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Abstract 

Employee turnover in the airline industry has been a timely and pressing problem. Some 

airline managers had not developed effective strategies to reduce employee turnover and 

mitigate turnover-related costs and organizational instability. Grounded in Herzberg et 

al.’s two-factor theory, the purpose of this qualitative pragmatic study was to explore 

effective strategies used by airline managers to reduce employee turnover and mitigate 

turnover-related costs and organizational instability. The participants were six airline 

managers in the United States who had developed effective strategies to minimize 

employee turnover and enhance organizational stability and profits. Data were collected 

using semi-structured interviews and publicly available company documents about 

employee retention strategies. Thematic analysis was conducted to identify three key 

themes. The first theme highlights that turnover in the high-stress, low-recognition 

aviation industry negatively impacts productivity, morale, and profit margins. The second 

theme emphasizes that airline managers can mitigate turnover by optimizing operations 

and enhancing employee benefits. The third theme underscores that fostering a positive 

organizational culture and actively addressing employee feedback can help reduce 

turnover. A key recommendation is for airline managers to provide full transparency 

related to job demands and resources available to employees. The implications for 

positive social change include the potential to maintain the continuity of airline 

operations and support employment in local communities by providing stable 

employment in airline companies, contributing to local economies.  
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Section 1: Foundation of the Project  

Background of the Problem 

Airlines officials face numerous challenges in the aviation industry. Airline 

managers have to grapple with financial setbacks driven by increasing employee turnover 

rates (Abate et al., 2020). Employee turnover negatively impacts financial stability and 

hampers operational effectiveness in the airline industry (Chung & Jeon, 2020). Elevated 

turnover rates in the airline sector lead to financial losses because of higher operating 

expenses and diminished profitability (Morrell, 2021). In this study, I explored core 

challenges airline managers face in identifying strategies to mitigate employee turnover. 

Employee turnover in the airline industry has been a timely and pressing problem. 

Both researchers and executive managers have emphasized the urgency of exploring 

strategies to improve employee retention and strengthen airline business performance 

(Alola & Alafeshat, 2021; Kahn, 1990). Nath et al. (2023) highlighted the importance of 

investigating and developing effective strategies to enhance employee engagement, 

reduce turnover rates, and protect organizational performance and strategic relevance. 

Social sustainability and emphasizing employee well-being may reduce turnover rates 

(AlSuwaidi et al., 2020). Establishing effective communication channels, providing 

robust management support systems, implementing fair and motivating reward structures, 

and offering continuous employee training and development opportunities create a 

productive work environment (Basalamah, 2021). By synthesizing insights in these 

dimensions, airline managers can develop comprehensive strategies to reduce turnover, 

promote employee engagement, and cultivate a supportive work environment (Oyewole 
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Oluwaseun, 2020). Addressing employee turnover can enhance airline business 

profitability and operations. 

Employee turnover in the aviation industry does not create a demanding work 

environment, but turnover leads to significant difficulties for managers in maintaining a 

stable and satisfied workforce. Iqbal and Faisal (2023) noted that high turnover disrupts 

operational continuity and strains financial resources. Effective retention strategies are 

vital because airline managers often find themselves continuously hiring and training new 

employees, which diverts resources (Löffert & Diehl, 2023). Strong retention strategies 

can improve overall business performance, organizational success, and growth (Nanda et 

al., 2020). Exploring airline managers’ strategies to reduce employee turnover should 

enhance airlines’ success.  

Business Problem Focus and Project Purpose  

The specific business problem was that some airline managers had not developed 

effective strategies to reduce employee turnover and mitigate turnover-related costs and 

organizational instability. Therefore, the purpose of this qualitative pragmatic study was 

to explore effective strategies used by airline managers to reduce employee turnover and 

mitigate turnover-related costs and organizational instability. The target population was 

airline managers in the United States who had developed effective strategies to minimize 

employee turnover and enhance organizational stability and profits. I collected data from 

semistructured interviews with six purposefully sampled airline managers from the target 

population. The open-ended interview questions were designed to elicit the participants’ 

perspectives on employee retention strategies. I selected participants using the following 
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predefined inclusion criteria: (a) managers in an airline company in the United States, (b) 

who had at least 2 years of experience as an airline manager, and (c) had implemented 

successful strategies to reduce employee turnover. I recruited participants through posts 

on social media that provided the study’s inclusion criteria so potential participants could 

self-identify as qualified. I also reviewed publicly available company documents for 

relevant information about employee retention strategies. 

The study was grounded in Herzberg et al.’s (1959) two-factor theory. In the 

theory, Herzberg et al. posited that motivation and hygiene factors drive employee 

satisfaction and dissatisfaction. Motivation factors, such as advancement and the 

possibility of growth, promote job satisfaction (Herzberg et al., 1959). Hygiene factors, 

such as job security and safe working conditions, do not influence satisfaction, but a lack 

of hygiene factors promotes job dissatisfaction (Herzberg et al., 1959). Employee 

turnover intentions are related to motivation and hygiene factors in the workplace (Lee & 

Lee, 2022). Herzberg’s two-factor theory was an appropriate framework for this study 

because it facilitated my analysis of elements that influence employee turnover in the 

airline industry. 

Research Question 

What strategies do airline managers use to reduce employee turnover and mitigate 

turnover-related costs and organizational instability? 
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Assumptions and Limitations 

Assumptions 

Assumptions are truths that researchers take to be true without verification (Adler, 

2022). The first assumption of this study was that some airline managers had developed 

effective strategies to reduce employee turnover and mitigate turnover-related costs and 

organizational instability. This epistemological assumption necessarily underlied the 

ability to collect data from airline managers. I also assumed that the participants 

responded truthfully to the interview questions; however, there was no way to 

independently verify participant honesty. The final assumption was that the participating 

airline managers were truthful about meeting the study’s inclusion criteria and had the 

requisite knowledge to answer the research question. These assumptions were necessary 

to collect data on airline managers’ effective strategies to reduce employee turnover. 

Limitations 

Limitations are weaknesses or shortcomings in a study based on the study’s 

design and methodology (Ross & Bibler Zaidi, 2019). A limitation of the study was the 

use of self-reported data by the participants. Another limitation derived from the dynamic 

and evolving nature of the airline industry (see Budd et al., 2020). Participants provided 

strategies that could quickly become outdated. The final limitation was the possibility of 

social desirability bias. Participants may have provided responses they deemed socially 

desirable, potentially resulting in biased or idealized views of their management practices 

(see Bergen & Labonté, 2020).  
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Transition 

Section 1 contained an introduction to the problem of employee turnover in the 

airline industry. I described the problem, purpose, and research question of the study. 

Discussions of the nature of the study as well as the study’s assumptions and limitations 

were also included. In Section 2, I will review the professional and academic literature on 

employee turnover in the airline industry framed by Herzberg’s two-factor theory. In 

Section 3, I will explain the study methodology, including how I recruited participants as 

well as collected, organized, and analyzed the data.  
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Section 2: The Literature Review 

A Review of the Professional and Academic Literature 

. In this review of the literature, I provide insight into previous scholars’ studies 

on employee retention strategies in the aviation industry. There are 129 total references 

used in the literature review of this study, of which 115 (89%) of the references were 

published between 2020 and 2024. There were a total of 118 peer-reviewed articles, 

representing 91% of the total references, and 111 (86%) of those peer-reviewed 

articleswere published between 2020 and 2024. Eight sources (6%) were published prior 

to 2020, including seven (5%) peer-reviewed articles and one (1%) book. A summary of 

the sources used in this study is provided in Table 1. 

Table 1 

Summary of Sources Used in This Literature Review 

Source 
No. published 

before 2020 

% published 

before 2020 

No. published 

2020-2024 

% published 

2020-2024 

Peer-reviewed articles 7 5.4% 111 86% 

Books 1 < 1% 8 6.2% 

Dissertations 0 0% 2 1.6% 

I have organized the literature review into five main subsections. First, I describe 

the study’s conceptual framework, Herzberg’s two-factor theory, and discuss how this 

theory applies to employee turnover in the aviation industry. In the second subsection, I 

describe the phenomenon of employee turnover in regional airlines. The third subsection 

concerns how employee turnover in the aviation industry creates organizational 

instability for regional airlines. In the fourth subsection, I discuss the financial 

implications of employee turnover for regional airlines. The fifth section contains a 

discussion of employee retention strategies used by airline leaders. I identify six 
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strategies present in the literature: (a) competitive pay, compensation, and benefits; (b) 

investing in strong leaders; (c) enhancing workplace culture and environment; (d) career 

advancement and growth opportunities; (e) employee support programs; and (f) 

advancing aviation safety and decision making. Section 2 closes with a summary and a 

transition to Section 3. 

Application to the Applied Business Problem 

In this qualitative pragmatic study, I explored effective strategies used by airline 

managers to reduce employee turnover and mitigate turnover-related costs and 

organizational instability. Employee turnover in regional airlines has essential 

implications for airline financial stability (Abdi et al., 2020), airline organizational 

stability (Li et al., 2021), and airline safety (Chung & Jeon, 2020). Airline leaders can 

address employee turnover by enhancing employees’ job satisfaction and reducing job 

dissatisfaction (Sung & Hu, 2021). Herzberg et al.’s (1959) two-factor theory addresses 

elements contributing to employee satisfaction. In this subsection, I discuss Herzberg’s 

two-factor theory, the study’s conceptual framework, and its application to employee 

turnover in the aviation industry. 

Herzberg’s Two-Factor Theory 

The theory used to guide the current study was Herzberg et al.’s (1959) two-factor 

theory. In this theory, Herzberg et al. delineated two distinct categories of factors 

influencing job satisfaction and dissatisfaction: motivation and hygiene. Motivation 

factors are intrinsic to a job and include engaging work tasks, opportunities for career 

advancement, and recognition of accomplishments (Herzberg et al., 1959). Hygiene 
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factors are distinct from motivation factors and encompass work conditions, job security, 

benefits, and salary (Herzberg et al., 1959). Employers can cultivate an environment 

conducive to job satisfaction and reduce employee turnover by addressing motivators and 

hygiene factors (Mahadi et al., 2020). Motivation and hygiene factors both influence 

employee satisfaction and turnover. 

Motivation Factors. Employers can increase motivation factors to enhance 

employee satisfaction. Herzberg et al. (1959) argued that motivation factors promote 

employee satisfaction and reduce turnover. Motivation factors promote employee 

satisfaction by fulfilling individuals’ needs for personal growth (Vo et al., 2022). Some 

examples of motivation factors include the work itself, professional achievement, 

recognition, work responsibilities, and professional advancement (Basalamah, 2021). 

Motivation factors enhance employee job satisfaction in contemporary workplaces 

(Puhakka et al., 2021). Employers can use motivation factors to promote employee 

satisfaction. 

Ample motivation factors in the workplace reduce employee turnover intentions. 

Yan et al. (2021) argued that employers who proactively work to enhance employees’ job 

attitudes reduce turnover intentions. The authors reported that leaders enhance 

employees’ job attitudes by recognizing superior work, offering advancement and 

professional growth opportunities, and providing training and developmental 

opportunities. Jiang et al. (2023) similarly found that employers can reduce employee 

turnover by enhancing employees’ self-determination and autonomy in their workplace 
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and career decisions. Employers can reduce employee turnover by enhancing job 

satisfaction through motivation factors. 

Hygiene Factors. Employers can also reduce employee turnover by ensuring that 

hygiene factors are present in the workplace. Hygiene factors do not motivate employees 

or ensure their satisfaction, but a lack of hygiene factors promotes employee 

dissatisfaction if absent or mishandled (Rai et al., 2021). Examples of hygiene factors 

include company and administrative policies, leadership, salary, benefits, interpersonal 

relationships, and working conditions (Pham & Nguyen, 2020). Some scholars have 

called hygiene factors dissatisfiers when they are not present in the workplace (Lee & 

Lee, 2022). For example, safe working conditions do not enhance employees’ work 

motivation, but unsafe work conditions can produce employee dissatisfaction and 

enhance turnover intentions (Dziuba et al., 2020). Workplace safety is especially 

important in the aviation industry, where a lack of airplane maintenance can lead to 

disaster (Gharib et al., 2021). Employers can reduce employee dissatisfaction by 

optimizing workplace hygiene factors. 

Unsatisfactory hygiene factors can increase employee turnover. Salaries and 

benefit packages that are not competitive with other employers can drive employees to 

work for more competitive employers (Reddy, 2020). Toxic leadership and poor 

workplace relationships with coworkers increase employees’ dissatisfaction and promote 

turnover intentions (Labrague et al., 2020; Shakoor et al., 2023). Unsafe workplace 

conditions can also influence employee dissatisfaction and turnover intentions (Dziuba et 
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al., 2020). Employers can reduce employee turnover intentions by ensuring that hygiene 

factors present in the workplace are favorable for employees. 

Application of the Two-Factor Theory to the Aviation Industry  

Herzberg’s two-factor theory applies to employee satisfaction and turnover in the 

aviation industry. Enhancing motivation factors can promote airline employees’ job 

satisfaction and reduce turnover intentions (Chung & Jeon, 2020). Mehmood and Maitlo 

(2020) ascertained that leadership style influences job satisfaction in the aviation 

industry. The authors highlighted aviation leaders’ leadership competencies, including 

emotional intelligence and managerial style, as motivation factors to enhance airline 

workers’ job satisfaction. Providing ample opportunities for career development and clear 

pathways for advancement can reduce the turnover rates of airline employees (Wandelt & 

Wang, 2024). Cultivating a supportive work environment, promoting work-life balance, 

and nurturing robust leader-employee relationships reduce employee dissatisfaction and 

turnover intentions (Novitasari & Iskandar, 2022). Airline leaders can reduce employee 

turnover by including motivation factors in the workplace. 

Hygiene factors are equally important for reducing employee turnover in the 

aviation industry. Competitive compensation is a vital hygiene factor, averting 

dissatisfaction from inadequate pay. Karsili et al. (2021) argued that leaders in the 

aviation sector can mitigate employee turnover by focusing on competitive compensation 

packages, ideally comprising competitive salaries and benefits. Aviation firms can 

diminish the risk of employees seeking better-paying opportunities elsewhere by offering 

salaries and benefits that meet or exceed industry benchmarks. Competitive 
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compensation packages are a magnet for talent in aviation, an industry where leaders 

consistently seek skilled individuals (Zaharia et al., 2021). Aligning pay structures with 

industry standards can enhance a company's attractiveness to potential hires (Barbaros, 

2020). Appropriate and competitive salaries and benefit packages are hygiene factors that 

dissuade employee turnover. 

Combinations of motivation and hygiene factors reduce employee turnover in the 

aviation industry. Siddiqui and Bisaria (2021) surveyed airline employees to determine 

what motivation and hygiene factors influenced their retention intentions. Motivation 

factors identified were job security and career advancement, while hygiene factors 

identified included physical working conditions, salary structure, and leadership quality. 

These findings are consistent with those of de Sant and de Hilal (2021) who found that 

airline pilots prioritized job security and safety. Kumari and Aithal (2022) determined 

that flight attendants’ job satisfaction increased with strong leadership and opportunities 

for work-life balance. These findings suggest that motivation and hygiene factors 

influence airline employees’ job satisfaction and turnover or retention intentions. 

Employee Turnover in Regional Airlines 

The aviation industry has high turnover rates. According to the International Air 

Transport Association (2023), the turnover of ground operations crew was approximately 

20%, the turnover rate for cabin crew and airline customer service agents was 18%, and 

nearly 50% of ground handling personnel turned over in 2022.  Employee turnover has 

unique implications for regional airlines. Regional airlines are small airlines that fly 

between small communities that do not have the demand or infrastructure for large 
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airports or airline services (Merkert, 2020). Regional airlines operate under significant 

time pressure due to strict schedule adherence, meeting goals, and time constraints 

(Kurniawaty et al., 2019). Factors, such as early hours and long shifts, increase work 

demand and add pressure on employees (Schiffinger & Braun, 2020). These conditions 

result in strained interpersonal relationships and decreased teamwork and collaboration, 

leading to elevated employee turnover (Cahill et al., 2020). Occupational stress in the 

airline industry adversely affects interpersonal dynamics, resulting in diminished 

motivation and employee retention (Lindsey, 2022). The combination of time pressure, 

strict schedules, reduced salaries, and increased work demands creates an environment 

conducive to employee dissatisfaction and turnover (Han et al., 2021). By tackling these 

underlying factors, aviation organizations can improve employee morale, enhance 

retention rates, and strengthen operational efficiency and effectiveness (Al-Suraihi et al., 

2020). Regional airlines have increased employee turnover due to work-related stress that 

employee retention strategies can mitigate.  

Employee turnover has implications for tacit knowledge, employee morale, and 

employee engagement. Seasoned employees have tacit organizational knowledge that 

new employees could take years to learn (Elias & Farah, 2020). High turnover rates may 

cause airline managers to lose institutional knowledge and experienced personnel, 

hindering its capacity to respond effectively to industry challenges and opportunities 

(Salman et al., 2020). Turnover can also affect employee morale and engagement, which 

are essential for fostering a culture of innovation and continuous improvement within the 

organization (Chang et al., 2021). Some employees question their organizational 
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commitment when coworkers leave the organization (Guzeller & Celiker, 2020). 

Employee turnover creates a dissonant work environment that can influence other 

employees’ turnover intentions. 

Employee turnover in airlines is a complex phenomenon. Factors, such as job 

stress, fear of COVID-19, and organizational conflicts, often influence airline employee 

turnover, impacting turnover intentions, morale, and engagement (Maryati et al., 2022; 

Zhang et al., 2019). Airline managers should adopt a comprehensive approach to address 

elements of turnover, such as job satisfaction, organizational commitment, and a 

supportive organizational climate (Khairina & Games, 2022; Ravishankar & Christopher, 

2022; Rawashdeh et al., 2022). Airline managers can adopt strategies to alleviate 

turnover, such as talent management practices, internal marketing, and employee training, 

to enhance employee job satisfaction and retention (Almomani et al., 2022). A 

comprehensive approach is essential to tackling airline employee turnover and 

organizational instability (Choy & Kamoche, 2021). Airlines managers can elevate 

retention rates, secure operational stability, and foster long-term success in the industry 

by adopting strategies to bolster employee engagement, diminish turnover intention, and 

cultivate a positive work environment. 

Employee Turnover and Organizational Instability in Regional Airlines 

Employee turnover contributes to organizational instability in the airline sector, 

with far-reaching implications (S. Kim et al., 2022). Organizational instability refers to 

the level of unpredictability present within a given corporation or organization (Hillmann 

& Guenther, 2021). Airlines that are short staffed have a lessened capacity for 
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adaptability to unpredictable events compared to fully staffed airlines (Hanumantha et al., 

2020). Weather systems, natural disasters, and system malfunctions are some 

unpredictable events to which airline companies must respond (Zhou & Chen, 2020). 

Employee turnover can lessen airlines’ capacity to respond to unpredictable events, 

contributing to organizational instability. 

Employee turnover influences organizational instability by impacting safety. High 

turnover rates within airlines reduce staff available to safely transport customers, placing 

strain on remaining employees (Chua et al., 2022). Reductions in available pilots, flight 

attendants, and ground crew necessitate that other employees work extra hours to ensure 

flights operate on time (Gillet & Tremblay, 2021). Tired airline employees may make 

mistakes that influence airline safety, contributing to organizational instability (J. Kim et 

al., 2022).  

Employee turnover also influences organizational instability by inducing financial 

challenges. Cohen and Kantenbacher (2020) explored the economic ramifications of 

safety deficiencies within the aviation domain, finding that safety concerns had 

immediate financial implications due to customer retention. The safety concerns of 

aviation industry staff and customers can reduce organizational reputations and customer 

base (Ahmed et al., 2020). Employees are also more likely to leave an organization they 

perceive to be unsafe, further leading to organizational instability (Teo et al., 2020). 

Increasing employee retention mitigates some safety challenges in the aviation industry 

(Wandelt & Wang, 2024). Employee retention can improve organizational stability by 

enhancing airline safety. 
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Employee turnover reduces airlines’ operational efficiency. Turnover within 

airlines can result in escalated recruitment expenses, the departure of experienced staff 

with tacit knowledge, and diminished operational efficiency due to staff shortages and 

new staff inexperience (Gupta, 2019; Saragih & Hendy, 2022). Elevated turnover rates 

can disrupt operations, compromise service quality, and lead to customer dissatisfaction, 

thereby impacting the airline’s reputation and revenue generation (Chen, 2022; Lee et al., 

2022). Turnover also contributes to instability within the organization by increasing the 

workload for remaining employees and hindering innovation and adaptation to market 

changes (Ardyputri & Ariyanto, 2023; Maryati et al., 2022). Airline leaders divert money 

they could use to promote innovation and enhance airline services to training expenses 

for new employees (Maryati et al., 2022). Employee turnover contributes to 

organizational instability through multiple mechanisms. 

Financial Implications of Employee Turnover in Regional Airlines 

High employee turnover rates in the airline industry have notable financial 

consequences. Airlines with high turnover rates incur greater recruitment and training 

expenses and productivity decreases during the onboarding period for new employees 

(Awwad & Heyari, 2022). Turnover also affects operational efficiency and effectiveness, 

potentially diminishing the quality of customer service and satisfaction and impacting 

revenue generation and customer loyalty (Lee et al., 2022). Turnover directly impacts 

profitability by affecting operational effectiveness and indirectly affects customer 

satisfaction and loyalty, both crucial for revenue generation (Wulandari et al., 2022). 
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Employee turnover induces costs related to new employee recruitment and training and 

customer retention. 

Airline managers can mitigate turnover costs by forecasting and planning for 

turnover. Airline financial analysts can forecast turnover using financial metrics evident 

in annual financial statements (Xu et al., 2021). Airline managers can proactively handle 

turnover and its associated expenditures by understanding the connection between 

financial performance and turnover (Awwad & Heyari, 2022). Turnover costs acutely 

affect small regional airlines with reduced resources compared to larger airlines (Merkert, 

2020). Employee retention strategies mitigate turnover, but service-related corporations 

should still forecast and plan for inevitable voluntary turnover (Ghani et al., 2022). 

Forecasting and planning turnover mitigates some adverse financial aspects of employee 

turnover. 

The COVID-19 pandemic worsened the financial ramifications of turnover in the 

airline sector. Airlines encountered unparalleled difficulties, including diminished 

demand, flight cancellations, and financial strain due to the pandemic (Dube et al., 2021). 

Elevated turnover rates during this period compounded airlines’ financial strain by 

escalating recruitment and training expenses at a time when airlines grappled with 

maintaining financial viability (Dube et al., 2021). The COVID-19 pandemic affected the 

financial stability of small regional airlines with limited resources more than larger 

airlines with greater revenue bases (Abate et al., 2020). Crises like the COVID-19 

pandemic increase employee turnover and reduce airlines’ financial instability. 
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Strategies for Reducing Employee Turnover in Regional Airlines 

 In the previous section, I demonstrated that employee turnover in the airline 

industry has extensive financial implications, impacting costs, revenue generation, 

operational efficiency, customer satisfaction, and innovation capabilities. Airline 

managers can mitigate turnover costs and enhance financial sustainability by 

comprehending the relationship between turnover and financial performance and 

implementing appropriate strategies (Abdi et al., 2020). In this section, I discuss 

strategies to reduce employee turnover in regional airlines. Factors influencing employee 

turnover in airlines encompass job insecurity, diminished job satisfaction, restricted 

career progression opportunities, and organizational loyalty (Alola & Alafeshat, 2021; 

Gupta, 2019; Lee et al., 2022; Saragih & Hendy, 2022). Airline managers should address 

these factors when developing strategies to reduce turnover. I discuss six strategies: (a) 

competitive pay, compensation, and benefits; (b) investing in strong leaders; (c) 

enhancing workplace culture and environment; (d) career advancement and growth 

opportunities; (e) employee support programs; and (f) advancing aviation safety and 

decision-making. 

Competitive Pay, Compensation, and Benefits. Employers can reduce 

employee turnover in regional airlines by offering competitive pay, compensation, and 

benefits. Satisfaction with compensation and benefits can mitigate employee 

dissatisfaction and turnover intentions in the aviation industry (Han & Bi, 2023). Airline 

managers who offer competitive compensation packages establish a nurturing and 

gratifying workplace environment, augmenting employee contentment and curtailing 
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turnover rates (Bhatia et al., 2023). Aligning compensation packages with employee 

needs and expectations can enhance job satisfaction and diminish turnover intentions, 

fostering a more stable workforce. Organizations can bolster employee engagement, 

commitment, and satisfaction by addressing discrepancies or discontentment regarding 

compensation, thereby strengthening retention rates (Aboramadan et al., 2020). Aviation 

leaders can reduce employee turnover by offering competitive compensation packages. 

Competitive compensation packages are critical for attracting and retaining talent 

in aviation. Offering salaries and benefits aligned with industry standards and reflecting 

employees’ skills and contributions helps ensure organizational satisfaction and 

commitment (Hendriks et al., 2022). Employees receiving appropriate compensation and 

benefits become a steadfast and driven workforce, promoting organizational prosperity 

within the aviation sector (Ramlah et al., 2021). Airlines can also offer employees travel-

related benefits unique to their industry to enhance satisfaction (Chung & Tan, 2022). 

Benefits unique to the aviation industry may enhance employee retention. 

Employee turnover correlates with satisfaction with compensation and benefits. 

Mustika et al. (2021) ascertained that employees with competitive compensation and 

benefits have reduced turnover intentions compared to employees unsatisfied with their 

salary and benefits. Elevating overall job satisfaction through equitable compensation, 

efficient performance evaluation practices, and opportunities for career advancement 

diminishes turnover intention (Burhanudin & Wijanarko, 2022). Initiatives to elevate 

wages and align benefit packages with employees’ goals are pivotal for addressing 

turnover challenges in the aviation sector (Wandelt & Wang, 2024). By prioritizing 
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employee compensation, airlines cultivate a supportive and gratifying workplace 

atmosphere, enhancing employee satisfaction and reducing turnover rates. 

Investing in Strong Leaders. Poor leadership can enhance employee turnover.  

Lee et al. (2021) explored team dynamics and leadership in aviation, finding that 

ineffective leadership can disrupt team cohesion, resulting in inefficiency and safety 

hazards. Toxic leaders can create workplace environments that are emotionally 

challenging for employees, increasing employee dissatisfaction (Abbas & Saad, 2020). 

Laissez-faire leadership, where leaders are disengaged and delegate important decisions 

to employees, in airline workplaces can create confusion among employees about 

workplace and team priorities and impact airline safety (Bastola, 2020). Airline 

employees, including pilots, expressed dissatisfaction with managers’ laissez-faire 

leadership styles (Rouco et al., 2021). Leaders who use laissez-faire leadership influence 

turnover intentions in aviation (Papasava & Njeru, 2022). Managers practicing ineffective 

leadership reduce employees’ job satisfaction and increase turnover intentions. 

Strong leaders can enhance employee retention and mitigate turnover. Mehmood 

and Maitlo (2020) ascertained that employees’ job satisfaction is linked to leadership 

style in the aviation industry. The authors found that emotional intelligence and favorable 

managerial styles enhanced airline workers’ job satisfaction. Transformational leadership 

enhances employee satisfaction in the airline sector (Papasava & Njeru, 2022). 

Transformational leadership involves inspiring and motivating employees to perform in 

creative ways that address organizational goals and a larger organizational mission (Shafi 

et al., 2020). Wu et al. (2023) found that airline pilots with transformational leaders have 



20 

 

enhanced safety behaviors and job satisfaction. Khushnood et al. (2020) found that 

transformational leadership increased flight attendants’ organizational commitment and 

job performance. Transformational leaders can enhance employee retention in the 

aviation sector. 

 Enhancing Workplace Culture and Environment. When mishandled, 

workplace culture and environment are hygiene factors that can lead to employee 

dissatisfaction. Cultivating a nurturing work atmosphere where employees feel 

appreciated, esteemed, and empowered can profoundly influence their job contentment 

and inclination to stay within their organization (Gašić & Berber, 2023). Fostering a 

culture of teamwork, openness, and acknowledgment entails furnishing adequate 

resources and assistance to aid employees in flourishing in their positions (Foster, 2021). 

A positive workplace culture can enhance employees’ organizational commitment. 

Airline managers who improve workplace culture and atmosphere enhance 

employee satisfaction and lower turnover rates in the aviation sector. The physical 

workspace greatly influences job satisfaction, performance, communication, and stress 

(Kurniawaty et al., 2019). Airline managers who implement a positive work environment, 

recognize employees, enhance employees’ skills, and regularly assess employee job 

satisfaction increase employee satisfaction in the aviation industry (Isnanto, 2021). 

Airline managers who create a positive workplace environment enhance organizational 

commitment and reduce turnover intentions (Zhenjing et al., 2022). Airline managers 

reduce employee turnover by promoting a positive workplace culture.  
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Leaders who prioritize employee well-being contribute to reduced turnover 

intentions. Promoting a healthy workplace culture through supportive leadership, social 

support, work-life balance, and effective regulations enhances employee mental health 

and well-being, reducing turnover intentions (Monteiro & Joseph, 2023). Employee 

support programs, training, and development initiatives are crucial for retaining 

employees and fostering commitment within the aviation industry (Satardien et al., 2019). 

Such programs facilitate employees’ well-being and demonstrate organizational 

commitment to employees’ needs (Monteiro & Joseph, 2023). A positive workplace 

culture, including employee support and training programs, reduces employee turnover. 

Supportive organizational culture enhances employee commitment and reduces 

turnover intentions. Creating supportive work environments and boosting employee 

engagement and satisfaction are essential for minimizing turnover intention in industries 

like aviation and hospitality (Andriani et al., 2023). Employee training is vital for 

enhancing job satisfaction and reducing turnover intention, as job satisfaction mediates 

the relationship between training and turnover intention (Wang, 2022). Aviation leaders 

can improve employee satisfaction and lower turnover rates by focusing on a positive 

workplace atmosphere, enhancing job satisfaction, implementing support programs, and 

investing in employee development. 

Career Advancement and Growth Opportunities. Career advancement, 

professional growth, and developmental opportunities are motivation factors that can 

enhance satisfaction and reduce turnover intentions. Airline leaders who provide 

employees with opportunities for career advancement can notably diminish turnover 
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intention (Burhanudin & Wijanarko, 2022). Promoting career advancement and growth 

opportunities greatly increases employee satisfaction and lowers turnover in the aviation 

industry (Singh et al., 2022). Career satisfaction is key to reducing employees' turnover 

intentions (Aburumman et al., 2020). Employees dissatisfied with their career prospects 

are likely to search for new jobs with better opportunities, underscoring the need to offer 

career growth pathways within an organization (Salleh et al., 2020). Employees without 

career advancement opportunities have high turnover intentions. 

Career advancement and growth opportunities include career planning and 

professional development training. Career planning, development, and growth 

opportunities improve employees’ job satisfaction and reduce turnover intentions 

(Aburumman et al., 2020). By providing clear career paths, training programs, and 

promotion opportunities, aviation leaders enhance employees’ job satisfaction, reduce 

burnout, and ultimately lower turnover rates (Dewi & Nurhayati, 2021). Career-related 

benefits also mediate employee turnover, underscoring the importance of offering 

attractive career development opportunities to retain employees (Nouri & Parker, 2020). 

Career advancement opportunities reduce employee turnover. 

Career advancement enhances employee satisfaction and reduces turnover. Public 

service motivation and career growth opportunities are associated with reduced turnover 

intentions due to their positive impact on job satisfaction (Wang, 2022). Organizations 

that offer clear career progression and development paths enhance employees’ work 

attitudes and behaviors, resulting in higher job satisfaction and lower turnover rates (Nae 

& Choi, 2021). Human resource practices, including compensation, training, and career 
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development, influence turnover intention, with job satisfaction as a mediating factor 

(Hanifa et al., 2024). Offering development opportunities for employees reduces 

employee turnover. 

Growth opportunities influence employee turnover through job satisfaction. 

Offering career growth opportunities correlates with higher job satisfaction, subsequently 

reducing turnover intentions (Ashraf, 2019). Workload, career development, and job 

satisfaction influence turnover intentions, with job satisfaction as a mediator (Jayasri & 

Annisa, 2023). Fair promotion practices, training programs, and career development 

initiatives significantly enhance job satisfaction and commitment and lower turnover 

rates (Hou, 2023). Offering employees clear career paths, growth opportunities, and 

development programs is vital for cultivating job satisfaction and mitigating turnover 

intention in the aviation industry (Burhanudin & Wijanarko, 2022). Organizational 

leaders can improve retention and overall job satisfaction if they cultivate a more 

engaged workforce by investing in programs for employee career advancement and 

personal growth. 

 Reducing Job-Related Stress. Job-related stress is a hygiene factor that 

influences job dissatisfaction and turnover intentions. Airline workers experience 

challenges with job-related stress (S. Kim et al., 2022). The regional airline sector of the 

aviation industry operates under significant time pressure due to strict adherence to 

schedules, meeting goals, and time constraints (Kurniawaty et al., 2019). The 

combination of time pressure, strict schedules, reduced salaries, and increased work 

demands creates an environment conducive to employee dissatisfaction and turnover (S. 
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Kim et al., 2022). Additional factors such as reduced salaries and increased work demand 

also contribute to pressure, ultimately leading to elevated employee turnover (Chua et al., 

2022). Work-related stress leads to strained interpersonal relationships and decreased 

teamwork and collaboration among aviation employees (Cahill et al., 2020). Job-related 

stress can lead to employee turnover intentions in the aviation industry. 

By addressing job-related stress, aviation leaders can strive to improve employee 

morale, enhance retention rates, and ultimately strengthen operational efficiency and 

effectiveness. Karsili et al. (2021) found that aviation firms that offered flexible work 

environments decreased job-related stress among employees, reducing dissatisfaction and 

lessening turnover intentions. The aviation industry differs from others due to inflexible 

work hours that must accommodate fixed flight schedules (Cavada et al., 2023). Airline 

leaders can reduce job-related stress by ensuring pilots, flight attendants, ground crew, 

and airline support staff have adequate rest between shifts (Kumari & Aithal, 2020). 

Reducing job-related stress concomitantly reduces employee turnover. 

Employee Support Programs. Employee support programs can reduce employee 

turnover. Satardien et al. (2019) ascertained that support programs improve aviation 

industry retention by increasing employee commitment and perceived organizational 

support. Employee organizational commitment is a crucial indicator of turnover intention 

(Tsaousoglou et al., 2022). Aviation leaders implementing employee support programs 

and allocating resources toward training and development increase employees’ 

organizational commitment and reduce turnover intention (Satardien et al., 2019). 

Aviation leaders foster a supportive and conducive work environment by supporting 
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employees, cultivating a workforce that aligns with the organization's values and 

objectives. 

Wellness programs can enhance employee retention. Companies that offer 

employee wellness programs enhance employees’ employment experience and 

demonstrate a commitment to employee well-being (Gabriel & Aguinis, 2022). Varga et 

al. (2021) explored employees’ perceptions of wellness programs in service industries, 

finding that employees believed wellness programs reduced job stress and increased their 

perceived organizational support. The study’s findings also indicated that wellness 

programs reduced employees’ turnover intentions. These findings are consistent with 

those of Torres and Zhang (2021) and Xu et al. (2022), suggesting that employees value 

wellness programs. Airline leaders can offer employee wellness programs to increase 

employee retention. 

Advancing Aviation Safety and Decision Making. Workplace safety is a 

hygiene factor influencing job dissatisfaction when unsafe work conditions occur. Risk 

management is a critical workplace component in aviation (Bendak & Rashid, 2020). 

Basimakopoulou et al. (2022) introduced a systematic approach to safety risk 

management in civil aviation, presenting the sustainability-ethics-resilience framework as 

a practical system for mitigating risks in aviation. The authors proposed advancing safety 

risk management in civil aviation, emphasizing the critical need for an evolved, 

systematic, and comprehensive approach. The sustainability-ethics-resistence framework 

enables leaders to adeptly link insights, pinpoint gaps in safety measures, and devise 

practical strategies that resonate with real-world challenges and scenarios in aviation 
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(Basimakopoulou et al., 2022). Applying new methodologies to aviation safety can 

reduce employee dissatisfaction and turnover intentions. 

Airline safety requires airline leaders to make sound decisions within the high-

risk aviation environment. The decision making of air traffic controllers, ground crews, 

and pilots influences the safety of other airline employees (Kale et al., 2023). Behrend 

and Dehais (2020) and Wang et al. (2021) found that airline employees’ situational 

awareness in decision making reduced risk in high-risk aviation environments. Enhancing 

the decision-making capabilities and situational awareness of pilots, air traffic controllers, 

and ground crews can enhance the overall safety of airline employees (Brugnara et al., 

2022). Airline employees report greater job satisfaction when other employees prioritize 

safety (Al Marzouqi et al., 2020). Aviation leaders can enhance employees’ job 

satisfaction and reduce dissatisfaction and turnover intentions by prioritizing airline 

safety. 

Transition 

In Section 2, I presented a literature review surrounding topics related to 

employee turnover in the aviation industry. I discussed Herzberg’s two-factor theory, my 

study’s conceptual framework, and its application to employee turnover in aviation. Next, 

I discussed the problem of employee turnover for regional airlines, highlighting how 

turnover impacts tacit knowledge, employee morale, and employee engagement (see 

Maryati et al., 2022; Salman et al., 2020; Zhang et al., 2019). I also discussed how 

employee turnover impacts airline organizational instability, finding that employee 

turnover impacts airline adaptability (Hanumantha et al., 2020), safety (Gillet & 
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Tremblay, 2021), financial stability (Cohen & Kantenbacher, 2020), and operational 

efficiency (Gupta, 2019; Saragih & Hendy, 2022). I next described employee retention 

strategies airline leaders could employ, including (a) competitive pay, compensation, and 

benefits; (b) investing in strong leaders; (c) enhancing workplace culture and 

environment; (d) career advancement and growth opportunities; (e) employee support 

programs; and (f) advancing aviation safety and decision-making. These findings 

provided a robust platform for exploring and comparing the strategies identified by the 

six participants in the current study. 

Section 3 will contain a description of the methodology used in this qualitative 

pragmatic inquiry. I will discuss project ethics, the study’s nature, population, sampling 

procedures, and participants. I will also provide the procedures for data collection, the 

study’s interview questions, and the methods used to organize and analyze the data. The 

strategies used for enhancing the reliability and validity of the study will also be 

discussed. Section 4 will include a presentation of the study’s findings and the 

contribution of the study to professional business practice. I will also provide 

recommendations for business practice and future research as well as discuss the study’s 

implications for social change.  
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Section 3: Research Project Methodology 

Employee turnover is a significant challenge in the aviation industry. Employee 

turnover impacts airline adaptability (Hanumantha et al., 2020), safety (Gillet & 

Tremblay, 2021), financial stability (Cohen & Kantenbacher, 2020), and operational 

efficiency (Gupta, 2019; Saragih & Hendy, 2022). In Section 3, I discuss the study’s 

ethics; the nature of the project; and the study’s population, sampling, and participants. I 

also describe the study’s data collection activities, interview questions, and data 

organization and analysis procedures. The strategies used to enhance the study’s 

reliability and validity are provided as well. 

Project Ethics 

Qualitative researchers adopt multifaceted roles when conducting research, acting 

as human instruments to collect, organize, and analyze textual data from research 

participants (Khoa et al., 2023). While conducting this study, I acted as an active 

participant, chosing the study’s methodology and research design, identifying and 

recruiting participants, gathering qualitative data using semistructured interviews, 

analyzing publicly available company documents, and organizing and analyzing the 

research data. Qualitative researchers must also adhere to ethical research standards and 

protect participants’ rights throughout the research project (Moriña, 2021). Qualitative 

researchers should uphold rigorous standards promoting reliability and validity (Johnson 

et al., 2020). I performed each of these roles of qualitative researchers in the current 

study. 
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All researchers have assumptions and biases about a research topic. Researchers 

should disclose their relationships to their chosen research topic to be transparent about 

potential biases (Jacobs et al., 2021). I have been involved with aviation since 2015 as an 

active participant in the supply management side of the industry. At the time of this 

study, I was not actively involved in hiring or firing aviation employees, but I was an 

outside observer of the turnover present in the industry. Researchers should engage in 

reflexivity practices to mitigate potential researcher bias (Jamieson et al., 2023). McGrath 

(2021) recommended using reflexive journaling before and after each research-related 

activity. I used reflexive journaling throughout the study to document my assumptions 

and thoughts about the research process. 

I followed all suggested ethical standards of research while conducting this study. 

I maintained the participants’ well-being throughout the study by adhering to the 

established ethical norms stated in the Belmont Report (see National Commission for the 

Protection of Human Subjects of Biomedical and Behavioral Research, 1979). The 

Belmont Report established three principles of ethical research: justice, beneficence, and 

respect for persons. The principle of justice concerns equitable representation in research 

(Vetter et al., 2022). I demonstrated respect for justice by ensuring that the inclusion 

criteria for selecting participants were fair and appropriate to address employee turnover 

in the aviation industry. The principle of beneficence concerns protecting participants 

from harm (White, 2020). I upheld the principle of beneficence by mitigating risks to the 

participants, treating the participants respectfully, and ensuring I protected the 

participants’ confidentiality. Respect for persons involves respecting the research 
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participants as autonomous individuals capable of making informed decisions (Vetter et 

al., 2022). I showed respect for persons by using an informed consent process to ensure 

the participants made informed decisions about participating in the study voluntarily. 

Ethical research involves obtaining informed consent from research participants. 

Researchers should provide participants with informed consent forms that provide details 

about the study’s purpose, methods, the risks and benefits of participating in the study, 

and the participants’ rights (Carter et al., 2021). I used an informed consent form that was 

preapproved by the Walden University Institutional Review Board (IRB) to ensure that 

each participant took part in the study voluntarily. After potential participants indicated 

their interest in the study, I emailed them the informed consent form, whichaddressed the 

risks and benefits of participating in the study, each participant’s right to withdraw for 

any reason, and the procedures used to protect the participants’ confidentiality and 

privacy. 

The participants have the right to withdraw from research studies at any time. The 

Belmont Report stipulates that research participants must be allowed to withdraw from a 

research study without fear of repercussion (Wester et al., 2023). The informed consent 

form contained information regarding the participants’ right to withdraw from the study 

at any time. If a participant had decided to withdraw from the study, I would have 

destroyed all data collected from the participant, including audio recordings, transcripts, 

and data analysis. No participants decided to withdraw from the study. There were no 

incentives given to participants for taking part in the study.  
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I submitted the current study for approval to the Walden University IRB to ensure 

I had adequate measures in place to protect the participants. The IRB approval number 

for the study was 08-13-24-1182530. IRB approval is necessary to ensure that 

researchers’ methods protect the participants from harm (White, 2020). Safeguarding 

participants’ confidentiality can be accomplished by communicating with them securely 

and not posting confidential information on public forums (Moriña, 2021). I 

communicated with participants through secure methods using encrypted emailto 

safeguard the participants’ confidentiality and privacy. Secure communication and 

storing files on encrypted devices were sufficient to protect the participants’ confidential 

information. 

I maintained the participants’ confidentiality throughout the study. Pseudonyms 

can protect participants’ confidentiality in research studies (Lahman et al., 2023). I 

named all study-related files, including consent forms with alphanumeric pseudonyms for 

participants (i.e., P1, P2, P3, P4, P5, and P6). If a participant mentioned information that 

could have reasonably identified them during their interview, such as their place of 

employment, I redacted this information from their interview transcript to preserve their 

confidentiality. 

Walden University’s (2023) IRB mandates that researchers safely store all data 

for 5 years. I will safely store the informed consent forms, audio recordings, interview 

transcripts, and analytical data from the current study for 5 years. All research materials 

and data are stored on a password-protected, encrypted cloud drive. After 5 years, I will 

destroy the data using commercially available data destruction software.  
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Nature of the Project 

I chose the qualitative method for this study. Researchers use the qualitative 

approach to learn in-depth information about an established phenomenon (Khoa et al., 

2023). Qualitative research allows researchers to holistically examine a phenomenon, 

gaining in-depth information from knowledgeable participants (Bazen et al., 2021). 

Researchers commonly use the qualitative approach to explore complex social and 

business phenomena (Lanka et al., 2020). Researchers who use the qualitative method 

rely on the participants’ opinions, thoughts, and experiences to compile rich, contextual 

information and draw conclusions about a phenomenon (Khoa et al., 2021). Since I aimed 

to gain in-depth information about the participants’ experiences with strategies for 

mitigating employee turnover, the qualitative method was appropriate and justified for 

this study. 

I chose the pragmatic inquiry study research design for this qualitative study. The 

pragmatic inquiry research design involves pragmatically combining aspects of other 

traditional qualitative research designs to address a study’s purpose (Savin-Baden & 

Major, 2023). I combined aspects of the descriptive, case study, and document review 

qualitative designs in this pragmatic inquiry. The qualitative, descriptive research design 

allows researchers to gather in-depth descriptive data from participants (Doyle et al., 

2020). The case study design allows researchers to explore a case phenomenon in depth 

from multiple angles (Yin, 2018). Qualitative document review allows researchers to 

critically examine documents pertaining to a phenomenon (Morgan, 2022). These designs 

aligned with the current study’s purpose of gathering descriptive, in-depth data through 
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interviews with research participants and document review, making the pragmatic inquiry 

design appropriate for the study. For these reasons, I chose a pragmatic inquiry research 

design for the study. 

Population, Sampling, and Participants 

The target population was airline managers in the United States who had 

developed effective strategies to mitigate employee turnover and enhance organizational 

stability and profit. I collected data from six purposefully sampled airline managers from 

the target population. The participants were selected based on the following predefined 

inclusion criteria: (a) managers in an airline company in the United States, (b) who had at 

least 2 years of experience as an airline manager, and (c) had implemented successful 

strategies to reduce employee turnover. Qualitative researchers assume that the 

participants have in-depth knowledge of the phenomenon and topic they are researching 

(Chivanga & Monyai, 2021). Therefore, theparticipants’ characteristics and knowledge 

aligned with the study’s purpose and research question. The airline managers I 

interviewed were suitable for this research study because they had direct knowledge of 

successful strategies to reduce employee turnover.  

Qualitative researchers must choose a sampling technique appropriate for their 

study. I primarily used purposeful sampling to select participants in this study. Purposeful 

sampling relies on predefined inclusion criteria to select knowledgeable participants 

(Douglas, 2022). Stratton (2024) advocated for researchers using purposeful sampling to 

select information-rich cases with the appropriate knowledge to address the study’s 

purpose and research question. Snowball sampling relies on current participants 
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recommending other individuals who meet the study’s inclusion criteria (Parker et al., 

2019). Purposeful sampling allowed for the identification of four participants. I used 

snowball sampling as a secondary sampling method to identify an additional two 

participants for the study . 

I recruited participants through social media using the Walden University IRB’s 

preapproved participant invitation. The invitation included the study’s inclusion criteria 

so that participants could self-identify as qualified. Researchers should strive to build a 

positive rapport and working relationship with research participants (Xu et al., 2020). I 

established a working relationship with participants by building a positive rapport and 

treating participants with respect and dignity. 

Data saturation is an important consideration for qualitative research. Data 

saturation influences the strength of the conclusions that researchers can draw from 

qualitative research (Braun & Clarke, 2021). Data saturation is the point in the data 

collection and analysis process when researchers cannot gain any new information from 

additional interviews (Mwita, 2022). Guest et al. (2020) found that researchers observed 

data saturation after interviewing five participants in 92% of qualitative studies where 

investigators used interviews as a data collection tool. Therefore, I chose a sample size of 

six participants, allowed for data saturation, as described later in the chapter. I defined 

data saturation as the point in data analysis when additional interviews did not generate 

new themes or information, assessed through the development of unique codes to apply 

to participants’ interview transcripts. Data saturation was observed after five participants; 

I conducted an additional interview to ensure saturation was reached.  
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Data Collection Activities 

Qualitative researchers often use multiple data sources to facilitate 

methodological triangulation (Creswell, 2013). Triangulation increases the credibility of 

a study's conclusions (Santos et al., 2020). I used three data collection instruments in this 

pragmatic inquiry study: (a) I served as the primary instrument, (b) publicly available 

company documents about employee retention strategies, and (c) semistructured 

participant interviews with open-ended questions. Using open-ended interview questions 

allows researchers to systematically explore the participants’ experiences without 

imposing the researcher’s personal biases (Ivey, 2023). The primary objective of the 

interviews was to explore the participants’ experiences with successful strategies to 

reduce employee turnover in the aviation industry. 

After participants reviewed the informed consent form and consented to take part 

in the study, they were assigned a pseudonym in the order in which they returned the 

consent form. I then emailed or called them to schedule an interview. Each participant 

chose a convenient time and date to complete an interview. I conducted the interviews 

using Zoom telecommunications software. The Zoom platform is a secure setting for 

conducting qualitative research interviews (Gray et al., 2020). Virtual interviews were 

appropriate for this study because airline managers can be located in various geographical 

regions in the United States. I adhered to the interview protocol shown in the Appendix. 

Interview protocols ensure that researchers ask all participants the same questions in the 

same orderto help mitigate researcher bias (Stahl & King, 2020). Each participant 

completed a single interview session lasting approximately 20 minutes. This time frame 
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allowed each participant to elaborate on strategies to reduce employee turnover. I 

maintained an audit trail to promote the dependability of the study’s findings. I also 

ensured that the data collected during the interviews were accurate using member 

checking. 

After I conducted each interview, I transcribed the audio recording of the session. 

Transcription accuracy in qualitative investigations is imperative because data analysis 

relies on the transcriptions (Nascimento & Steinbruch, 2019). I used the Otter.ai 

transcription service to transcribe the interviews. I compared the audio recordings of the 

interviews to the transcriptions line-by-line to ensure transcript accuracy. Three copies of 

each transcript were saved: (a) the raw transcript provided by Ottter.ai, (b) a copy of the 

transcript with the tracked changes function enabled to correct AI-derived inaccuracies in 

the transcription, and (c) a clean copy of the corrected transcript. I redacted all personally 

identifiable information mentioned by the participants, including their names and places 

of work, from the transcripts to protect their privacy. The corrected transcripts from the 

study are provided in Appendix D to promote the study’s credibility and confirmability, 

allowing the reader access to the raw data used to conduct data analysis. I also requested 

that the participants provide publicly available company documents about employee 

retention strategies. I used these company documents to triangulate the interview 

findings.  

Interview Questions 

During the interviews, I asked the following nine questions to each participant, 

following the interview guide found in Appendix C:  
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1. Can you describe your role and experience in the aviation industry? 

2. What do you perceive as the primary reasons for employee turnover in the 

aviation industry? 

3. How does employee turnover impact aviation organizations, both 

operationally and financially? 

4. What specific strategies have reduced employee turnover in the aviation 

industry? 

5. What role does employee training and development play in reducing turnover? 

6. How important is organizational culture in retaining employees, and what 

steps can cultivate a positive culture? 

7. How do you measure the effectiveness of strategies in reducing turnover? 

8. How do you stay informed about emerging trends and best practices in 

employee retention within the aviation industry? 

9. Are there any insights or lessons learned from your experience that you 

believe are crucial for managing turnover effectively? 

Data Organization and Analysis Techniques 

I maintained a research notebook to log the methods used to conduct the study. 

During the study, I named each participant’s interview recording and transcripts using 

pseudonyms, such as P1 and P2, to ensure the participants’ confidentiality and privacy. 

The semistructured data were organized using NVivo Version 14, a qualitative data 

analysis software. Qualitative researchers frequently use NVivo to manage and store their 

data (Alam, 2021). I also saved company documents provided by the participants using 
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the participants’ pseudonyms. I redacted any sensitive or identifiable information when 

discussing these documents in the research findings. My research notebook included a 

reflexive journal, where I made notes regarding my assumptions, biases, and perceptions. 

Reflective journaling can help qualitative researchers acknowledge their reflexivity and 

mitigate researcher bias (McGrath, 2021). I stored all electronic data collected on a 

secure, password-protected, encrypted cloud drive. After 5 years, I will destroy all 

electronic data, as mandated by Walden University’s IRB. 

Data Analysis 

Qualitative researchers can use various methods to analyze textual data. I used 

Braun and Clarke's (2019) method for thematic analysis. This method involved 

sequentially transcribing, member checking, and coding each interview as I completed 

them. I used the NVivo Version 14 software to organize transcripts and code data from 

the semistructured interviews. I examined company documents and compared 

information in the documents to the interview findings. Member checking allows 

participants to confirm a researcher’s interpretations of their answers to interview 

questions, enhancing the reliability and validity of the study’s findings (Candela, 2019). 

Before I analyzed the data, I emailed each participant my interpretations of their answers 

to interview questions and asked them to verify or clarify my interpretations. The 

member checking summaries and the participants’ responses are found in Appendix E. 

I analyzed the data collected from semistructured interviews using inductive 

thematic analysis. Qualitative researchers commonly use thematic analysis to analyze 

verbal data from interviews (Braun & Clarke, 2022). Data analysis involves coding and 
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categorizing data to identify themes and patterns relevant to the research question. I  

analyzed the interview transcripts using Braun and Clarke's (2019) method for thematic 

analysis, which involves six phases. This method allowed me to derive meaning from the 

data I collected. 

I completed Phases 1 and 2 of Braun and Clarke’s six-phase method sequentially 

for each interview before moving to Phase 3, which is categorization of codes. Phase 1 

was familiarization with the data (Braun & Clarke, 2019). In this phase, I transcribed the 

audio file from each interview into a written transcript. I read each interview transcript 

from start to finish to understand the data collected from individual interviews. Phase 1 

often involves multiple readings of the interview transcripts (Braun & Clarke, 2019). I 

conducted member checking for each interview immediately after transcribing the audio 

file. To conduct member checking, I summarized my interpretations of each individual 

participant’s answers to the interview questions and email the interpretations to the 

participants. I invited the participants to provide clarification on my interpretations of 

their answers. The member-checking documents and the participants’ responses are 

provided in Appendix E. 

Phase 2 was the coding phase. Phase 2 involved categorizing the data into 

meaningful units, known as codes (Saldaña, 2021). The codes were short descriptive 

phrases based on the participants’ ideas and thoughts. During the coding phase, I created 

a codebook that outlines the codes for categorizing the data. I used NVivo Version 14 

beginning in Phase 2 to organize and code the data. I completed Phases 1 and 2 for the 

first interview, then for the second interview, and so on, until I coded all interviews. The 
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data generated 32 descriptive codes. Phase 3 involved categorization. During this phase, I 

reviewed the coded data and used pattern recognition to group similar codes into 

categories. These categories were small-scale patterns in the collected data (Braun & 

Clarke, 2019). 

Phase 4 was theme development. Themes represent large-scale patterns and 

relationships in the data (Braun & Clarke, 2019). I extracted themes by categories 

together in meaningful ways using pattern recognition similar to that used in Phase 3. I 

created a thematic map in Phase 4 that showed the connections between the codes, 

categories, and themes. The thematic map is a visual representation of the data that helps 

researchers organize their data logically (Braun & Clarke, 2019). This approach allowed 

me to identify similarities and differences between preliminary themes. Phase 5 was 

theme refinement. I examined the thematic map and determine whether new themes have 

emerged. Researchers rename and redefine the codes, categories, and themes during this 

phase when necessary (Braun & Clarke, 2019). Where necessary, I combined similar 

themes into a new encompassing theme to remove thematic redundancies. 

In Phase 5, I also examined the data for discrepant cases, where participants 

express ideas different from those identified in the themes (see Morgan & Nica, 2020). 

Bingham and Witkowsky (2021) suggested that researchers compare their study’s 

findings to themes present in the academic literature using their conceptual framework as 

a theoretical lens. Therefore, I correlated key themes from my findings with themes 

identified in the study’s literature review. Phase 6 involved a holistic evaluation of the 

collected data and data analysis. I interpreted the data in the context of the study’s 
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conceptual framework, Herzberg et al.’s (1959) two-factor theory. I conducted 

triangulation during this phase. Methodological triangulation involves using multiple 

methods to study a phenomenon (Farquhar et al., 2020). I used methodological 

triangulation to compare company documents with the findings from the semistructured 

interviews to determine if the data sources aligned or if discrepancies existed. The six-

phase method for thematic analysis, coupled with document analysis and member 

checking, provided a robust analysis of the participants’ ideas. 

Reliability and Validity 

Reliability 

Reliability is an essential component of all research studies. In qualitative 

research, reliability pertains to the soundness of the research methodology, research 

design, participants recruitment and sampling methods, and how the data are collected 

and analyzed (Vu, 2021). Researchers can improve the reliability or dependability of 

qualitative research using several strategies: (a) identifying researcher biases and 

reporting the researcher’s positionality, (b) rigorously reporting the methods used in the 

study, and (c) accurately reporting the information provided by the participants (Rose & 

Johnson, 2020). I used these methods to enhance the reliability and dependability of the 

study. 

Researchers enhance their study’s reliability by promoting dependability. 

Dependability involves using rigorous protocols for data collection and analysis (Rose & 

Johnson, 2020). I promoted the dependability of my study’s findings in three ways. First, 

I documented my research protocols in my research log to rigorously establish the 
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participants and research methods. Using a research log enhances methodological rigor 

by allowing researchers to thoroughly document their methodological choices (Johnson et 

al., 2020). Second, my research log included a reflexive journal where I noted my 

preconceived notions and thoughts at each stage of the research process. McGrath (2021) 

indicated that using a reflexive journal makes researchers aware of potential biases. 

Third, I used member checking to allow the participants to confirm my interpretation of 

their data. Member checking is an established method for enhancing the dependability of 

a study’s findings (Candela, 2019). These methodological choices enhanced the 

dependability of the study’s findings. 

Validity 

Validity is another important aspect of research studies. Rose and Johnson (2020) 

ascertained that qualitative researchers improve the validity of their findings through data 

triangulation and data saturation. The validity of a qualitative study is assessed through 

credibility, transferability, and confirmability. 

Credibility 

Credibility refers to how well the study’s findings represent the participants’ data. 

Credibility involves readers' confidence level regarding the study's conclusions (Wood et 

al., 2020). I enhanced the credibility of my study’s findings in multiple ways. First, I used 

data from participants from multiple airline companies. Using various sources allows 

researchers to provide a rich, thick description of a phenomenon (Rose & Johnson, 2020). 

I kept a reflexive journal within my research log throughout the research process. Using a 

reflexive journal allows researchers to document their perceptions and biases during the 
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research (McGrath, 2021). I also used member checking to ensure the accuracy of the 

information presented in the research findings. Member checking allows research 

participants to confirm or clarify a researcher’s interpretations, enhancing narrative truth 

(Candela, 2019). These mechanisms enhanced the credibility of the study’s findings. 

Transferability 

Transferability is similar to generalizability in quantitative studies. Transferability 

refers to the applicability of the research findings to other situations (Rose & Johnson, 

2020). Johnson et al. (2020) indicated that thoroughly documenting methodological 

choices can promote the transferability of a study’s findings. I rigorously documented my 

data collection and analysis methods and described the interview protocol, participants, 

and research findings. I provided details of the data collection and analysis procedures 

and the participants’ responses to member checking to increase the transparency of the 

study procedures. I selected participants from different regions in the United States to 

further enhance transferability. 

Confirmability 

 Confirmability refers to the extent to which other researchers can replicate the 

research. Researchers can enhance a study’s confirmability by rigorously documenting 

the study’s anticipated and actual methodology (Halkias et al., 2022). Using an interview 

protocol can enhance confirmability by ensuring that researchers ask all participants the 

same questions in the same order (Adeoye-Olatunde & Olenik, 2021). I used an interview 

protocol for the semistructured interviews to enhance the study’s confirmability. 

Ensuring the accuracy of interview transcripts is another mechanism for promoting 
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confirmability (Prosek & Gibson, 2021). Therefore, I accurately documented the 

interview transcripts and compared them line-by-line with the interview audio recordings. 

Data saturation is important for confirmability. Data saturation is when 

researchers do not gain additional information by interviewing more participants (Guest 

et al., 2020). Once researchers observe saturation, scholars consider data collection and 

analysis complete (Braun & Clarke, 2021). To achieve data saturation, I interviewed as 

many airline managers as needed until no new data or information emerged. 

Transition and Summary 

In Section 3, I discussed product ethics and the nature of the study. I identified the 

population, sample, and sampling technique. I described the procedures I will use for 

participation, data collection, and data analysis. I also discussed how I will ensure the 

reliability and validity of the study. In Section 4, I present the research findings, 

applications for professional practice, implications for social change, recommendations 

for action, and future research. I also discuss my reflections on the research process and 

provide conclusions. 
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Section 4: Findings and Conclusions 

Presentation of the Findings 

The purpose of this qualitative pragmatic study was to explore effective strategies 

used by airline managers to reduce employee turnover and mitigate turnover-related costs 

and organizational instability. To address this purpose, I developed one overarching 

research question: What strategies do airline managers use to reduce employee turnover 

and mitigate turnover-related costs and organizational instability? I collected data using 

semistructured interviews with six airline managers and analysis of airline companies’ 

Facebook and LinkedIn pages. I identified three themes pertaining to strategies for 

reducing employee turnover from thematic data analysis. The first theme was that 

turnover in the high-stress, low-recognition aviation industry influences productivity, 

morale, and profit margins. The second theme was that airline managers can reduce 

turnover by optimizing operations and employee benefits. The third theme was that 

employee turnover is reduced through a positive organizational culture and addressing 

employee feedback. In this section, I present, analyze, and discuss the study’s findings in 

the context of the professional literature and the study’s conceptual framework. 

Summary of Data Collection 

 Data were collected through semistructured interviews with six airline managers 

on strategies to reduce employee turnover (see Table 2). 
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Table 2 

Summary of Data Collected in This Study 

Participant 
Sampling 

method 
Date contacted 

Date returned 

informed consent 
Interview date 

Interview length 

(MM:SS) 

P1 Purposive August 13, 2024 August 14, 2024 August 14, 2024 24:09 

P2 Snowball August 13, 2024 August 14, 2024 August 14, 2024 22:30 

P3 Purposive August 13, 2024 August 14, 2024 August 16, 2024 17:50 

P4 Purposive August 15, 2024 August 15, 2024 August 19, 2024 17:07 

P5 Snowball August 16, 2024 August 16, 2024 August 19, 2024 18:09 

P6 Purposive August 14, 2024 August 16, 2024 August 19, 2024 19:46 

TOTAL -- -- -- -- 119:31 

I ensured that the data collected during the interviews were accurate using 

member checking. Researchers use member checking to enhance the dependability and 

credibility of qualitative research (Candela, 2019). To conduct member checking, I sent a 

summary of my interpretation of each participant’s responses to the interview questions 

to the participants for verification before I began analyzing the data. Member checking 

allows participants to provide feedback about a researcher's interpretation of their data 

(Candela, 2019). A summary of the data surrounding member checking is shown in Table 

3. 
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Table 3 

Summary of Member Checking in this Study 

Participant 
Date emailed 

member checking 

Date received 

response 
Participant feedback to member checking 

P1 August 24, 2024 August 25, 2024 

P1 added additional feedback on reasons 

underlying turnover and additional strategies 

to mitigate turnover. 

P2 September 2, 2024 September 3, 2024 

P2 added additional feedback on all themes, 

emphasizing a holistic approach to mitigating 

turnover. 

P3 September 2, 2024 September 4, 2024 

P3 added additional feedback and 

confirmation on all themes, highlighting the 

importance of competitive salary and benefits. 

P4 September 2, 2024 September 3, 2024 

P4 added additional feedback about the 

importance of organizational culture and 

work-life balance. 

P5 September 2, 2024 September 3, 2024 

P5 provided additional thoughts about rewards 

for employees and career development 

opportunities.  

P6 September 2, 2024 September 5, 2024 

P6 added additional thoughts on reducing 

stress and pressure through supportive 

practices. 

All participants provided additional thoughts and information about strategies to 

mitigate turnover in aviation during member checking. These thoughts were largely 

consistent with the results of the thematic analysis, which enhanced my confidence in the 

collected data and my data analysis. Using member checking enhanced the 

trustworthiness of the study’s findings. 

Summary of Data Analysis 

 I analyzed the collected data using Braun and Clarke’s (2006) method for 

thematic analysis. The participants’ interviews resulted in 32 descriptive codes, from 

which four categories were developed. The first category (C1) involved reasons for 

turnover, which included seven codes: (a) competitive industry, (b) discrepancies in job 

expectations, (c) disruptions to family and personal life, (d) high-stress environment, (e) 
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lack of recognition, (f) lack of work-life balance, and (g) limited career advancement. 

The second category (C2) explored the effects of turnover in the aviation industry and 

included seven codes: (a) reduced customer satisfaction, (b) decreased employee morale, 

(c) direct costs of recruiting, hiring, and training, (d) loss of tacit knowledge, (e) reduced 

productivity, (f) reduced safety, and (g) siphons resources to new employee onboarding.  

 The third category explored the participants’ descriptions of successful strategies 

to reduce employee turnover in aviation. This category contained 15 codes and comprised 

the data from the participants’ interviews that directly answered the study’s research 

question. Within this category, subcategories were evident because codes could be 

grouped into strategies to address employee turnover from different business 

perspectives. I found four subcategories including strategies related to (a) organizational 

culture, (b) employee compensation and benefits, (c) operations and logistics, and (d) 

monitoring. Table 4 shows how the 15 codes were grouped into subcategories. 
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Table 4 

Codes and Subcategories Within Strategies to Reduce Turnover  

Subcategory S1: Organizational culture 

Code Participants 
Cultivate strong organization culture P1, P2, P5, P6 

Employee recognition and rewards P1, P2, P3, P5, P6 

Enhance, promote work-life balance P1, P2, P3, P6 

Mentorship program P1, P2, P5, P6 

Strong leadership P3, P4 

Subcategory S2: Employee compensation and benefits 
Competitive benefits P1, P2, P3, P5, P6 

Employee training and development P2, P3, P5 

Opportunities for career advancement P1, P2, P3, P5, P6 

Stress management and mental health support P1, P6 

Subcategory S3: Operations and logistics 
Offer realistic job previews, expectations P1, P4 

Streamline recruitment and onboarding P1, P2, P5 

Subcategory S4: Monitoring 
Monitor employee engagement P1, P2, P5, P6 

Monitor retention and turnover rates P1, P2, P3, P4, P5, P6 

Seek employee feedback P1, P2, P3, P4, P5, P6 

Analyze data from exit interviews P1, P3, P5, P6 

The fourth category related to the outcomes of the participants’ retention 

strategies. This category contained six codes: (a) improved work environment, (b) 

increased satisfaction, (c) increased morale and motivation, (d) increased loyalty, (e) 

reduced turnover, and (f) reduced stress and burnout. The data in Table 4 also illustrates 

that each subcategory represented at least four of the six participants, indicating that data 

saturation was observed. 

Through the iterative coding process, I developed four themes from the categories 

and subcategories found in Phases 3 and 4. The first theme was formed from C1 and C2, 

showing that turnover in the high-stress, low-recognition aviation industry influences 

productivity, morale, and profit margins. The second theme, formed from S2 and S3, was 
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that airline managers can reduce turnover by optimizing operations and employee 

benefits. The third theme, formed from S1 and S4, was that a positive organizational 

culture and addressing employee feedback reduces employee turnover. The fourth theme 

was that combinations of retention strategies increase employee satisfaction and 

productivity while reducing turnover. I also examined the data for discrepant cases, 

where participants expressed ideas different from those identified in the themes (see 

Morgan & Nica, 2020). Table 4 shows that there were no discrepant cases because each 

code applied to at least two participants.  

Theme 1: Turnover in Aviation Influences Productivity, Morale, and Profit Margins 

The first theme I identified from the participants’ interview is that turnover in the 

high-stress, low-recognition aviation industry influences employee productivity and 

morale and company profit margins. I developed this theme because strategies to reduce 

employee turnover must be evidence based and support current reasons underlying 

employee turnover. In this subsection, I explores the participants’ thoughts on why 

employee turnover is a challenge in the aviation industry. 

Aviation is a High-Stress, Competitive Industry With Low Recognition 

 The participants discussed the reasons for employee turnover in aviation. All six 

participants described the high-stress nature of aviation as a primary reason underlying 

employee turnover. I chose to provide quotations from each participant to give equal 

weight to all participants’ ideas. Table 5 contains the participants’ thoughts on how the 

high-stress nature of aviation leads to turnover. 
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Table 5 

Turnover Resulting From a High-Stress Aviation Environment 

Participant Excerpt from interview 

P1 

“High employee turnover in the aviation sector can be largely attributed to the inherently 

demanding nature of the job, which encompasses frequent travel and a high-stress 

environment. 

P2 

“One of the most significant issues is the challenge of achieving a healthy work-life 

balance, which can be severely disrupted by the industry’s demanding conditions. 

Employees often face irregular shifts, extended hours, and high-stress work environments 

that can take a considerable toll on their personal lives and overall well-being.” 

P3 

“There are high stress levels, which is a major contributor as the aviation sector often 

involves high-pressure environments. Employees have to work under tight deadlines and 

safety regulations.” 

P4 
“So it's very reactive organization in terms of having to think quickly. We have to process 

effectively, with quality and safety being the number one thing.” 

P5 

“The demanding nature of the job is primary. It is a primary contributor, with irregular 

hours and high-pressure environments creating substantial challenges for employees. These 

conditions can lead to burnout and job dissatisfaction making it difficult for employees to 

sustain long term commitments.” 

P6 

“The job’s demanding nature, which can be tiresome, characterized by irregular hours that 

we have in high pressure environments, which often leads to a lot of people, being burnt 

out, and then they're just dissatisfied with their job at that point, and it makes long term 

commitments challenging.” 

The excerpts shown in Table 5 demonstrate that the participants believed that the 

high-stress nature of aviation contributes to the high turnover observed in the industry. P1 

further explained, “The aviation industry often requires employees to work irregular 

hours, handle complex operational scenarios, and adapt to rapidly changing conditions, 

all of which contribute to substantial job-related stress and fatigue.” According to the 

participants, employees in aviation have little control over their schedules and experience 

stress associated with the high demands of the industry. P1, P3, and P4 focused on how 

persistent demands related to safety and compliance in aviation can increase stress, 

resulting in turnover. P2, P5, and P6 described how aviation is a high-pressure industry 

that can lead to a lack of work-life balance, influencing employee dissatisfaction and 
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turnover intentions. Based on the participants’ responses, the high-stress and high-

pressure aviation environment leads to employee turnover. 

The participants expanded on how work-life balance can contribute to employee 

turnover. For example, P2 explained: 

 One of the primary contributors is inadequate work balance and work-life 

balance, which can be easily severely impacted by the nature of aviation. These 

jobs often involve irregular shifts, extended hours, and unpredictable schedules. 

These demanding conditions constrain employees’ personal lives and lead to 

burnout, making it difficult for them to maintain a sustainable work-life balance. 

According to P2, the demands of employment in aviation can lead to irregular working 

hours that ultimately influence employees’ personal lives, resulting in a lack of work-life 

balance. An employee’s perceived inability to control their personal lives and 

relationships can lead to job dissatisfaction and turnover. P1 further elucidated: 

 Additionally, the lack of healthy work-life balance exacerbates these issues as 

employees struggle to manage personal responsibilities alongside the rigorous 

demands of their jobs. This imbalance can lead to burnout and diminished job 

satisfaction, which are major factors driving employees to seek opportunities 

elsewhere.  

The participants in this study believed that aviation employees experience work-life 

balance challenges that lead them to de-prioritize essential personal relationships required 

for happiness. Such an imbalance leads to burnout and reduced job satisfaction, 

ultimately leading to turnover. 
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 Three participants described aviation as a competitive industry. For example, P5 

said, “Additionally, the highly competitive nature of the aviation job market exacerbates 

the problem, as skilled professionals may be lured away by more effective offers or better 

working conditions elsewhere.” P5 indicated that employees may have turnover 

intentions if they learn of other companies offering better working conditions. P6 

reiterated these thoughts, saying: 

 This issue is compounded by a highly competitive job market where skilled 

professionals may be tempted by better offers that they see in different companies 

and better working conditions that they may like somewhere else. So it’s kind of 

hard to beat that sometimes. 

According to P5 and P6, the abundance of other aviation companies gives employees 

other choices; aviation employees can assess their perceptions of the flexible work 

offerings of other companies and make a decision about changing employment.  

 According to the participants, another common reason underlying turnover in 

aviation is low recognition and limited career advancement. P3 explained, “There’s low 

job satisfaction, which can result from a lack of recognition or adequate support that 

plays a significant role in driving employees to seek opportunities elsewhere.” P3 implied 

that managers in aviation sometimes do not appropriately support and recognize 

employees, leading to job dissatisfaction and turnover. Lack of recognition can lead to a 

lack of upward career mobility, which was another challenge the participants identified. 

For example, P5 said, “Another critical factor is the limited career growth opportunities 

within certain roles. When employees perceive a lack of advancement potential or 
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professional development within their current positions, they may seek opportunities to 

offer clear career progression.” P5 explained that employees could view aviation as a job 

rather than a career due to a lack of a clear vision for advancement. 

Turnover Influences the Stress and Morale of Other Employees 

 Employees’ turnover intentions can also be a secondary result of other 

employees’ attrition. P5 explained, “The remaining staff often face an increased 

workload, which can result in high-end stress, reduced morale, and further risk of 

burnout, perpetuating a cycle of turnover financially.” P5 explained that a culture of 

employee turnover increases stress on remaining employees and reduces morale. Low 

morale contributes to a poor organizational culture, leading to burnout and further 

turnover. P1 also highlighted this aspect of turnover, saying, “In addition to these direct 

costs, there are indirect impacts of turnover, such as decreased morale among remaining 

employees.” According to the participants, employee turnover begets employee turnover, 

leading to a perpetual cycle of turnover, low morale, and burnout. 

 A component of low morale may derive from discrepancies between an 

employee’s expectations of a job and the reality of a job. P1 explained, 

Furthermore, there is a significant discrepancy between employees’ expectations 

and the realities of their roles, which can lead to dissatisfaction for many. The 

excitement of working in aviation can be overshadowed by the demanding 

schedule and the pressure to maintain high-performance standards, leading to job 

dissatisfaction and low morale. 
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According to P1, some employees have a glamorized view of employment in aviation, 

not understanding the considerable stress and demands that characterize the industry. 

Discrepancies between this idealized view of aviation and the actuality of aviation can 

lead to low morale, contributing to low satisfaction and turnover intentions. 

Employee Turnover Reduces Airlines’ Profit Margins 

 The participants explained that employee turnover in aviation places financial 

strain on airline companies. Five of the six participants spoke about the direct costs 

associated with employee turnover in aviation. The participants’ thoughts on this 

subtheme are shown in Table 6 to give equal weight to all participants’ ideas. 

Table 6 

Employee Turnover Has High Direct Costs for Airlines 

Participant Excerpt from interview 

P1 
“The expenses related to recruiting new talent, such as advertising job openings, 

conducting interviews, and processing new hires, add up quickly.” 

P2 

“The costs associated with high turnover include substantial expenses related to 

recruitment, such as advertising job openings, conducting interviews, and onboarding new 

hires.” 

P3 
“Then, financially, the costs associated with turnover are substantial recruitment expenses, 

including advertising, interviewing, and hiring.” 

P5 

“The costs associated with recruitment and training are significantly elevated, as the 

organization must constantly invest in sourcing hiring and onboarding new employees. 

This includes advertising job openings, conducting interviews, and investing in training 

programs to bring new hires up to speed.” 

P6 

“There are financial impacts with high turnover because of the ongoing need to recruit and 

train new employees, which drives the cost, including expenses for job advertisements, 

interviews, and similar training programs.” 

The participants’ descriptions of the direct costs of turnover indicate that they 

came to a consensus on the topics. P2 further explained, “The need for ongoing 

recruitment and training can divert resources from other critical areas, further affecting 

the operational budget and long-term financial stability.” Employee turnover can lead to 
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financial strain on airlines, which influences organizational operations, transferring stress 

to airline managers and, ultimately, aviation employees. 

Analysis of Theme 1 Under Herzberg’s Two-Factor Theory 

 In Theme 1, the participants spoke about several hygiene factors related to 

employee turnover in aviation. According to the participants, aviation jobs often involve 

long shifts, irregular hours, and frequent travel, especially for flight crews. Poor working 

conditions, such as fatigue, work-life imbalance, and lack of control over job schedules, 

are hygiene factors that lead to dissatisfaction and increased turnover intentions. The 

relationship between managers and employees is another important hygiene factor. The 

participants in this study described lack of support as a factor that influences turnover in 

aviation. Poor management, lack of communication, or lack of supervisor support are 

hygiene factors that can lead to dissatisfaction and turnover intentions. Thus, the 

participants described several hygiene factors related to the work environment, policies, 

and conditions that, when absent or inadequate, lead to employee dissatisfaction and 

turnover intentions. 

 The participants also highlighted two motivation factors influencing turnover: low 

recognition and lack of career advancement. Recognition for good performance or 

extraordinary efforts can be a strong motivating factor (Herzberg et al., 1959). In the 

aviation industry, where safety and reliability are critical, recognizing employees for their 

contributions to safety, efficiency, and customer satisfaction can improve morale. 

However, this study’s participants explained that lack of recognition by supervisors can 

lead to turnover intentions, as employees do not feel valued. Career advancement is 
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another motivating factor that increases employee satisfaction (Herzberg et al., 1959). 

The participants in this study described how the lack of career advancement opportunities 

had the opposite effect, leading to employee dissatisfaction and turnover. 

Comparison of Theme 1 to the Academic and Professional Literature 

 The ideas contributing to Theme 1 are well-represented in the academic literature. 

Numerous scholars have identified the high-stress nature of aviation as a major 

contributor to turnover among airline employees (Grant et al., 2024; Kumari & Aithal, 

2020, 2022). According to this research, airline employees experience challenges 

managing customer service on flights while concomitantly ensuring passengers’ safety. 

Long-term experiences with chronic and occupational stress lead to job dissatisfaction, 

burnout, and turnover (Ozel & Hacioglu, 2021). This aspect of Theme 1, as described by 

the participants, is consistent with the literature stressing problems associated with stress 

and burnout in the aviation industry.  

 Numerous researchers have also explored the competitiveness of the aviation 

industry. This research has mainly focused on how airlines can maintain a competitive 

advantage and create a market niche (Tu et al., 2020; Wendel et al., 2024). For instance, 

Wendel et al. (2024) identified the main drivers and strategic options for value migration, 

highlighting interfaces between airlines and distribution partners and airports as the 

highest potential for value migration, primarily for well-positioned low-cost carriers or 

larger multi-airline groups. Skilled airline employees are invaluable to aviation 

companies, making these individuals a critical component of competitive advantage 

(Singh et al., 2021). The literature confirmed this aspect of Theme 1. 
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 The literature has not generally focused on the lack of career advancement 

potential in the aviation industry, highlighting that this is a new finding contributed by 

the present study. Some scholars have focused on discrepancies between the career 

advancement of male and female pilots (Stevenson et al., 2021), but other research has 

not highlighted the career advancement of other airline employees, such as flight 

attendants. The participants in this study spoke about how career advancement can be 

challenging for numerous employees in aviation, not just pilots. The participants 

indicated that this aspect of aviation contributes to high turnover, with employees seeking 

employment from other aviation companies with more advancement opportunities or 

leaving the industry altogether. 

Theme 2: Reducing Turnover by Optimizing Operations and Employee Benefits 

The second theme identified from the analysis of the participants’ interviews is 

that airline company leaders can reduce employee turnover by optimizing operations and 

employee benefits. The participants discussed these strategies as ways to address the 

problems contributing to high turnover identified in Theme 1. In this subsection, I first 

describe the optimization of operations and then describe employee benefits. 

Reduce Turnover by Optimizing Operations 

 The participants discussed several ways that airline managers can reduce turnover 

by making operational changes within the airline. The first strategy involved offering 

realistic job previews and setting job expectations appropriately. P1 explained, “Offering 

realistic job previews during recruitment to align expectations. These approaches help 

address the demanding nature of the job and discrepancies between employee 
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expectations and job realities, ultimately improving retention and satisfaction.” P1 

believed that some airline employees’ expectations are not consistent with the reality of 

aviation employment, which can lead to job dissatisfaction that contributes to turnover. 

P4 agreed with this idea, stating: 

We provide a level of initial training when folks first come in, make sure they’re 

comfortable and understand the job and what it entails before they get their own 

customer assignments and then work on their own to deliver and work their job. 

P1 and P4 believed that offering realistic job previews helps align employees’ 

expectations with the demanding nature of employment in aviation, which can mitigate 

job dissatisfaction and, ultimately, turnover. 

 The second operational strategy identified by the participants was to streamline 

recruitment and onboarding of new employees. For instance, P1 said, “To mitigate the 

operational and financial impacts of high turnover, effective measures include 

streamlining recruitment and onboarding processes to reduce time and resource strain.” 

P1 highlighted that streamlining recruitment and onboarding reduced strain, likely strain 

on the remaining employees having to compensate for the reduced number of employees. 

Participant P2 further explained: 

To mitigate the impacts of high turnover, organizations can focus on enhancing 

their recruitment and onboarding processes to ensure better role fit and quicker 

integration. We have significantly improved our onboarding processes to ensure 

that new employees receive training and are well-prepared to meet the demands of 
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their roles. From the outset, this enhanced onboarding experience is designed to 

address potential challenges and streamline the transition into the organization. 

P2 emphasized how ensuring the onboarding and training processes are appropriate to 

prepare employees to meet the demands of their employment roles. P2 found that 

efficient onboarding and training procedures and programs can help mitigate some 

aspects of employee turnover. P5 also believed that training helped new employees 

become accustomed to the organization. P5 said, 

 One key strategy is the implementation and comprehensive onboarding programs, 

which are essential for integrating new hires into the organization smoothly and 

effectively. By providing thorough training and support from the onset, we help 

new employees acclimate quickly and feel more engaged from Day 1. 

Based on the participants’ responses, streamlining new employee onboarding processes 

helps address employee turnover. In addition, the participants believed that 

comprehensive training for employees helps align employees’ expectations and 

understandings of job demands, which prevents some aspects of job dissatisfaction and 

turnover. 

Improve Employee Benefits  

 The participants emphasized the importance of offering competitive benefits and 

career advancement opportunities to employees to reduce employee turnover. Five of the 

six participants expressed these views, as shown in Table 7. 
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Table 7 

Competitive Compensation and Benefits Mitigate Turnover in Aviation 

Participant Excerpt from interview 

P1 
“Providing competitive benefits, along with clear career development opportunities, also 

play a crucial role in retaining employees.” 

P2 

“Investing in employee engagement through continuous training and development and 

competitive compensation can also help retain staff. We increase the likelihood already 

of retaining top talent and maintaining a stable, skilled, and dedicated workforce.” 

P3 
“One fundamental approach is to offer competitive compensation and comprehensive 

benefits.” 

P5 

“I have worked to enhance employees’ benefits, offering competitive packages that go 

beyond the basics to include health and wellness programs, flexible working 

arrangements, and other perks that cater to employees’ needs and preferences.” 

P6 

“We've enhanced our employee benefits package, offering competitive options that 

include not only standard benefits but also health and wellness programs, flexible 

working arrangements, and additional perks tailored to employees’ needs and 

preferences.” 

The excerpts shown in Table 7 demonstrate that the participants place great 

importance on offering employees competitive compensation packages, which helps 

employees feel valued by the organization. The participants expressed that competitive 

compensation packages enhanced employee loyalty to the organization and enhanced job 

satisfaction. 

 The participants also expressed the importance of employee training and 

development opportunities that promoted career advancement. Recall in Theme 1 that a 

problem leading to employee turnover was a lack of clear advancement opportunities in 

the industry. To combat this threat of turnover, the participants offer employee training 

and development opportunities. The participants’ ideas are shown in Table 8. 
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Table 8 

Offering Career Development Opportunities Enhances Employee Retention 

Participant Excerpt from interview 

P1 

“Providing opportunities for career advancement through targeted training demonstrates 

that we value their contributions and are invested in long-term success within the 

organization.” 

P2 

“By creating an environment where continuous lean learning and personal growth are 

encouraged and facilitated, we increase the likelihood already of retaining top talent and 

maintaining a stable, skilled, and dedicated workforce.” 

P3 

“Management also supports that so that they can ensure their plans are utilized effectively, 

and then by offering clear career advancement and continuous skill development, 

organizations demonstrate their commitment to the employee's growth s the employee's 

job satisfaction and loyalty are boosted.” 

P5 

“Regular professional development opportunities are also a cornerstone of our strategy, as 

they not only equip employees with the skills necessary for their current roles, but also 

support their long term career growth, making them feel valued and invested.” 

The participants generally agreed that investing in employees’ professional 

growth is critical for reducing employee turnover in aviation. P1 further explained, 

The training and development programs that have had the most impact on 

employee retention include advanced certification courses tailored to career 

advancement, mentorship programs that offer personalized guidance and growth 

opportunities, and leadership development workshops designed to prepare 

employees for higher responsibilities. 

The participants believed that, by showing employees clear paths for advancement not 

offered by other airline companies, their enterprises have been able to reduce employee 

turnover. P3 also expressed that training and development programs need to address new 

developments in the industry. P3 said, “The programs are regularly updated to reflect 

industry trends and technological advancements. Employees are encouraged to participate 

in these opportunities so they can enhance their skills and career growth.” P3, like the 
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other participants, emphasized the importance of these career development opportunities 

in promoting a stable, dedicated workforce. 

 Two participants spoke about their companies’ compensation packages, which 

included resources and provisions for mental health. P6 explained, “We do have 

resources for counseling and wellness.” P6 indicated that their benefits packages included 

resources for mental health counseling and wellness progress. P1 elaborated on this 

aspect, saying: 

We implemented stress management programs to support mental health, offering 

expanded wellness programs. We have expanded our wellness programs to 

address both physical and mental health needs. This includes offering access to 

counseling services, fitness memberships, and management workshops, which 

support employees and maintain their overall well-being and coping with job-

related pressures. 

P1 and P6 found that the expansion of their benefits to include mental health and 

wellness increased employee retention. 

Analysis of Theme 2 Under Herzberg’s Two-Factor Theory 

 Herzberg’s two-factor theory can be used to understand the participants’ emphasis 

on efficient onboarding and employee training as a factor influencing employee retention. 

In the context of onboarding and training in the airline industry, company policies and 

work conditions can be hygiene factors. Clear and fair policies during onboarding help 

employees understand their roles and company expectations, reducing confusion or 

dissatisfaction (Ibrahim et al., 2022). Training that covers expectations, safety, and work 
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conditions, especially for flight attendants or ground staff, can help prevent frustration in 

later stages of employment. High-pressure environments with unclear expectations can 

lead to dissatisfaction (Chen et al., 2022). By improving onboarding and training 

processes, aviation leaders can enhance hygiene factors that reduce job dissatisfaction. 

 Training programs can also serve as motivating factors that promote employee 

satisfaction. Training programs that emphasize skill development and professional 

growth can provide employees with a sense of achievement (Dachner et al., 2021). Clear 

career progression paths can motivate employees. Chances for employees to advance into 

different roles or leadership positions may reduce turnover (Hilda & Camilla, 2020). 

Ensuring that onboarding is comprehensive and addresses both hygiene factors and 

motivators helps employees feel secure and motivated when they begin employment. If 

employees feel satisfied and confident early in their roles, they are less likely to leave a 

company (Lin & Huang, 2021). 

 In Herzberg’s two-factor theory, salary and compensation are hygiene factors. 

While competitive compensation won’t necessarily make employees more satisfied or 

motivated, inadequate pay or poorly structured compensation packages can lead to 

dissatisfaction and higher turnover (Sainju et al., 2021). If an employee feels underpaid 

relative to peers at other airlines, dissatisfaction is likely, which can result in higher 

turnover rates. Moreover, offering strong benefits can differentiate an airline from 

competitors and make employees feel more valued, addressing one of the hygiene factors 

that may otherwise lead to dissatisfaction. 
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Comparison of Theme 2 to the Academic Literature 

 The importance of competitive compensation for mitigating turnover among 

airline employees has received attention in the scholarly literature. For instance, Han and 

Bi (2023) analyzed 53,718 items of employee-generated data from 225 airlines, finding 

that career opportunities, compensation, and benefits were prominent factors influencing 

employees’ job satisfaction. Similarly, Efthymiou et al. (2021) found that competitive 

compensation and benefits were influencing factors in job satisfaction and turnover 

intentions among airline pilots. These findings were confirmed by Qasim (2020), who 

found that poor compensation and lack of benefits increased turnover intentions among 

aviation employees. This aspect of Theme 2 has received scholarly attention that 

confirms the findings presented in this theme. 

 The notion that efficient onboarding and training of airline employees mitigate 

employee turnover is a novel concept not found in the literature. Like this study’s 

participants, previous scholars have found that employee turnover in aviation leads to 

increased stress on the remaining employees (Schiffinger & Braun, 2020). However, 

airline managers interviewed in the literature did not suggest an association between 

efficient onboarding and employee training and employee turnover. This study’s 

participants suggest that onboarding and training of new employees reduces employee 

turnover by reducing strain on current employees while helping establish realistic job 

expectations for new employees. 
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Theme 3: Positive Organizational Culture and Addressing Employee Feedback 

The third theme identified by the study’s participants is that aviation employee 

turnover is reduced through a positive organizational culture and by addressing employee 

feedback. This discussion is divided into three subsections. First, I describe participants’ 

thoughts about positive organizational culture. Subsequently, I discuss the participants’ 

thoughts on employee recognition and rewards, which promote organizational culture. 

Third, I describe how the participants emphasize work-life balance for employees. 

Finally, I discuss the importance of seeking and addressing employee feedback. 

Positive Organizational Culture Mitigates Employee Turnover 

 The participants believed that their company leadership fostered a positive 

organizational culture that helped mitigate high employee turnover in aviation. The 

participants specifically emphasized the importance of cultivating a strong organizational 

culture, requiring strong leadership. All participants contributed to this subtheme. 

Accordingly, the participants’ thoughts are shown in Table 9 to give equal weight to all 

participants’ ideas. 
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Table 9 

A Positive Organizational Culture Reduces Employee Turnover 

Participant Excerpt from interview 

P1 

“Cultivating a strong organizational culture is fundamental to retaining employees and 

ensuring their long-term commitment to the company. Our efforts are focused on 

building a culture characterized by collaboration, transparency, and mutual respect.” 

P2 

“A strong organizational culture is a fundamental driver of employee retention, and 

overall, we place a significant emphasis on cultivating a culture that prioritizes 

teamwork, respect, and recognition, and we understand that these elements are crucial for 

creating a positive and inclusive work environment.” 

P3 

“So cultivating such culture involves leading by example. Leadership embodies the 

values and behaviors they wish to see, and then recognizing and rewarding achievements 

further reinforces the positive culture, motivates the staff, and acknowledges their 

contributions.” 

P4 “We encourage folks to ask questions and work together and collaborate.” 

P5 
“To cultivate such a culture, we place a strong emphasis on fostering an environment of 

respect, recognition and inclusivity, inclusivity.” 

P6 

“We do focus on promoting teamwork through team building activities and collaborating 

projects which is very helpful and it strengthens, it strengthens the interpersonal 

relationships and fosters a sense of unity and shared purpose.” 

Within their ideas on promoting a positive organizational culture, some 

participants emphasized the importance of inclusivity. For instance, P1 said, 

We prioritize inclusivity by embracing diverse perspectives and creating an 

environment where all employees feel welcome and supported regardless of their 

background. This commitment to inclusivity extends to various aspects of our 

operations, from decision-making processes to daily interactions, ensuring that 

every team member feels they have an equal opportunity to contribute and thrive. 

By fostering an environment of inclusivity, P1’s company encourages employees’ 

organizational loyalty by showing all employees they are valued members of the 

community. To encourage inclusivity, many of the participants spoke about emphasizing 

the importance of teamwork and collaboration. For example, P5 said, “Encouraging 

teamwork is also a fundamental aspect of our approach. We organize team-building 
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activities and collaborative projects that not only enhance interpersonal relationships but 

also promote a sense of unity and collective purpose.” By fostering inclusion and 

teamwork, the participants create a collaborative and inclusive environment that values 

all employees’ contributions, which contributes to employee retention. 

Employee Recognition and Rewards 

 According to the participants, promoting employee recognition and rewards is a 

critical component of a positive organizational culture that helps reduce employee 

turnover. Five participants contributed to the development of this subtheme. P1 

explained, 

 We have revamped our recognition and rewards systems to ensure that employees 

feel valued and appreciated for their contributions. This includes implementing 

regular recognition programs, performance bonuses, and career development 

opportunities, which help to motivate staff and reinforce their commitment to the 

organization. 

P1’s company promotes employee recognition as a cornerstone of its organizational 

culture, including offering employees performance bonuses and career development 

opportunities. This idea is in accordance with the participants’ thoughts in Theme 2, 

which emphasized the importance of showing employees career development 

opportunities. P2’s company also includes performance incentives. P2 said, “We have 

also implemented performance-based incentives that reward employees for their 

achievements and contributions. These incentives are tailored to boost motivation, 

encourage high performance, aligning individuals’ individual goals with organizational 
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objectives.” These participants’ companies use performance bonuses to reward good 

customer service, helping employees progress within their roles while facilitating a strong 

organizational culture that encourages employee retention.  

 Participants P3 and P5 expressed how their companies have recognition and 

rewards programs that regularly celebrate employees’ accomplishments. P3 said, 

“Another thing that we do is celebrate some of their achievements and acknowledge their 

contributions.” P3 works to actively celebrate employees’ accomplishments, 

acknowledging their unique contributions to the workplace. P5 further explained that the 

celebration of employee accomplishments helps enhance morale. P5 said, “Celebrating 

successes through formal award ceremonies or informal gatherings helps boost morale 

and reinforce a positive work environment.” The participants explained that celebrating 

and rewarding employees helps promote a positive organizational culture that contributes 

to employee retention. 

Promoting Work-Life Balance 

 The participants spoke about work-life balance as being an integral component of 

their organizational cultures. For instance, P1 said, “To tackle high employee turnover in 

the aviation industry, effective strategies include enhancing work-life balance through 

flexible scheduling and travel arrangements.” P1’s company allows employees to have 

flexible work schedules that mitigate some of the challenges with aviation schedule 

rigidity. P1 believed that “This reduces stress and burnout, contributing to increased 

retention.” P2 also explored this subtheme, saying, “Implementing the work-life balance 

initiatives and fostering cultural feedback and recognition further contribute to job 
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satisfaction and loyalty.” P2 believed that these work-life initiatives help contribute to a 

positive organizational culture that mitigates employee turnover. 

 The other participants also expressed the importance of promoting work-life 

balance among employees. P3 said, “We provide flexible work schedules so they can 

have a better balance in their professional and personal lives, which also helps reduce 

stress and increase their job satisfaction.” The participants’ initiatives to promote work-

life balance are efforts to address the challenges employees experience with balancing 

professional and personal responsibilities, as described in Theme 1. P6 also indicated, 

“We do address that we have noticed that there are irregular hours and intense job 

demands by providing flexible schedules for people and strong support for work-life 

balance, including stress management.” Through these initiatives, the participants’ 

companies emphasize employee relationships, promote retention, and mitigate turnover. 

Seek and Address Employee Feedback 

 The participants also described how their company culture involves seeking and 

addressing employee feedback. The participants collectively believed that seeking 

employee feedback was foundational to creating a culture of employee retention. For 

instance, P5 said, 

Equally important is our commitment to creating a supportive work environment 

where employees feel heard and appreciated. This includes actively seeking and 

addressing employee feedback through surveys, suggestion boxes, and open 

forums, ensuring that concerns are resolved promptly and effectively. 
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P5 listed various ways in which their corporation sought feedback from employees to 

make improvements to operations and organizational culture. P1 further explained, 

“Feedback from employee satisfaction surveys is another critical tool in our measurement 

arsenal, as it provides direct insights into employees' experiences and perceptions of their 

work environment.” P1 uses employee feedback to guide changes to their organizational 

culture to enhance the company environment. P2 also emphasized the importance of 

gathering feedback from employees, saying, “We have revamped our feedback 

mechanisms to create more robust and transparent challenge channels for employees to 

voice their concerns, provide suggestions, and receive constructive feedback.” Thus, the 

participants help reduce employee turnover by seeking feedback from employees and 

using the feedback to make meaningful improvements. 

Outcomes of Employee Retention Strategies 

Employee retention strategies are only relevant if they strategies result in 

employee retention and reduce employee turnover. The participants indicated that the 

strategies highlighted in Themes 2 and 3 resulted in numerous positive outcomes that 

increased employee retention. Table 10 outlines the outcomes of the participants’ 

employee retention strategies. 
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Table 10 

Outcomes of the Participants’ Employee Retention Strategies 

 
Strategy Participants Excerpt 

Improved workplace 

environment 

P1 “Adjusting our approach based on feedback from satisfaction 

surveys has also led to more effective responses to employee 

concerns, fostering a more supportive work environment” (P1). 

Increase satisfaction 

and engagement 

P1, P5 “Enhanced benefits and professional development opportunities 

often increased our employees’ engagement and loyalty as 

employees feel valued and supported in their growth” (P5). 

Increased morale P1 “The revamped recognition and reward systems have boosted 

morale and motivation” (P1). 

Increased loyalty P1, P5, P6 “It also deepens their loyalty to the company, reducing the 

turnover rates. A strong training and development program 

cultivates a more engaged and skilled workforce” (P6). 

Increased retention P1, P2 “By targeting department-specific retention initiatives, we've seen 

a reduction in turnover rates in those areas, indicating that the 

tailored strategies address local challenges” (P2). 

Reduced stress, 

burnout 

P3, P4 “The flexibility in work arrangements has led to better work-life 

balance, reducing stress and burnout, and wellness programs have 

contributed to overall improved well-being” (P3). 

The participants described the outcomes of their employee retention strategies as 

being multifaceted. Most participants indicated that their retention strategies have 

increased organizational loyalty. P5 further expressed, 

Comprehensive onboarding primers help them feel more welcome and informed, 

leading to smoother transitions and greater job satisfaction. Enhanced benefits and 

professional development opportunities often increase their engagement and 

loyalty as employees feel valued and supported in their growth. 

P5 explained that employee retention begins with onboarding, which facilitates 

employees’ entry into the workplace. When coupled with opportunities for professional 

development and employee feedback, companies prioritize their employees’ well-being 

and values, promoting organizational loyalty, job satisfaction, and employee retention. 
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Analysis of Theme 3 Under Herzberg’s Two-Factor Theory 

 Theme 3 can be understood using Herzberg’s two-factor model. Employee 

recognition and rewards play a critical role in Herzberg’s two-factor model by aligning 

with the motivators that lead to increased job satisfaction (Shannon, 2017). Recognition 

involves acknowledging and valuing an employee’s contributions and accomplishments. 

According to Herzberg et al. (1957), recognition is a key motivator contributing to long-

term job satisfaction. Employees who feel appreciated for their efforts are more likely to 

find meaning and purpose in their work, which leads to greater job satisfaction and 

engagement (Van Tuin et al., 2021). The participants highlighted an important motivating 

factor influencing employee satisfaction. 

 In the context of the airline industry, employee recognition can come in many 

forms. Recognizing aviation employees for handling difficult situations, such as resolving 

customer issues or effectively responding to emergencies, can boost morale (Chua et al., 

2022). Airline company leaders can also publicly celebrate employees’ milestones, such 

as years of service, completion of advanced training, or achieving high customer 

satisfaction scores, to enhance feelings of achievement and fulfillment. Supporting and 

recognizing employees’ accomplishments can enhance employee motivation and job 

satisfaction, in turn promoting retention and reducing turnover.  

Seeking and implementing employee feedback can play an important role in 

Herzberg’s two-factor theory in addressing both hygiene factors and motivators. One of 

the hygiene factors in Herzberg et al.’s (1957) model is the quality of communication and 

relationships between employees and management. Regularly seeking feedback from 
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employees shows that the organization values open communication and transparency, 

which helps improve trust and the overall workplace environment (Jiang & Shen, 2023). 

If employees feel their voices are ignored or that they cannot express concerns, 

dissatisfaction can grow, leading to employee turnover. By seeking feedback on policies, 

job expectations, and processes, company leaders can also address potential challenges 

experienced by employees before they escalate into dissatisfaction. Thus, seeking and 

addressing employee feedback is a hygiene factor in aviation. 

Employee feedback can also be a motivator in Herzberg’s theory. When 

employees provide feedback and see that their input is being acted upon, it can serve as a 

motivating factor for recognition and responsibility (Manzoor et al., 2021). Employees 

tend to feel valued when their ideas are considered and implemented, which gives them a 

sense of ownership in the organization’s success, leading to greater job satisfaction and 

intrinsic motivation. Moreover, when feedback is used to improve work processes or 

create better working conditions, it often enables employees to perform their roles more 

effectively (Gabriel & Aguinis, 2022). This can lead to a greater sense of achievement as 

employees see improvements in their work and contributions, which ties directly to 

Herzberg’s motivator factors. 

Comparison of Theme 3 to the Academic Literature 

 Employee feedback-based improvements are a cornerstone of my organizational 

improvement efforts. However, the scholarly literature has not placed much attention on 

this aspect of aviation. Aviation organizations must adhere to strict safety control 

measures to ensure viability in the industry (Henderson, 2022). Thus, aviation 
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organizations tend to prioritize feedback from regulatory personnel and operators 

compared to employees (Li et al., 2021). Al Marouqi et al. (2021) expressed opinions 

regarding the need for airline leaders to prioritize employee feedback to improve 

sustainability, but few other literature reports emphasized this aspect of aviation 

operations. Thus, this aspect of the study presents some new ideas to the literature 

regarding employee turnover in aviation. 

Business Contributions and Recommendations for Professional Practice 

Some aspects of the thematic findings presented in the study were confirmed by 

previous literature, while other aspects have received less attention. In Theme 1, the 

participants described numerous factors contributing to employee turnover in aviation, 

including discrepancies in job expectations, disruptions to family and personal life, poor 

work-life balance, the high-stress and highly competitive environment of aviation 

workplaces, lack of recognition and lack of clear career advancement opportunities. In 

Themes 2 and 3, the participants described how their enterprises addressed these aspects 

of employee turnover.  

One novel contribution of the participants is the implementation of flexible work 

schedules for aviation employees. In other workplaces, flexible work arrangements 

contribute to employees’ work-life balance. (Kumar et al., 2023). However, flexible work 

schedules are not typically associated with aviation. Instead, employees’ flexibilities 

appear to be paramount; that is, aviation employees must consistently cope with flight 

delays, overnight flights, and time away from families (Schindler, 2020). The participants 

in this study emphasized that flexible work arrangements help mitigate some challenges 
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associated with aviation employee turnover. Thus, one recommendation for business 

practice is for aviation companies to develop programs for employees to have flexible 

work schedules.  

Theme 2 explored how airline managers can reduce turnover by optimizing 

operations and employee benefits. The participants in this study described that 

operational inefficiencies can cause employee frustration, increased workload, and stress, 

contributing to turnover. By optimizing operations, airline managers can enhance the 

work environment, reduce unnecessary burdens, and improve employee satisfaction. This 

theme leads to several recommendations for practice. Airline managers can improve 

workflow processes. For instance, one recommendation is to implement technology 

solutions that automate repetitive tasks or enhance scheduling efficiency, such as 

dynamic rostering systems for flight attendants and pilots. Airline managers can also 

enhance communication channels with employees. Thus, a second recommendation is to 

develop clear, efficient communication systems between teams to prevent confusion and 

operational delays, reducing stress for aviation employees. 

Employee benefits are a critical aspect of hygiene factors in Herzberg’s theory. If 

benefits are subpar or unclear, dissatisfaction grows, leading to higher turnover. 

Conversely, optimized benefits can prevent dissatisfaction and support employees’ well-

being, reducing turnover rates (Herzberg et al., 1957). Airline managers can act on this 

finding in multiple actionable ways. First, managers can ensure salary levels are 

competitive with industry standards and that raises, bonuses, and incentives are 

communicated clearly during onboarding and regularly reviewed to ensure they align 
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with the market. Second, airline managers can offer flexible, personalized benefits such 

as health insurance options, retirement plans, and travel discounts for employees and their 

families. Benefits that cater to employees’ needs, including flexible schedules, mental 

health support, or childcare, can greatly increase retention. Third, offering ongoing 

training and upskilling programs can motivate employees by fulfilling their growth and 

advancement needs, leading to increased loyalty and job satisfaction. Airline managers 

can promote employee retention through these human resources measures. 

In Theme 3, the participants explored the importance of employee feedback. 

Feedback from employees offers valuable insights into operational inefficiencies and 

areas where benefits may not be meeting expectations. By continuously seeking and 

acting on feedback, managers can address issues before they escalate into dissatisfaction 

and turnover. Airline managers can act on this finding in various ways. First, managers 

can conduct surveys, one-on-one meetings, or focus groups to gather employee input on 

operational processes and benefits programs’ effectiveness. The participants indicated 

that employees are more likely to feel engaged and valued if they see their feedback 

being implemented. Airline managers can make quick and visible changes in response to 

feedback to prevent frustration and boost morale. Furthermore, employees in different 

roles, such as ground staff compared to pilots, may have distinct operational challenges 

and benefits needs. Tailoring operational improvements and benefits to different 

employee groups can ensure a more targeted and effective approach to employee 

retention. By implementing these changes, airline managers can reduce the high turnover 

experienced by the industry. 
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Implications for Social Change 

Increased employee retention in the aviation industry can have significant positive 

implications for social change, affecting employees, organizations, customers, and the 

broader community. Employee retention in the aviation industry can lead to improved 

employee well-being and quality of life. Employees generally experience greater job 

satisfaction, stability, and career growth when employee retention improves (Sainju et al., 

2021). Job satisfaction creates a positive cycle of well-being, security, and fulfillment, 

contributing to a more content and resilient workforce. Regarding positive social change, 

when employees have stable, long-term employment, they experience greater financial 

security, which allows them to invest in their personal and family well-being, such as 

housing, education, and healthcare (Vieira et al., 2021). This can contribute to reduced 

poverty rates and increased economic mobility. Higher retention means fewer stressful 

job transitions, fewer layoffs, and better mental health outcomes for employees (Wels et 

al., 2022). A workforce that feels supported is more likely to experience job satisfaction 

and a better work-life balance, positively affecting the social fabric of communities. 

The study’s findings have implications for diversity, inclusion, and equity. By 

retaining employees, companies can invest more in their workforce’s diversity and 

inclusive practices (Chaudry et al., 2021). Longer retention allows organizations to foster 

inclusive cultures, provide mentorship, and create equitable career advancement 

opportunities. Higher retention, especially of underrepresented groups, helps build a more 

diverse leadership pipeline (Perrone, 2022). This process can lead to more diverse 

representation in management and decision-making roles, driving systemic social change 
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toward greater equity in the aviation industry. Moreover, as companies retain diverse 

employees, they develop more inclusive workplace cultures, which ripple out into the 

broader community, fostering a more inclusive society. 

Retaining experienced employees in aviation leads to higher service standards, 

better adherence to safety protocols, and improved operational efficiency. Experienced 

workers have institutional knowledge, making them more effective in their roles and 

contributing to safer, more reliable aviation operations (Li et al., 2021). A more stable 

and experienced workforce can result in fewer accidents, improved safety measures, and 

greater public trust in the aviation industry (Folke & Melin, 2024). Retaining experienced 

customer-facing staff, such as flight attendants and ground personnel, enhances the 

quality of service passengers receive. Higher-quality service promotes a positive, 

respectful, and empathetic environment, contributing to a more positive social 

atmosphere in travel. 

Recommendations for Further Research 

The study’s findings highlight numerous opportunities for future research. The 

study was conducted with airline managers, which has strengths and drawbacks. A 

strength of this approach is that airline managers could speak to what strategies for 

employee retention were implemented but did not work to address turnover. A drawback 

of this approach is that airline managers may not always know employees’ true feedback 

regarding retention strategies. To mitigate this limitation, the study could be repeated by 

interviewing airline employees about the measures they believe most effectively reduce 

employee turnover in the aviation industry. 
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I designed this study to be comprehensive by not choosing to delimit the study to 

a specific geographical location. However, all airline leaders chosen for the study 

represented regional airlines in the United States. Thus, the study’s findings may not be 

fully transferable to larger national airlines that go beyond regional limits. The study’s 

findings may also not be transferrable to employees in global or international airlines. 

The study could also be repeated using airline managers from regional, national, and 

international airlines, which would provide a comprehensive view of how to address high 

turnover in aviation. 

Airline managers can only address challenges if they have knowledge of them. 

Quantitative or mixed methods studies would also be useful in understanding the breadth 

of reasons underlying the turnover of aviation employees. Airline employees may be 

more willing to answer questions about turnover intentions from nonorganizational 

entities. Airline managers could use findings from a quantitative study on reasons 

underlying employees’ turnover intentions to design interventions to address different 

aspects of employee turnover. Some of these reasons could be different from feedback 

garnished from employee surveys. Therefore, quantitative studies examining reasons for 

employee turnover among aviation employees could be useful for airline managers. 

Conclusion 

This study underscores the critical role of effective managerial strategies in 

combating employee turnover within the aviation industry. The findings reveal that high 

stress, lack of recognition, and limited career advancement opportunities are key 

contributors to turnover, leading to decreased morale, productivity, and profit margins. 
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Airline managers can tackle these issues by enhancing operational efficiency, offering 

competitive benefits, and fostering a positive organizational culture where employee 

feedback is valued and addressed. Moreover, reducing turnover is not only about 

mitigating immediate financial strain but also about creating a sustainable environment 

that supports long-term employee engagement and loyalty. By adopting evidence-based, 

employee-centric strategies, airline companies can improve retention, stabilize their 

workforce, and ultimately enhance their overall competitive edge in a challenging 

industry. 

The findings from the participants’ interviews highlight the critical role that 

optimizing operations and improving employee benefits play in reducing turnover in the 

airline industry. By offering realistic job previews and streamlining recruitment and 

onboarding processes, airline managers can better align employee expectations with the 

realities of the job, preventing dissatisfaction that often leads to turnover. Comprehensive 

onboarding programs and tailored training not only help new employees acclimate 

quickly but also ensure they are well-prepared to meet job demands, which fosters long-

term engagement and satisfaction. Equally important are competitive compensation 

packages and opportunities for career advancement, which enhance employee loyalty and 

make workers feel valued within the organization. The inclusion of mental health and 

wellness programs as part of employee benefits further demonstrates the organization's 

commitment to its workforce's overall well-being, addressing both physical and 

psychological needs. Through these strategies, airline companies can create a more stable 

and dedicated workforce. Herzberg’s two-factor theory reinforces that improving hygiene 
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factors such as clear policies, effective training, and supportive work environments can 

significantly mitigate job dissatisfaction, making it clear that investing in operational 

efficiencies and employee benefits is key to reducing turnover in the aviation industry. 

The findings of this study also underscore the critical importance of employee 

recognition, feedback, and flexibility in reducing turnover within the aviation industry. 

By aligning with Herzberg’s two-factor theory, the study highlights how recognizing 

employees' contributions and actively seeking their input not only enhances job 

satisfaction but also strengthens their sense of ownership and loyalty to the organization. 

The implementation of flexible work schedules, though uncommon in aviation, proves to 

be a promising strategy for addressing the unique challenges faced by airline employees. 

Ultimately, investing in employee recognition, listening to feedback, and offering work-

life balance solutions are not only vital to improving employee satisfaction but are 

essential for reducing turnover and fostering a more resilient and committed workforce in 

the aviation industry. 

Employee recognition and feedback as key components for improving job 

satisfaction and reducing turnover in the airline industry, aligning with Herzberg's two-

factor theory. According to Herzberg, recognition and rewards are powerful motivators 

that lead to increased job satisfaction, as employees feel valued and appreciated for their 

contributions. In aviation, recognition can take various forms, such as acknowledging 

employees who handle difficult situations, celebrating service milestones, or publicly 

praising accomplishments like high customer satisfaction scores. These acts of 
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recognition not only boost morale but also foster a sense of purpose and achievement, 

enhancing employee retention. 
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Appendix: Interview Protocol 

 

Hello, my name is Jasmina Tabakovic. I am a Doctoral Candidate with Walden 

University. The purpose of this interview is to explore strategies you use to reduce 

employee turnover in your airline. I am going to ask you nine questions to which I would 

like your responses to. Then, I will conclude the interview. Do you have any questions?  

1. Can you describe your role and experience in the aviation industry? 

2. What do you perceive as the primary reasons for employee turnover in the 

aviation industry? 

3. How does employee turnover impact your organization, both operationally 

and financially? 

4. What specific strategies have you implemented to reduce employee turnover 

in your airline? 

5. What role does employee training and development play in your strategy to 

reduce turnover? 

6. How important is organizational culture in retaining employees, and what 

steps do you take to cultivate a positive culture? 

7. How do you measure the effectiveness of your strategies in reducing 

turnover? 

8. How do you stay informed about emerging trends and best practices in 

employee retention within the aviation industry? 

9. Are there any insights or lessons learned from your experience that you 

believe are crucial for managing turnover effectively? 
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Thank you for participating in the interview, an integral part of my research project. 

 

I will email you a summary of my interpretations of your responses to the interview 

questions. I would appreciate it if you would review my interpretations, add further 

clarification if necessary, and reply back to my email. 
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