employees were more likely to 

seek different jobs during the Great Resignation because of a lack of career advancement, 

employer failure to promote diversity, equity, and inclusion, employer’s unethical 
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behavior, feeling disrespected, and toxic work culture (Coqual, 2019; Rosinski, 2022). As 

the professional, social, and ethical consequences of the Great Resignation were 

emerging, scholars identified a literature gap for empirical research using a layered 

account approach to position Black employees’ narratives of racial discrimination and 

toxic work culture as catalysts for joining the Great Resignation (Chordiya 2021; Kuzior 

et al., 2022; Wicker, 2021). The specific management problem is that professional Black 

employees’ daily experiences with racial discrimination and toxic workplace culture as 

catalysts for joining the Great Resignation remain poorly understood (Gonzales, 2022; 

Hirsch, 2022; Kyere & Fukui, 2022). 

Purpose of the Study 

The purpose of this qualitative, narrative inquiry study was to gain a deeper 

understanding of how professional Black employees’ daily experiences with racial 

discrimination and perceived toxic work culture were incentives for joining the Great 

Resignation. A narrative inquiry approach was used to collect data through storytelling to 

meet the study’s purpose and provide data to fill the literature gap on Black employees’ 

narratives of racial discrimination and perceived toxic work culture as impetus for joining 

the Great Resignation. The narrative inquiry approach highlighted participants’ daily 

lives, cultures, and livelihoods and allowed the exploration of lived experiences, 

including their past, present, and future, focusing on the meanings of the stories they tell 

(Clandinin, 2022).  

The final sample size in this qualitative study was determined by data saturation 

evaluated from the verbatim interview transcripts of participants’ stories (Fusch & Ness, 
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2015). The two-step critical event narrative analysis approach was used for analyzing the 

collected data (Webster & Mertova, 2007). Although triangulation is often used to ensure 

the trustworthiness of data when conducting qualitative research, Webster and Mertova 

(2007) stated that triangulation is not feasible or necessary in narrative studies since it is 

“almost impossible to achieve” (p. 91). 

Research Question 

How do professional Black employees narrate their daily experiences with racial 

discrimination and toxic work culture as catalysts for joining the Great Resignation? 

Conceptual Framework 

This study is framed by two key concepts that focus on the significance of 

developing empirical research on professional Black employees’ daily experiences with 

racial discrimination and toxic work culture that became catalysts for joining the Great 

Resignation: 1) Montaudon-Tomas’s (2022) concept of the Great Resignation and toxic 

work culture and 2) Feagin and Eckberg’s (1980) concept of racial discrimination.  

The Great Resignation and Toxic Work Culture 

Montaudon-Tomas et al.’s (2022) research explained the Great Resignation as a 

term coined by Professor Antony Klotz for Texas A&M University before the pandemic 

reshaped the nature of work. Klotz anticipated that there would be a vast resignation 

movement due to various factors that were endemic to the modern workplace, and many 

employees would have resigned from their jobs with or without the COVID-19 pandemic 

(Kaplan, 2021). Montaudon-Tomas et al. (2022) grounded their research on The Great 

Resignation in the anti-work theory, which postulates work as an unfair system that 
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deprived workers of the total value of their output. The Great Resignation is a self-styled 

anti-work movement that seeks to shift from the economic order that limited current 

work-related practices which people have been protesting, such as fair income, dignity at 

work, working conditions, workplace safety, and well-being (O’Connor, 2022).  

Racial Discrimination  

Feagin and Eckberg (1980) defined racial discrimination as “actions or practices 

carried out by members of dominant racial or ethnic groups that have a differential and 

negative impact on members of subordinate racial or ethnic groups” (pp. 1–2). Regardless 

of the definition, the conceptualizations of discrimination indicate that, in essence, 

discrimination involves excluding specific individuals or groups from other persons or 

resources. In later writings, Feagin (2013) used his systemic racism theory to describe “a 

form of racism that is embedded in the laws and regulations of a society or an 

organization and is manifested as discrimination in areas such as criminal justice, 

employment, housing, health care, education, and political representation” (p. 1). 

Workplace racial discrimination led Feagin to extend systemic racism theory as a 

roadmap for how an individual perception of unfair workplace treatment of Black 

workers by the dominant White group is rooted in racial prejudice at all social levels 

(Cazenave, 2017).  

Nature of the Study 

The nature of this study is qualitative since quantitative research methods are 

outcome-based, with a tendency to overlook the depth of human experiences. As such, it 

can lead to ineffective results by disregarding the significant characteristics of themes and 
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occurrences (Tracy, 2019). Qualitative approaches work well when investigating a topic 

such as how Black employees narrate their daily experiences with racial discrimination 

and toxic work culture as incentives for joining the Great Resignation by presenting 

detailed, thick descriptions rather than focusing on testing a prior hypothesis (see 

Merriam & Tisdell, 2015).  

 Human beings primarily communicate amongst themselves through storytelling 

(Polkinghorne, 1988). Social constructivists such as Gergen (1998) wrote that narrative 

emphasizes the contextual construction in social relations and daily life experiences 

(Merriam & Grenier, 2019). Narrative inquiry allows for presenting detailed participant 

descriptions through storytelling and can also be a valuable research method for 

developing a detailed understanding of human experiences as they are being lived daily 

(Clandinin, 2022; Webster & Mertovar, 2012).  

In the narrative inquiry tradition, I expected participants’ stories to be interesting 

and rich in information, including a social context to answer the research question. This 

study was grounded in a hermeneutic approach that focuses on how human experience is 

mediated through storytelling (Clandinin, 2022). Hermeneutics is based on deciphering, 

interpreting, and translating ideas by examining language and considering multiple 

meanings that include my perspective. The moving back and forth between the 

researcher’s and participant’s perspectives on stories to uncover inherent meanings is 

termed the “hermeneutic circle” (Polkinghorne, 1988). This approach increased the 

likelihood of obtaining findings that can become significant research material (Webster & 

Mertova, 2007). 
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I conducted online interviews and recordings of the daily experiences of a 

purposeful sample of six participants. The sample population for my study met the 

following inclusion criteria: adults over the age of 18; identifying as professional Black 

or African American; employed in a U.S.-based organization for a minimum of 3 years 

before resignation; identity as joining the Great Resignation movement during the peak 

years of the COVID-19 pandemic (2020-2022); and, able and willing to provide in-depth 

information on the phenomena under study (see Tracy, 2019). 

After data collection, I answered my research question through a rigorous data 

analysis process. The first step of the data analysis was the process of restorying 

(reconstructing), a narrative data analysis method used by the researcher to gather data on 

participant stories (e.g., time, place, plot, and scene) and then rewriting the data into a 

narrative form (Clandinin, 2022). The second step of the data analysis was the critical 

events approach, where the summation of critical events experiences of the whole sample 

group provides further details on place, time, characters, and significant events essential 

to the study. A critical event narrative analysis was used to model the events in narratives 

to investigate human stories and strengthen the trustworthiness of data in this study 

(Webster & Mertova, 2007).  

Definitions 

The definition of terms section provides clarity of the intended meaning of 

specific key terms and phrases used in the study to increase comprehension of the 

research phenomenon. The definitions of the words and phrases used in this work are 

consistent with peer-reviewed literature. 
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Catalyst: This term refers to many of the significant changes that have taken place 

in businesses during the pandemic (Bonney, et al. 2022) 

Great Resignation: This term refers to a self-styled anti-work movement that 

seeks to shift from the economic order that limits current work-related practices which 

people have been protesting, such as fair income, dignity at work, working conditions, 

workplace safety, and well-being (O’Connor, 2022).  

Hermeneutic approach: This term refers to deciphering, interpreting, and 

translating ideas by examining languages through storytelling (Clandinin, 2022).  

Racial discrimination: This term refers to actions or practices carried out by 

members of dominant racial or ethnic groups that have a differential and negative impact 

on members of subordinate racial or ethnic groups (Feagin & Eckberg, 1980) 

Racial microaggression: This term refers to why Black employees joined the 

Great Resignation movement leaving jobs in droves (Taylor, 2022). 

Systemic racism theory: This term refers to a roadmap for how an individual 

perception of unfair workplace treatment of Black workers by the dominant White group 

is rooted in racial prejudice at all social levels (Cazenave, 2017).  

Toxic leadership behavior: This term refers to destructive leadership behaviors. 

(Skinner-Dorkenoo et al., 2021; Williams, 2022) states that over 80% of Blacks and 

indigenous people have joined the Great Resignation due to this form of behavior 

Toxic work culture: This term is the strongest predictor of industry-adjusted 

attrition for all demographic groups and is ten times more important than compensation 

in predicting turnover. In a perceived toxic work culture, employees are disengaged and 
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angry toward their employer, who practices unethical behavior and failure to enact 

diversity, equity, and inclusion policies driving employees to feel disrespected and 

demoralized (Mountadon-Tomas et al., 2021; Sull et al., 2022). 

Assumptions 

The first assumption is that the research participants will provide detailed stories 

of their daily experience working in an environment that can be viewed as toxic work 

culture. 

The second assumption is that the research participants will provide detailed 

information on their previous interactions with experiences with toxic leadership 

behaviors and be open and honest in answering the interview questions. 

The third assumption is that the participant’s information will be helpful to the 

human resource department when implementing improved leadership training for 

employee retention. 

The fourth assumption is that the interviews will be documented, accurately 

recorded, and accurately transcribed without any biases. 

The final assumption is that the database used to record the collected data will be 

an effective qualitative data collection instrument. 

Scope and Delimitations 

Delimitations determine certain constraints of the research study’s scope yet 

define the boundaries; however, the researcher controls the delimitations (Simon & Goes, 

2013). Also, according to Meivert and Klevensparr (2014), boundaries used to define a 

study are conscious exclusionary and inclusionary decisions. This research used a 
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qualitative narrative inquiry study to understand how professional Black employees’ 

daily experiences with racial discrimination and toxic work culture were as motivation 

for joining the Great Resignation.  

The scope of this study consisted of an accurate and data-rich narrative study. The 

scope of this study included online interviews and recordings of the life experiences of a 

purposeful sample of 10-15 participants. The sample population for my study  met the 

following inclusion criteria: adults over the age of 18; identifying as Black or African 

American; employed in a U.S.-based organization for a minimum of 3 years before 

resignation; identified  as joining the Great Resignation movement during the peak years 

of the COVID-19 pandemic (2020-2022); and, able and willing to provide in-depth 

information on the phenomena under study (see Tracy, 2019).  

Limitations 

Limitations of the study included potential shortcomings or weaknesses beyond 

the control of the researcher’s control, which may be related to the selected research 

design, statistical model constraints, funding constraints, or other factors that may affect 

the results and conclusions of the study (Theofanidis & Fountouki, 2018). The analysis 

data for my study were based on self-reported data, as I relied on spontaneous answers 

from all interviewed participants. While this limitation of a research study is a factor that 

a researcher has no control over (Baron, 2010), subjectivity, the influence of personal 

biases, and connection or the lack thereof of researching theory are all potential 

limitations or barriers of a qualitative study. 
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The limitations relevant to this study are the data collection methods due to 

factors such as time, financial resources, and other processes such as the participants’ 

responses, which may be conditioned based on their perceived notions of organizational 

loyalty (Tracy, 2019). However, for this study, other limitations may include the ability 

to recruit the specific criteria of professional participants due to topic sensitivity and the 

knowledge of how the Great Resignation affected an array of individuals and ethnicities. 

Lastly, because the interviews were virtual, the ability to monitor the participant’s 

nonverbal cues may not be as visible as in person, therefore leading to participants being 

reluctant to provide all of what they would share face to face and possibly withholding 

information or providing biased perceptions, which restricted the study’s findings. 

Significance of the Study 

Significance to Practice 

This study is significant in that findings may contain information that provides 

managers insight into the phenomenon known as the great resignation or the big quit, 

which entails the massive voluntary resignations or mass exodus of workers that have 

been taking place in different organizations across the globe, and to highlight how 

organizational leaders influenced the high 2021 turnover rates among Black employees 

amid the COVID-19 shutdown. (Montaudon-Tomas et al., 2022; Robertson, 2021).  

 According to Robertson (2021), while the pandemic shutdown temporarily paused 

employee turnover, organizational leaders missed an opportunity to retain their 

employees by not recognizing and changing factors that led to preexisting employee 

turnover intentions. The significance of my study to professional practice may inform 
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employers on how the pre-pandemic era’s human resources policies and practices needed 

to reflect the lessons learned on the toxic work cultures and racial discrimination driving 

Black employees to a mass job exodus. (Tessema et al., 2022).  

Significance to Theory 

White-collar Black employees were more likely to seek different jobs during the 

Great Resignation because of a lack of career advancement, employer failure to promote 

diversity, equity, and inclusion, unethical behavior, a toxic work culture, and feeling 

undervalued or disrespected (Coqual, 2019; Rosinski, 2022; Sull et al., 2022a).  

This study contributes to the management theory by better understanding and exploring 

several factors that contributed to Black employee turnover intention before the pandemic 

and how unresolved leadership behaviors and toxic organizational cultures exacerbated 

circumstances leading Black employees to The Great Resignation of 2021. This study 

may be significant to theory extension by contributing original, qualitative data to address 

a significant gap in the literature of empirical research on the experiences of Black 

employees in the workplace that drove millions to exit their jobs and join the Great 

Resignation (Chordiya 2021; Kuzior et al., 2022; Wicker, 2021).  

Significance to Social Change 

The global impact of COVID-19 is likely to leave a lasting mark for years on the 

U.S. labor market. The gap between numerous streams of research about Black 

employees joining The Great Resignation is founded on the lack of research that 

positions Black employee’s narratives of racial discrimination and toxic work culture as 

catalysts for joining the Great Resignation (Chordiya 2021; Kuzior et al., 2022; Wicker, 
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2021). This study is significant as it may drive positive social change by raising 

employers’ awareness of Black American employees’ experiences and issues that must 

be diligently addressed to counter long-standing toxic cultures and racial disparities in the 

U.S. workplace.  

Summary and Transition 

An estimated eight million Black Americans left their jobs in 2021 and joined the 

Great Resignation movement, leaving early-and-mid-career jobs in droves due to barriers 

to advancement, racial microaggressions, and a lack of recognition and growth 

opportunities. As the professional social, ethical, and personal consequences of the Great 

Resignation are only just emerging, scholars have identified a literature gap that calls for 

empirical research using a layered account approach to position Black employees’ 

narratives of racial discrimination and perceived toxic work culture as triggers for joining 

the Great Resignation. The specific management problem explored by this study is that 

professional Black employees’ daily experiences with racial discrimination and toxic 

culture at work as impetus for joining the Great Resignation remain poorly understood. 

This qualitative, narrative inquiry study aimed to understand better how professional 

Black employees’ daily experiences with racial discrimination and perceived toxic work 

culture were as incentives for joining the Great Resignation. 

A narrative inquiry approach was used to collect data through storytelling to meet 

the study’s purpose and provide data for the literature gap on Black employees’ 

narratives of racial discrimination and perceived toxic work culture as incentives for 

joining the Great Resignation. The final sample size in this qualitative study will be 
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determined by data saturation evaluated from the verbatim interview transcripts of 

participants’ stories. The two-step critical event narrative analysis approach was used for 

analyzing the collected data (Webster & Mertova, 2007). Using the conceptual 

framework to ground this study, I presented theoretical propositions that further 

explained the problem facing the sample of participants. This chapter also presented the 

study’s nature, assumptions, scope, delimitations, and limitations while identifying its 

significance to theory and positive social change.  

In Chapter 2, I will provide the literature search strategy and the conceptual 

framework upon which the research rests. To present knowledge within a narrative 

literature review on the specific problems, I will review the existing literature on 

additional encounters that volunteers experienced during the COVID-19 pandemic. 
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Chapter 2: Literature Review 

The specific management problem is that professional Black employees’ daily 

experiences with racial discrimination and toxic workplace culture as catalysts for joining 

the Great Resignation remain poorly understood (Gonzales, 2022; Hirsch, 2022; Kyere & 

Fukui, 2022). An estimated eight million Black Americans left their jobs in 2021 as part 

of the Great resignation movement with this mass exodus of workers driven by toxic 

work culture and racial discrimination in the workplace (Taylor, 2022). Black employees 

reported joining the Great Resignation movement due to barriers to advancement, racial 

microaggressions, a lack of recognition, and job growth opportunities (Taylor, 2022). 

Professional, white-collar Black employees were likelier to seek different jobs 

during the Great Resignation because of a lack of career advancement, employer failure 

to promote diversity, feeling disrespected, and toxic work culture (Coqual, 2019; 

Rosinski, 2022). As the professional, social, and ethical consequences of the Great 

Resignation are only just emerging, scholars have identified a literature gap for empirical 

research using a layered account approach to position Black employees’ narratives of 

racial discrimination and toxic work culture as catalysts for joining the Great Resignation 

(Chordiya 2021; Kuzior et al., 2022; Wicker, 2021) 

Chapter 2 provides the literature search strategy and the conceptual framework 

that grounds this study. Following, I present a synthesis of knowledge and critical 

analysis of selected literature review on topics related to the problem and purpose of the 

study, including professional Black employees’ experiences with racial discrimination 
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and perceived toxic work culture as fuel for joining the Great Resignation. The literature 

review of this chapter are titled as follows:  

• Foundational Literature of the Study 

• What is the Great Resignation 

• How Corporate Toxic Culture Triggered the Great Resignation 

• Toxic Leadership Behaviors and the Great Resignation 

• Racial Discrimination in the American Workplace 

• Why did Professional Black Employees Join The Great Resignation 

• Career Advancement Barriers for Professional Black Employees 

• Retaining Professional Black Employees Through Effective Diversity, Equity, 

and Inclusion Policies 

 

Literature Search Strategy 

This literature review’s objective was to synthesize and analyze scholarly 

literature on how the COVID-19 pandemic has significantly influenced employee 

lifecycles (Klotz, 2022) and how professional Black employees’ daily experience with 

racial discrimination and toxic culture at work as catalysts for joining the Great 

Resignation remain poorly understood (Gonzales, 2022; Hirsch, 2022; Kyere & Fukui, 

2022). The databases I used to conduct the literature review include the Walden 

University Library and Google Scholar. Literary searches were conducted through the 

collections of Emerald Insight, Business Source Complete, Science Direct, Sage Premier, 

EBSCO Host, Business Source Complete, PsycNet, SpringerLink, and Thoreau Database 
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Search. The strategy I decided to use for searching the literature included identifying 

essential concepts of the search, keywords, related terms, and various appropriate 

databases. 

The keywords searched included: racial discrimination, great resignation, 

individual values and ethics, systemic racism, hermeneutic approach, corporate ethics, 

and increasing diversity and inclusion. Additional vital terms include qualitative study, 

sampling strategy, semi-structured interview, single case study, authentic leadership, 

ethical leadership, social change, sustainability ethics, self-awareness, leadership, 

emotional intelligence, ethics, leadership, and racial microaggression.  

My strategy was to search for peer-reviewed journals within the last 5 years that 

relate to understanding how professional Black employees’ daily experiences with racial 

discrimination and perceived toxic work culture as incentives for joining the Great 

Resignation. The keywords I used to search for updated scholarly papers in the databases 

were: authentic leadership, corporate ethics, corporate values, emotional intelligence, 

ethical leadership, ethics, identity, increasing diversity and inclusion, individual values 

and ethics, leadership, mediating lens, self-awareness, self-deception, self-development, 

self-efficacy, social change, and sustainability ethics. 

This literature review presents a synthesis of prior research on racial 

discrimination and toxic culture within the workplace for Black employees. Also, a 

synthesis of scholarly literature on the rise of the Great Resignation, the consequences of 

toxic leadership, the COVID-19 pandemic, and how it influenced employee lifecycles 

among Black workers and the social problem of Black employees joining the Great 
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Resignation movement. I identified and documented the literature gap on how 

professional Black employees narrate their daily experiences with racial discrimination 

and perceived toxic work culture as motivators for joining the Great Resignation. In 

conclusion, several peer-reviewed journals, such as Journal of Racial and Ethnic Health 

Disparities, Canadian Journal of Nursing Research, Journal of Knowledge Management, 

Strategic HR Review, and Journal of Human Resources Sustainability Studies, were 

essential in providing key elements of information that are related to the study’s specific 

topic. 

The Literature Review 

Conceptual Framework 

This study is framed by two key concepts that focus on the significance of 

developing empirical research on professional Black employees’ daily experiences with 

racial discrimination and perceived toxic work culture may become catalysts for joining 

the Great Resignation: 1) Montaudon-Tomas’s (2022) concept of the Great Resignation 

and toxic work culture and 2) Feagin and Eckberg’s (1980) concept of racial 

discrimination.  

The Great Resignation and Toxic Work Culture 

Montaudon-Tomas et al.’s (2022) research explained the Great Resignation as a 

term coined by Professor Antony Klotz for Texas A&M University before the pandemic 

reshaped the nature of work. Klotz anticipated that there would be a vast resignation 

movement due to various factors that were endemic to the modern workplace, and many 

employees would have resigned from their jobs with or without the COVID-19 pandemic 
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(Kaplan, 2021). Montaudon-Tomas et al. grounded their research on The  Great 

Resignation on the anti-work theory, which postulates that work is an unfair system that 

deprived workers of the total value of their output. The Great Resignation is a self-styled 

anti-work movement that seeks to shift from the economic order that limits current work-

related practices which people have been protesting, such as fair income, dignity at work, 

working conditions, workplace safety, and well-being (O’Connor, 2022).  

Sull et al. (2022) wrote that corporate culture would be a reliable predictor of 

attrition when compared with remuneration and employee benefits and that a toxic 

corporate culture is more impactful in predicting attrition rate within an industry sector. A 

perceived toxic workplace will leave employees disengaged and angry toward their 

employer (Lipman, 2017). Emerging research conducted at the Massachusetts Institute of 

Technology during the COVID-19 pandemic concluded that the core elements that drive 

the Great Resignation remain toxic corporate cultures, including practicing unethical 

behavior and failing to enact diversity, equity, and inclusion policies driving employees 

to feel disrespected and demoralized. (Sull et al., 2022).  

Racial Discrimination  

Feagin and Eckberg (1980) defined racial discrimination as “actions or practices 

carried out by members of dominant racial or ethnic groups that have a differential and 

negative impact on members of subordinate racial or ethnic groups” (pp. 1–2). Regardless 

of the definition, the conceptualizations of discrimination indicate that, in essence, 

discrimination involves excluding specific individuals or groups from other persons or 

resources. In later writings, Feagin (2013) uses his systemic racism theory to describe “a 
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form of racism that is embedded in the laws and regulations of a society or an 

organization and manifests as discrimination in areas such as criminal justice, 

employment, housing, health care, education, and political representation” (p. 1). 

Workplace racial discrimination led Feagin to extend systemic racism theory as a 

roadmap for how an individual perception of unfair workplace treatment of Black 

workers by the dominant White group is rooted in racial prejudice at all social levels 

(Cazenave, 2017).  

Scholars used Feagin’s (1980) concept of racial discrimination to expand his work 

on how workplace racial discrimination not only reinforces feelings of powerlessness, 

shame, confusion, and studies have shown it also leads to premature resignation from 

work and the development of a hostile work attitude. As such, how Blacks evaluate and 

cope with perceived workplace racial discrimination stressors may be more complex than 

indicated in previous studies (Egeruoh, 2022). Gould and Wilson (2020) used Feagin’s 

work as a foundation to lay the groundwork for their investigations on how racial and 

economic inequality enhanced during the COVID-19 pandemic, leaving Black workers 

with few good options for protecting their health and economic well-being. 

Foundational Literature of the Study 

After analyzing the available literature on turnover, great resignation, and toxic 

culture, this concluded that toxic culture alone could not be the reason behind great 

resignation (Braje, 2022). After the COVID-19 pandemic, many employers recognized 

increased voluntary turnover, which became known globally as the great resignation. 

Toxicity within organizational literature is often associated with leadership that consists 
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of micromanaging, blaming, and setting unrealistic goals. Some countries experienced 

this trend more than others. Braje (2022) explored the reasons behind the great 

resignation, especially the role of toxic organizational culture in such events. Reasons 

include value alignment, a perception of an unbiassed culture, the possibility of 

professional development, interwoven disruptions caused by the multiple crises of the 

COVID-19 pandemic, violent incidents against persons of color, social justice concerns, 

and political and civil unrest. However, these crises can impact and continue to affect 

careers, schools, workplaces, and personal lives in ways that will not be favorable for 

longevity within the workforce, thereby defining the frameworks of care that adult 

learners and educators can adapt to and respond to ongoing crises (Hansman, 2022).   

One of the most visible impacts on employee lifecycles is the Great Resignation 

phenomenon, a massive wave of workers quitting across industries in 2021 after easing 

the first pandemic restrictions (Kuzior et al., 2022). The COVID-19 pandemic 

significantly influenced the work world, and as this process is relatively recent, a research 

gap in the field has pushed authors to examine this topic in more detail. Recent cross-

sectional research conducted in Germany indicated that the main reasons employees 

leave their workplaces are non-materialistic. In the context of institutionalized white 

dominance, workers of color within mental health organizations may experience race-

based cultural exclusion, identity threat, and racialized workplace emotional expression 

and be burdened by racialized tasks (Kyere & Fukui, 2022).  

Structural racism operates in organizations, including mental health organizations, 

to undermine workforce diversity efforts and reinforce inequities (Cazenave, 2017). 
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Using the theories of racialized organizations, researchers underscore organizations’ 

racial character as mezzo-level racialized structures that may systematically activate and 

uphold white privilege in the mental health workplace. Workers of color may also 

become the means for organizations to attract communities of color due to their diverse 

characteristics. The literature stated that the inequities in healthcare systems have 

historical and contemporary roots in structural racism and that cultural, social, and 

organizational ideas and practices of white supremacy. Nevertheless, workers’ effects on 

addressing disparities in mental health are minimized due to potential racialized 

organizational forces, including the whiteness of organizational leadership and color 

blindness (Kyere & Fukui, 2022). 

The Great Resignation created numerous individual, organizational, and national 

knowledge-related impacts (Serenko, 2022). On the individual level, because of the 

accelerating adoption of freelancing, the future may witness an expansion of the 

knowledge worker category and a growing need for personal knowledge management 

methods and information technologies. On the organizational level, the effects include 

knowledge loss, reduced business process efficiency, damaged intra-organizational 

knowledge flows, lower relational capital, lost informal friendship networks, difficulty 

attracting the best human capital, undermined knowledge transfer processes, and 

knowledge leakage to competition. On the national level, the immediate result of the 

Great Resignation is the possible depletion of national human capital (Piacentini et al., 

2022).  



25 

 

What is The Great Resignation? 

Montaudon-Tomas et al. (2022) analyzed the phenomenon known as the great 

resignation or the big quit, which entails the massive voluntary resignations or mass 

exodus of workers that have been taking place in different organizations across the globe. 

Although the notion acquired relevance during the COVID-19 pandemic and is connected 

to reassessing or evaluating work and the fragility of life, it was first developed in 2019 

by Professor Antony Klotz of Texas A&M University. Labor scholars identified several 

factors that contributed to employee turnover intention before the pandemic and how 

unresolved leadership behaviors and toxic organizational cultures exacerbated 

circumstances that led to what is now known as The Great Resignation of 2021. Tessema 

et al. (2022) argued that many of the pre-pandemic era’s HR policies and practices that 

led to this mass employee turnover movement might not apply to the pandemic and post-

pandemic periods and need to be adjusted once the causes and consequences of the Great 

Resignation are more carefully examined. 

The United States specifically experienced the Great Resignation when, in 

September 2021, 4.4 million American workers quit their jobs, the most significant 

employee resignation spike in decades (Williams et al., 2022). The Great Resignation 

made it essential for human resource (HR) managers to understand the changes and 

develop a new HR strategy that can stem the mass resignation of employees and develop 

innovative employee retention strategies. By 2022, more than 47 million workers quit 

their jobs, with many searching for an improved work-life balance and flexibility, 
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increased compensation, and strong company culture (Hirsch, 2021; Williams et al., 

2022). 

Nevertheless, organizational leaders influenced the high 2021 turnover rates amid 

the COVID-19 shutdown (Brown, 2022). While the pandemic shutdown temporarily 

paused employee turnover, organizational leaders missed an opportunity to retain their 

employees by not recognizing and changing factors that led to preexisting employee 

turnover intention (Jeong et al., 2022). Roberson (2021) offered solutions to help leaders 

support and retain current and future employees in a future labor crisis, with leadership 

development at the forefront to support and help strengthen managers in their highly 

complex roles. 

How Corporate Toxic Culture Triggered the Great Resignation 

Millions of quitters are part of a national movement known as the Great 

Resignation, a trend of employees voluntarily leaving their jobs to find higher pay, better 

benefits, new careers, and healthier working conditions (Dunaway-Seale, 2022). The 

ethical drivers that work together to create a situation where organizational toxicity spills 

over to employees are ethical issues that create workplaces where employees endure 

stress and anxiety. In toxic workplaces, senior leaders get persuaded into making poor 

ethical or moral decisions as they rise through the ranks; and provide strategies for 

putting up barriers to mitigate these ethical lapses among senior leaders. Reasons for 

quitting during the Great Resignation differed from those during the pre-COVID era; 

working during COVID has dramatically changed peoples’ affective, cognitive, and 

behavioral processes (Malmendier, 2021). 
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 A toxic workplace environment negatively affects employee engagement, 

directly and indirectly, through organizational support and employee well-being (Taylor, 

2022). Toxicity in the workplace can appear as the consequence of toxins within the 

organization, resulting in the occurrence of terms such as toxic leader, toxic manager, and 

toxic culture and eventually leading to toxic organizations (Appelbaum & Roy-Girard, 

2007; Tiwari & Jhr, 2022). Toxic leaders cannot achieve operation goals and 

commitments, have problem-solving processes driven by fear, and rarely yield good 

decisions; they suffer from poor internal communication, have vast amounts of waste, 

poor decision-making, and lots of rework. Relationships within a toxic workplace are 

driven by manipulative and self-centered agendas (Bacal & Associates, 2022).  

A toxic workplace environment has a negative impact on employee engagement 

(Mountadon-Tomas et al., 2021). Among workers who quit during the Great Resignation, 

the most common reasons were toxic company culture at 31%, poor company response to 

the COVID-19 pandemic at 30%, and changing career goals at 30% (Dunaway-Seale, 

2022). The Great Resignation signals that employee engagement is lower than employee 

dissatisfaction, and attracting and retaining diverse teams seems to be an ever-increasing 

challenge, according to William et al. (2022). Previous research determines that the direct 

relationship between a perceived toxic workplace environment and minimal employee 

engagement confirms that a toxic environment may lead to resignations. Certain feelings 

that can come with a toxic environment are bullying, stress, depression, anxiety, and 

exclusion, which can harm employee productivity and the desire to resign from the 

organization. Additionally, previous research confirmed that the lack of organizational 
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support for the employee significantly mediates a toxic workplace environment (Sull et 

al., 2022). 

Toxic Leadership Behaviors and the Great Resignation 

Studies show that leadership is one of many essential drivers for improving an 

organization’s performance and sustainability. Additionally, the personal ethics of 

individuals in a leadership role can also be essential to the values and ethics of an 

organization (Rosinski, 2022). According to Onyeneho (2022) and the 2021 Bureau of 

Labor Statistics, 4.3 million Americans, 309,000 women above age 20, and 182,000 men 

dropped out of the workforce. The primary reason employees walked out the door during 

the Great Resignation is a perceived toxic workplace and the toxic behaviors of 

leadership within the organization. According to studies, the leading elements 

contributing to toxic cultures include failure to promote diversity, equity, and inclusion, 

with the workers feeling disrespected by the unethical behaviors of leadership 

(Mountadon-Tomas et al., 2021).  

People did not leave their jobs and careers because of low pay, burnout, or even 

the lack of work-life balance but because of the inability of leadership to rise above the 

toxic behaviors that created a toxic environment. Toxic leadership and workplace culture 

are the most cited reasons by employees for departing organizations, which means that 

employers may need to take a hard look at these factors to do a better job retaining staff. 

The five attributes of a toxic culture are: disrespectful, non-inclusive, unethical, cutthroat, 

and abusive – and have a very negative impact on how employees will rate the 

company’s culture. (Sull et al., 2022)  
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Toxic leadership behaviors can cause harm not only to their direct reports but also 

to the entire organization (Mountadon-Tomas et al., 2021). Such behaviors can result in 

adverse consequences such as decreased employee morale, productivity, and motivation. 

Consequences such as these can affect the emotional intelligence of some employees. 

According to Sull et al. (2022), feeling disrespected at work has the largest negative 

impact on an employee’s overall rating of the corporate culture and can sometimes lead 

to the organization’s culture being described as toxic. Toxic leaders and toxic leadership 

practices cause many problems for organizations, and it is apparent that such leaders 

consistently lead organizations to failure in the long run and hurt the personal and health 

well-being of individuals (Kurtulmuş, 2021).  

Personal ethics are ethical principles a person uses when making decisions, and 

behaving in personal and professional settings can sometimes spill over into behaviors 

(Sull et al., 2022).  According to Ninivaggi (2020), being self-aware as a leader requires 

the “ability to engage in reflective awareness and requires certain cognitive abilities such 

as visual self-recognition and the ability to recognize oneself in a mirror.” These ethics 

influence various aspects of a person’s life and help individuals develop their work ethic, 

personal and professional goals, and values. Individuals use their ethics to determine right 

and wrong and influence how someone behaves in challenging situations. Each person’s 

code of ethics varies, but many people share common ethics, such as honesty and respect. 

Personal ethics successful individuals share in professional settings are honesty, loyalty, 

integrity, respect, selflessness, and responsibility.  Additionally, Ninivaggi's (2020) study 

suggested that authentic and ethical leadership and the importance of organizational 
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leadership’s perspectives of diversity and inclusion in the workplace are significantly 

associated with corporate adjustment and adaptability. 

Personal ethical principles are essential for a variety of reasons:  it allows leaders 

to lead their teams more effectively; instill a sense of trust and support in leaders; give 

individuals a solid basis on which to determine the most appropriate action in any 

situation; improve the decision-making process; set a standard of behavior; supports 

motivational culture (Rosinski, 2022).  Having the ability to recognize oneself and lead a 

multicultural organization, open communication, and a sustainable level of shared visions 

to engage employees effectively can impact an organization's sustainability and 

contribution to social change, according to Muff et al. (2020). There are a few key 

differences between personal and professional ethics. The primary difference is that a 

personal set of ethics refers to an individual’s beliefs and values in any area of life, while 

professional ethics refers to a person’s values within the workplace. The difference 

between personal and professional ethics can be viewed through a personal ethical system 

as a personal moral code or a person’s conscience, while professional ethics are viewed 

as a set code of conduct that must be adhered to in the workplace.  Like transformational, 

spiritual, charismatic, and authentic leadership, ethical leadership is essential in 

promoting desirable employee attitudes and behaviors, including organizational 

commitment, job satisfaction, pro-social behavior, and job performance. (Afsar & 

Shahjehan, 2018). Ethical and unethical behavioral practices among an organization's 

leadership team can affect workplace performance, culture, and the sustainability and 

future of an organization. Also, according to Caldwell and Hayes (2016), self-awareness 



31 

 

and reflection are needed to enhance how leaders should comply with proper ethical and 

socially responsible workplace standards. 

Professional ethics can be viewed as principles that govern the behavior of a 

person or group in a business environment; additionally, professional ethics provide rules 

on how a person should act toward other people and institutions in such an environment 

(Sliwa, 2017).  Professional values are the essential elements that build a profession's 

ethics and guide its development; they refer to the set of codes of professional conduct, 

the legitimate purpose of the profession, and the way of dealing with ethical conflicts. 

(Marques-Sule, et al. 2022). Also, according to Sull et al. (2022), toxic culture was the 

single best predictor of attrition during the first six months of the Great Resignation and 

was ten times more powerful than how employees viewed compensation as a means of 

predicting employee turnover. A toxic corporate culture is the strongest predictor of 

industry-adjusted attrition and is ten times more important than compensation when 

predicting turnover and has been found that leading elements contributing to toxic 

cultures include failure to promote diversity, equity, and inclusion; the feeling of 

disrespect; and unethical behavior. (Sull, 2022a) 

Racial Discrimination in the American Workplace 

The year 2020 was a watershed moment for the conversation about racial 

injustice, including race in the workplace; almost half of the Black workers are in three 

industries with a sizeable frontline presence, with significant underrepresentation, 

especially in high-growth, high-wage industries. (Hancock et al., 2021). Findings 

suggested that workers of color may experience race-based cultural exclusion, identity 
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threat, and racialized workplace emotional expression in the context of institutionalized 

white dominance. Racialized tasks can burden minority employees; the workers of color 

may also become the means for organizations to attract communities of color due to their 

diverse characteristics, yet workers’ effects to address disparities in mental health are 

minimized due to potential racialized organizational forces, including the whiteness of 

organizational leadership and color-blindness. (Kyere & Fukui, 2022) 

More Black workers are in jobs with less opportunity for advancement; Black 

workers are at higher risk of disruption from automation, and job prospects are markedly 

different for Black and white workers with similar backgrounds. (Handcock et al., 2021). 

The theoretical arguments and empirical findings, when compared with White 

employees, Federal Black, Indigenous, and Employees of Color (BIEOC) are 

significantly more likely to leave their current organizations. The distributive justice 

findings suggest that Federal employees’ turnover intentions, in general, and BIEOC, can 

be reduced by paying attention to fairness in performance appraisals and performance-

related distributive outcomes such as pay raises, promotions, awards, and recognitions. 

Like distributive justice, findings also indicate support for a promising role of procedural 

justice in reducing turnover intentions of Federal employees in general and Black, 

Indigenous, and Employees of Color (BIEOC) in particular. (Chordiya, 2022) 

Black workers are underrepresented in the highest-growth geographies and the 

highest-paying industries. Meanwhile, they are overrepresented in low-growth 

geographies and frontline jobs, which tend to pay less. (Hancock et al., 2021). Racial 

minority employees were likely to choose emotion-focused coping strategies when 
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experiencing discrimination; emotion-focused coping strategies may lead to adverse 

employment outcomes among racial minority employees; problem-focused coping 

strategies may lead to positive employee outcomes among racial minority employees; 

transparent communication was found to reduce the negative impacts of discrimination 

experiences; transparent communication was found to increase the motivation of adopting 

problem-focused approaches. (Li et al., 2021) Cardiology has a high global prevalence of 

hostile work environments (HWE), including discrimination, emotional harassment, and 

sexual harassment. HWE harms professional and patient interactions, thus confirming 

concerns about well-being and optimizing patient care. Institutions and practices should 

prioritize combating HWE. (Sharma et al., 2021). Racial discrimination, or “unfair, 

differential treatment based on race,” is pervasive in American workplaces; in 2019 

alone, nearly 24,000 race-related discrimination charges were filed with the EEOC 

(EEOC, 2020).  

Racial discrimination has been shown to have many negative consequences for 

minorities, including lower performance ratings, difficulty accessing management roles, 

and lower acceptance as leaders. (Burgess et al., 2022) Evidence‐based research and 

interventions to report systemic institutional racism show that underrepresented minority 

(URM) professionals in research institutions produce evidence that has remained 

abysmally low for decades. This unique study of URM university professors assesses 

factors such as vocational strain, role overload, discrimination, coping strategies 

contributing to health and well‐being, research productivity, and ultimately their retention 

in high-impact research positions. (Zambrana et al., 2021).  
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Findings support calls for increased attention to Black women in school mental 

health fields because they risk experiencing work discrimination due to their 

intersectional identities; Black women may also experience difficulties navigating 

workplace discrimination because of organizational politics and power issues privilege. 

(Parker et al., 2022). Lawyers who identify as lesbian, gay, bisexual, and queer 

(“LGBQ”) show a higher likelihood of reporting both subtle and overt discrimination, 

and subtle-only discrimination, as compared to lawyers who identify as 

straight/heterosexual; women lawyers and lawyers of color are more likely to report all 

three types of discrimination. (Blanck et al., 2021). 

Why did Professional Black Employees Join The Great Resignation? 

Texas A&M University organizational psychologist Anthony Klotz, in predicting 

the voluntary mass exodus of the American workforce, coined the term “The Great 

Resignation”. It only worsened since government support dried up, along with lingering 

gender and socioeconomic problems. (Onyeneho, 2022) According to the US Bureau of 

Labor Statistics, 4 million Americans quit their jobs in July 2021. Resignations peaked in 

April and remained abnormally high for the last several months, with a record-breaking 

10.9 million open jobs at the end of July. It has been challenging for employers to retain 

people in the face of this tidal wave of resignations. (Cook, 2021). 

More than 19 million US workers have quit their jobs since April 2021, a record 

pace disrupting businesses everywhere. Companies are struggling to address the problem, 

and many will continue to struggle for one simple reason: they do not understand why 

their employees are leaving in the first place (De Smet et al., 2021). Rather than take the 
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time to investigate the real causes of attrition, many companies are jumping to well-

intentioned quick fixes that fall flat. The examination of leadership behaviors during the 

shutdown of the pandemic confirmed decisions to quit and notes that the halt temporarily 

paused employee turnover. Organizational leaders missed an opportunity to recognize 

and address factors that led to pre-existing employee turnover intention; it also aims to 

identify leadership best practices that can support and retain current and future employees 

amid an organizational crisis. (Robertson, 2021). 

This lack of opportunity has been a primary driver behind Black workers joining 

the Great Resignation (Taylor, 2022). A University of Phoenix study found that while 

Black Americans are among the most likely to be actively looking for a new job and the 

most willing to quit their jobs before having another one lined up, they remain the most 

likely to live paycheck to paycheck; and that, half of Black Americans feel that COVID-

19 has derailed their career. (Collins, 2022). Black workers were likelier to seek different 

jobs because of a lack of career momentum. An estimated 8 million Black Americans left 

their jobs in 2021, and one of the factors to blame for this mass exodus was systemic 

glass ceilings. Black employees are highly likely to be enterprising; 65% of Black 

professionals labeled themselves as ambitious as opposed to 53% of white professionals, 

according to Coqual’s Being Black in Corporate America report, yet they still face high 

promotion gaps in comparison to their white peers, Black employees left early-career 

jobs in droves due to barriers to advancement such as a lack of allyship and support in 

their workplace. (Taylor, 2022) 
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Over 80% of BIPOC employees have experienced microaggressions in the 

workplace, according to a report by Savanta, a market research company (Washington, 

2022). Forty percent of Black women said their qualifications were questioned and that 

they regularly needed to provide more evidence of their competence, as opposed to 28% 

of white women, the study found, also being overlooked at work and having to deal with 

racial microaggressions and differential treatment constantly can be grating for many 

Black employees. (Taylor, 2022) Situations at work when someone says or does 

something that feels hostile or offensive to some aspect of identity. Such actions such as 

insensitive statements, questions, or assumptions are called “microaggressions,” and they 

can target many aspects of who we are; for example, they could be related to someone’s 

race, gender, sexuality, parental status, socioeconomic background, mental health, or any 

other aspect of our identity. (Washington, 2022). 

Microaggressions are aimed at traditionally marginalized identity groups, yet 

these hurtful actions can happen to anyone of any background or professional level. A 

microaggression against a Black woman, for example, could be, “You are not like the 

other Black people. I know,” whereas one for a white male might be, “Oh, you do not 

ever have to worry about fitting in”; essentially, microaggressions are based on a simple, 

damaging idea: “Because you are X, you probably are/are not or like/don’t like Y.” 

(Washington, 2022). According to several desk research findings, the most significant 

elements influencing employee engagement have been revealed. The turnover/retention 

rate of the Great Resignation was primarily caused by ethical, cultural, relational, and 



37 

 

personal factors and was confirmed within the studied organization; these results will be 

the base of the future, broader, and more representative research. (Kuzior et al., 2022) 

Some Black women who decided to leave the workforce are doing so to start their 

businesses; Black women remain among the country’s fastest-growing group of 

entrepreneurs. A recent study by American Express found that Black women-owned 

businesses grew by 50 percent between 2014 and 2019. (Brown, 2022) In an attempt to 

break the glass ceiling, Black professionals often only go so high in a company, and some 

believe they are expected to work twice as hard for less money compared to their white 

counterparts; executives should adopt a cultural way of thinking and open the pipeline of 

promotion and leadership within their companies. (Onyeneho, 2022) Emily M. Dickens 

serves as the Chief of Staff and Head of Government Affairs at the Society For Human 

Resource Management; she recognizes the trend and urges employers to pay attention. It 

is important to emphasize that organizations with a higher proportion of women in 

leadership positions experience improved business outcomes, including more significant 

innovation and productivity. Nevertheless, women are still underrepresented in the C-

suite, and the current workforce movement is signaling a more significant cultural shift. 

(Browley, 2022) 

Research shows that women of color in leadership are five times more likely to 

leave a company than men (Browley, 2022). According to the survey data, non-White 

parents planning to leave at higher rates than their White counterparts; non-White fathers 

surveyed said they were planning to leave their jobs, and non-White mothers are planning 

to leave at higher rates than White mothers, at 43 percent to 34 percent. (De Smet et al., 
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2021). Diversity should be evident across all levels of an organization, particularly 

among leadership positions. The upheaval and uncertainty caused by the COVID-19 

pandemic and the heightened trauma of racial injustice affected minority workers’ 

physical and mental health, leading people of color to leave or consider quitting their 

jobs. (Gonzales, 2022) 

All the turmoil, in addition to the systemic inequities Black workers have been 

dealing with for far too long, not everyone has the same experience, but fatigue, 

exhaustion, frustration, and isolation are taking their toll. Research data shows that Black 

workers are also leaving their jobs to start their businesses; the percentage of Black adults 

starting their own business has increased yearly since 2018, according to the research 

organization Ewing Marion Kauffman Foundation. (Gonzales, 2022). Employers should 

listen to Black Employees; they want to feel appreciated by their leaders at work, and 

investment in their professional development is pivotal; unfortunately, career coaching is 

often reserved for the most senior employees at a company. This lack of coaching and 

mentoring is an opportunity gap that holds underrepresented professionals behind in 

meeting their career goals (Gonzales, 2022). 

Career Advancement Barriers for Professional Black Employees 

 Although there have been some developments, research shows that the five most 

significant barriers for black professionals are: lack of institutional transparency 

regarding compensation structures, pervasive implicit bias, lack of recognition for 

intersectionality, diversity-hire stigma, and the ongoing impact of COVID. (Peterman, 

2022).  The absence of transparency prevents Black professionals from having proper 
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knowledge if they are or are not receiving equal pay as their counterparts. According to 

the 2022 Job Seeker Nation Report, workers seeking out new employers for potential 

wage increases, with forty-nine percent of the workforce thinking they will make more 

money by just switching jobs, and fifty-three percent considering compensations the top 

point of consideration. (Taylor, 2022) The lack of recognition for intersectionality 

organizations can sometimes lump all Black professionals regardless of their region of 

origin, culture, or tradition. The stigma of diversity hire is still very prevalent, and Black 

professionals are still faced with the misperception of only being hired because of their 

race and not their actual qualifications. The economic impact of COVID-19 has 

disproportionately impacted Black professionals, with many of them leaving the 

workforce voluntarily, thereby widening gaps in career-growth opportunities (Peterman, 

2022). 

 Also, according to research, other barriers that Black professionals experience 

within the workplace are not feeling psychologically safe, lack of mentorship and 

sponsorship opportunities, and the feeling of isolation and exclusion. (Straughn & 

Richmond, 2022). A lack of psychological safety at work can cause substantial business 

repercussions. Black professionals can experience challenges resulting in feeling 

psychologically unsafe when they are the only person of color on a team or within an 

organization.   Psychological safety at work is a shared belief held by team members that 

others will not embarrass, reject, or punish them for speaking up; this is sometimes 

difficult for Black professionals and becomes a significant barrier to successful career 

advancement (Peterman, 2022). 
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Although the importance of hard work, having the ability to be committed, and 

being reliable are all paramount in career development, none is as effective as having 

someone in leadership to be an advocate when being considered or informed about 

advanced opportunities in the career path (Sull et al., 2022).  The lack of mentoring and 

sponsoring opportunities for Black professionals can hinder desired career advancement. 

According to the report by Coqual, “Being Black in Corporate America,” Black 

professionals are not experiencing a sense of belonging, trust, and respect at work; the 

report found that Black professionals encounter microaggressions in the workplace at a 

significantly higher rate than other racial groups, and this can lead to feelings of isolation 

and exclusion. (Straughn & Richmond, 2022)   

Retaining Professional Black Employees Through Effective Diversity, Equity, and 

Inclusion Policies 

 An Executive Order on Diversity, Equity, Inclusion, and Accessibility in the 

Federal Workforce was issued and signed by the President of the United States of 

America on June 25, 2021, to promote diversity, equity, inclusion, and accessibility to 

strengthen the Federal workforce (US Executive Order 14035, 2021). Because of Black 

professionals' challenges, organizations' leadership must initiate more sustainable 

processes to fast-track positive progress.  Addressing issues in three administrative areas 

could help move the needle: 1. companies must look beyond simply hiring Black 

workers. 2. focus on reestablishing trust. 3. companies can build systems to create 

opportunities for Black workers. When efforts are focused on levels within the 
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organization and in collaboration with other stakeholders, the probability of retaining 

professional black employees increase significantly (Morris and Yee, 2021). 

 Over the past 30 years, diversity, equity, and inclusion (DE&I), specifically for 

Black workers throughout the ranks, has become an increasing priority for the US private 

sector, and each year, companies collectively spend hundreds of millions of dollars on 

DE&I initiatives, they implemented a range of programs to reach out to a diverse talent 

pool and create a culture that supports workers from all backgrounds. (Hancock et al., 

2021).  Sponsorship from leaders opens opportunities for workers at every stage of the 

career journey, helping workers gain visible jobs, projects, and promotions. According to 

research, only 23% of Black employees believe they get “a lot” or “quite a bit” of support 

to advance; Black workers report some of the lowest levels of this critical support. More 

equitable sponsorship can help to ensure that Black employees have the needed support 

for career advancement. Such initiatives should improve outcomes (Morris & Yee, 2021).  

Business leaders must also recognize that Black workers' barriers are grounded in 

years of more significant social problems, including segregation and disinvestment in 

Black communities (Washington, 2022).  These social problems are too significant for 

one organization or entity to tackle; instead, companies also need to work together to 

address the complex, structural barriers that too often impede the retention and promotion 

of Black employees. (Morris & Yee, 2021). High attrition rates are often linked to an 

incompatible or perceived toxic workplace, and one-third of workers who left a job in the 

first 90 days said it was due to poor company culture. Additionally, almost one-third of 

BIPOC employees have left their jobs due to a lack of company diversity and inclusion 
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practices.  To create a more equitable and diverse workplace, leaders must consider a 

multistep process, such as fostering more inclusive work environments focused on hiring 

events that bring together niche audiences like veterans or women (Taylor, 2022) 

The four key retention drivers for Black employees and employees of color are an 

inclusive culture, effective people managers, family-sustaining wages and benefits, and 

transparent career pathways.   “A lack of diversity can perpetuate a lack of belonging 

among underrepresented talent, which can drive employees out the door; we know that 

people leave managers, not companies, and so investing in things like manager training to 

support an inclusive culture and holding managers accountable for DEI outcomes is 

vitally important.” (Taylor, 2022, p.2). Keeping the lines of communication open with 

Black employees is essential to ensuring engagement and building a stronger relationship 

between the individual and the organization. If leaders and senior managers only reach 

out during catastrophic events, which is not genuine support for many Black employees, 

it can be seen as a bandage to a wound already cut very deep. Therefore, organization 

leaders have no excuse for not keeping a constant pulse on the challenges experienced by 

marginalized groups and providing a safe space for these conversations to occur in the 

workplace. (McArthur, 2022) 

Diversity and inclusion in breast imaging can improve creativity and innovation, 

enrich the workplace environment, and enhance culturally appropriate care for an 

increasingly diverse patient population. Strategies to improve diversity and inclusion in 

breast imaging include recruiting a diverse breast imaging workforce, establishing robust 

mentorship and sponsorship programs, fostering an inclusive training and workplace 
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environment, and retaining and promoting a diverse workforce. (Monga et al., 2022). 

However, based on interviews with DEI professionals in NCAA athletic departments 

across the U.S., the four main high-impact practices that advance DEI work in collegiate 

athletics are (1) Diverse Hiring & Retention Practices, (2) Holistic and Engaging Support, 

(3) Culturally Relevant and Responsive Programs, and (4) Infrastructure for Institutional 

Transformation and the implications for research and practice are outlined in order to 

support the successful advancement of DEI further and empower the individuals holding 

DEI positions within intercollegiate athletics. (Wright-Mair et al., 2021) 

Summary and Conclusions 

The Great Resignation made it essential for human resource managers to 

understand the changes and develop new strategies to stem employee mass resignation 

during disruptive national or global events (Cook, 2021). As emerging research on the 

Great Resignation is relatively recent, a research gap in the field has pushed scholars to 

examine this topic of how structural racism continued to Black and minority employees 

quitting their jobs in the millions during the 2020-2022 item period. Using the theories of 

racialized organizations, Kyere and Fukui (2022) identified how structural racism 

operates in organizations to undermine workforce diversity efforts and reinforce 

inequities. 

While stress, low compensation, and poor work-life balance have pushed many to 

rethink their careers, the pandemic’s impacts have had uneven effects. Women and 

people of color have borne a disproportionate burden, getting pushed out of the labor 

market. (Donaldson, 2022).  In 2021, around 181,000 Black women left the US labor 
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force between September and November, according to the Brookings Institution (2022). 

Though no public data tracks how many Black women in staff and professional positions 

have left academe, many within higher education have noted the ongoing loss of talent. 

The popular narrative of the Great Resignation largely ignored Black workers. With a 

recession on the horizon, their employment prospects are about to go from bad to worse. 

It is time for employers to look beyond the prevailing ideas surrounding the Great 

Resignation and acknowledge that their recruitment practices are still not reaching Black 

workers. (Collins, 2022).  

Researchers at the MIT Sloan School of Management identified a toxic corporate 

culture as the strongest predictor of industry-adjusted attrition for all demographic groups 

and is ten times more important than compensation in predicting turnover (Mountadon-

Tomas et al., 2021; Sull et al., 2022). White-collar Black employees were more likely to 

seek different jobs during the Great Resignation because of a lack of career advancement, 

employer failure to promote diversity, equity, and inclusion, employer’s unethical 

behavior, feeling disrespected, and toxic work culture (Coqual, 2019; Rosinski, 2022). 

The limited research on professional Black employees leaving their jobs by the millions 

during the COVID-19 pandemic calls for empirical research to gain a deeper 

understanding of Black employees’ narratives of racial discrimination and perceived 

toxic work culture in the years leading up to the COVID-19 pandemic and served as 

catalysts for joining the Great Resignation (Chordiya 2021; Wicker, 2021) 
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Chapter 3: Research Method 

This qualitative, narrative inquiry study aims to gain a deeper understanding of 

how professional Black employees’ daily experiences with racial discrimination and 

perceived toxic work culture are as impetus for joining the Great Resignation. To address 

this study’s purpose and be consistent with the qualitative paradigm, I used a narrative 

inquiry approach to collect data through storytelling to meet the study’s purpose and 

provide data for the literature gap on Black employees’ narratives of racial discrimination 

and toxic work culture as incentives for joining the Great Resignation. In this study, a 

narrative inquiry research design (Clandinin, 2016) allows for collecting detailed 

participant’s stories, and such a design has been previously used to deconstruct Black 

employee narratives of workplace relationships (McKinney et al., 2022; Wicker, 2021).  

This chapter will provide thorough information on the research method and 

rationale for utilizing the narrative inquiry approach. In Chapter 3, I present the rationale 

for the participant selection strategy, data collection strategies and data analysis, the role 

of the researcher, evaluation methods for the trustworthiness of data, ethical 

considerations, and a chapter summary. 

Research Design and Rationale 

Narrative inquiry is a qualitative research design that captures participants' stories 

to understand the connection between participants’ storytelling and their daily 

experiences (Clandinin, 2016). Using a context-rich interpretive approach, investigating 

professional Black employees’ daily experiences with racial discrimination and perceived 

toxic work culture as triggers for joining the Great Resignation can offer 
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recommendations for future research. After the extensive literature review on the central 

topic, the central research question is: How do professional Black employees narrate 

their daily experiences with racial discrimination and toxic work culture as catalysts for 

joining the Great Resignation? 

Social constructivists such as Gergen (1998) wrote that narrative emphasizes the 

contextual construction in social relations and daily life experiences (Merriam & Grenier, 

2019). Narrative inquiry allows for presenting detailed participant descriptions through 

storytelling and can also be a valuable research method for developing a detailed 

understanding of human experiences as they are being lived daily (Clandinin, 2022; 

Webster & Mertova, 2012). In the narrative inquiry tradition, I expected participants’ 

stories to be interesting and rich in information, including a social context to answer the 

research question. This study is grounded in a hermeneutic approach that focuses on how 

human experience is expressed through storytelling (Clandinin, 2022). 

Although other qualitative methods and designs exist, such as phenomenology, 

grounded theory, and case study, these designs are used to gather data based on the 

participants’ experiences to communicate common understandings at specific points in 

time (Merriam & Tisdell, 2015). A narrative inquiry approach permits the researcher to 

present a detailed picture of the participant’s daily experience, including examining 

complex data of critical events that influence the daily decision-making and reactions to 

such events (Webster & Mertova, 2007). To provide an accurate and data-rich narrative 

study, I conducted online interviews and recordings of the daily experiences of a 

purposeful sample of six participants. The sample population for my study met the 
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following inclusion criteria: adults over the age of 18; identifying as professional Black 

or African American; employed in a U.S.-based organization for a minimum of 3 years 

before resignation; identity as joining the Great Resignation movement during the peak 

years of the COVID-19 pandemic (2020-2022); and, able and willing to provide in-depth 

information on the phenomena under study (see Tracy, 2019). 

A narrative inquiry approach permits the researcher to present a general picture of 

the participant’s daily experience, including examining complex data of critical events 

that influence daily decision-making and reactions. Using the narrative approach, I could 

work closely and establish trusting relationships with participants who may express 

discomfort when revealing critical events within their organizational setting (Moen, 

2006; Webster & Mertova, 2007). Using narrative inquiry, I collected critical facts and 

positions (see Clandinin & Connelly, 2000) by retelling each participant’s stories as 

captured through personal and social experiences. 

Narrative inquiry is used to understand and inquire about the lived experiences of 

research participants, using temporality, sociality, and places to serve as specific 

guidelines for extending the conceptual framework (Clandinin, 2006). Professional Black 

employees’ daily experiences with racial discrimination and toxic work culture as 

catalysts for joining the Great Resignation remain poorly understood (Gonzales, 2022; 

Hirsch, 2022; Kyere & Fukui, 2022). Original empirical results may generate new 

knowledge and inform employers on how the pre-pandemic era’s human resources 

policies and practices must reflect the lessons learned on the toxic work cultures and 
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racial discrimination driving Black employees to a mass job exodus. (Tessema et al., 

2022).  

Role of the Researcher 

My role as a researcher was to interview African American individuals in 

professional positions of executive directors to senior vice president and above who 

directly and indirectly experienced various levels of bullying, unethical and unfair 

experiences, and the consequence of these experiences on their career progression. I 

documented these participants’ experiences relating to the fundamental research question. 

The research explored only the replies to the study questions, and I did not embellish my 

role in any other way during this research. Participants had no personal or professional 

affiliations or personal dealings with the researcher. I did not express any form of 

authority and management over the participants.  

Because authentic and ethical leadership can be critical in increasing an 

organization's socially conscious footprint and promising future sustainability, ethical 

leadership begins with understanding and commitment to a leader’s core values. The 

process of integrating unique values within personal, professional, and societal lives can 

begin by uncovering the values that make up the core of identities and motivators. Ethical 

leadership requires framing actions within an image of what should be specified in 

service to others. Ethical leaders must be able to articulate the vision that will invigorate 

them into action and want to be a part of it. Ethical leaders try to practice virtuous 

behavior by asking questions such as how their values, vision, and voice align with and 

support the organization’s standard good and social footprint within the community.  
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Reflective journal notes were collected throughout the research study to ensure 

trustworthiness and reduce potential biases (Merriam & Grenier, 2019). If any personal 

biases are detected, they will be openly stated when transcribed responses are analyzed to 

minimize their effect on the participants’ stories (Tracy, 2019).  

Conducting interviews and relating with participants will require professional 

collaboration and for the researcher to take an ethical stance regarding research issues 

(Webster & Mertova, 2007). To develop understanding and trust, ethical issues or 

concerns may be shared. Trust is fundamental to qualitative research interviews to obtain 

the utmost accurate data. Shared trust between the interviewer and the participant is 

significant for collecting accurate data in a narrative research study, as the researcher 

anticipates that participants share deeply personal experiences (Clandinin, 2022).  

Narratives of participants’ experiences in qualitative interviewing may expose 

negative aspects of individuals, organizations, and groups, so participant confidentiality 

and trust must be kept within the highest standards within the data collection process 

(Merriam & Grenier, 2019). I did not use incentives to recruit candidates for the study 

sample. There were minimal impediments between the participants and the researcher, 

neither of whom had any transactional dealings, personal or professional, before the 

study. If requested, participants may exit the study without explanation or penalty (see 

Tracy, 2019).  

Upon review of the analytic and field notes on the topic, such a research process 

highlighted the journey of discovering how changes affect and shape data outputs. All 

efforts were made to discover and understand various diverse phenomena and issues, 
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such as leadership development, mentorship, and career selections. As a graduate student, 

interviewer, and researcher, the goal is related to and reflected on the construction of 

ethical and moral decision-making as senior leadership within an organization's meaning 

and lived experiences of individuals throughout the research process.  

The following ethical issues could arise upon conducting research as a conflict of 

interest related to the researcher's ethical background. I am an individual who has first-

hand accounts of senior leadership decision-making that is of unethical caliber.   

Whereas, in turn, may or may not result in successful and honest interviews within the 

work environment. Therefore, attempting to interview critical individuals in one’s work 

environment successfully may cause interviewees to suppress their personal experiences 

and characteristics or provide conflicting information regarding one’s challenging 

perspectives and assumptions regarding the importance of senior ethical and moral 

leadership behaviors within an organization. 

Methodology 

Narrative inquiry was appropriate for this study because it is a process by which, 

through the stories that participants share, scholars can gain a deeper understanding of 

their specific human and social challenges through the individual perspective of their 

daily experiences, transactions, and relationships (see Clandinin, 2006). Storytelling has 

always been a part of the history of human culture. Throughout time, the stories told 

defined individuals' experiences. The strength of the narrative inquiry approach rests in 

the epistemological premise that individuals will inherently strive to make sense of their 

experiences through storytelling (Polkinghorne, 1995). However, the structure of stories 



51 

 

is continuously within the timeline of recent events and does not exist in a static 

environment. Participants’ narratives are influenced by what Connelly and Clandinin 

(1990) termed as the three pillars of narrative analysis: personal and social (interaction); 

past, present, future (continuity); and place (situation). The narrative inquiry design is the 

three-dimensional narrative inquiry space. I will use this approach to explore participants’ 

daily life experiences through stories of their interactions with others (see Clandinin, 

2022).  

According to Sliwa (2017), a researcher must learn to plan the research process to 

acquire the information needed to support an identified phenomenon and distinguish 

biases and perceptions to eliminate personal views when approaching research 

preparation. As Mohajan (2018) mentioned, qualitative research is an inquiry process of 

understanding and exploring several areas of social and human behaviors to develop 

organizations. To evaluate and eliminate any personal views or biases (Amin et al., 

2020), a researcher must also develop self-referent skills toward cross-examining 

previous notions from the researcher's perspective (Shufutinsky, 2020). As a result, the 

research will suggest that quality, trustworthiness, and credibility concerning the research 

and data are presented. 

The purpose of this qualitative, narrative inquiry study is to gain a deeper 

understanding of how professional Black employees’ daily experiences with racial 

discrimination and perceived toxic work culture are as catalysts for joining the Great 

Resignation.  I used an experimental, single-case study design with embedded units (Yin, 

2017). To provide an accurate and data-rich narrative study and meet the Walden Ph.D. 
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standard for sample sizes in qualitative dissertations, I conducted data collection data 

through online interviews from a purposeful sample of up to 10 participants with the 

phenomena under study, and I kept reflective journal notes (see Clandinin, 2022; Webster 

& Mertova, 2007). Previously published research articles, literature, and business and 

government labor reports were used as archival data. The final sample size in this 

qualitative study will be determined by data saturation evaluated from the interview 

transcripts (Fusch & Ness, 2015).  

The sample population for my study met the following inclusion criteria: adults 

over the age of 18; identifying as professional Black or African American; employed in a 

U.S.-based organization for a minimum of 3 years before resignation; identity as joining 

the Great Resignation movement during the peak years of the COVID-19 pandemic 

(2020-2022); and able and willing to provide in-depth information on the phenomena 

under study (see Tracy, 2019). The inclusion criteria of the study’s sample replicate 

inclusion criteria from similar studies of employees joining the Great Resignation 

movement in the United States (Chordiya, 2022; Kyere & Fukui, 2022; Serenko, 2022).   

Participant Selection Logic 

Population  

Through this narrative inquiry, I aimed to understand how professional Black 

employees’ daily experiences with racial discrimination and perceived toxic work culture 

were as impetus joining the Great Resignation. “Characteristics of a population group are 

specific to that group, such as a particular individual, group, organization, or specific 

collection of data, and may include, for example, specific attributes, traits, experiences, 
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attitudes, perceptions, and impressions in the case of people” (Harkiolakis, 2017; p. 35). 

The population group for this study included an estimated eight million Black Americans 

who left their jobs in 2021 as part of the Great resignation movement with this mass 

exodus of workers driven by toxic work culture and racial discrimination in the 

workplace (Taylor, 2022). Labor studies scholars have noted that of those joining the 

Great Resignation, over 80% of Blacks and indigenous people of color have experienced 

microaggressions and toxic leadership behavior in the workplace (Skinner-Dorkenoo et 

al., 2021; Williams, 2022). 

Purposeful Sampling Strategies 

I used a sample size of 8-10 participants in this narrative inquiry. Participants 

were recruited by contacting candidates through LinkedIn’s professional online platform 

to identify initial participants who meet the inclusion criteria. Purposive sampling is a 

widely used technique in qualitative research to identify participants likely to provide 

much information about the phenomenon under investigation (Tracy, 2019).  Criterion 

and network sampling are purposeful strategies that collect a target sample within a given 

population group using participants who meet the same inclusion criteria (Merriam & 

Grenier, 2019). Snowball sampling of a hidden population begins with a convenience 

sample of initial subjects because the population would not be restricted. The planned 

snowball participant selection strategy appears sufficient to achieve this study's eight to 

10 referrals. 

The process of identifying participants for the study began with an initial 

communication by email with a formal request to advise them of the study’s objectives 
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and provide all informed consent form that summarizes their rights as a participant. This 

study aims to interview as many participants as possible without achieving over-

saturation to prevent redundancy and result in no new data (Boddy, 2016). Saturation is a 

well-established concept for assessing the trustworthiness and quality of qualitative 

research. When no additional observations are required to answer the research questions, 

saturation occurs (Braun & Clarke, 2021).  

The unit of analysis for this study is the professional Black employee. The method 

of purposeful sampling selection was based on identifying participants who can 

contribute information that will aid in determining the study's central significance (Tracy, 

2019). The sample size in a narrative inquiry study is equivocal because it depends on the 

questions being investigated, data saturation, and the size that provides the most 

information, even though data saturation is less straightforward in the narrative approach 

than in other qualitative designs (Saunders et al., 2018; Sims et al.,2018). As the 

researcher, I meticulously identified study participants meeting the appropriate criteria 

and were willing to complete the data collection process.  

Appropriate identification of the intended sample population is critical (Ellard-

Gray et al., 2015). Researchers must define appropriate inclusion and exclusion criteria 

when designing a study and consider the impact of those decisions on the external 

validity of the study's results. Inclusion criteria are the essential characteristics of 

participants that the researcher is looking for to ensure that the study's purpose and 

research questions are aligned. Prescreening questions will determine whether interested 
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participants meet the inclusion criteria and collect demographic data. Each question will 

be based on self-reporting (Merriam & Tisdell, 2015).  

Four basic contact information questions will be included in the demographic 

inventory to ascertain (a) gender, (b) years of experience, (c) industry sector, and (d) 

years at professional position from which the participant resigned. Prospective 

participants will be prescreened against the outlined criteria to ensure they have the 

necessary knowledge and experience to promote the necessary contribution to support the 

research topic.  The participants will be purposefully selected from LinkedIn websites 

and interviewed with open-ended questions until the data collected reaches saturation. 

The social media platform LinkedIn was an additional area to connect with the target 

group because it allows effective communication. Everyone’s eligibility was confirmed 

once they responded to any communication platforms to express an interest in 

participation in the study. Three to five supplementary participants were in reserve if any 

original participants could not complete the study for the desired information to be 

obtained. For example, if a participant chooses not to complete the study, a participant 

would be chosen from the prescreened participant reserve list to meet the proposed data 

collection amount for the needed outcome. 

Instrumentation 

Conversational interviewing is the method of choice in a study collecting data for 

narrative research (Clandinin, 2006). I utilized an interview script (see Appendix B) to 

help with the interview process in this research study. The participant gave the facts, and 

the researcher gathered the facts through their storytelling and semi-structured interviews 
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(Webster & Mertova, 2007). The instrument of semi-structured interviews facilitates 

participants to relay experiences told in a story and mitigates researcher bias when 

analyzing participants' meaning-making (Tracy, 2016).  

Using a semi-structured interview implies having a constructionist view of the 

world, allowing the researcher and the storyteller to participate fully in the interview 

(DeFina & Georgakopoulou, 2019). Narrative inquiry scholars recommend 

conversational interviewing, so there is no pre-determined or tightly structured way of 

conducting the interview. A prepared interview protocol will guide the process (see 

Appendix C). The story of daily challenges for professional Black employees meeting the 

study’s inclusion will be co-constructed by the storyteller and the researcher in an 

atmosphere of mutual trust through the interview questions (Clandinin, 2022). In this 

study, the interview protocol will address the study's purpose and provide answers for the 

CRQ: How do professional Black employees narrate their daily experiences with racial 

discrimination and toxic work culture as catalysts for joining the Great Resignation 

In narrative research, stories are collected, analyzed, and presented to understand 

how meaning is constructed through storytelling and to explore the story as a meaning-

making device, offering insight into human life. The interviewer aims to understand the 

subjects, their meanings, and their experiences. The interview protocol must be a 

researcher-developed instrument in narrative studies (Webster & Mertova, 2007). The 

interview protocol includes eight open-ended questions intended to encourage each 

interviewee to respond with relevant information regarding each question, which can later 
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be analyzed, synthesized, and compared to the study's other participants' data. The 

interview questions, followed by probing questions, may be viewed in Appendix C.  

The interview questions (Appendix C) were grounded in the study's conceptual 

framework and from research studies conducted by the seminal authors identified in 

Chapter 2. Two key concepts are comprised in the study’s conceptual framework and 

align with the purpose of the study of developing empirical research on professional 

Black employees’ daily experiences with racial discrimination and perceived toxic work 

culture as catalysts for joining the Great Resignation: 1) Montaudon-Tomas’ (2022) 

concept of the Great Resignation and toxic work culture, and 2) Feagin and Eckberg’s 

(1980) concept of racial discrimination.  

 A preliminary field test was conducted to analyze and determine whether the 

study's interview questions, grounded in the conceptual framework and scholarly 

literature reviewed in Chapter 2, would produce reliable results. The field test is a 

commonly used method of quality audit on researcher-developed instruments (Tracy, 

2019). The field test auditors include the Dissertation Committee Chair and two subject 

matter experts who determine the interview guide's questions and procedures' credibility, 

dependability, and applicability (see Lincoln & Guba, 2013). Aside from the Dissertation 

Chair, the two field test auditors, Dr. Daphne Halkias, the Dissertation Committee 

Member, and Dr. Ray Sanders Muhammad, Assistant Professor at the University of 

Georgia, who have published papers and related to employee experiences using African-

American managers as participants in the sample (e.g., McKinney et al., 2022; Sanders-



58 

 

Muhammad & Halkias, 2019; 2019a).  This field testing establishes trustworthiness and 

credibility in the study's qualitative findings (Lincoln & Guba, 2013). 

The researcher's goal in conducting narrative inquiry research is to understand 

participants' daily lives using narrative as an instrument (DeFina & Georgakopoulou, 

2019). The stories' authenticity and substance will be maintained through the utilized 

narrative analysis techniques (Lewis, 2020). I kept reflective journal notes to record all 

relevant information, observations, and situations within individuals' storytelling of daily 

experiences (see Webster & Mertova, 2007).  

Procedures for Recruitment, Participation, and Data Collection 

The interview process enables one to immerse themselves in another's 

experiences to gain insight into that person's reality (Tracy, 2016). The interview guide 

was the primary source of data collection for this narrative study. Unlike a traditional 

interview, observations will be made, and participants' stories will be recorded, but the 

mannerisms in which they discuss the experience were also noted. Seminal narrative 

methodologists recommend using a semi-structured interview to minimize the 

researcher's influence and allow the participant's intentions and meaning to emerge 

(Clandinin, 2019). Through in-depth storytelling, participants shared their perspectives as 

professional Black employees whose experiences of racial discrimination and perceived 

toxic work culture were incentives for joining the Great Resignation. All participants 

were interviewed using the same protocol to ensure data saturation (see Merriam & 

Grenier, 2019). 
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  I maintained field notes throughout the interview to document my thoughts, 

interpretations, and reflections on the narratives communicated by the participants. 

Furthermore, the researcher took note of any issues that support or undermine the data's 

trustworthiness (Fusch & Ness, 2015). As the researcher, I communicated the data 

collection findings to the study participants, enhancing the trustworthiness of the 

authentic lived experiences shared, recorded, transcribed, and reported. The final sample 

size will be determined by the degree of saturation of the interview data (see Merriam & 

Grenier, 2019). Saturation occurs when data become repetitive and do not progress in a 

new direction or raise new questions. In qualitative research, the study results from 

trustworthiness are not determined by the number of participants but by the rich, in-depth 

information about the phenomenon provided by individual participants (Harkiolakis, 

2017). Schram (2006) suggested that the appropriate data collection sample for 

qualitative research is between 5-10 participants in a qualitative study because large 

sample sizes may pose a barrier to reaching the goals of qualitative research. 

I developed semi-structured interview items grounded in the conceptual 

framework and the literature review. Follow-up probes will be included to provide 

guidance and direction during the interview. I gathered all data for each interview in the 

form of stories by allowing participants to speak freely and taking handwritten notes in 

the form of reflective journal notes. It is critical in narrative research to capture what is 

said and how it is said. Interviews will be recorded using the Microsoft Teams audio 

function to ensure accurate transcription. I will send participants a transcript of their 
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recorded interview and the opportunity to clarify any statements made during the 

interview through transcript review and member checking (see Tracy, 2019).  

In supporting the narrative inquiry, 6 to 10 participants will be recruited from the 

LinkedIn professional platform using network and criterion sampling, two types of 

purposive sampling. The study will begin with ten participants anticipating evaluation of 

data saturation to begin at six total completed interviews.  A snowball strategy gathered 

the remaining needed participants if saturation was not reached. Handwritten notes will 

be used for reflective journal notes. Data will be collected through audio-recorded online 

interviews, phone, or online platforms such as Facetime, WhatsApp, and Skype.  The 

duration of data collection events will be between 30 and 40 minutes.  

Open-ended questions were used, and additional in-depth questioning was 

administered when necessary. The question will be related to the participants discovered 

throughout the study. This allows participants to offer data in a storytelling fashion while 

maintaining participant narrative integrity (Connelly & Clandinin, 2006). Follow-up 

probes were used whenever there was a need for elaboration or clarification. To ensure 

consistency throughout the interview process, the data collection method was carefully 

observed while documenting the questions and responses of each participant. Biases will 

be monitored to mitigate their influence on the study's outcome (Clandinin, 2019; 

Webster & Mertova, 2007).  

Before the interviews began, participants were guaranteed that the information 

would be used only for research purposes and that their identities would be kept entirely 

confidential, followed by the destruction of data collection materials after five years. 
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After each interview, I (a) completed data collection; (b) informed participants of the 

following steps within the process, (c) transcribed interviews; (d) organized the setting, 

plot, characters, and critical events; and (e) conducted member checks ensuring 

participants report revisions, clarifications, and confirmation of accurate, critical events 

notated. Finally, I collected reflective field notes on the data as an observer of the 

interview process (Merriam & Tisdell, 2015). Data collection continued until all the 

participants were interviewed or data saturated (Fusch & Ness, 2015). 

Data Analysis Plan 

I developed my study’s rigorous data collection and analysis methods to gain a 

true-to-life insight into participants’ stories taken from their daily life with racial 

discrimination and perceived toxic work culture as triggers for joining the Great 

Resignation.  I intended to obtain factually accurate participants who shared daily 

experiences and stories (Clandinin & Connelly, 2000; Webster & Mertova, 2007). After 

the data was collected, I analyzed the data and created a written detailed narrative of 

participants’ stories. I auto-recorded participants’ stories digitally and hand-wrote my 

reflective journal notes (see Connelly, 2016; Webster & Mertova, 2007).   

The first step of the data analysis of restorying is a narrative data analysis method 

used by the researcher to gather data, analyze the story (e.g., time, place, plot, and scene), 

and then rewrite the data (Clandinin, 2006).  The rich details of the setting and the theme 

will be included in the restorying process to share the context of the participant’s personal 

experiences (Clandinin, 2022; Webster & Mertova, 2007). The second step of the data 

analysis for narrative inquiry studies, known as the critical events analysis approach, calls 
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on the researcher to gather a collection of each participant’s description of critical events 

by providing details on place, time, characters, and significant events essential to meeting 

the purpose of the study (Webster & Mertova, 2007).  

The second step in the critical event analysis approach required the researcher to 

cross-check cases with the event category’s themes for comparative purposes. This 

hermeneutic narrative approach helped me identify meaning within stories even when 

these stories may not be sequential (Polkinghorne, 1988).  The hermeneutic circle of 

moving between the parts and the whole narrative provided a deeper understanding of the 

participants’ daily experiences (Freeman, 2016).  When the narratives are well crafted, it 

permits insights and deepens empathy and understanding of the participant's subjective 

experiences (Freeman, 2016; Webster & Mertova, 2007). Finally, I carried out a 

descriptive coding strategy recommended by Saldaña (2015), assigned code to phrases 

and words of participants’ narratives, and carefully folded the data of this study into 

thematic categories or themes. Completing the critical events data analysis method to the 

collected data allowed me to understand how professional Black employees’ daily 

experiences with racial discrimination and toxic work culture were catalysts for joining 

the Great Resignation (see De Fina & Georgakopoulou, 2019). 

Issues of Trustworthiness 

Credibility 

Credibility is the truth and confidence of data collected or views from the 

participant and the researcher's representation and interpretation (Papakitsou, 2020). The 

trustworthiness and credibility are reflected in the data of this study to avoid biases by 
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implementing transcript review to obtain saturation. Reviewing the transcript is member 

checking to enhance the credibility of the research findings (Tracy, 2019). Gaining thick 

and rich data was critical to reaching data saturation. The participants and interviews 

constituted the entire data set and quality. The data quality supported the participants' 

thoughts and feelings, which assisted in developing their narratives (Sutton & Austin, 

2015). To ensure the participants’ lived experiences are accurately represented and 

respected, I will remain attentive to the narratives' structures and how they are shared 

(Clandinin, 2006). 

Transferability 

Transferability refers to the study's findings that can be applied to other studies, 

contexts, or groups to develop a new study through replication (Papakitsou, 2020). 

Being transparent about the analysis results supported the study’s transferability with a 

rich and detailed description of context, location, and people (Connelly, 2016). This 

criterion was met when the study results provided meaning to non-participants. This 

primary qualitative research aims not to generalize the study but to provide results of 

in-depth information on the COVID-19 pandemic (Burkholder et al., 2016). Questions 

that are open-ended and specific to my research will be gathered and available for 

future studies. 

Dependability 

Dependability refers to the stability of research findings over time (Korstjens & 

Moser, 2018). A successful study outcome is achieved when participants' findings 

support the recommendations. It is vital to have data credibility as this will result in 
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positive dependability. Appropriate strategies can be described through member 

checking, prolonged contact, triangulation, review of saturation, reflexivity, and peer 

review (Loh, 2013).  However, ultimately the researcher must clarify the achievement of 

dependability and credibility.   For additional clarification, preserving possible successful 

procedures can include audit trails and detailed process logs.  To ensure data reliability, 

the data collected was from various participants, and a detailed record of the data 

collection tools and processes (Miles et al., 76 2020). Checking and conducting an 

extensive review of the interview transcripts confirmed no noticeable inaccuracies, and 

data comparison with codes ensured no changes in the definition or meaning of the codes. 

(Hennink et al., 2016). Diverse techniques were used to ensure triangulation to acquire a 

complete understanding of the participants’ shared experiences. The first method in this 

process was to conduct semi-structured interviews via Zoom. The next was to keep a 

detailed research journal that replicated the study’s findings based on previous literature 

reviews. The final method was to compile the data and create topics for the evaluation 

process. 

Confirmability 

Confirmability is the degree to which researchers establish or verify study results 

(Papakitsou, 2020). Confirmability corroborates and confirms that results are not biased 

but proven facts from data collected (Connelly, 2016). The researcher's personal bias was 

removed during the interview process, and as with dependability, further member 

checking occurred throughout the study to ensure the element of each recorded interview 

was accurate. Spot checks and revisions for clarity throughout the study were monitored, 
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and the researcher and a transcriber would validate the accuracy of the data collection 

process. Using strategies such as an audit trail, triangulation, and a detailed researcher’s 

journal were effective ways of achieving confirmability and providing a paper trail of the 

researcher's processes for a robust result of the intended study.  

The consistency of the efficient approach in qualitative research design and the 

data analysis contended dependability characterized by honesty and rationality (Belotto, 

2018) as the interpretation and presentation of the data determined the trustworthiness of 

the provided data in the study. To ensure other researchers could replicate the identified 

study or conduct a similar analysis to explore further the identified problem with a similar 

population group, a detailed record of each data collection tool and the process has been 

applied. These data collection tools and techniques ensured the study’s outcome was 

comparable.          Objectivity, like confirmability, is the step in which findings are consistent 

and could be repeated or duplicated (Connelly, 2016). Detailed notes will be journaled 

during this research of data and analysis throughout the progression of the research. 

Ethical Procedures 

Human experiences aligned with following the proper protocol is what this 

research embodied to ensure that all processes and procedures will be ethnically sound 

(Merriam & Tisdell, 2015). To ensure the process is ethical, I followed the guidelines 

established by Walden University’s Institutional Review Board (IRB) to avoid the harm 

that may develop during the study.  The practicing of positive moral values can be 

viewed as ethics. Mandated by current regulations and ethical considerations, the IRB 

ensures that human subjects and participants involved in a study are protected from being 
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harmed or injured in any way during a study (White, 2020).  According to the guidelines 

of Walden University, the researcher will be required to observe and comply with the 

ethical compliance rules and understand better how to distinguish biases and perceptions 

to eliminate personal views when approaching research preparation (Sliwa, 2017).  

The IRB is the entity that will certify that all research conducted through Walden 

University fulfills the ethical standards of the University and other federal regulations 

that may apply.  As the researcher, I know that the IRB review and approval are required 

before any participant recruitment or data collection can be conducted. After approval of 

the IRB was granted, the researcher assigned the approval number to the study and 

included the expiration date that would complement the study.  Many ethical issues are 

critical components that researchers must remain aware of when negotiating the 

participant–researcher interview (Anthony & Danaher, 2016). 

 Production of a recruitment email or letter and the consent form that identified 

study participants were created. The role of the human participant is to serve as a data 

source (Tracy, 2019). It is the responsibility of the researcher to be ethical and 

unanimously protect the study's dignity and integrity and the participants that have agreed 

to dedicate time and information. As a researcher, guiding ethical and legal principles of 

privacy and confidentiality are critical elements of the importance of ethics owed to the 

participants because they trusted the researcher with personal and reliable information 

during data collection. During the in-depth interviews, all participants were treated 

professionally and provided with the courtesy of aligning their time to not interfere with 
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their professional or personal life. To develop a connection with each participant, I 

utilized active listening skills to improve open communication and comprehensibility.  

Each participant who agreed and consented to the guidelines for this study 

decided to continue their involvement voluntarily. The in-depth interview took up to 

approximately 45 minutes, recorded, and field notes were captured along with 

engagement with each participant. When each participant interview was completed, the 

researcher provided each participant with the transcription to ensure the data collected 

was captured accurately. Additionally, the researcher advised each participant that they 

have the right to withdraw at any time during the study due to the content of the study.  

At the time of the study, no significant ethical issues prohibited the achievement 

of involvement by the individuals identified as contributors. Transparency of information 

relating to the study informed each participant of the data collection policies and who will 

have access, and those parties will include the researcher and the committees of Walden 

University. I ensured the study results would be secured to satisfy the confidentiality of 

the study. The recruitment e-mail letter provided participants with information related to 

the research, and the informed consent form stated that there would be no monetary value 

for participating in the interview process. 

I further advised the participants that all collected data, electronic, written, or 

recorded, will be securely filed in compliance with the ethical standards of five years as 

per Walden University standards.  Had participants expressed emotional issues during the 

in-depth interview and displayed or requested the desire to withdraw their participation 

from the study, they could do so without consequence. The researcher would have noted 
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how their confidentiality would be protected by ensuring privacy and anonymity. To 

proactively manage potential conflicts of interest, precautions were taken to confirm the 

absence of personal or professional relationships between the researcher. The data will be 

archived securely for five years and then deleted from the laptop and all devices used for 

this study (see Kornbluh, 2015). 

Summary 

In Chapter 3 of this study, areas such as ethical procedures, data collection, and 

reliability and validity were addressed in detail. Also, this chapter of the study included 

the detailed research process, the role of the researcher, the participant's role, the method, 

the design, and the population. I identified potential research biases that may arise from 

the research and discussed how reflexiveness would control such biases. The recruitment 

of participants and data collection process were detailed as an accurate outline of the 

criteria for an ethical study. It was the goal of the researcher to conduct virtual interviews 

via Zoom/WebEx with an approximate sampling of 10-15 African American individuals 

who are currently or have been in positions of middle to senior leadership positions 

within an organization and are willing to share their experiences of with racial 

discrimination and toxic culture at work were as mechanisms for joining the Great 

Resignation. The selected participants all live in the U.S., sharing the same experience of 

the study's research topic.  

The process of snowballing sampling to recruit additional participants would have 

been conducted if data saturation was not initially achieved. The sample population for 

my study will meet the following inclusion criteria: adults over the age of 18; identifying 
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as professional Black or African American; employed in a U.S.-based organization for a 

minimum of 3 years before resignation; identity as joining the Great Resignation 

movement during the peak years of the COVID-19 pandemic (2020-2022); and, able and 

willing to provide in-depth information on the phenomena under study (see Tracy, 2019). 

I conducted semi-structured open-ended questions to foster in-depth responses reflecting 

participants' shared experiences related to the study's phenomena. 

In the narrative inquiry tradition, I expected participants’ stories to produce rich 

and interesting information, including a context of a social nature that produced robust 

context to answer the research question. This study is grounded in a hermeneutic 

approach that focuses on how human experience is mediated through storytelling 

(Clandinin, 2022). This approach increased the likelihood of obtaining findings that 

became significant research material (Webster & Mertova, 2007).  According to the U.S. 

Department of Health and Human Services (1979), the core ethical principles, respect for 

others, beneficence, and justice, were addressed in the study's ethical procedures of this 

section. Chapter 4 presents the research study's findings and results of the participants' 

lived daily experiences. 
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Chapter 4: Results  

The purpose of this qualitative, narrative inquiry study was to gain a deeper 

understanding of how professional Black employees’ daily experiences with racial 

discrimination and perceived toxic work culture were as incentives for joining the Great 

Resignation. Upon completing a comprehensive literature review, I designed a central 

research question to address the literature gap for empirical research using a layered 

account approach to position Black employees’ narratives of racial discrimination and 

toxic work culture as catalysts for joining the Great Resignation (Chordiya 2021; Kuzior 

et al., 2022; Wicker, 2021). The designed central research question is: How do 

professional Black employees narrate their daily experiences with racial discrimination 

and toxic work culture as catalysts for joining the Great Resignation? The current study 

results could be significant to professional practice by providing managers insight into 

the phenomenon known as the great resignation and highlighting how organizational 

leaders influenced the high 2021 turnover rates among Black employees amid the 

COVID-19 shutdown. (Montaudon-Tomas et al., 2022; Robertson, 2021).  

I used a critical event approach (Webster & Mertova, 2007) to capture and 

analyze participants’ narratives, addressing the study’s specific management problem and 

purpose. I used thematic analysis of the collected data to record the primary themes 

throughout the participants’ stories (Clandinin & Connelly, 2000). The final sample size 

of this study was determined by data saturation evaluated from the verbatim interview 

transcripts of participants’ stories (Fusch & Ness, 2015). The two-step critical event 

narrative analysis approach was used for the data analysis (Webster & Mertova, 2007). 
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The study results presented in this chapter were revealed through narratives 

directly from the voices of professional Black employees and their experiences of how 

racial discrimination at their jobs and a perceived toxic work culture were influences for 

joining the Great Resignation. In this chapter, I present information about the research 

setting, demographic data, data collection and analysis procedures, evidence of the 

qualitative data’s trustworthiness, and a summation of the study results. 

Research Setting 

I gathered data for this narrative inquiry study using semi-structured interviews 

with six professional Black employees in organizations in the United States. All 

interviews were conducted using the Zoom meeting platform, a virtual audio conference, 

and a digital recorder. I received IRB approval (02-10-23-1001327) before recruiting 

participants or beginning data collection. I initially sent the IRB-approved recruitment 

letter through LinkedIn to recruit study participants. The invitation included the study’s 

inclusion criteria and the purpose of the study.  

I conducted a keyword search on LinkedIn using job titles such as vice president, 

director, middle manager, and senior manager leader to acquire potential participants who 

met the study inclusion criteria. I requested to connect using a general message in which I 

explained who I was and the purpose of the research study; these particular messages 

through the LinkedIn platform were limited to 250 words. Upon connecting with each 

recruit, I posted a message with the approved IRB recruitment invitation letter to the 

recruits who accepted my connection request. Twelve potential study recruits expressed 

interest through LinkedIn during the initial recruitment, but only eight of the 12 
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consented to participate. Of those, seven initial recruits confirmed their interest through 

LinkedIn; six scheduled their interview, and one did not schedule. The remaining 

participants were obtained through a network and snowballing sampling technique 

(Merriam & Tisdell, 2015). 

 A follow-up message with my Walden University email address was posted on 

LinkedIn so that interested participants could send a reply via email if they were willing 

to participate. Upon receiving interested participants’ email responses, I replied with a 

formal introduction with the approved IRB consent form to review and return indicating 

consent. All professional participants who agreed to participate reviewed the approved 

IRB consent, responded with a signed electronic consent to the study, and scheduled the 

interview time conducive to their professional and personal schedules.  

Once I received each participant’s signed consent electronically and availability, I 

scheduled individual interview dates and times so that each participant would not feel 

rushed with their responses. With the scheduled interviews, I sent a calendar invite with 

the Zoom meeting details. I sent calendar reminders 2 days prior and 2 hours before the 

scheduled meeting to allow participants an opportunity to reschedule if necessary, and 

with this, there were three reschedules. 

Demographics 

All six Black professionals who participated in the research study met the study’s 

inclusion criteria and had knowledge and experience of the phenomenon under study in 

this narrative qualitative study. Each of the study participants approached the study 

interview process with professional careers spanning between 10 to 45 years and 
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provided rich and valuable in-depth data relating to events driving professional Black 

employees to join the Great Resignation, experienced racial discrimination on the job, 

experienced toxic work culture on the job and lessons learned by professional Black 

employees after the Great Resignation. 

 Professional Black employees who participated in this study shared how their 

experience of racial discrimination at their jobs and a perceived toxic work culture were 

triggers for joining the Great Resignation. The demographic information gathered from 

study participants consisted of title, age, highest level of education, industry/sector, and 

total years of experience. This research's unique study participant identifiers consisted of 

a letter and numeric combination of P for participants and a number code: P1, P2, etc. 

The participant demographics are outlined in Table 1. 

The participants ranged in age from 41 to 67; each had a minimal education level 

of at least one master’s degree and approximately 10 years or more of experience in a 

middle to senior-level management professional position. The industry/sector extended 

from higher education and healthcare to energy and biopharmaceuticals, offering a 

diverse perspective and in-depth personal stories. 
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Table 1 

 

Participants’ Demographics and Characteristics 

 

Pseudonym Title Industry/sector Degree 

attainment 

Job 

tenure 

Age 

Participant 1 Senior vice 

president 

Healthcare DNP 25 41 

Participant 2 Director Healthcare Masters 20 52 

Participant 3 Executive 
director 

Higher education PhD 16 43 

Participant 4 Executive 
director 

Biopharmaceutical PhD 22 45 

Participant 5 Vice 

president 

Healthcare DNP; 

PhD 

43 66 

Participant 6 Executive 

director 

Energy & 

healthcare 

Masters 30 52 

 

Data Collection 

After receiving IRB approval on February 10, 2023, I began the data 

collection phase on February 19, 2023. Upon receiving an “interest to participate” 

response, a consent form was sent to the potential participants, followed by an 

availability email asking for dates and times that appropriately aligned with the 

participants’ schedules. Each Zoom call took approximately 45–60 minutes, and 

after the interview, each participant was thanked for their time and participation in 

the study. 
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In addition, after each interview, participants were provided with copies of 

the interpretations of the interview, and each participant was asked to review (i.e., 

member checking) to ensure the accuracy of the data captured. The participants were 

advised that if a response was not received within 24 hours of providing the 

transcripts, there was an assumption that the data collected and interpreted were 

indeed accurate. At this time, the participant’s voice began the analysis process. I 

completed my interviewing process of professional Black/ African American 

individuals with at least 3 years of work experience in a leadership position, a 

United States resident, and over 18, and the sixth interview reached data saturation.  

I concluded that data saturation was met once no new themes emerged from 

the interviews (Fusch & Ness, 2015). Participants were asked the same semi-

structured interview questions to ensure alignment and consistency with the research 

topic.  Occasionally, I asked probing questions for clarity to provide sufficient 

research data (Guest et al., 2006). The data collection process took place from 

February to May 2023. Qualitative research studies generally have at least five 

participants (Guest et al., 2020). I continued beyond the minimum to ensure the 

saturation of concepts and obtain comprehensive data for this study. 

Each interview was recorded, transcribed, and member-checked with participants. 

I implemented scholarly recommendations consisting of direct communication with all 

participants and asking probing questions for clarity, strengthening the data collection 

process and enabling data saturation. No variation in the approved proposal plan was 

made except for the time for the semi-structured interviews. The interview duration of 
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two to three of the participants was extended past the quoted timeframe due to the 

participants’ eagerness to share their lived experiences. Key themes emerged from the 

interviewing process, such as lack of dignity at work; employer failure in diversity, 

equity, and inclusion; feeling dismissed and disrespected; toxic work conditions; racial 

microaggressions; lack of advancement opportunities; toxic leadership behaviors; toxic 

organizational culture towards Black women employees; culture of fear; unfair business 

practices; be more entrepreneurial to have a safer exit plan; focus on one’s mental and 

physical well-being; mentorship of the next generation; work for better working 

conditions for Black employees. All evidence that facilitated achieving data saturation. 

The data collection process consisted of approximately 4 months. During this 

time, I recruited and made certain that each potential participant met the required criteria, 

obtained consent, scheduled interviews, transcribed interviews, and reviewed and 

member-checked transcriptions with each confirmed participant. The interview process 

began on April 1, 2023, and continued until April 24, 2023, with six virtual audio 

interviews using the Zoom videoconference platform and a digital recorder, with some 

rescheduling that was incorporated due to the travel schedules of participants. I allocated 

the remaining time to complete the following steps: the data collection process, member 

checking and data organization for analysis. All participants’ cameras were turned off for 

audio, as outlined in the IRB-approved consent form.  

A total of 12 people expressed interest in being a study participant; however, only 

eight consented to participate; one did not meet all criteria, and six scheduled an 

interview. Most of the study participants kept their original interview date and time, 
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except for two who requested to reschedule due to work travel. I emailed a follow-up 

message with an alternate date and time and was able to accommodate the participants’ 

schedules. All study participants either replied accepted as is, no changes needed, or did 

not respond with any revisions or changes during the 48-hour member checking period.  

As prearranged, I used a reflective journal throughout the interviewing process to 

make notes of insights gained from the study participants’ personal stories of daily lived 

experiences with racial discrimination and a perceived toxic work culture and how it was 

as incentives for joining the Great Resignation. I used Zoom videoconference and a 

digital recorder to capture participants’ responses and transcribed all interviews using 

temi.com. At the beginning of each interview, I informed all participants when the 

recording began and ended. Furthermore, during the member-checking/transcript review 

process, I reminded participants that there were no names or identifiers in the study. 

Each participant shared in-depth personal stories of how, as professional Black 

employees, their daily experiences with racial discrimination and perceived toxic work 

culture were impetus for joining the Great Resignation. Participants defined meaningful 

work for themselves and how work conditions, racial microaggressions, lack of 

advancement opportunities, toxic leadership behavior, and organizational culture were a 

few determining factors for joining the Great Resignation and finding a more comfortable 

professional fit for them. I gained a deeper understanding of how professional Black 

employees’ daily experiences with racial discrimination and perceived toxic work culture 

were as motivation  for joining the Great Resignation. 
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Semi-Structured Interviews 

After receiving a show of interest in the research study from potential participants 

who connected through LinkedIn, I emailed the approved IRB recruitment invitation 

letter and consent forms. Subsequently, once each potential participant reviewed the IRB-

approved consent form, all recruits who responded with an electronic copy of the signed 

consent form as I consent received a follow-up message via email with available dates 

and times to schedule their interview. Participants responded with their available dates 

and times, and I scheduled their interview through a calendar invite, including the Zoom 

link details for connecting. 

I sent a calendar reminder to consented study participants two days prior and two 

hours before the scheduled interview. Each interview was conducted in a private, quiet 

environment free of noise and distraction to produce clear recordings. I began each 

participant interview using the interview protocol (Appendix C), including preliminary 

actions, such as defining key terms related to the study, checking in to ensure privacy and 

a comfortable location, and whether the participants were ready to begin the interview. 

The interview process ended with a standardized closing epilogue for participants. 

Reflective Field Notes and Journal 

My reflective field notes and journal entries comprised the researcher’s insights, 

'thoughts, approaches of comparison with other participants’ responses, feelings, and 

possible questions that led to follow-up questions for clarity. When researchers 

incorporate reflective field notes and journal entries with audio recordings, they can 

reflect on the participants’ responses, reduce interview biases, and perform audit trials to 
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ensure credibility and reliable data (Clandinin, 2016). Reflective field notes and 

journaling throughout an interview process allow the researchers to capture essential 

information, audible observations, and any situations in the interview process that create 

trustworthiness and take precautions against potential bias (Webster & Mertova, 2007). I 

documented in-depth responses from my reflective field notes and journal entries that 

generated passion and emotions from each participant separately but seemed to maintain 

a common language, specifically around toxic cultures and leadership behaviors. 

Transcript Review 

The member-checking process consists of a transcript review with participants to 

strengthen the study results' trustworthiness (Merriam & Grenier, 2019). All participants 

were allowed to review their transcribed virtual audio recordings to inspect, correct, or 

edit for improved accuracy and credibility of this study for this process. As previously 

outlined within the approved IRB consent form, participants had 48 hours to review and 

respond with any edits or change requests, and all participants responded positively and 

in agreement with the transcript information with no requested updates or changes.  

Data Analysis Procedures 

Significant events impact the participant’s life and are vital to the narrative data 

analysis of participants’ stories. Semi-structured interviews collected narrative experience 

data from each volunteer research study participant. Thematic analysis is a process for 

encoding qualitative information (Boyatzis, 1998).  Three approaches to systematically 

developing themes are theory-driven, prior research-driven, and inductive. Theory-driven 

codes are obtained from either the researcher or existing theories in other research, while 
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inductive codes are acquired through the researcher’s interpretation of the data. Coding 

can include prior research-driven codes (Saldana, 2015).  

The coding and analyses of the data from this research study could enhance the 

influence of social change and were grounded in the PS and Conceptual Framework. 

Using thematic analysis, scholars, observers, or practitioners can use various information 

systemically (Tracy, 2019). Thematic analysis can be helpful in all the stages of the 

research inquiry process. This technique can increase the researcher’s accuracy and 

sensitivity in understanding and interpreting observations of people, events, and 

situations. The thematic approach is a more useful qualitative research method because it 

allows for exclusion from a theoretical stricture (Boyatzis, 1998).  

As explained in Chapter 3, the first step of the data analysis of restorying is a 

narrative data analysis method used by the researcher to gather data, analyze the story 

(e.g., time, place, plot, and scene), and then rewrite the data (Clandinin, 2006).  The rich 

details of the setting and the theme will be included in the restorying process to share the 

context of the participant’s personal experiences (Clandinin, 2022; Webster & Mertova, 

2007). The second step of the data analysis for narrative inquiry studies, known as the 

critical events analysis approach, calls on the researcher to gather a collection of each 

participant’s description of critical events by providing details on place, time, characters, 

and significant events essential to meeting the purpose of the study (Webster & Mertova, 

2007).  

The second step of the narrative inquiry design’s data analysis process is named 

the critical event narrative analysis by Webster and Mertova (2007).  In this phase, I 
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listed events in narratives, categorizing them as critical, like, or other. A critical event 

significantly impacts the people involved and is characterized as an event with a unique, 

illustrative, confirmatory nature. Critical events can only be identified after the event and 

happen in an unplanned and unstructured manner (Webster & Mertova, 2007). A like 

event is equivalent, related, and associated with a critical event but is not exceptional to 

the same effect as the critical event (Clandinin & Connelly, 2000; Webster & Mertova, 

2007). Like events are diverse, unusual, atypical, uncommon, and not as insightful as 

critical events (Clandinin & Connelly, 2000; Webster & Mertova, 2007). Any other 

knowledge, such as development issues or family background unrelated to critical or like 

events, are categorized as other events in critical event analysis and regarded as 

descriptive of the critical or like event (Clandinin & Connelly, 2000; Webster & 

Mertova, 2007).   

My data analysis result was developed according to narrative inquiry design 

methods recommended by Webster and Mertova (2007). The critical event analysis 

approach requires the researcher to cross-check cases with the event categories or themes 

for comparative purposes (Webster & Mertova, 2007). This hermeneutic narrative 

approach can clarify meaning within stories even when these stories are not sequential 

and can be ordered as a singular piece of information in their own right (Polkinghorne, 

1988).  

 This two-stage data analysis process aims for the researcher and participant to co-

construct meanings into a participant-guided transcript (Polkinghorne, 1995; Webster & 

Mertova, 2007). Applying the critical events data analysis method to the primary data 
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allowed information-rich data on Black professional employees’ joining the Great 

Resignation to emerge in the participants’ stories. Meaning can be made through 

interactions with others, developing one’s sense of self, and deciding how to order critical 

life events to form one’s reality (Clandinin, 2016). When the researcher analyzes the 

participant’s story, the setting's themes, and rich details are included to share the context 

of the participant’s personal experiences (Connelly & Clandinin, 1990; Webster & 

Mertova, 2007).   

The critical event analysis approach requires the researcher to cross-check the 

cases with the conceptual framework’s coding categories for comparison. This analytical 

narrative approach helps the researcher discover meaning within the stories 

(Polkinghorne, 1988). Applying the critical events data analysis method to the primary 

data allowed the daily experiences of Black professional employees to emerge in the 

study’s final four coding categories and 14 themes, all gleaned from the thematic 

analysis, as listed below: 
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Coding Category:  Events driving professional Black employees to join the Great 

Resignation 

Themes:  1) lack of dignity at work, 2) employer failure in diversity, equity, and 

inclusion, 3) feeling dismissed and disrespected 

Coding Category:  Experiences professional Black employees with racial discrimination 

on the job  

Themes:   1) work conditions, 2) racial microaggressions, 3) lack of advancement 

opportunities 

Coding Category: Experiences professional Black employees with toxic work culture on 

the job  

Themes:  1) toxic leadership behavior, 2) toxic organizational culture towards 

Black women employees, 3) culture of fear, 4) unfair business practices 

Coding Category:  Lessons learned by professional Black employees after the Great 

Resignation 

Themes:  1) be more entrepreneurial to have a safer exit plan, 2) focus on one’s 

mental and physical well-being, 3) mentorship of the next generation, 4) work for better 

working conditions for Black employees  

Figure 1 below visually represents the meaning and alignment of codes and 

themes with the foundational elements of the study and derived from the narratives 

included in this study. 
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Figure 1   

Codes and Themes     
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Evidence of Trustworthiness 

Credibility 

 Trustworthiness and credibility are reflected in the data of this study to avoid 

biases by implementing transcript review to obtain saturation. The truth and confidence 

of data collection or views from the participant and researcher representation and 

interpretation are critical in ensuring the credibility of study results in qualitative 

research (Papakitsou, 2020).  Reviewing the transcript is member checking to enhance 

the credibility of the research findings (Tracy, 2019) and provides the ability to gain 

thick and rich data critical to reaching data saturation. The data quality supported the 

participants' thoughts and feelings, which assisted in developing their narratives (Sutton 

& Austin, 2015).  The participants and interviews constituted the entire data set and 

quality. To ensure the participants’ lived experiences were accurately represented and 

respected, I remained attentive to the narratives' structures and how they were shared 

(Clandinin, 2006). 

Transferability 

Being transparent about the analysis results supported the study’s transferability 

with a rich and detailed description of context, location, and people (Connelly, 2016). 

This criterion was met when the study results provided meaning to non-participants. The 

study's findings that can be applied to other studies, contexts, or groups to develop a new 

study through replication are transferability (Papakitsou, 2020). Open-ended questions 

specific to my research were used to gather information and data with future studies 
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available. This primary qualitative research aims not to generalize the study but to 

provide results of in-depth information on volunteers. 

Dependability 

The stability of research findings over time is known as dependability (Korstjens 

& Moser, 2018). The first method in this process for this study was to conduct semi-

structured interviews via Zoom. The next was to keep a detailed research journal that 

replicated the study’s findings based on previous literature reviews. The final method was 

to compile the data and create topics for the evaluation process. A successful study 

outcome can be achieved when participants' findings support the recommendations. It is 

vital to have data credibility, and this results in positive dependability. Appropriate 

strategies can be described through member checking, prolonged contact, triangulation, 

review of saturation, reflexivity, and peer review (Loh, 2013).   

Confirmability 

Confirmability corroborates and confirms that results are not biased but proven 

facts from data collected (Connelly, 2016).  The degree to which researchers establish or 

verify study results is considered confirmability (Papkitsou, 2020).  Spot checks and 

revisions for clarity throughout the study were monitored, and the researcher and a 

transcriber would validate the accuracy of the data collection process. The researcher's 

personal bias was removed during the interview process, and as with dependability, 

further member checking occurred throughout the study to ensure the element of each 

recorded interview was accurate. Effective ways of achieving confirmability and 

providing a paper trail of the researcher’s processes for a robust result of the intended 
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study were achieved using strategies such as an audit trail, triangulation, and a detailed 

researcher’s journal.   

To ensure other researchers could replicate the identified study or conduct a 

similar analysis to explore further the identified problem with a similar population group, 

a detailed record of each data collection tool and the process was appropriately applied to 

the study.  Detailed notes were journaled during this research of data and analysis 

throughout the progression of the research. The consistency of the efficient approach in 

qualitative research design and the data analysis contended dependability characterized 

by honesty and rationality (Belotto, 2018) as the interpretation and presentation of the 

data determined the trustworthiness of the provided data in the study. These data 

collection tools and techniques ensured the study’s outcome was comparable. Objectivity, 

like confirmability, is the step in which findings are consistent and could be repeated or 

duplicated (Connelly, 2016).  

Study Results 

This narrative inquiry approach aimed to create a purpose for this research study 

and gather data using Black professional employees' narratives regarding their daily 

experiences with influences driving them to join The Great Resignation movement. I 

collected data to obtain accurate and realistic narratives of participants’ shared 

experiences and stories. I supported the data trustworthiness of my study results by 

following narrative methodologists’ recommendations on the strictures of narrative 

analysis, critical event analysis, and transcript review (see Clandinin, 2022; De Fina & 

Georgakopoulou, 2019; Webster & Mertova, 2007). 
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Narrative analysis involves examining data through the views of themes or 

storylines. Critical event analysis enabled the researcher to contextualize data and the 

themes produced within data as reflections of narratively significant events (Webster & 

Mertova, 2007). Social centeredness and the complexity of human experience are two 

factors that drive data analysis in the narrative inquiry methodology (Esin et al., 2014). 

Through narrative and critical event analysis, the researcher reflected on participants’ 

interactions in the context of their sequence of events (Clandinin, 2016).  

Participants’ critical event stories illustrate their daily interactions to create stories 

expressing their narratives' depth and meaningful context (Clandinin, 2016; Webster & 

Mertova, 2007). The hermeneutic approach I used in my study is grounded in the 

methodological interpretation of stories involving human experiences (see Polkinghorne, 

1988).  

The following 14 themes emerged through stories gathered from in-depth 

interviews, with reinforcement from research present in the extant literature: lack of 

dignity at work; employer failure in diversity, equity, and inclusion, feeling dismissed 

and disrespected; work conditions, racial microaggressions; lack of advancement 

opportunities; toxic leadership behavior, toxic organizational culture towards Black 

women employees; culture of fear; unfair business practices; be more entrepreneurial to 

have a safer exit plan; focus on one’s mental and physical well-being; mentorship of the 

next generation; work for better working conditions for Black employees.  These themes 

are methodological interpretations of participants' storytelling in response to the central 
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research question.  The representative verbatim quotes from individual participants allow 

them to retain their voices throughout this presentation of the study results.  

Lack of Dignity at Work 

This theme refers to events driving professional Black employees to join the Great 

Resignation. Research has shown that an estimated 8 million Black Americans left their 

jobs in 2021 as part of the Great Resignation movement (Taylor, 2022). Participants 

discussed what significantly influenced employee lifecycles among Black workers during 

the rise of the “Great Resignation.” 

Participant 1: “I would say what led to my resignation was a few things. I think 

one of the main things was the feeling that I was working in an environment where there 

was a lack of trust. I didn't have trust in my leader, nor did I have the trust for the senior 

executive team, which was really concerning. I think the mistrust was what I viewed as 

decisions that were not necessarily patient-focused, employee centered decisions that 

really didn't seem to make sense. And decisions that seemed to contrast the, the mission 

of the organization, it felt like there were people in the organization that were being 

moved into different positions without necessarily having the skill, the background, the 

experience to be able to support it.” 

Participant 5: “Well, I was in an institution where, there was, I felt like the good 

old boy syndrome and where there was not just a culture. If you were not in that, peer 

group, then your ability to move forward was a stipend. And it was also a culture where 

there was a lot of movement of black professionals outside of the organization. And so, 

and to add to that, I was also at the point of my retirement. So I decided to make a 
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decision, instead of fighting the system since it was so close to retirement that I would 

just move on. And, and I think that if that retirement issue was not there, I may have 

made a choice to, just begin to put out my resume and do some job seeking elsewhere 

because of the stress that was happening at the workplace was just not healthy. It was just 

not a healthy environment, and it was not a happy one. So, so that's, you know, that's, it 

in a nutshell. 

Employer Failure in Diversity, Equity, and Inclusion 

This theme refers to events driving professional Black employees to join the Great 

Resignation. Research has shown a lack of career advancement, employer failure to 

promote diversity, equity, and inclusion, employer unethical behavior, and feeling 

disrespected (Coqual, 2019; Rosinski, 2022). 

Participant 1: “Yeah, I, um, feel like that's, I've experienced racial discrimination 

from those that are not of the same race and those that are of the same race, which is kind 

of sad for those that are not of the same race. Um, what I feel like I experienced was, um, 

their insecurity, their jealousy, they're feeling threatened by a person of color who is 

equally or more skilled, has more background, more experience, more education, more 

certifications. Um, but for whatever reasons, because I didn't look like them and because 

I did not, um, I was not, I'm not the type of person that's just going to go with something 

just because you say, I need to go with it. I'm going to ask the question why. And if you 

can't articulate to me why, um, I need to follow that, what it is that you want me to 

follow, if it doesn't make logical sense, it's going to be a challenge for me.” 
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Participant 6: “Yes. I think it's important for your topic that we identify that I am 

an African American and I identify as an African American woman, and I was born an 

African American woman. So, I departed my company after a 15-year career in the utility 

industry, based on a lack of upward mobility. I kept getting lateral moves in my career. I 

participated in every mentorship program, every leadership program, went to school, did 

everything that I was told that was on the unofficial checklist to do. And yet that did not 

result in any real upward mobility. And what I mean when I say that I would get 

promotions where there may have been a six, seven, I think the largest was a 10% 

increase from one department to the next. But there was no real move from one position 

as an individual contributor to a management position. So that is what led to my 

resignation. 

Feeling Dismissed and Disrespected 

This theme refers to events driving professional Black employees to join the Great 

Resignation. Research has shown significantly influenced the employee lifecycle among 

Black workers during the rise of the “Great Resignation” (Klotz, 2022). 

Participant 4: “What led to my resignation is that I was being discriminated 

against. So, no matter how much I gave my, my supervisor, no matter how much I 

provided in work, no matter how many, recognitions I received through other colleagues 

from cross functions, I always had to overexert myself and be an overachiever in order 

for my supervisor to see that. She always categorized me as being the aggressor or being 

defensive. So, it became not only a physical battle, but a mental battle as well. And that 
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led to a lot of stress. So, I took it upon myself to continue to do personal and professional 

development so that I can move from underneath her.” 

Participant 6: So I will say with the company I was with in 2019 when I resigned, 

the company has a long history of family history, lots of nepotism internally of the 

company, lots of promotion based on who's related to whom or whose family could have 

donated 10 acres of land to the company back in, you know, when it started 150 years 

ago. And so those people's children and children's children and relationships and 

commitments to family just automatically put us on an unequal playing field. And it 

became apparent to me during my time at that company that relationships were 

everything. And you can't compensate with knowledge or being smart or any kind of 

classes. You can't compete with a 200-year familiar relationship.  

Work Conditions 

This theme refers to professional Black employees' experiences with racial 

discrimination on the job.  Research has shown a mass exodus of workers driven by toxic 

work culture and racial discrimination in the workplace (Taylor, 2022).  

Participant 1: My experiences, I mean, kind of similar to what I've described 

before. Um, just the negativity, the, um, the gossiping, the negative, um, the, um, the, um, 

saying things about people, like per people's personal lives, not evaluating people truly on 

their merit, their skills, their experiences, that type of thing. Um, I think toxicity 

sometimes breeds toxicity. And if you have people that are, um, to me, complicity means 

that you are supporting it. Um, lack of speaking out against it means that you are 

complicit. And, um, and so my experiences have been that there are those types of 
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people, though probably not the majority, if their behaviors are not addressed, it 

permeates through the system. And even if people don't like it, it becomes the norm. It 

becomes the culture and the strategy that they put in place will not be successful because 

they have to address the culture issues.  

Yes. And so, my experiences are, that it's been those types of things. It's been, you 

know, people not really having a lot of skills, but being allowed to be in the positions 

because it's hard to recruit or, you know, well, but they've been here so long and, oh, I 

don't want to go through HR, or, you know, how HR is, or nothing's going to be done, or 

I'm not going to be supported, or I just don't want to deal with it. And all of those types of 

things. Um, as opposed to just like addressing the issue mm-hmm just address it and if 

you have to address it again, address it again mm-hmm, because part of changing 

behavior is addressing those types of issues. Um, but I didn't really find that, or what I, 

what I experienced was, again, um, individuals that did speak up or speak out, got 

mistreated or labeled to be certain things, and some of them even got terminated. 

Participant 6: In my current employment, what I find in the different industries in 

the healthcare industry is that, um, those relationships are, relationships still matter, but 

it's a different kind of relationship. I find that if you don't have enough letters behind your 

name, if you didn't go to a certain school or pledge a certain sorority or fraternity, then 

your mobility again becomes stagnant. And once one person, uh, has a bad experience 

with you, or you may even have a bad experience with someone, whereas you should be 

able to have conversations as adults and get rid of whatever the negativity is. Healthcare 

people have very long memories and will taint your reputation, so that at your next 
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opportunity, you go into it with people having very strong preconceived notions about 

you before they ever get to know you or before they ever get to see your work. And your 

mental health suffers. It just becomes overwhelming, and it just becomes a job to get up 

and go to your job every day. 

Racial Microaggressions 

This theme refers to the experiences’ professional Black employees with racial 

discrimination on the job. Research has shown due to barriers to advancement, racial 

microaggressions, and a lack of recognition and growth opportunities (Taylor, 2022). 

Participant 1: I think the other toxic piece, if I'm being completely honest, is, um, 

aligning himself with people who were negative, who were bullied, people who were 

bullied, people who went out of their way to retaliate against people. Um, people who, 

um, mistreated people. I mean, if, if that organization really was on the kindness journey, 

which is what I heard repeatedly while I was there. then how is it that you are not holding 

people accountable who are not exhibiting kindness? It was a complete misalignment 

with organizational values. It was a disconnect between express values versus, versus, 

you know, um, enacted or espouse values. Right? It's to say it's, we're, we're going to say 

that this is how we live our values, but you do it completely differently. And so that 

leader, I found him to be toxic, to be, um, negative, to be someone that people just didn't 

trust mm-hmm. Felt was weak. Um, and, um, it just, it was challenging. And then with 

the senior executives, what I experienced was, uh, insecurity, um, um, jealousy, um, uh, 

creating a culture where if you challenge or ask questions, you get mistreated or labeled 

or terminated or written up or isolated or dismissed or devalued. 
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Participant 4: I've had several meetings with Human Resources. I asked my 

supervisor, take DEI courses. That was never done. Um, again, because she used the 

word aggression and defensive all the time with me, I asked her not to do. So. I told her 

that I am not the angry black woman. She basically kept on saying, you're the angry black 

woman, this syndrome or whatever. I'm like, I think you need to take courses on diversity 

and inclusion. I thought that was very imperative, but she kept declining. Um, even when 

HR got involved, they tried to be the mediator and say, hey, how can you give back to 

her? How do you make her feel more comfortable? Making sure that she doesn't feel like 

you're defensive? And even when I made suggestions of, we have one-on-one weekly 

calls and she provided me feedback on a weekly basis in writing. She declined outside of 

HR, but she approved with hr. So I started recording my calls, started logging different 

things that I said to her so that I could have it fresh in my mind so I could go back and 

reflect. Um, I even started sending her emails after I did things so that I could say, hey, 

listen, this was done.  

So then it was time for performance reviews. I can always go back and that would be my 

documentation. So, an overall I was crossing my T's and double dotted my eyes just to 

make sure that I didn't drop any balls when I know that I wasn't dropping them. Um, it 

was times where she accused me of doing things that I didn't do or saying that I was 

confrontational with other colleagues on the team. I actually went back to colleagues on 

the team and was like, can you please explain the time where I was confrontational? And 

they were like, what are you talking about? And these were women, you know, 

Caucasian women, because again, I was only African American woman on the team. So, 
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at that point, she started making me, uh, start questioning myself. And like I said to you, 

it was not only physical draining, but it was mentally draining me as well. So those are 

some of the things that I had to work with. I had to learn that hr, they say they're for the 

people, but they're really for the company. Um, that's something that I had to learn. Um, 

so again, I always had to cover myself. 

Lack of Advancement Opportunities  

This theme refers to professional Black employees' experiences with racial 

discrimination on the job. Research has shown that such as fair income, dignity at work, 

working conditions, workplace safety, and well-being (O’Connor, 2022) all play an 

essential part in the lack of advancement opportunities for Black employees.  

Participant 3: Okay, so in this, in my context, my director who recruited me, 

another black woman, it was inaction that made it toxic, the lack action, the lack of 

advocacy. And because she really had the power to change some things but was not 

onboard with being an advocate. I think she did what she could, but she didn't want to 

muddy the waters, it's only, she didn't want to go so much against the grain because this 

institution is controlled by, or the research center is controlled by its alumni. Alumni are 

wealthy families. Right, wealthy white women. Like senators are graduating from. So it's 

old, old, old money that runs the institution which is the alumni. And so for her, I believe 

that her position as another black woman, um, actually, you know, tied her hands a little 

bit and she wasn't just, you know, For the toxic leadership, it was more like the action of 

turning the blind eye or just letting things happen. And it wasn't until much later when I 
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was getting ready to leave that I found out that the toxic environment and leadership is 

why all the black people had left. 

Participant 4: Poor performance reviews year after year, I asked her for, um, a 

raise and she gave me a poor performance review. And I said to her, wait, what are you 

talking about? And, um, she basically could not defend the poor performance review. 

When I asked to have a meeting with HR henceforth, I said that there for the company, 

um, she backtracked. She says, no, I didn't say you were a bad employee. I said, you 

didn't stretch enough. And I was like, stretch enough. How much more stretching do you 

want me to do if I'm one line at 6:45 in the morning and I'm not off until seven, eight 

o'clock at night? Um, again, she could not defend her reasoning were not giving me a 

raise, but she just said to me, let's wait and see what we can produce in the end of 2022. 

So at the end of that, I said to myself, you know what, there's no going back and forth 

because again, HR was saying to me, maybe these are some of the things that you could 

do to help her see your efforts. When in fact, I knew she saw my efforts because she took 

my work and she even made it as her own. So, I think taking my work and creating it as 

her own is what made me realize you got to go. So, I just said, you know what? I'm 

leaving. 

Toxic Leadership Behavior 

This theme refers to professional Black employees' experiences with toxic work 

culture on the job. Research has shown that over 80% of Blacks and indigenous people of 

color have experienced microaggressions and toxic leadership behavior in the workplace 

(Skinner-Dorkeno et al., 2021; Williams, 2022). 
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Participant 1: I probably can give tons of examples of what I saw as toxic. So, my 

experiences have been that I have actually experienced toxic leadership. I'll give you a 

few examples of the kind of the, the concern with my direct leader and then with the 

senior executives, with my direct leader, what I saw was someone who avoided 

confrontation. Someone who, immediately jumped and said yes and to every single thing 

that he was told to do, even if it was something that didn't align with the mission, the 

vision, the values, even if it was something that would tax or strain or stress the 

workforce, even if it was, that would disrupt the workflow, even if it was something that 

didn't align with the policies, the procedures that, um, it was, well, no, we have to do it 

because X, Y, and Z said we had to do it.  

Participant 2: What has been my experience? Very toxic environment. The culture 

when this particular vice president, came on board. She actually came on board as an 

executive director and became VP in less than 24 months or less, but she was my direct 

report at the time. There was no director or anybody in between when she first came on 

board. She appeared not to be biased. She appeared not to be racist. However, there are 

some things that came out in conversation that led people other than me to believe such. 

She came on board and the entire culture changed. The environment changed the close 

knit of internal leadership changed, meaning that it was, everything was separate. Now it 

was one against the other who's doing better than the other person. And she actually did 

not follow through with several things and was very negative to several of the other 

leaders and they ended up actually resigning, yes, the majority of them resigned. Her 
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leadership style was not very good, she was not a very good leader, with little to no 

communication skills. 

Toxic Organizational Culture Towards Black Women Employees 

This theme refers to professional Black employees' experiences with a  perceived 

toxic work culture on the job. Research has shown racial discrimination as “…actions or 

practices carried out by members of dominant racial or ethnic groups that have a 

differential and negative impact on members of subordinate racial or ethnic groups…” 

(Feagin and Eckberg, 1980, pp. 1–2). 

Participant 1: What they would do is they would go and tell other people within 

that senior leadership team things to make, to almost, to turn those other individuals 

against you. Though there was no proof or no substance, it was all subjective. That's what 

they did. I also found that there were senior leaders that wouldn't have honest 

conversations with people. They would terminate people without even meeting with 

them. They would terminate people for no cause without having conversations with them 

about what was going on. And, um, I found an environment where, um, you know, if you, 

you couldn't speak freely, people were scared to, to say anything because of fear of 

retaliation. Um, and to me, those are, that's just toxic. It was gossipy. It was leaders who 

would spread rumors and say negative things about people, executive leaders who would 

talk about people's personal life. Um, it maybe because they disagreed with it or had 

judgment towards it. Um, it was just one of the most toxic environments I think I have 

ever worked in, in my entire 25 years of working as a nurse. Um, and it is an environment 

that I think is destructive. And to be honest, it's not sustainable. 
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Participant 2: So, my resignation led to somewhat of a forced resignation, but a 

well-needed resignation. I was actually planning to resign due to the fact that there was 

no growth within my current position. And the leadership did not feel that I was capable 

of growth. And le leadership felt as if was not recognizing the work that I was doing. And 

so it became a mutual understanding that I would resign with them, with the ability to 

return. Pretty much that's my base, that's my real base of resigning. Okay. 

Culture of Fear 

This theme refers to professional Black employees' experiences with a perceived 

toxic work culture on the job. Research has shown a toxic corporate culture as the 

strongest predictor of industry-adjusted attrition (Mountadon-Tomas et al., 2021; Sull et 

al., 2022) 

Participant 1: So that culture of fear, right? Like, if you say something, then this is 

going to happen. You're retaliated against, there's a culture of fear. There's the culture that 

you can't speak up, um, because something is going to happen to you. Um, so I mean, I 

can tell you I've experienced some of those things directly and indirectly to where it's, at 

one point I said, well, why haven't I even going to say anything? I remember there was a 

time that I asked a question in a leadership meeting, and the response was so dismissive 

and so disrespectful where the question wasn't even answered. 

 It was as if, well, how dare you asked this question to us. It was a completely 

normal question that you should be able to ask and they should be able to answer. But for 

whatever reason, they didn't want to. Um, and I remember being labeled as someone that 

was being difficult because I was asking a question. So that made me say, well, why 
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should I, why would I even ask a question anymore? And to be honest, I stopped asking 

mm-hmm. I stopped answering, asking a question that was, um, a pivotal, pivotal 

moment during my time there, because that was when I first started saying, I don't know 

if this is the right place for me. From that one time when I asked that question and was 

disrespected and dismissed that began, um, my thoughts around this is probably not 

where I need to be.  

Participant 3: Multiple assaults on my personhood multiple assaults on my, you 

know, my identity. It started, I really started to question myself as a researcher. Like, do I 

really want to do this? You know, it was, it was, it became too much, and it was too 

expensive. It was costing me too much. Yeah, and I had to be the victim of white people's 

guilt too much. 

Unfair Business Practices  

This theme refers to professional Black employees' experiences with perceived 

toxic work culture on the job. Research has shown that an unfair system that deprives 

workers of the total value of their output, such as fair income, dignity at work, working 

conditions, workplace safety, and well-being (O’Conner, 2022). 

Participant 2: I think it was underlining racial discrimination. Prior to my 

resignation I had because of the workload and the culture, I had always asked for my, my 

position to be evaluated in reference to pay mm-hmm, and not until I received a African 

American, shall I say director who took upon himself noticed that work that I was doing, 

my work ethic was questioned why the, why, why was the pay I receiving so much less 

than what it was deserved? He went on his own because I had asked prior to him, and 
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each time asked basically they were, we'll, look, you know, we'll review it one, one time. 

They reviewed it and it was like a 3% increase. But again, I didn't ask him. He took it 

upon himself and put the, the request in. And I actually got a substantial amount of 

increase which unfortunately led two weeks after my increase, he was terminated. He 

reported to, the vice president, the VP of cardiovascular services. 

Participant 3: I think the straw that broke the catalyst back so to speak, was when 

I finally came back to Georgia, I still submitted like grants, and I was writing grants from 

the time I left to the time I came here. And that last year, I think it's January 2021, the 

grant that I had been applying for, about four or five years finally hit, I finally got it. But 

in that grant, and they knew in that grant that I wrote that I would stay in Georgia to 

facilitate that grant That was a part of the proposal that I submitted to the, to the national 

organization that was providing the money. So when things happened I was like, okay, I 

got the grant. Well, maybe I could ride this out a little bit longer. But then the institution 

changed their policy stating that you had to be working from a neighboring state, the 

institution is Bost and I'm in Georgia. Project was going to be in Georgia, and you had to 

work at, a neighboring, like a commuter state either Connecticut, Massachusetts, maybe 

New York, no more than like two hours away, and that meant that I could not really 

continue to do my work in a way that I got a grant for.  

Be More Entrepreneurial to Have a Safer Exit 

This theme refers to lessons learned by professional Black employees after the 

Great Resignation. Research has shown that Black employees' narratives of racial 

discrimination and perceived toxic work culture are catalysts for joining the Great 
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Resignation (Chordiya, 2021; Kuzior et al., 2022; Wicker, 2021). Participants discussed a 

variety of words of wisdom that they would provide to Black professionals entering a 

new job environment and what some of the pitfalls can be. 

Participant 5: I just think that as young black professionals, they need to be 

cognizant of the realness and unconscious racism, and don't just be aware of the realness 

of it but to also to not let their guard down so that they get comfortable with where they 

are and to remember, that they are Black and when things go array in their perspective 

departments know that leadership will always be looking to the “fall guy” and 

unfortunately the Black employee is who will designated that “fall guy”, just remember 

to be strategic in the protection of yourself, your confidence and your ability to maintain 

that professionalism that you know you have and have been taught to be.  

Participant 6: Yes. I would say always bet on yourself. And because you're Black, 

always bet on black. You have to have trust in yourself, as much trust in yourself as you 

have in the companies you work for. And that, uh, if a company tells us to go to training 

to read a book or do something, we, we do that because of the company. So, my tip is to 

do that for yourself. Every morning I read something in the Harvard Business Review, 

the New York Times, Chicago Tribune, New York Post, etc. something. I read stuff 

every day to make sure I'm current, I'm relevant, and I know what I'm talking about. And 

I think we must learn to do that for ourselves, and not just because the company tells us 

to do that. I also think we must erase the mindset of speaking up is a bad characteristics 

to have. 
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 And for example, I really am proud of the generation now, what are the kids 

now? Gen's, generation Z, this generation Z children, because they are not afraid to speak 

truth to power. I think sometimes you have to be brave enough to be the, the loudest 

person in the room. And I think you have to have relationships again with people that you 

can partner with in meetings, that's just the facts. Usually if I'm in a meeting and there are 

more White people than Black people, then we've probably had a meeting before the 

meeting to make sure that we're aligned in our thinking, so that we don't step on each 

other's toes, and that we, we represent a cohesive conversation, because it's important that 

we make what's important to us, important to our companies. An example is the Crown 

Act. You know, most black people have hair that grows toward the sun.  And so, on my 

team now, there's young lady who was super, like gluing her hair edges down, down. And 

I just told her one day, you know if you keep treating your edges that way, all that's going 

to do is make you bald, and plus you don't have to do that because your hair is made to 

shine toward the sun. And she stopped and she was like, you don't know how freeing that 

was for somebody to just tell me, you don't have to do this to fit in. And so I think that we 

have to be very conscious of the information we give, the light, we spread the light we 

share with others. I also think we must be conscious of the words we speak. I hate words 

like that slave mentality, I hate that because the slaves fought together. So, slave 

mentality actually would bring people closer.  

We've been accustomed to “slave owner” mentality to drive people apart, right? 

Yes. So just not buying into the narrative that we have become accustomed to and 

allowing this new generation to be as loud and visible and to just be proud of who they 
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are and not taking that as a bad thing. Or that there's something wrong, there's nothing 

wrong with being loud and expressive. There's nothing wrong with a good hearty laugh. 

You know, things that people will say, oh, you know that don't do this or don't, that, your 

hair doesn't have to be super pressed and, and blonde and hanging down to your butt. 

You know, there are so many little things that I just try to impart on younger workers or 

children I mentor, when they're entering this workforce, because there's so many lies that 

have been told to us for centuries. 

 I know when I was growing up, my parents were just like, you go to school and 

get you a good job. And then it's like, don't mess up on that good job, kind of thing. You 

just stay there for 50 years and hope you get something in the end, and nobody ever fires 

you. So, I would say again, bet on yourself, make yourself relevant, stay smart, 

knowledge can never be taken away from you, even if it’s not a formal education, you 

don’t have to be formally educated in the traditional way to be smart mm-hmm. But you 

can do it, do it. You know, go for it. But if something is in you, there's nothing that keeps 

you from picking up and reading a book, there's nothing that keeps you from reading a 

newspaper.  

Focus on One’s Mental and Physical Well-Being 

This theme refers to lessons learned by professional Black employees after the 

Great Resignation. Research has shown that a toxic corporate culture as the strongest 

predictor of industry-adjusted attrition (Mountadon – Tomas et al., 2021; Sull et., 2022). 

Participant 5: Don’t allow their shortcomings to affect you emotionally and 

mentally, know that God is on your side and that there will be other opportunities. And so 
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you just need to do what is necessary to protect your inner self and to keep your 

confidence and to always know that staying focused and very strategic is key in the 

success of your next move. 

Participant 6: Always take care of your health. And that's the other thing. Take 

care of your health and don't let anybody fool you into thinking that health is not wealth, 

because it is just that, health is wealth. I hate it when I hear people say, you know, you 

must wake up at five o'clock or four o'clock in the morning to do this. No, please get 

some sleep, some rest. Because as black people, we have health ailments and things that 

are in our DNA that can be agitated by lack of rest and sleep, we need to rest and restore 

and replenish. And so don't let people convince you to join the rat race. Run the race at 

your own pace, on your own terms, and just keep yourself in check and you'll be okay. 

You got to make sure not only your physical health, but definitely your mental health is 

in check. Yes, and this newest generation, I am so proud of the way these young people 

now talk about, I need a mental health break, I need to take a gap year, I need to take time 

to just breathe. I applaud that. I think we have to give people space to be human, and it's 

better for the companies in the long run, really. As an organization if you have somebody 

rested, well, healthy, happy, they're going to give you their best work, continuously. And 

then compensate people for the jobs that you're getting them to do fairly. That's all people 

want to be treated like humans and be compensated fairly for the work they do. 

Mentorship of the Next Generation 

This theme refers to lessons learned by professional Black employees after the 

Great Resignation. Research has shown that Black employees joined the Great 
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Resignation movement, leaving-early-and-mid-career jobs in droves due to barriers to 

advancement, lack of recognition, and growth opportunities. (Taylor, 2022) 

Participant 3: I would tell young professionals to not to look at just the job and 

salary, evaluate the costs, like really evaluate the cost beyond the financial to look at 

what is it costing me health-wise, right? What is it costing me mental health-wise, right? 

What is it costing my family, my children? And then you'll be able to kind of make 

decisions that won't put you into a place where you don't want to be. I think that's it, that 

is what I would tell the next generation. I mean, you know, you know that that's it. I just 

want to thank you for doing the research and I can be a part of it. 

Participant 4: What I only think I could tell someone that's coming up as an 

African American male or female is that don't have the imposter syndrome. Know who 

you are, put forth your great work, but know that you can break that glass ceiling, you 

can break that concrete ceiling. A lot of times they say that we can't, but we can. I think 

that as an African American, all I can say is “WE” are in leadership positions we should 

not have that crab and barrel mentality. We should always go back and be able to help 

and not be afraid and thinking that the next generation is going to take over our spot 

because they may and that really should be the ultimate goal is for them too and be ok 

with it, but they may also be grateful for you to help them.  

And so that's where a lot of times I see as an African American woman that we 

tend to not do, we don't tend to give back. So, for me, my expectations and for me, my 

personal goal is to go back and help. So that's why I sit on these different boards because 

I want to be able to teach these children or the next generation of future leaders that 
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sometimes at the age of 20, you're not thinking about your social media pages, you're not 

thinking about what you're doing as you're participating in different organizations and 

how it can potentially affect your professional future. I'm a part of a black, Greek letter 

organization and we go to different picnics, parties, outings and things of that nature and 

we take part in photos, events, we don't think about the future.  

My goal is to go back and say, hey, listen, think about your future, be mindful of 

how you present yourself when you’re out, because a lot of times they can use that 

against you. I have seen where I've seen HR look at people by their names and throw 

their resumes in the garbage or go and look at their social media. So that's my goal is to 

go back and just help. I don't want to have that crab in a barrel mentality for my people, 

and also knowing that who we are, and we have to work harder and think harder, get all 

the education that you can. If your company pays for your education, use those resources. 

If they pay for you to go and have mentorships programs and fellowships, use those 

resources. A lot of times I think that we are afraid to use that, or we tend to say, hey, this 

is our personal time, but if you take a little bit of your personal time to develop yourself 

professionally, it'll go a long way.  

Work for Better Working Conditions for Black Employees 

This theme refers to lessons learned by professional Black employees after the 

Great Resignation. Research has shown that the dominant White group's unfair 

workplace treatment of Black workers is rooted in racial prejudice at all social levels 

(Cazenvave, 2017). 
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Participant 4: One thing I can say is I think that a lot of companies are now 

focusing on diversity, inclusion, and equality. However, they must go deeper because 

what I've realized that while we are working on DEI here in America, so is everyone 

globally, a lot of organizations don't have that issue because they don't look at racial 

profiling over n other countries, New England and the United Kingdom. These are things 

I learned throughout my own research. So, what I can say is, I think organizations should 

not only look at racial backgrounds, but also like things like the pay, right? So, a lot of 

times it's, as an African American woman, not only am I dealing with the racial 

background of working with a Caucasian woman or a Caucasian man, but also being 

underpaid for my services. 

Participant 6: We/Leaders must allow adults to start adulting and trust people to 

do the jobs that they were hired and are paid to do. And then pay people, compensate 

people for the jobs that you're getting them to do fairly. That's all people want to be 

treated like humans and be compensated fairly for the work they do. 

Summary 

In Chapter 4, the study’s results revealed a rigorous data collection and analysis 

process using a narrative inquiry approach. In the narrative inquiry tradition, I expected 

participants’ stories to be interesting and rich in information, including a social context to 

answer the research question. This study is grounded in a hermeneutic approach that 

focuses on how human experience is expressed through storytelling (Clandinin, 2022).  

This qualitative narrative research study presented answers to the CRQ: How do 
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professional Black employees narrate their daily experiences with racial discrimination 

and toxic work culture as catalysts for joining the Great Resignation? 

  Four coding categories emerged from the raw data grounded in the conceptual 

framework of this narrative qualitative study and gleaned 14 themes from the thematic 

analysis utilizing the critical event approach from their lived daily experiences. The four 

coding categories authenticated in the conceptual framework were as follows: (1) events 

driving professional Black employees to join the Great Resignation, (2) experiences 

professional Black employees with racial discrimination on the job, (3) experiences 

professional Black employees with toxic work culture on the job, and (4) lessons learned 

by professional Black employees after the Great Resignation. 

The 14 themes gleaned from the six participants’ stories through the critical event 

analysis comprised matters as follows: 1) lack of dignity at work, (2) employer failure in 

diversity, equity, and inclusion, (3) feeling dismissed and disrespected, (4) work 

conditions, (5) racial microaggressions, (6) lack of advancement opportunities, (7) toxic 

leadership behavior, (8) toxic organizational culture towards black women employees, (9) 

culture of fear, (10) unfair business practices, (11) be more entrepreneurial to have a safer 

exit plan, (12) focus on one’s mental and physical well-being, (13) mentorship of the next 

generation, and  (14) work for better working conditions for black employees.  

To ensure the trustworthiness of this research study, I used a critical event 

analysis of participants’ stories and member-checking of transcribed transcripts to 

safeguard credibility and dependability. Ultimately it is the researcher's responsibility to 

clarify the achievement of dependability and credibility.   Preserving possible successful 
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procedures can include audit trails and detailed process logs for additional illumination.  

To ensure data reliability, the data collected was from various participants, and a detailed 

record of the data collection tools and processes. No noticeable inaccuracies and data 

comparison with codes ensured no changes in the definition or meaning of the codes were 

the result of checking and conducting an extensive review of the interview transcripts.  

In Chapter 5, I broaden this research study's analysis by interpreting its findings 

and how the data confirms, disconfirms, or extends knowledge of the subject by 

comparing them with the comprehensive literature review presented in Chapter 2. As 

construed through participants ' stories, I described how future research and new 

scholarly information for organizations on acknowledging and addressing toxic 

leadership behaviors, organizational cultures, and work environments contributed to 

driving professional Black employees to join the Great Resignation before and during the 

COVID-19 pandemic. 
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Chapter 5: Discussion, Conclusions, and Recommendations 

The purpose of this qualitative, narrative inquiry study was to gain a deeper 

understanding of how professional Black employees’ daily experiences with racial 

discrimination and a perceived toxic work culture were as incentives for joining the Great 

Resignation. Upon completing a comprehensive literature review, I used the narrative 

inquiry study approach to document the daily experiences of six Black professionals with 

racial discrimination and perceived toxic work culture as impetus for joining the Great 

Resignation. 

This study is framed by two key concepts that focus on the significance of developing 

empirical research on professional Black employees’ daily experiences with racial 

discrimination and perceived toxic work culture that became catalysts for joining the 

Great Resignation: 1) Montaudon-Tomas’s (2022) concept of the Great Resignation and 

toxic work culture and 2) Feagin and Eckberg’s (1980) concept of racial discrimination.  

In this empirical investigation, I aimed to advance research and a deeper 

understanding of Black employees joining The Great Resignation due to the lack of 

research that positions Black employee’s narratives of racial discrimination and toxic 

work culture as catalysts for joining the Great Resignation (Chordiya 2021; Kuzior et al., 

2022; Wicker, 2021). This study is significant as it may drive positive social change by 

raising employers’ awareness of Black American employees’ experiences and issues that 

must be diligently addressed to counter long-standing toxic cultures and racial disparities 

in the U.S. workplace.  
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In this empirical investigation, I sought to advance research and contribute 

original qualitative data to the study’s conceptual framework. A critical event analysis of 

the six participants’ narratives revealed 14 prominent themes: (a) lack of dignity at work, 

(b) employer failure in diversity, equity, and inclusion, (c) feeling dismissed and 

disrespected, (d) work conditions, (e) racial microaggressions, (f) lack of advancement 

opportunities, (g) toxic leadership behavior, (h) toxic organizational culture towards 

black women employees, (i) culture of fear, (j) unfair business practices, (k) be more 

entrepreneurial to have a safer exit plan, (l) focus on one’s mental and physical well-

being, (m) mentorship of the next generation, and (n) work for better working conditions 

for Black employees.  

Interpretations of the Findings 

With the findings of this single case study with embedded units, I provided 

original, qualitative data with each participant presenting examples of issues discussed in 

the literature review in Chapter 2. In this section, I present and review the study’s 

findings in the context of the four coding categories that emerged from the conceptual 

framework: (a) events driving professional Black employees to join the Great 

Resignation, (b) experiences of professional Black employees with racial discrimination 

on the job, (c) experiences of professional Black employees with toxic work culture on 

the job, and (d) lessons learned by professional Black employees after the Great 

Resignation. 

Next, I compare these four categories with relevant concepts from the extant 

talent management and human resources literature presented in Chapter 2. Finally, I 
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provide evidence on how the primary data collected from the study’s six semi-structured 

interviews either confirm or disconfirm existing knowledge or extend it. Extension 

studies, such as the present study, provide replicable evidence that may suggest new 

theoretical directions for future researchers (Bonett, 2012). 

Events Driving Professional Black Employees to Join the Great Resignation  

Scholars indicate a significant gap in the literature of empirical research on the 

experiences of Black employees in the workplace that drove millions to exit their jobs 

and join the Great Resignation (Chordiya, 2021; Kuzior et al., 2022; Wicker, 2021). My 

study results confirmed that dues to a lack of dignity at work, employees feeling 

dismissed and disrespected, and an employer’s failure to adequately acknowledge 

diversity, equity, and inclusion, millions of professional Black employees joined the 

Great Resignation for amnesty. Study participants confirm that the toxic environment 

created by organizational leadership was one of many deciding factors that led them to 

choose the path to achieving professional respect and dignity. This study aligns with De 

Smet et al.’s (2021) claim that great companies are struggling to address the problem, and 

many will continue to struggle for one simple reason: they do not understand why their 

employees are leaving in the first place. The study results extend knowledge based on the 

works of Coqual (2019), Choridya (2021), Kuzior et al. (2022), and Wicker (2021) 

identified a literature gap for empirical research using a layered account approach to 

position Black employees’ narratives of racial discrimination and perceived toxic work 

culture as incentives for joining the Great Resignation. 
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Experiences Professional Black Employees With Racial Discrimination on the Job 

Scholars specify the need for more in-depth empirical research to understand how 

professional Black employees’ daily experiences with racial discrimination and toxic 

work culture became catalysts for joining the Great Resignation (Kuzior et al., 2022). My 

study results confirmed that professional Black employees experience racial 

discrimination on the job at an alarming rate through hostile work conditions, racial 

microaggressions from organizational leadership, and a lack of advancement 

opportunities. Study participants confirm experiencing racial discrimination directly from 

middle and senior-level leadership.  

This study aligns with Sull et al. (2022) and Lipman (2017), who stated that 

corporate culture would be a reliable predictor of attrition when compared with 

remuneration and employee benefits and that a toxic corporate culture is more impactful 

in predicting attrition rate within an industry sector as well as a perceived toxic 

workplace will leave employees disengaged and angry toward their employer. The study 

results extend knowledge based on the works of Montaudon-Tomas et al. (2022) and 

O’Connor (2022) that grounded research on The  Great Resignation on the anti-work 

theory, which postulates that work is an unfair system that deprived workers of the total 

value of their output and The Great Resignation is a self-styled anti-work movement that 

seeks to shift from the economic order that limits current work-related practices which 

people have been protesting, such as fair income, dignity at work, working conditions, 

workplace safety, and well-being (O’Connor, 2022).  
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Experiences Professional Black Employees With Toxic Work Culture on the Job 

Scholars indicate that a qualitative approach is ideal when investigating the topic 

of how Black employees narrate their daily experiences with racial discrimination and a 

perceived toxic work culture as incentives for joining the Great Resignation by presenting 

detailed, thick descriptions rather than focusing on testing a prior hypothesis (see 

Merriam & Tisdell, 2015). My study results confirmed the management theory by 

understanding and exploring several factors that contributed to Black employee turnover 

intention before the pandemic and how unresolved leadership behaviors and toxic 

organizational cultures exacerbated circumstances leading Black employees to join The 

Great Resignation of 2021. Study participants confirm experiencing a perceived toxic 

work culture that specifically targeted Black women employees directly from leadership 

behaviors, creating a fear culture.  

This study aligns with Taylor (2022), Coqual (2019), and Rosinski (2022), who 

stated that an estimated eight million Black Americans left their jobs in 2021 as part of 

the Great resignation movement with a mass exodus of workers driven by perceived toxic 

work culture and racial discrimination in the workplace, as well as professional, white-

collar Black employees were likelier to seek different jobs during the Great Resignation 

because of a lack of career advancement, employer failure to promote diversity, feeling 

disrespected, and perceived toxic work culture. The study result extends knowledge 

based on the works of Clandinin (2016), McKinney et al. (2022), and Wicker (2021) on 

how a narrative inquiry approach to collect data through storytelling can provide data for 

the literature gap on Black employees’ narratives of racial discrimination and perceived 
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toxic work culture as impetus for joining the Great Resignation as a means to deconstruct 

Black employee narratives of workplace relationships.  

Lessons Learned by Professional Black Employees After the Great Resignation.      

Scholars indicate that increasing professional practice may inform employers on 

how the pre-pandemic era’s human resources policies and practices must reflect the 

lessons learned on the toxic work cultures and racial discrimination driving Black 

employees to a mass job exodus (Tessema et al., 2022). My study results confirmed that 

professional Black employees’ experiences with the toxic behaviors of leadership, a 

culture of fear, and unfair business practices have created the mind state of generating a 

more entrepreneurial environment for themselves that can provide a safer exit plan and 

always remember that focusing on one’s mental and physical well-being is critical to 

professional longevity. Study participants confirm that although an increased focus on 

DEI within organizations is commendable, there is still a need for better working 

conditions for professional Black employees and proper mentorship of the next 

generation of mid to senior-level leadership. This study aligns with Cazenvave (2017) 

and Taylor (2022), who stated that Black employees joined the Great Resignation 

movement, leaving-early-and-mid-career jobs in droves due to barriers to advancement, 

lack of recognition and growth opportunities, and the dominant White group’s unfair 

workplace treatment of Black workers is rooted in racial prejudice at all social levels.  

The study result extends knowledge of the lasting impact of the COVID-19 

pandemic and its consequence on the U.S. labor market, the gap between numerous 

streams of research about Black employees joining The Great Resignation, and the lack 
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of research that positions Black employee’s narratives of racial discrimination and toxic 

work culture as catalysts for joining the Great Resignation (Chordiya 2021; Kuzior et al., 

2022; Wicker, 2021). The significance of this study is that it may drive positive social 

change by raising employers’ awareness of professional Black American employees’ 

experiences and issues that must be conscientiously addressed to counter long-standing 

toxic cultures and racial disparities in the U.S. workplace.  

Limitations of the Study 

Two labor market phenomena were popularized following the pandemic: the 

Great Resignation in 2021 and Quiet Quitting in 2022. Although some of the people who 

quit as part of the Great Resignation did exit from the labor force, many others found a 

new job, possibly with an employer offering more flexible work arrangements such as 

work-life balance, a work environment that was free of racial microaggressions, better 

pay as well as an increase in advancement opportunities. With the findings of this single 

case study with embedded units of original qualitative data, each participant presented 

examples of issues about the toxic behaviors of leadership and a perceived toxic work 

environment where they experienced racial microaggressions, unfair business practices, 

and a lack of advancement opportunities, to name a few.  

Limitations of the study included potential shortcomings or weaknesses beyond 

the control of the researcher, which may be related to the selected research design, 

statistical model constraints, funding constraints, or other factors that may affect the 

results and conclusions of the study (Theofanidis & Fountouki, 2018). The analysis data 

for the study was based on self-reported data, and as the researcher, I relied upon the 
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spontaneous answers from all interviewed participants. While limitations of a research 

study are a factor that a researcher has no control over (Baron, 2010), subjectivity, the 

influence of personal biases, and connection or the lack thereof of researching theory are 

all potential limitations or barriers of a qualitative study.  

The strong dependability of the study was achieved through the proper credibility 

of the data collected, thereby resulting in a successful study outcome from the findings of 

the participants that support the recommendations. For additional clarification, successful 

procedures such as maintaining detailed process logs, review of data saturation, and audit 

trails were appropriately documented. Diverse techniques were used to ensure 

triangulation to acquire a complete understanding of the participants’ shared experiences. 

Appropriate strategies can be described through member checking, prolonged contact, 

triangulation, review of saturation, reflexivity, and peer review (Loh, 2013). Therefore, 

the researcher’s responsibility for clarifying dependability and credibility was 

established. To ensure data reliability, the data collected were from various participants, 

and a detailed record of the data collection tools and processes (Miles et al., 2020). 

Based on the findings of this study, the participants found that their ability to 

ascend the corporate ladder in their careers was difficult based on race, sense of 

belonging, lack of opportunities for advancement, perceived toxicity of organizational 

culture, lack of mentorship, and unfair business practices. In comparison, each participant 

discussed how their experiences with their previous organization were comparable with 

toxic organizational culture towards Black women employees and racial 
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microaggressions. The organization’s ability to ensure executive-level diversity training 

was not attained.  

The limitations previously suggested that would be relevant to this study are the 

data collection methods due to time, financial resources, and other processes, such as the 

participants’ responses, which may be conditioned based on their perceived notions of 

organizational loyalty (Tracy, 2019). However, limitations such as lack of transparency 

due to organizational loyalty were irrelevant to this study, and each participant was eager 

to share their experiences with toxic leadership and organizational culture. Lastly, 

because the interviews were virtual, the ability to monitor the participant’s nonverbal 

cues was not as visible as in person. Nevertheless, this did not prohibit the participants 

from providing all of what they desired to share regarding their experiences of events that 

would eventually lead to joining the Great Resignation; therefore, the findings of the 

study experienced limited restrictions. 

Recommendations 

Recommendations for Practice and Policy 

To provide meaningful and productive recommendations during data collection, I 

aimed to ensure that I took detailed notes. These comprehensive notes were crucial to 

understanding and exploring professional Black employees’ daily experiences with racial 

discrimination and toxic culture at work, how it acted as an influence for joining the 

Great Resignation, and the fact that this global phenomenon remains poorly understood. 

Braje (2022) explored the reasons behind the great resignation, especially the role of 

toxic organizational culture in such events; reasons include value alignment, a perception 
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of an unbiassed culture, the possibility of professional development, interwoven 

disruptions caused by the multiple crises of the COVID-19 pandemic, violent incidents 

against persons of color, social justice concerns, and political and civil unrest. However, 

these crises can impact and continue to affect careers, schools, workplaces, and personal 

lives in ways that will not be favorable for longevity within the workforce, thereby 

defining the frameworks of care that adult learners and educators can adapt to and 

respond to ongoing crises (Hansman, 2022).   

According to Quader (2011), due to the escalating importance of the quality of 

relationships within the workplace and the extent of the benefits of these relationships to 

organizations, the formulation of diversity in emotional intelligence’s fundamental role in 

human survival and the organization is increasingly considered as an opportunity for 

human interaction and personal development.  Organizations expect to operate in the area 

of the most ethical perspective possible. Increasing innovation and maintaining the 

highest level of personal and corporate ethics that involve growth and development can 

be crucial to the sustainability of an organization's financial, intellectual property, and 

social consciousness. Ethical Leadership is "the demonstration of normatively 

appropriate conduct through personal actions and interpersonal relationships, and the 

promotion of such conduct to followers through two-way communication, reinforcement, 

and decision-making" (Brown et al., 2005, p. 120). The linking of ethical leadership, a 

moral voice, and the embedding of logic in trust and trustworthiness of Leadership are 

critical factors of organizational success with a positive connection between personal and 

social ethics.  
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Personal ethical principles are essential for a variety of reasons, as it allows 

leaders to more effectively lead their teams; instill a sense of trust and support in leaders; 

give individuals a solid basis on which to determine the most appropriate action in any 

situation; improves the decision-making process; set a standard of behavior; supports 

motivational culture.  Professional ethics can be viewed as principles that govern the 

behavior of a person or group in a business environment and provide rules on how a 

person should act toward other people and institutions in such an environment. The 

primary difference is that a personal set of ethics refers to an individual's beliefs and 

values in any area of life, while professional ethics refers to a person's values within the 

workplace.  The difference between personal and professional ethics can be viewed 

through a personal ethical system as a personal moral code or a person's conscience, 

while professional ethics are viewed as a set code of conduct that must be adhered to in 

the workplace. 

According to McMurray et al. (2019), a component of work commitment, such as 

work values ethics (WVE), focuses on identifying situational and personal antecedents 

and has examined its ability to contribute to the outcomes of specific work efforts.  

"Qualitative studies identify meaning-relevant kinds of things in the world – kinds of 

people, kinds of actions, kinds of beliefs and interests – focusing on differences in forms 

of things that make a difference for meaning."  (Erickson, 2011) These meanings and 

interests can position an organization to be highly successful, average, or fail depending 

on the level of the relationship between the personal and professional ethics and values of 

the organization's leadership.   Erickson (2011) stated that a qualitative research study 
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seeks to discover and describe what some people do in their everyday lives and what 

these activities mean to them, which can express the significance of individual ethics and 

values and their role in corporate ethics.    

Recommendations for Future Research 

Upon addressing the findings and limitations of the study, future research should 

focus on using study participants as an introduction to an understanding of events that 

drove professional Black employees to join the Great Resignation and to what degree 

perceived toxic work cultures, racial microaggression, a lack of advancement 

opportunities and toxic leader behaviors contributed to it. The characteristics of ethical 

leadership for possible reproduction.  According to Caldwell & Hayes (2016), self-

awareness and reflection are needed to enhance how leaders should comply with proper 

ethical and socially responsible workplace standards. Therefore, it is recommended that a 

multifaceted outlook on authentic and ethical leadership, the level of social 

consciousness, and how increasing diversity and inclusion within the workplace impact 

organizational adjustment and adaptability.  

After the review of Caliskan and Isik (2016), Dana (2016), Díaz-Fernández et al. 

(2018), and Madkova and Prochazka (2015) articles, the focus was frequently on growth 

mindset, sustainable business models, and stakeholder management as each concept is an 

essential component of organizational growth. However, the research area not explored 

was the implications of adopting the relation between the different perspectives of 

diversity and corporate strategy change, including control variables, such as an 

organization’s size, performance, and diversification. Individually, each variable can 
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affect the relationship between implementing and sustaining change to achieve 

performance at high levels, including retaining competent and professional individuals of 

color.  

According to Díaz-Fernández et al. (2018), these particular influences can create a 

sustainable change, which depends significantly on the strategy changes and the staff 

who implement these changes with a path leading to sustainable organizational growth.    

Upon careful review of the Caliskan and Isik (2016), Dana (2016), Díaz-Fernández et al. 

(2018), and Madkova and Prochazka (2015) articles, and based on my understanding of 

social change, this qualitative research study's exploration is critical.  Therefore, it is 

recommended that a multifaceted outlook on authentic and ethical leadership can play a 

critical role in being socially conscious, how behavioral leadership patterns impact 

diversity and inclusion within an organization, and how an organization's adjustment and 

adaptability are warranted. 

 Additionally, future research can offer researchers opportunities for new findings and 

leaders to improve their behaviors and influence socially conscious initiatives while 

encouraging leaders to commit themselves to self-reflection to improve the organization's 

growth (Caldwell & Hayes, 2016), resulting in positive social change. 

Implications  

An estimated eight million Black Americans left their jobs in 2021 as part of the 

Great resignation movement with this mass exodus of workers driven by toxic work 

culture and racial discrimination in the workplace (Taylor, 2022). Labor studies scholars 

have noted that of those joining the Great Resignation, over 80% of Blacks and 
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indigenous people of color have experienced microaggressions and toxic leadership 

behavior in the workplace (Skinner-Dorkenoo et al., 2021; Williams, 2022). 

Organizational leaders will benefit from this study's findings by understanding the factors 

that encourage unethical practices that would later lead to professional Black employees 

joining the Great Resignation. Organizational leaders will be able to implement policies 

to address the people's needs and for the organization's benefit.  

As for the study’s implications, Odeneye (2017) points out that a study can 

potentially increase employee job satisfaction. An ethical leader who exhibits most of the 

positive characteristics will be concerned about the well-being and flourishing of the 

organization’s employees, and this will make employees satisfied with performing their 

duties. Ethical leadership reduces the rate of employee turnover and enhances 

commitment to organizational goals (Demirtas & Akdogan, 2015). This study may have 

implications for positive social change in the organizational component, such as the 

organization's success regarding goal attainment, profitability, the harnessing of 

resources, innovation, and competitiveness require the ethical competence of leaders. The 

successful operation of an organization depends on ethical leadership (Eisenbeiss et al., 

2015).    

From the findings of this study, organizational leaders will be able to tailor 

rewards toward employee needs, which will bring maximum motivation and reduce the 

tendency to get involved in unethical practices. Based on this research, establishing a 

conducive environment that encourages ethical practices will reduce organizational 
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leaders’ moral disengagement and reduce instances of or perceived violation of employee 

psychological contracts (PC).  

Increasing the number of reported liabilities of organizational leaders in unethical 

practices can be attributed to some things directly related to leadership with behaviors 

that define racial microaggressions and create a perceived toxic work culture. The need to 

potentially improve or change organizational factors that encourage unethical practices 

by organizational leadership is more urgent than ever. Understanding these factors within 

the organization that encourages leaders to act unethically may increase organizational 

leaders’ ethical efficacy, reduce moral disengagement, and decrease the number of 

professional individuals of color exiting the organization. Increased ethical awareness, 

reduced moral disengagement, reduced instances of employee psychological contract 

violations, development, and enhanced practice of consequences to leadership will 

directly lead to improvements in toxic leadership behavior in the organization. According 

to Mayer et al. (2013), leaders strongly influence ethical standards and are viewed as the 

standard for positive ethical behaviors in the organization and society.  

Implications for Theory 

I referred to my conceptual framework to ground the study and analyze narratives 

and stories collected through the critical events approach (Webster & Mertova, 2007).  

This study is grounded in a hermeneutic approach that focuses on how human experience 

is mediated through storytelling (Clandinin, 2022). This approach increased the 

likelihood of obtaining findings that became significant research material (Webster & 

Mertova, 2007). 
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This study is framed by two key concepts that focus on the significance of 

developing empirical research on professional Black employees’ daily experiences with 

racial discrimination and toxic work culture that became catalysts for joining the Great 

Resignation: 1) Montaudon-Tomas’ (2022) concept of the Great Resignation and toxic 

work culture, and 2) Feagin and Eckberg’s (1980) concept of racial discrimination. This 

study contributes to the management theory by better understanding and exploring 

several factors that contributed to Black employee turnover intention before the pandemic 

and how unresolved leadership behaviors and toxic organizational cultures exacerbated 

circumstances leading Black employees to The Great Resignation of 2021. This study 

may be significant to theory extension by contributing original, qualitative data to address 

a significant gap in the literature of empirical research on the experiences of Black 

employees in the workplace that drove millions to exit their jobs and join the Great 

Resignation (Chordiya 2021; Kuzior et al., 2022; Wicker, 2021).  

Implications for Practice 

A narrative inquiry approach was used through storytelling to meet the study’s 

purpose and provide data for the literature gap on Black employees’ narratives of racial 

discrimination and perceived toxic work culture as motivation for joining the Great 

Resignation. The significance of my study to professional practice may inform employers 

on how the pre-pandemic era’s human resources policies and practices needed to reflect 

the lessons learned on the toxic work cultures and racial discrimination driving Black 

employees to a mass job exodus. (Tessema et al., 2022). While the pandemic shutdown 

temporarily paused employee turnover, organizational leaders missed an opportunity to 
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retain their employees by not recognizing and changing factors that led to preexisting 

employee turnover intentions (Robertson, 2021).  

This study is significant in that findings may contain information that provides 

managers insight into the phenomenon known as the great resignation or the big quit, 

which entails the massive voluntary resignations or mass exodus of workers that have 

been taking place in different organizations across the globe, and to highlight how 

organizational leaders influenced the high 2021 turnover rates among Black employees 

amid the COVID-19 shutdown. (Montaudon-Tomas et al., 2022; Robertson, 2021).  

Business leaders must also recognize that Black workers' barriers are grounded in 

years of more significant social problems, including segregation and disinvestment in 

Black communities (Washington, 2022). Based on my study’s results and the scholarly 

literature on the specific management problem of professional Black employees’ daily 

experiences with racial discrimination and toxic culture within the workplace and how it 

acted as triggers for joining the Great Resignation, several professional practice 

recommendations can be implemented by HR departments to provide higher quality and a 

more compliant work environment daily for all professional employees of color.  

1.  Organizations need to work to address the complex, structural barriers that 

impede the retention and promotion of professional Black employees. 

2. Organizations must create a more equitable and diverse workplace where 

leadership considers a multistep process, such as an inclusive work 

environment. 
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3. Organizations must focus on crucial retention drivers such as an inclusive 

culture, effective people managers, family-sustaining wages and benefits, and 

transparent career pathways.    

4. Organizations need to create and focus on holistic and engaging support of the 

BIPOC employees. 

5. Organizations need to create and participate in culturally relevant and 

responsive programs.  

6. Organizations need to create an infrastructure for institutional transformation 

that will help support the retention of professional BIPOC within the 

organization.  

Conclusions 

Labor studies scholars have noted that of those joining the Great Resignation, 

over 80% of Blacks and indigenous people of color have experienced microaggressions 

and toxic leadership behavior in the workplace (Skinner-Dorkenoo et al., 2021; Williams, 

2022). Although research on the Great Resignation is relatively current, scholars have 

begun to find it necessary to examine how structural racism continues to increase the 

number of Black and minority employees quitting their jobs by the millions during the 

2020-2022 period. Women and people of color have borne a disproportionate burden, 

getting pushed out of the labor market. (Donaldson, 2022). While stress, low 

compensation, and poor work-life balance have led many to rethink their careers, the 

pandemic’s impacts have had an uneven effect. Although no recorded data tracks 

explicitly the number of Black women and other individuals of color in professional 
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positions that have left careers in which they have trained and obtained higher education 

for the ongoing loss of such talent is noted. The time has come for employers to look 

beyond the theories surrounding the Great Resignation and acknowledge the truth about 

their recruitment and retention practices and what part the organization’s leadership 

behaviors and work culture contributes to phenomena such as The Great Resignation.  

After thoroughly reviewing the participants’ interview transcripts and existing 

literature, I have developed a better understanding of the CRQ, and using the conceptual 

framework to ground this study, I presented theoretical propositions that further 

explained the problem facing the sample of participants I was able to interview. The 

overall conclusion is that opportunities for further research with a variety of scopes and 

methodologies do exist directly focused on the dynamics of toxic leadership behaviors, 

perceived toxic work cultures, unfair business practices, and several other events that 

drove professional Black employees and other people of color to join the Great 

Resignation.  
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Appendix A: Recruitment Letter 

Hello, 

I am a doctoral student at Walden University, and I invite you to participate in my 

research study. This study aims to understand how professional Black employees’ daily 

experience with racial discrimination and toxic work culture are catalysts for joining the 

Great Resignation. 

The study is important as the findings may help inform managers insight into the 

phenomenon known as the great resignation or the big quit, which entails the massive 

voluntary resignations or mass exodus of workers that have been taking place in different 

organizations across the globe, in addition to highlighting how organizational leaders 

influenced the high 2021 turnover rates among Black employees I believe your 

experience would be a significant contribution to the study.  

If you are interested in participating in this study, please contact me, the researcher, via 

email. 

Thank you in advance for your consideration.  

Respectfully,  

 

Annselmer (Selma) Owens  

Ph.D. Candidate – Walden University 
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Appendix C: Interview Protocol 

Screening for Inclusion Criteria:   
 

Participant ID: _______ 

Interview Date/Time: _______ 

Age: _________ 

 

Gender: _______ 

Location: _________ 

 

Years in professional position from which you resigned: ___________ 

 

Industry Sector:_______ 

Year of Resignation: ________ 

 

Preliminary Actions: Interviewer to participants:  

Thank you for accepting my invitation to participate in my study.  The purpose of 

this qualitative, narrative inquiry study is to gain a deeper understanding of how 

professional Black employees’ daily experience with racial discrimination and toxic work 

culture are as catalysts for joining the Great Resignation. 

 

Before we get started and ensure consistency among participants' interview 

responses, I would like to share the definitions of terms we may use within the interview 

process as they are defined within this study. 

 

Great Resignation: This term refers to a self-styled anti-work movement that 

seeks to shift from the economic order that limits current work-related practices which 

people have been protesting, such as fair income, dignity at work, working conditions, 

workplace safety, and well-being (O’Connor, 2022).  

Racial Discrimination: This term refers to actions or practices carried out by 

members of dominant racial or ethnic groups that have a differential and negative impact 

on members of subordinate racial or ethnic groups (Feagin and Eckberg, 1980) 

Racial Microaggression: This term refers to why black employees joined the 

Great Resignation movement leaving jobs in droves (Taylor, 2022). 

Toxic Leadership Behavior: This term refers to destructive leadership behaviors 

and why over 80% of Blacks and indigenous people have joined the Great Resignation 

(Skinner-Dorkenoo et al., 2021; Williams, 2022). 

Toxic Work Culture: This term is the strongest predictor of industry-adjusted 

attrition for all demographic groups and is ten times more important than compensation 
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in predicting turnover. In a toxic work culture, employees are disengaged and angry 

toward their employer, who practices unethical behavior and fails to enact diversity, 

equity, and inclusion policies driving employees to feel disrespected and demoralized 

(Mountadon-Tomas et al., 2021; Sull et al., 2022). 

 

Before beginning the interview, you must be comfortable in your location and free to 

participate without interruptions. Do you feel this description describes your setting at 

this moment? Is there anyone with you, or are you in a private space? In this interview, 

we will discuss whatever you wish to share about yourself and your work experiences.  

 

May I begin the interview? 

 

1.  Could you please describe the circumstances that led up to your resignation 

during the 2020-2022 period of The Great Resignation movement in the United 

States?  

2. What have been your experiences as a professional Black employee with racial 

discrimination at your job from which you resigned? 

3. What have been your experiences as a professional Black employee with toxic 

leadership behaviors at your job from which you resigned? 

4. What have been your experiences as a professional Black employee within a  

toxic work culture at your job from which you resigned? 

5. What were the specific circumstances that led to your resignation? 

6.   Looking back on it now, how did you feel about your resignation? 

7. What professional/work activities are you involved with today after your 

resignation, and how do you feel about where you find yourself today as a Black 

professional employee? 

8. Is there anything more you would like to add as a professional Black employee 

whose work experiences led to your joining the Great Resignation movement?  

Any insight for young Black professionals just entering new job environments? 

Examples of probes to facilitate conversations around shared facts: 

"Can you provide me an example of that?" 

"Can you please tell me more?" 

"Is there anything else?" 

 

Epilogue to Interviewees: 

It was a pleasure, and I thank you for your time and attention throughout this interview. I 

will provide you with a copy of your interview transcript, as discussed in the consent to 

check accuracy. I will use no personal identifiers to identify you, and all participant 

responses will be combined for data analysis and reporting. Thank you for your time and 

participation in this study. 
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