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Abstract
Failure to retain employees negatively affects organizational financial sustainability.
Small business leaders become concerned when their organizations fail to retain
employees, resulting in increased costs and decreased competitiveness, organizational
knowledge, team dynamics, and valuable human resources. Grounded in transformational
leadership theory, the purpose of this qualitative pragmatic inquiry study was to identify
and explore leadership strategies some small business leaders use to retain employees to
reduce turnover costs. The participants were six small business leaders in the
Washington, DC, metropolitan area with successful strategies used to retain employees to
reduce turnover costs. Data were collected from semistructured interviews and publicly
available company documents, such as organizational websites, brochures, Google and
Yelp reviews, job announcements, social media, and YouTube channels. Thematic
analysis of the data resulted in three themes: leadership behaviors increased employee
retention, open and effective communication increased employee retention, and employee
development increased employee retention. A key recommendation is for small business
leaders to establish effective communication by creating a workplace where employees
express themselves freely and openly exchange information. The implications for
positive social change include the potential to retain valued employees to support the
workforce, alleviating poverty and contributing to the progress, prosperity, and well-

being of the local communities.
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Section 1: Foundation of the Project
Background of the Problem
Small business leaders experience the challenge of retaining employees. Small
businesses are the backbone of the U.S. economy (Office of the United States Trade
Representative, 2024). Small businesses are defined as privately owned corporations and
partnerships, highlighting several stages of organizational development and the leading
behavioral indicators of leadership style on success (Wu, 2022). Typically, small
businesses might encounter problems and challenges at different stages of development,
such as establishing innovative ideas; recruitment, training, retaining of employees; and
coordinating human resources management; however, The Great Resignation
phenomenon was unseen before (Formica & Sfodera, 2022).
Employee turnover negatively affects organizational sustainability. In 2021, over
4.4 million U.S. employees quit their jobs, as measured by the U.S. Department of
Labor’s Bureau of Labor Statistics (Gittleman, 2022). Another 4.2 million Americans left
their jobs in 2022. According to the Bureau of Labor Statistics’ report, The Great
Resignation is still intense. The high employee turnover has made it essential for small
business leaders to understand that developing new strategies to retain employees is
critical to their sustainability (Tessema et al., 2022). Employee turnover negatively
impacts an organization's sustainability, resulting in increased costs and loss of
competitiveness, organizational knowledge, team dynamics, and the valuable human

resources needed to achieve organizational goals (Engelbrecht & Samuel, 2019).



The style of leadership influences the organizational growth of small businesses.
The term The Great Resignation was introduced in 2021, and credited to business
professor Klotz, when employees refused to return to work (Formica & Sfodera, 2022).
Many attributed the cause of this trend to various factors, such as the COVID-19
pandemic, employee discontent, generous unemployment benefits, employee stress and
burnout, employer mistreatment, and leadership style (Amanor-Boadu, 2022). Howard et
al. (2019) emphasized that small business leaders have a variety of approaches and styles
that are very important to the uniqueness of each entrepreneurial enterprise. Despite
offering various reasons for 7he Great Resignation, there is no apparent cause for this
movement, and the opinions of organizational leaders are deeply divided on the root
cause of the disengagement of people interested in working (Gittleman, 2022). According
to Formica and Sfodera (2022), The Great Resignation paradigm shift has caused
business leaders to rethink their approaches to human resources management, particularly
retention strategies. Some small business leaders in the United States may need to
develop practical and relevant leadership strategies to address employee retention to
eliminate mass employee resignation.

Business Problem Focus and Project Purpose

The specific business problem was that some small business leaders in the
Washington, D.C. metropolitan area lack effective leadership strategies for employee
retention to reduce turnover costs. Therefore, the purpose of this qualitative pragmatic
inquiry study was to identify and explore leadership strategies some small business

leaders use to retain employees to reduce turnover costs. The target population consisted
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of six small business leaders with successful strategies used to retain employees to reduce
turnover costs from different organizations located in the Washington, D.C. metropolitan
area that had been in business for at least 5 years.

I used purposive sampling to select participants meeting this study’s established
participation criteria. Researchers use the purposive sampling method to select specific
participants meeting the established participating criteria to obtain relevant information
that would help researchers answer the central research question (Campbell et al., 2020).
Researchers establish participants’ eligibility criteria that align with the overarching
research question of a study (Berndt, 2020). I established participants’ eligibility criteria
based upon participants’ experience using strategies to retain employees to reduce
turnover costs. Qualified participants had at least 5 years of successful experience
retaining employees to reduce turnover costs.

To gain access to study participants, Knechel (2019) advised researchers to
maintain an appropriate level of communication with relevant organizational leaders,
understand the target population, and use several methods for recruiting participants. I
discussed with small business leaders my intention to conduct this study. In terms of data
sources that used, I conducted semistructured interviews and reviewed organizational
documentation and artifacts. The conceptual framework that grounded this study is
Burns’s (1978) transformational leadership theory. Burns explained that leaders can
inspire followers to work toward achieving a common goal. Transformational leadership
theory has the following key constructs: idealized influence, inspirational motivation,

intellectual stimulation, and individualized consideration (Raes et al., 2022).



Organizational leaders exhibiting transformational leadership behaviors can decrease
employees' intention to leave an organization (Rodriguez et al., 2020). I selected Burns’
transformational leadership theory, which served as a foundation for identifying and
exploring leadership strategies some small business leaders use to retain employees to
reduce turnover costs.
Research Question

What leadership strategies do small business leaders use to retain employees to

reduce turnover costs?
Assumptions and Limitations

Assumptions

Specht et al. (2022) defined assumptions as implicit or explicit ideas that are
perceived as true without evidence of their validity and cannot explicitly emerge as
proven or disproven. The conveying of assumptions by the researcher enables the
determination regarding design rigor (Urcia, 2021). The first assumption was that the
small business leader would be candid when answering interview questions. The second
assumption was that small business leaders had implemented strategies to retain
employees to reduce costs. The third assumption of this study was that participants would
share their experiences with strategies used to retain employees to assist in answering the
research question. The fourth assumption was that the qualitative research method would
allow me to obtain meaningful and valuable data regarding strategies small business

leaders use to retain employees to reduce costs.



Limitations

Limitations are factors that restrict the research study, outside of the researcher’s
control, essential to allow replication by other researchers, and may influence outcomes
and conclusions of the research (Ross & Zaidi, 2019). The first limitation was that the
data collection came from interview questions posed to small business leaders in the
Washington, D.C. metropolitan area and might not allow transferability to other
businesses. The second limitation was the need for more validation of the truthfulness of
participants' answers to interview questions. The third limitation was the limited research
experience I possess as a novice researcher.

Transition

Section 1 included the background of the problem statement, business problem
focus, project purpose, research question, and assumptions and limitations. Section 2 will
include the literature review that will comprise several subsections starting with an
introduction describing the literature search, the percentage of articles identified as peer-
reviewed, and their publication dates. Several subsections will focus on the literature’s
applicability to the research question and the purpose of this study. In Section 3, I will
present a discussion of the following subsections: project ethics; nature of the project;
population, sampling, and participants; data collection activities; interview questions;
data organization and analysis techniques; reliability and validity; and the transition and
summary. In Section 4, I will present the findings, provide the business contributions and
recommendations for professional practice, overview the implications for positive social

change, and give the recommendations for further research and the conclusion.



Section 2: The Literature Review
A Review of the Professional and Academic Literature
Literature Review Organization

The literature review is comprised of several subsections, starting with an
introduction that describes the literature search, the percentage of articles identified as
peer-reviewed, publication dates, and government websites, and documents reviewed.
The following subsection is focused on the applicability of the literature to the research
question and the purpose of the study. The themes that emerged in the literature review
include transformational leadership, leadership, small business leaders, and retention
strategies. After conducting the literature review, I evaluated and analyzed the findings
and recommendations of previous research studies to identify any possible association
with this study.

The first theme in the review of the literature is transformational leadership,
which is the conceptual framework for this study. I evaluated the transformational
leadership theory and relevant literature supporting and opposing theories related to
employee retention strategies. Additional theories evaluated during the literature review
were Herzberg’s (1959) two-factor theory, laissez-faire leadership, and transactional
leadership theory.

The second theme, employee retention, begins with an overview of the
importance of employee retention and the strategies small business leaders utilize to
retain employees to reduce costs. I discussed concerns regarding employee retention,

turnover, and their impact on small business profitability and sustainability. I discussed



strategies small business leaders utilize to retain employees and concerns related to the
consequences employee turnover has on small business performance. The third theme in
the literature review is small business leaders.

The focus of the literature review was on literature related to employee retention
and turnover, small business, transformational leadership, leadership, retention strategies,
and great resignation. Through the Walden University’s library, I accessed various
sources through numerous databases. I searched the following databases to obtain
literature for this study: ABI/INFORM Complete, Academic Complete, Business Source
Complete, Emerald Management, ProQuest, Sage, Science Direct, and Google Scholar. I
reviewed numerous journal articles on leadership, small business, employee retention,
and employee turnover. I examined government agency websites to obtain data on small
businesses, employee turnover, and employee resignation. I used ProQuest to search for
data on dissertations related to small businesses, retention strategies, and transformational
leadership. I examined scholarly literature that supported scholarly research on small
business leaders’ retention strategies.

I narrowed my search focus using keywords and phrases when searching the data
through the Walden University’s library. Additionally, I used keywords and phrases and
data filters to focus my search for articles published in the 2020-2024 period to ensure
relevancy. The keywords and phrases entered in my literature search were
transformational leadership, small business, employee retention, great resignation, and
quiet quitting. 1 confirmed the peer-reviewed status using Crossref. There are 135

references contained in this study, of which 116 are scholarly peer-reviewed articles



representing 86%. A total of three references were non-peer-reviewed articles
representing 2%, three government websites representing 2%, and 13 books representing
10%. The total number of references in this study published within the 2020-2024 period
i1s 113, which is 84% of the total number. The literature review contains 55 references,
with 47 references published within the 2020-2024 period, representing 85%, and 48
scholarly peer-reviewed sources, representing 87%.
Conceptual Framework
Transformational Leadership Theory

The transformational leadership theory was the conceptual framework for this
study. Burns (1978) developed the transformational leadership theory to explain
leadership effectiveness through the ability to inspire followers to change expectations,
perceptions, and motivations to work towards the achievement of common goals. Bass
(1985) expanded the transformational leadership theory by identifying four key
constructs associated with the transformational leader. Bass identified critical constructs
of transformational leadership that are idealized influence, inspirational motivation,
intellectual stimulation, and individualized consideration. Transformational leaders focus
on helping followers achieve their goals and impact the positive relationship with
employee satisfaction (Brand & Walker, 2022). Transformational leaders focus on
followers' needs and offer motivation and encouragement to work towards achieving

organizational goals (Brand & Walker, 2022).



Transformational leadership has several characteristics that positively affect
employee retention. Transformational leadership theory has four key constructs, which
are idealized influence, inspirational motivation, intellectual stimulation, and
individualized consideration (Raes et al., 2022). Organizational leaders exhibiting
transformational leadership behaviors can decrease employees' intention to leave an
organization (Rodriguez et al., 2020). The transformational leader demonstrates actions
that motivate followers to identify with the organization's leadership, build commitment
to achieve organizational goals, and exhibit a direct interest in followers (Islami &
Mulolli, 2020). The fundamental concept of the transformational leader is the
predominant focus on helping followers achieve their goals, which results in those
followers experiencing higher job satisfaction (Brand & Walker, 2022). A
transformational leader can influence employees’ likelihood of remaining in the
organization by enabling employees to relate with leaders and build commitments to
work toward the achievement of organizational goals (Rodriguez et al., 2020). The
transformational leader addresses the followers’ self-worth, enables them to do more than
they ever thought possible, and helps followers look for higher purposes (Bass & Bass,
2008).

The transformational leadership theory may be the appropriate lens to explore
strategies small business leaders use to retain employees to reduce costs. Business leaders
that adopt the transformational leadership style focus on employee needs and motivate,

encourage, and foster employee commitment to advance organizational goals beyond
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initial intentions (Burns, 1978). The transformational leader is critical to excellent
organizational outcomes and influences employee retention (Rodriguez et al., 2020).
Transformational Leadership Four Constructs

The transformational leader has several characteristics. These 4-dimensional
characteristics, known as the 4 Is, are (a) idealized influence, (b) inspirational motivation,
(c) intellectual stimulation, and (d) individual consideration (Bass, 1985). These four
constructs are essential because they influence how leaders transform followers by
creating a vision offering motivation that brings about positive change to followers and
the organizational climate (Idiko & Obah, 2023). These four constructs are discussed
next.

Idealized Influence. Transformational leaders who exhibit idealized influence are
viewed as role models for their followers. Leaders demonstrating idealized influence are
charismatic, instill pride in followers, act in a way that creates respect, help others look
beyond their own needs to address the group's needs and display confidence in their
work, resulting in excellent organizational outcomes (Bass, 1985). Leaders who display
idealized influence provide a clear vision and instill a sense of mission and pride in
followers (Northouse, 2022). Leaders who focus on motivation inspire followers to feel
trust, admiration, loyalty, and respect towards leaders (Islami & Mulolli, 2020). The
transformational leader who displays idealized influence toward followers potentially
shapes the organization's performance by providing a sense of mission accomplishment
through communicating their values and beliefs (Bass, 1999). The idealized influence

characteristic is important because organizational leaders who display this characteristic
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serve as an example that followers wish to emulate. The idealized influence characteristic
is essential to the transformational leader’s style (Bass, 1985).

Inspirational Motivation. Transformational leaders demonstrating inspirational
motivation display the ability to share organizational vision with followers to inspire
them to attain future goals. Transformational leaders exhibiting inspirational and
motivational characteristics inspires and motivates followers to commit to becoming a
part of the organization's vision to achieve more than expected (Gan & Voon, 2021).
Transformational leaders believe in encouraging and demonstrating behaviors that allow
followers to feel welcome, giving purpose and incentives to achieve organizational goals
(Gan & Voon, 2021). Transformational leaders displaying inspirational motivation
provide followers with meaning and influence organizational commitment to achieving
goals (Bass, 1999). The organizational leader is considered a critical aspect of inspiration
and motivation through stimulating optimism regarding the future and enthusiasm for the
work that must be done (Gan & Voon, 2021). Employee motivation is critical to
organizational success because motivated employees are more likely to be productive,
creative, and engaged.

Intellectual Stimulation. Transformational leaders demonstrating intellectual
stimulation motivate followers to think critically and creatively, significantly affecting
employee and organizational performance. Intellectual stimulation is when leaders seek
to understand followers' needs and offer a platform for individual growth to increase
organizational commitment, which enhances performance (Park & Pierce, 2020).

Transformational leaders demonstrate intellectual stimulation by encouraging creativity
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and emphasizing followers' pursuit of growth and empowerment (Northouse, 2022).
Transformational leaders support followers in pursuing opportunities for advancement
and encourages challenging the status quo (Bass, 1985). Transformational leaders offer
intellectual stimulation by encouraging followers to think critically and innovatively to
address organizational challenges (Park & Pierce, 2020). Transformational leaders
provide intellectual inspiration to ignite followers' capability to think outside the box
when solving problems, which enhances the likelihood of achieving organizational goals
(Bass, 1985).

Individualized Consideration. Organizational leaders must understand that each
employee is different and has unique developmental needs. Organizational sustainability
is mainly dependent upon the performance of its employees (Northouse, 2022).
Therefore, leaders contribute to the organization’s successful performance by enhancing
its employees’ performance beyond what is expected (Northouse, 2022). The
transformational leader demonstrating individualized consideration treats each follower
as a unique individual with specific needs and focuses on identifying weaknesses and
strengths to support professional growth (Bass & Avolio, 1994). A leader displaying
individual consideration expresses concern for followers' professional development,
fosters positive relationships, and engages in open communication that followers consider
wise, confident, and visionary (Northouse, 2022). The transformational leader exhibiting
individualized consideration consciously serves as a role model for followers (Bass,
1985). Transformational leaders recognize that considering the cultural differences of the

workforce, their approach to leadership must be diverse because each employee plays a
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critical role in advancing organizational performance (Laila et al., 2022). Organizational
leaders that display individual consideration enable followers to enhance their potential
and develop their abilities based on specific cultural and personal needs to achieve tasks
(Laila et al., 2022).
Transformational Leadership Influence on Corporate Performance

Attributes of the transformational leaders vary at each organizational level and
effectively contribute to the corporate performance efforts to remain viable, profitable,
and successful. Brand and Walker (2022) found that the fundamental concept of the
transformational leader is the predominant focus on helping followers achieve their goals,
which results in those followers experiencing higher job satisfaction. A transformational
leader sets high expectations, encourages others, provides support and recognition, stirs
emotions, and gets followers to look beyond their self-interests to reach the unlikely
(Bass, 1985). Another quality of the transformational leader that influences corporate
performance is the leader’s ability to offer encouragement, inspiration, and motivation to
their followers to perform beyond what is required (Rodriguez et al., 2020). Raes et al.
(2022) indicated that the characteristics of the transformational leader shape followers'
behaviors toward collective interest through motivation, influence, and individualized
consideration. The characteristics of a transformational leader impacts job satisfaction,
which ultimately impacts corporate performance resulting in excellent organizational
outcomes.

The behaviors of the transformational leader could potentially influence corporate

performance that impact sustainability and profitability. Transformational leaders exhibit
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behaviors of integrity and fairness which contribute to goal achievement (Bass, 1985).
According to Lai et al. (2020), the transformational leader relies on various
organizational beneficial behaviors such as effective communication skills, charismatic
personality, adaptability to changing conditions, and empathetic support to engage
followers to achieve organizational goals. Bass (1985) found that the transformational
leader sets and communicates clear goals, has high expectations, encourages followers,
provides support and recognition, stirs people’s emotions to look beyond self-interest,
and inspires followers to aspire to reach the improbable. The transformational leader
predominately focuses on fostering honest attributes to build positive relationship,
exciting trust, employee commitment, and encourage followers to achieve their goals,
which results in those followers experiencing higher job satisfaction (Brand & Walker,
2022).

Qualities of the transformational leader demonstrate a sincere interest and
awareness in followers, which influences commitment to the organization. Raes et al.
(2022) found that the transformational leader exhibits a direct interest in followers
through demonstrating actions that enable followers to identify with the organization’s
leadership to build commitment to achieve corporate goals. Brand and Walker (2022)
indicated that the transformational leader demonstrates actions that predominately focus
on helping followers achieve their goals, results in those followers experiencing higher
job satisfaction and lower turnover intentions. Transformational leaders that demonstrate
a genuine interest in their followers, influences consciousness and commitment to the

organizational mission and goals, commitment and increase job satisfaction (Islami &
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Mulolli, 2020). Transformational leaders positively influence followers’ job satisfaction,
which determines productivity and is critical to organizational effectiveness and
sustainability (Islami & Mulolli, 2020).
Transformational Leadership Influence on Employee Job Satisfaction
Transformational leaders positively influence followers’ job satisfaction, which
determines productivity that is critical to organizational effectiveness and
sustainability. Transformational leaders play a critical role in affecting the work
environment, which affects employees’ job satisfaction and retention, both critical
indicators of organizational effectiveness (Brand & Walker, 2022). Siswanto and Yuliana
(2022) indicated that job satisfaction relates to employees' evaluation of their work
environment, workplace experiences, perceptions of leadership style, and their emotional
attitude regarding the overall work environment. Brand and Walker (2022) found that
organizational leaders must understand the connection between the workforce’s
perception of leadership style and employee job satisfaction and retention. Organizational
leaders demonstrating transformational leadership contribute to a positive work
environment by showing an interest in employees and offering motivation to followers to
foster identification with organizational leadership to build commitment and increase job
satisfaction (Islami & Mulolli, 2020). Transformational leaders affect followers’ job
satisfaction, which determines the level of productivity that is critical to organizational

effectiveness and sustainability (Islami & Mulolli, 2020).
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Transformational Leadership Influence on Employee Empowerment

The transformational leadership style is a critical determinant of employees’
feelings of empowerment, which can result in positive work performance and
organizational commitment. Transformational leaders are core motivators of
psychological empowerment, influencing employee retention (Bass, 1985).
Organizational leaders’ behaviors are a critical contributor to employees’ sense of
psychological empowerment, which affects factors associated with employee and
organizational performance (Saira et al., 2020). Psychological empowerment in the
workforce is a collective motivational process that allows employees to express
enthusiasm for work and feelings of effectiveness (Saira et al., 2020). Helalat et al.
(2023) found that transformational leaders are core motivators of psychological
empowerment, influencing employee retention. Saira et al. (2020) indicated that
transformational leaders directly affect employees' psychological empowerment. Oh and
Chhinzer (2021) found that leadership behaviors contribute to employees' developing
emotional intentions for leaving a job based on psychological empowerment and
subsequently acting on their plans to leave the organization. Mey et al. (2021) revealed
that retention of skilled, engaged employees requires leaders who can provide them with
a sense of belonging, respect, empowerment, support their personal growth and
development, and provide them flexibility and freedom in successfully executing their

duties.



17

Transformational Leadership Influence on Employee Commitment

Leaders play a critical role in the daunting task of influencing employee
commitment, which contributes to retaining valuable employees. Saeed and Jun (2022)
described employee commitment in three distinct constructs: organizational, affective,
and normative. Donkor et al. (2021) revealed that transformational leaders are essential in
developing employee commitment, creating feelings of belonging, and reducing turnover.
Saeed and Jun (2022) found that transformational leadership positively and significantly
affects employee commitment to the organization. Leaders adopting the transformational
leadership style effectively contribute to the enhancement of employee commitment.

Another contributory factor in building employee commitment and retention is the
quality-of-service organizational leaders provide to their followers. Basnyat and Lao
(2020) determined that the quality of services organizational leaders provide impacts
employees' intentions to leave. Transformational leaders’ behaviors focus on inspiring
employees to achieve personal goals to increase employee commitment (Krishna et al.,
2022). Transformational leaders promote positive employee outcomes, which drives
organizational commitment, that is a critical aspect of workplace dedication, affecting
employee turnover (Saeed & Jun, 2022). Therefore, to retain a skilled workforce,
organizational leaders should strategically put in place measures that will attract talent
and build dedication and loyalty, to positively influence employee engagement,

commitment, and retention.
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Transformational Leadership Influence on Employee Engagement

Transformational organizational leaders working towards increasing employee
motivation, dedication, and engagement are prominent influencing factors that reduce and
mitigate employee turnover. Employee engagement is a crucial driver of employee
retention and effectiveness, and organizational leaders who demonstrate a
transformational leadership style bolster engagement (Hussain & Khayat, 2021).
Employee engagement relates to employees’ level of investment and interest in their jobs,
the degree to which they care about their jobs, the organization they work for, and their
desire to achieve organizational goals (Stein et al., 2021). The transformational leader
advances change that focuses on employee needs, motivates, and encourages employees
to work toward achieving a common goal to shape organizational performance (Jensen et
al., 2020). Transformational leaders cultivate employee engagement to improve
performance, lessen burnout, increase employee retention, and build commitment
(Rodriguez et al., 2020). The transformational leader addresses the followers’ self-worth,
enables them to do more than they ever thought possible, and helps followers look for
higher purposes (Bass & Bass, 2008). Transformational leaders can influence an
employee’s likelihood of leaving the organization by enabling followers to engage and
relate with leaders and build commitment to work toward achieving organizational goals.
Transformational Leadership and Innovation

Transformational leaders demonstrate visionary strategic behaviors that support
employee creativity and innovation by challenging followers to do more than required.

The transformational leader encourages followers innovative and creative thinking, and
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the generation of new ideas and behaviors designed to produce high-quality work (Bass,
1985). Sueb and Sopiah (2023) found transformational leaders encourage innovation and
promote organizational support for an innovation-oriented culture in the workforce. The
transformational leadership style involves behaviors that heighten motivation and
awareness to support employees’ creativity and innovation and organizational
performance (Mohammed & AL-Abrrow, 2022). The transformational leader’s visionary
characteristics positively affect followers’ job satisfaction, commitment, creativity, and
innovation, which influences positive organizational change and the ability to attract,
motivate, engage, and retain high-performing employees.
Employee Retention

Retaining employees with valuable competencies, skills, and organizational
abilities across multiple locations is critical for profitability and sustainability. Patil
(2022) described employee retention as encouraging employees to remain employed with
the organization to ensure successful performance. According to Dahiya and Nandal
(2021), organizational leaders must retain talented, motivated, and dedicated human
resources to develop and maintain a competitive advantage. Retaining mission-critical
employees is critical to overall organizational health and viability (Patil, 2022). The loss
of organizational talent negatively affects the valuable competencies, skills, knowledge,
and organizational capacity needed for successful performance and challenges the future

existence of the organization.
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Employee Retention Challenges

Employee retention challenges are multifaceted, considering the way the economy
is globally connected and the increased competition for limited skilled workers. Gupta et
al. (2023) found that leaders must address several employee retention challenges,
including training and development, communication, leadership, job satisfaction, and
compensation. Engelbrecht and Samuel (2019) indicated that retaining valuable and
talented human resources presents multidimensional challenges for organizational leaders
because when employees leave, there are financial costs; loss of organizational history;
and loss of valuable knowledge, skills and competencies critical for goal achievement
and corporate success. Beyond the organizational factors contributing to employee
retention challenges, organizational leaders also face personal and demographic
challenges that affect employees' retention intentions (Kumar, 2021). Hauer et al. (2021)
offered that, as the workforce becomes more globally connected, there is an increase in
competition in the labor market, which amplifies employee retention challenges for
leaders. Human resources are considered the most critical organizational asset, and
business leaders face several challenges regarding employee retention necessary to
maintain a competitive advantage and, in many cases, remain in business.

Leadership Characteristics Influence on Employee Retention

The behaviors of organizational leaders significantly influence employee
satisfaction, ultimately affecting employee turnover, which can be costly and disruptive
for organizations. Mey et al. (2021) emphasized that leadership behaviors influence the

ability to attract, motivate, develop, and ultimately retain employees. Samasonok (2024)
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indicated that leadership behaviors are critically important factors that influence the way
employees feel about their jobs and organization, which leads to the formulation of ideas
regarding whether to stay or leave. According to Yamin (2020), transformational
leadership behaviors and characteristics are core factors that significantly affect employee
satisfaction and influence employees' decisions about whether to remain with the
organization or find employment elsewhere. Andrews and Mohammed (2020) found that
the actions and behaviors of leaders influence employee retention. The style and quality
of leaders play an essential role in managing the retention of a skilled workforce;
therefore, organizational leaders should strategically demonstrate behaviors that will
attract and keep employees to meet corporate needs and ultimately perform successfully.
Retaining valuable human resources presents a formidable undertaking for
organizational leaders facing various external and internal challenges associated with
keeping talented employees within the organization. Rochman and Rahmana (2022)
indicated that among the factors that cause employee turnover, leadership style is critical
in increasing employee satisfaction, organizational commitment, job insecurity, and
perceived advancement opportunities, ultimately influencing employees' decision to stay
with the organization. Basnyat and Lao (2020) stated that although organizations may
have established internal employee-oriented human resource policies and practices, the
leaders’ implementation of the retention policies ultimately influences employee
turnover. Kumar (2021) offered that leaders must demonstrate specific leadership
characteristics to retain valuable, high-performing employees. Organizational leaders

must be aware that employee turnover arises from various internal and external factors,
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such as dissatisfaction with an organization's leaders' behaviors, policies, and practices
that must be addressed by developing effective retention strategies.
Employee Retention Strategies

Because employees are considered the organization's most valued assets and a
significant driver of productivity, organizational leaders should formulate and implement
appropriate strategies to retain talent in today’s globally competitive workforce.
Organizational leaders must create effective strategies and initiatives focusing on every
point from entry through leadership actions designed to keep employees for an extended
period (Kuuyelleh, 2021). According to Tupper and Ellis (2022), corporate leaders should
develop and implement retention strategies and practices to reduce employee turnover;
reduce the expenses related to hiring, training, and developing new employees; and create
organizational commitment and community attachment. Organizational leaders must
reimagine employee retention strategies to keep their employees with the organization, to
deliver positive performance, and affect profitable change (Tupper & Ellis, 2022).

Masood et al. (2020) emphasized that developing effective employee retention
strategies must be the prime concern of organizational leaders. Developing and
implementing effective retention strategies are critical to ensuring the organization keeps
current staff with the desired knowledge, skills, abilities, and competencies necessary to
remain in business. The small business section follows.
Small Business

Small business enterprises are privately owned corporations or partnerships

considered by many business leaders as the backbone and lifeline of the U.S. economy.
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Small businesses are essential globally because they substantially contribute to the gross
domestic product (GDP), labor market, and local and national tax bases worldwide
(Mason, 2020). According to the U.S. Small Business Administration (SBA; 2023), the
United States is home to 33.2 million small businesses, employing 46% of the private
sector workforce. The 33.2 million small business employees contribute to the growth of
local economies and create jobs in the identified top industries, which are health care and
social assistance, accommodations, food services, and construction (SBA, 2023). Small
business owners represent 99.9% of all U.S. employer firms, employ 48% of the private
sector employees, and provide 41.2% of the total U.S. private payroll (SBA, 2019).
However, 50% of new small-business startups fail within the first 5 years of operation
(SBA, 2019). According to Alsaaty and Makhlouf (2020), small businesses are the
engines that drive the world economy. Globally, small businesses are responsible for 84%
of the world’s GDP (Mason, 2020). Business leaders consider small business enterprises
essential because they provide opportunities for entrepreneurship, create meaningful
employment opportunities, and bolster local economies by keeping funds local and
supporting neighborhoods and communities.
Small Business Challenges

Small business leaders typically encounter challenges at different stages of their
enterprises existence that influence successful performance and overall viability. Bilan et
al. (2020) identified that high employee turnover is a significant challenge that small
business leaders face, ultimately resulting significant financial costs associated with

employee recruitment and retention. Durra (2023) found that challenges associated with
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effective talent management have a significant influence on small business employee
retention. Small business enterprises are globally significant, and their growth and
profitability depend on the leader’s strategic choices to overcome challenges associated
with the financial and organizational costs related to employee turnover.
Small Business Employee Turnover Costs

Employee turnover is costly and remains one of small business leaders' most
persistent and frustrating problems, which could potentially amplify the importance of
having effective employee retention strategies. According to Howard et al. (2019), the
direct and indirect costs incurred because of employee turnover present a significant
challenge for small business leaders. Al-Suraihi, et al. (2021) indicated that significant
challenges associated with employee turnover affect the organizational and operational
costs, profitability, employee recruitment and retention, loss productivity due to
vacancies, and costs associated with the investment of finances directed towards
employee recruitment, training, and development. Rochman and Rahmana (2022) found
that business leaders understanding employee turnover costs can obtain a competitive
advantage for their organizations by manipulating and mitigating employee turnover with
effective retention strategies. When key employees leave an organization, the turnover
costs significantly impact successful performance, profitability, and viability.
Small Business Leadership Behaviors Influence on Employee Turnover

Small business leaders face employee turnover and retention challenges,
threatening the organization’s survival; therefore, leaders may consider strategic

behaviors to address these challenges. Wu (2022) highlighted small businesses
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experience several stages of organizational development, and leadership behaviors and
style are critical to performance success. Rochman and Rahmana (2022) identified that
factors small business leaders face that cause employee turnover include job satisfaction,
organizational commitment, job insecurity, and perceived alternative opportunities.
Karumuri and Kore (2021) indicated that there is a linkage between the organizational
leaders' talent retention effectiveness and the success or failure of an enterprise. Wu
emphasized that the behavioral manifestations of leadership style present challenges for
innovation and creative growth of small businesses. Employee retention challenges
influence the survival or death of small business leaders within the first ten years of
operation (Alsaaty & Makhlouf, 2020). Small business leaders face significant turnover
concerns that, in many cases, threaten sustainability; however, to remain in business, it is
critically important that they develop effective employee retention strategies to address
these challenges.

Small Business Talent Management

Talent management is a complicated strategic challenge small business leaders
face that affects corporate performance, profitability, management decision-making
processes, and overall enterprise effectiveness. Kwon and Jang (2022) described talent
management as establishing a pipeline of talented human resources to build
organizational success and goal achievement within the enterprise. Graham (2022)
identified talent management as an essential mechanism whereby business leaders
develop a strategic plan that identifies the skills and capacity needed for enterprise

success. Small business leaders’ implementation of effective talent management practices
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produce talented, high-potential, and high-performance human resources influences
organizational sustainability and profitability in the global economy (Luna-Arocas et al.,
2020). According to Bagorogoza and Nakasule (2022), talent management strategies
must focus on business leaders finding, recruiting, hiring, developing, and retaining
employees through a deliberate and intensive approach. Small business leaders’ desire for
successful corporate performance and goal achievement must understand that it is
imperative to develop and implement effective talent management strategies and
practices that ultimately affect whether the enterprise remains in business.

The approach to effective talent management for small business enterprises differs
from that of large corporations; however, despite corporate size, the primary aim of
effective human resources management must include strategies to hire, train, develop,
and retain talented employees. Gallardo-Gallardo et al. (2020) emphasized that talent
management is a critical challenge that has emerged that every business leader faces,
regardless of the size of the enterprise. Al Aina and Atan (2020) indicated that as
organizational leaders strive to maintain a global presence, they have shifted focus to
formulating talent management strategies to increase human resources development, job
satisfaction, and employee retention. Because small businesses significantly contribute to
national and global economies, business leaders must view talent management as an
integrated process of developing practical strategies for acquiring, developing, and
retaining high performers that will contribute to the overall success and survival of the
enterprise (Graham, 2022). Small business leaders must have talented employees capable

of performing the actual work and think strategically about current and future talent
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needs (Graham, 2022). According to Gallardo-Gallardo et al. (2020), organizational

leaders must understand the need to shape their workforce by effectively implementing
talent management strategies and initiatives that will improve performance to gain a
competitive advantage. Talent management is crucial for small business enterprises’
success because of its vital role in organizational growth, achievement of goals and
objectives, and the development of positive influence on leaders' decision-making
processes.
Transition

Section 2 included the literature review, which comprised several subsections,
starting with an introduction that describes the literature search, and the percentage of
articles identified as peer-reviewed and their publication dates. Several subsections
focused on the applicability of the literature to the research question and the purpose of
this study. The themes that emerged in the literature review included transformational
leadership, leadership, small business leaders, and retention strategies. I evaluated and
analyzed the findings and recommendations of previous research studies and identified
any associations with this study. In Section 3, I present a discussion of the following
subsections: project ethics; nature of the project; population, sampling, and participants;
data collection activities; interview questions; data organization and analysis techniques;
reliability and validity; and the transition and summary. In Section 4, I present the
findings, provide the business contributions and recommendations for professional
practice, overview the implications for positive social change, and give the

recommendations for further research and the conclusion.
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Section 3: Research Project Methodology

In this section, I present a discussion of the following subsections: project ethics;
nature of the project; population, sampling, and participants; data collection activities;
interview questions; and data organization and analysis techniques. Next, I present a
discussion related to the reliability and validity of this study. Finally, I present the
transition and summary.

Project Ethics

The role of the researcher is to serve as the primary research instrument and
manage all aspects of the research process. The researcher is required to identify and
select qualified study participants, build a rapport with participants to establish mutual
trust, collect and analyze data, and report findings (Elmersjo & Rosqvist, 2022). As the
researcher in this study, I developed, organized, implemented and managed the research
process, collected and analyzed the data effectively, identified codes to develop themes,
correctly interpreted data, and reported findings unbiasedly and professionally.
According to Roberts (2020), conducting semistructured interviews and reviewing
organizational documents have been proven effective for obtaining the necessary data to
acquire detailed information to answer the research question. Merriam and Tisdell (2016)
recommended that data collection for a qualitative research study should involve
conducting semistructured interviews of the recruited qualified participants. I conducted
semistructured interviews, asked robust questions, transcribed interview data, and
reviewed publicly available organizational documentation and artifacts, such as

organizational websites, brochures, Google and Yelp reviews, job announcements, social
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media, and YouTube channels. I collaborated with officials of small business associations
and industry leaders to obtain recommendations for qualified participants to recruit and
select for participation in this study.

My 30 years of experience as a human resource management professional and
small business entrepreneur has afforded me extensive experience in human resources
development, talent management, organizational effectiveness, and small business
performance management. [ used my experience to successfully craft and frame practical
interview questions and obtain the information needed to answer the research question
based on participants’ lived experiences. My extensive professional experiences and
association with human resource management and small business professionals allowed
me to effectively recruit and select qualified individuals eager and prepared to share their
experiences and information while serving as representatives of the purposive sampling
for the research study.

Researchers must operate professionally and ethically by adhering to established
principles to guide, safeguard, and protect the integrity of the research study (Blake,
2023). Researchers should consult various documents, guidelines, rules, codes of
conduct, review boards, policies, and recommendations that govern the ethical approach
to research (Blake, 2023). Researchers are morally required to act in an ethically
responsible manner by adhering to ethical rules and principles, such as being honest and
objective, demonstrating integrity, being open and transparent, protecting the privacy and
confidentially of research participants, and safeguarding the information they collect

(Celedonia et al., 2020). Researchers must attain and demonstrate the highest ethical
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standards and understand and adhere to the principles established in The Belmont Report
(U.S. Department of Health and Human Services, 1979). The guiding principles included
in The Belmont Report that researchers must follow are respect for persons, beneficence,
and justice (Nagai et al., 2022). The respect for persons principle requires the researcher
to demonstrate deference towards the participants’ opinions, experiences, beliefs, and
choices related to the research study (Blake, 2023). The beneficence principle requires the
researcher to engage in ethical conduct by demonstrating appropriate behaviors that will
do no harm to the participants by safeguarding and protecting their confidentiality and
privacy and the information obtained (Kang & Hwang, 2021). The principle of justice
requires the researcher to treat participants equitably by recognizing, understanding, and
accommodating individual needs as they relate to the research study, and ensuring the
participants understand the burdens and benefits of their participation through informed
and voluntary consent (U.S. Department of Health and Human Services, 1979).

The Belmont Report includes application guidelines for a researcher to reference
and use. The implementation of the ethical principles featured in The Belmont
Report requires the researcher to obtain participants' informed consent, assess and
communicate potential risks and benefits, and select appropriate subjects. The informed
consent protocol requires the researcher to disclose information, make certain that
participants clearly comprehend the information, and communicate that participation is
voluntary (U.S. Department of Health and Human Services, 1979). As the research
instrument, I adhered to the ethical principles recommended in 7he Belmont Report, the

Institution Review Board (IRB), and the participating organization's ethical requirements.
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I began the research study after the IRB granted approval. Before starting my research, I
obtained written consent from each participant to ensure adherence to ethical guidelines.
The researcher must act in an ethically responsible manner by adhering to ethical
principles by treating participants with respect, being honest and objective, demonstrating
integrity, being open and transparent, protecting the privacy and confidentially of
participants, and safeguarding the information they collect, and reiterating to participants
that participation is voluntary and withdrawal from the study can happen at any point in
the study (Resnik, 2019).

All participants consented to the information contained in the consent form. I
explained the informed consent principle to the participants and obtained written consent
from each participant as a requirement prior to their participation in this study. The
informed consent form includes essential components of the research project, such as the
nature of the study, participant expectations, benefits, and risks (U.S. Department of
Health and Human Services, 1979). Most importantly, the consent form highlighted that
participation is strictly voluntary and that participants can withdraw from the study at any
time, either in writing or verbally, without giving a reason for withdrawal and my contact
information should they have questions, as recommended by several researchers (Kang &
Hwang, 2021).

Researchers should inform participants that participation in the research study is
voluntary, as recommended by Xu et al. (2020). I advised research participants that their
participation was voluntary. Yin (2018) emphasized that the researcher must inform

participants that they may withdraw from the study without providing a reason or
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incurring any negative consequences. I advised research participants that they could
withdraw from the study at any time without providing a reason or incurring any negative
consequences. The consent form indicated that participation is strictly voluntary and that
participants can withdraw from the study at any time, either in writing or verbally,
without giving a reason for withdrawal or facing any penalties. According to Celedonia et
al. (2020), developing and implementing strategies to ensure participant confidentiality
and privacy should be paramount for the researcher and be at the center of the research
study. I advised research participants that I would protect their privacy and
confidentiality. Participants did not receive any tangible or intangible benefit for
participating in the study. Largent and Lynch (2017) emphasized that the payment of
incentives to participants may prove ethically problematic for the researcher by creating
bias.

To protect and uphold the privacy and confidentiality of participants, the real
names of individuals and organizations were not used. I assigned pseudonyms to protect
participants’ privacy and confidentiality. Kang and Hwang (2021) emphasized that the
researcher has a responsibility to protect and uphold the privacy and confidentiality of
participants and to ensure the delivery of study findings that are honest, trustworthy,
objective, and harmless to participants. I will store electronic data in password-protected
files on my computer. All physical data collected will be stored in a locked file cabinet at
my home office for 5 years. After the 5-year period, I will destroy the data as indicated in
Walden University’s IRB guidelines (Walden University, 2023). The Walden University

IRB approval number for this research study is 07-05-24-1167557.
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Nature of the Project

Researchers use the nature of the study to select the most suitable research
method. There are three research methods researchers use: qualitative, quantitative, and
mixed methods (Yin, 2018). Researchers use the qualitative methodology to subjectively
investigate the phenomenon (Yin, 2018). I selected the qualitative method to explore
small business leaders' strategies to retain employees to reduce turnover costs. Qualitative
researchers focus on understanding the lived, observed phenomenon within a context
with specifically identified individuals (Johnson et al., 2020). I selected the qualitative
methodology as a suitable means to identify and explore the selected participants’
opinions, experiences, attitudes, and views. Researchers use the quantitative method
when they need to analyze numerical data or test hypotheses about variables’
relationships or differences (Han et al., 2022). The quantitative methodology is best
utilized when the focus is to collect data through surveys, multiple-choice questions, or
polls (Han et al., 2022). The quantitative research method was not selected because the
focus of this study was to understand strategies, as opposed to measuring them; therefore,
this method was inappropriate for this study. The mixed methods research methodology
is an integration of the components of the quantitative and qualitative research design
methods (Shannon-Baker, 2023). Because the quantitative method focuses on analyzing
numerical data or testing a hypothesis of relationships between variables (Ghanad, 2023),
the mixed method was inappropriate for this study.

Three qualitative research designs were considered for this study: pragmatic

inquiry, narrative, and phenomenological. I selected the pragmatic inquiry design.
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Researchers use the pragmatic inquiry design when conducting an inductive study to use
and combine established qualitative methods strategically to meet a study’s needs using a
conceptual framework as a guide and participants acting within a real-world problem
(Ramanadhan et al., 2021). The pragmatic inquiry is based on Dewey’s (1938) model of
inquiry. I selected the pragmatic inquiry research design because I conducted an
inductive study using and combining established qualitative data collection and analysis
processes. In this study, I focused on participants that successfully addressed a real-world
problem, which is the lack of employee retention to reduce turnover costs. I identified
and explored leadership strategies some small business leaders use to retain employees to
reduce turnover costs.

Researchers use the narrative design to explore individual or small-group personal
accounting or sequences of events (Tomaszewski et al., 2020). I did not select the
narrative design because the focus of this study was not to explore an account or
experience about a specific life event. The phenomenological design involves analysis of
behaviors or the meanings of participants’ lived experiences regarding the phenomenon
under investigation (Urcia, 2021). I did not select the phenomenological design because
this study did not focus on analyzing the meaning of participants’ lived experiences

related to the phenomenon under scrutiny.



35

Population, Sampling, and Participants

The researcher must find qualified participants before beginning the research
study’s data collection (Elmersjo & Rosqvist, 2022). Gill (2020) indicated that the
researcher must establish participant eligibility criteria that potential participants must
meet to allow the researcher to conduct a well-defined study aligned with the research
questions. Researchers may encounter challenges in finding and gaining access to
qualified individuals and organizations willing to consent to participate in the study
(Rashid et al., 2019). Gill stated that researchers must develop eligibility characteristics
that potential participants must possess to be deemed qualified to participate in the
research study. Researchers determine whether individuals are eligible to participate
based on the individual's knowledge of and experience with the phenomenon the
researcher is studying (Rashid et al., 2019). I established participants’ eligibility criteria
based on participants’ experience using successful strategies to retain employees to
reduce turnover costs.

As the researcher for this study, I established participation eligibility criteria
aligned with the overarching research question, as DeRenzo et al. (2020) recommended.
A qualified participant had at least 5 years of experience developing and implementing
effective employee retention strategies to reduce turnover costs for consideration in this
study. I used purposive sampling to select qualified participants based on the established
criteria from the Washington, D.C. metropolitan area. Qualified participants met the
established criteria, which consisted of possessing experience and expertise in using

effective employee retention strategies to reduce costs.
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Researchers encounter challenges in finding and gaining connections to qualified
participants and organizations to participate in the research study. According to Hoenink
et al. (2021), effective recruitment strategies include building rapport with organizational
leaders to overcome the challenge of finding qualified participants. DeRenzo et al. (2020)
indicated that the researcher’s recruitment strategy must include an evaluation of
potential participants and the organizational environments to determine whether the
targeted participants meet the established criteria. As the researcher, I worked with
leaders of small business enterprises to build and maintain a collaborative working
relationship by communicating my intentions, objectives, and research study goals and
obtaining their support.

I routinely engaged with participants to foster an effective and trusting working
relationship. The researcher must engage with participants to foster open communication
and build a collaborative, mutually trusting and respectful working relationship
(Mozersky et al., 2020). Relationship building facilitates the production of contextually
rich data from research participants to answer the research question (Mozersky et al.,
2020). Rashid et al. (2019) emphasized that the researcher’s engagement with
participants is a critical strategy for building a trusting relationship to obtain critical data
to answer the research question. Research participants are likely to be the source of
needed data or insight necessary and helpful in achieving the goals and objectives of the
research study (Johnson et al., 2020).

I established the criteria for participating in this study to ensure the selected

individuals possessed the characteristics and experiences that aligned with the research



37

question. The researcher must ensure the selection of an appropriate research design by
ensuring an alignment exists between the selected participants and the research question
(Knechel, 2019). According to Roberts (2020), the researcher must select qualified
individuals able to provide valuable data based on their respective experiences and
perspectives to answer the research question effectively. The researcher must establish a
criterion that potential participants possess the qualifying characteristics of knowledge,
skills, ability, and experience that align with the research study (Campbell et al., 2020).

I used purposive sampling to identify and select participants meeting the
established eligibility criteria and obtained valuable data that helped me answer this
study’s central research question. To promote the development of trustworthiness in a
research study, the researcher must select the appropriate sampling method to identify
potential participants best suited to facilitate the collection of quality data necessary to
answer the research question (Denieffe, 2020). Selecting the appropriate sampling
method is critical to establishing confidence in the research process (Stahl & King, 2020).
Researchers use the purposive sampling method to select specific participants meeting
the established eligibility criteria to assist in answering the central research question
(Campbell et al., 2020).

I collected relevant data from a sample of small business leaders from different
organizations in the Washington, D.C. metropolitan area with successful strategies to
retain employees to reduce costs. Researchers make decisions regarding the population
samples based on the researchers’ selection of a representative unit of individuals with

the characteristics identified to allow the collection of rich data and the generalizability of
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the study results (Knechel, 2019). According to Hennink and Kaiser (2022), in qualitative

research studies, data saturation can be reached with a relatively small sample size.
Subedi (2021) indicated that many researchers experience sample size challenges;
however, determinations regarding the sample size should be based on the nature of the
study. Subedi found that different qualitative case studies have had participants ranging
from 3—10 individuals. Researchers experience challenges associated with sampling
because there is no specific rule for determining sample size and the likelihood that there
will not be a perfect representation of the targeted population (Gill, 2020). Nevertheless,
Yin (2018) offered that two or three replications of case study research are sufficient. I
reached data saturation after interviewing the sixth participant, as the responses did not
provide any new information or themes.

I conducted semistructured interviews with open-ended questions to obtain rich
information from this study’s participants. Braun and Clarke (2022) indicated that data
saturation occurs when no new themes or codes emerge from the data obtained from the
sampling unit. Researchers consider data saturation an important benchmark in
qualitative research (Braun & Clarke, 2022). Merriam and Tisdell (2016) indicated that
the researcher obtains data saturation once sufficient quality data supports the research
study is collected. Researchers use semistructured interviews to obtain in-depth
information from participants with experience in the studied concept to reach data
saturation (Denieffe, 2020). I sent invitations to potential participants requesting their

participation in the research study via email or direct phone call. Finally, I reached data
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saturation when no new themes or codes emerged from the data obtained from the
sampling unit.
Data Collection Activities

As the researcher for this study, I served as the primary data collection
instrument. According to Lincoln and Guba (1985), the researcher is considered the
primary research instrument. The researchers must accept and assume the role of the
primary research instrument in qualitative research (Tenny et al., 2023). As the research
instrument, the qualitative researcher can collect data through various mechanisms such
as interviews, observations, and reviewing and analyzing relevant documents and
artifacts (Tenny et al., 2023). I conducted semistructured interviews and asked open-
ended questions and conducted an in-depth review of publicly available organizational
documents, such as organizational websites, brochures, Google and Yelp reviews, job
announcements, social media, and YouTube channels. The interview protocol (see
Appendix A) was an essential tool that helped me guide the exploration of the research
topic. The interview protocol may include prompts and probes, scripts, guides to obtain
participant consent, and, most importantly, the interview questions the researcher must
address during the interview (Shoozan & Mohamad, 2024). I used an interview protocol
(see Appendix A) to guide me through the interview process and ensure consistency in
information shared with participants. Appendix B includes the interview questions.

When conducting qualitative research, the researcher conducts semistructured
interviews by asking open-ended questions to qualified participants (Elhami &

Khoshnevisan, 2022). Researchers use semistructured interviews to obtain a detailed
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understanding of participants lived experiences and perspectives about the phenomenon
being studied (Husband, 2020). During semistructured interviews, the researchers are
allowed the flexibility and adaptability to ask follow-up questions (Rochman &
Rahmana, 2022). Buys et al. (2022) indicated that the purpose of using semistructured
interviews is to allow the researcher to get qualified participants to offer their time,
efforts, expertise, experiences and perceptions to collect rich data on the phenomenon
under study to help the researcher reach the study’s goal. I conducted semistructured
interviews with open-ended questions to gain an understanding of participants’
experiences and perceptions regarding effective leadership strategies they used to retain
employees to reduce turnover costs.

Researchers conduct semistructured interviews to ask participants predetermined
questions and have the flexibility of asking clarifying and follow-up questions to collect
quality data (Husband, 2020). Lester et al. (2020) indicated that collecting quality data
may lead to the researcher’s identification of themes within the data. When conducting
semistructured interviews, the researcher asks participants predetermined questions and
have the flexibility to ask clarifying and follow-up questions (Rochman & Rahmana,
2022). Shoozan and Mohamad (2024) offered that in addition to conducting
semistructured interviews, the researcher should also conduct an in-depth review of
publicly available organizational documents and artifacts, such as organizational
websites, brochures, Google and Yelp reviews, job announcements, social media, and
YouTube channels associated with the phenomenon being studied. The researcher can

enhance the rigor and understanding of research study by collecting quality data using
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multiple data collection methods, which allows methodological triangulation (Stahl &
King, 2020). As the primary research instrument, I reviewed publicly available
organizations' documents and artifacts, such as organizational websites, brochures,
Google and Yelp reviews, job announcements, social media, and YouTube channels
related to strategies that small business leaders use to retain employees to reduce costs. I
conducted methodological triangulation by comparing data collected from conducting
semistructured interviews with data collected from reviewing organizational
documentation and artifacts and determined that data alignment had occurred.

As the primary research instrument, I conducted, recorded, and transcribed the
semistructured interviews with qualified participants using the interview protocol (see
Appendix A). During the interview, I asked all participants the same questions as
identified in the interview protocol (see Appendix A). At the end of the semistructured
interview, | gave all participants the opportunity to give their parting thoughts on
retention strategies to retain employees to reduce costs. By giving parting thoughts, the
participants are allowed to share or express last-minute information, talk about new
insights, or share additional information regarding the research study before departing the
interview (Roberts, 2020). Researchers should practice reflexibility to address the
inevitably integration of their biases into their studies (Jamieson et al., 2023).
Reflexibility is an integral and effective practice used to obtain a conscious and active
acknowledgement of researchers’ beliefs, biases, and judgments (Jamieson et al., 2023).
It is critically important for a researcher to practice reflexibility to think deeply about data

collection and to identify bias to foster transparency in the research process (Rose &
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Johnson, 2020). According to Lazard and McAvoy (2020), reflexivity is a key component

of critical thinking in qualitative research the researcher undertakes as the research
instrument. To address bias, I engaged in reflexivity through reflection and recorded my
thoughts throughout every aspect of my research data collection process.

Another critical data collection method is the researcher’s review of
organizational documents and artifacts (Yin, 2018). The review of organizational
documents and artifacts allows the researcher to further explore the phenomenon being
studied as well as enhance rigor, reliability, and validity (Rashid et al., 2019).
Additionally, reviewing organizational documents and conducting interviews enables the
researcher to perform methodological triangulation, which increases the likelihood of
obtaining quality data (Tenny et al., 2023). Yin (2018) indicated that the review and
analysis of organizational documents, such as annual reports, financial statements,
emails, and project statements are all helpful in producing detailed information regarding
the study. Additionally, reviewing organizational documents allows the researcher to
identify particular individuals and events related to the study (Yin, 2018). I reviewed the
participating organizations’ publicly available documents, such as organizational
websites, brochures, Google and Yelp reviews, job announcements, social media, and
YouTube channels related to strategies small business leaders use to retain employees to
reduce costs.

I used member checking to enhance the accuracy and trustworthiness of the data
collected from participants during the interviews by sending my interpretation of the

interview transcripts to the participants and asking them to verify the accuracy of my
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interpretations of participants’ answers to interview questions. To advance the
trustworthiness of the research study, the researcher uses member checking, which allows
participants to review the data collected and provide corrections, edits, and clarifications
(Rose & Johnson, 2020). Member checking is when the researcher shares the researcher’s
interpretation of the interview transcripts with participants to ask them to verify the
accuracy of such interpretations (Rose & Johnson, 2020).
Interview Questions
1. What strategies did you use to retain employees to reduce turnover costs?
2. What, if any response, did your employees have toward strategies you used to
retain them?
3. How were strategies to retain employees to reduce turnover costs
communicated throughout the organizational ranks and among stakeholders?
4. What modifications did you apply to any strategy to improve its effectiveness
in retaining employees to reduce turnover costs?
5. What policies and processes did you use to successfully retain employees to
reduce turnover costs?
6. What were the key barriers to implementing strategies to retain employees to
reduce turnover costs?
7. How did you overcome the key challenges to implementing strategies to retain
employees to reduce turnover costs?
8. What support did you receive from other business leaders inside and outside

your organization to implement your strategies?



9. What additional information would you like to add about the strategies you
have implemented to retain employees to reduce turnover costs?

Data Organization and Analysis Techniques

44

To facilitate conducting rigorous research, I developed and implemented a system

to organize the data collected. Before beginning data collection, the qualitative researcher

must develop a system to organize data prior to analyzing the data collected (Busetto et

al., 2020). According to Rose and Johnson (2020), having an organized system of

collecting and analyzing data promotes the rigor of the research study. It is critical for the

researcher to compile the data in an organized and systematic manner (Busetto et al.,
2020).

I conducted semistructured interviews with qualified participants and asked
established open-ended interview questions (see Appendix B). To protect the
confidentiality of participants, I assigned unique identification codes: the letter P
represented the participant, and the numbers 1, 2, 3, 4, 5, and 6 for each of the six
participants. All six participants' identification was removed from the data transcripts.
Resnik (2019) indicated that the researcher must maintain the confidentiality of
participants when transcribing the interview data, by changing the names of places,
documents, and organizations that participate in the research study. I removed all
information related to the participants and replaced the evidence with appropriate
identification codes to protect participants’ confidentiality.

I maintained an electronic reflexive journal to document my thoughts, ideas,

decisions, and reactions to the interview process and information regarding coding and
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theme identification to foster transparency. Some researchers and scholars maintain a
reflexive journal to demonstrate transparency, maintain order, and assist the researcher
with the bracketing process (Stahl & King, 2020). By keeping a reflexive journal, the
researcher can record the research process and describe the interviews and the interview
setting (Stahl & King, 2020).

I will keep the data collected secured for the required period. It is critically
important for the researcher to keep the research data safe and secure and to not retain it
longer than required (Walden University, 2023). According to the U.S. Department of
Health and Human Services (1979), specific research data protection legislation requires
researchers to keep data secure during and after the research has concluded. The
researcher must adopt best practices such as obtaining informed consent from research
participants, collecting only the necessary data, using the data collected only for the
purpose identified in the research study, retaining data for the specified timeframe, and
ensuring data are kept secure (U.S. Department of Health and Human Services, 1979).

Walden University requires that raw data be maintained in a secure location for 5
years upon completion of the research study. I will destroy the raw data by erasing the
electronic data on my computer and shredding hard copy data. Kang and Hwang (2021)
emphasized that the researcher must adhere to the ethical requirements of data collection
and storage by properly storing hard copies in a locked cabinet and electronic data on the
researcher’s computer in a password-protected file.

Triangulation is a critical methodology that promotes research credibility (Stahl &

King, 2020). Using methodological triangulation increases the validity and credibility of
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the data collected by the researcher (Bans-Akutey & Tiimub, 2021). Researchers use

triangulation to obtain differing perspectives when studying the research phenomenon
(Donkoh & Mensah, 2023). According to Tomaszewski et al. (2020), the triangulation of
data collected from semistructured interviews and documents reviewed as part of the
research study allows the researcher to conduct methodological triangulation. Yin (2018)
offered that the validity of the research is enhanced when there is a converging of
evidence. I used methodological triangulation to triangulate the research data collected
through semistructured interviews and publicly available organizational documents, such
as organizational websites, brochures, Google and Yelp reviews, job announcements,
social media, and YouTube channels. I used methodological triangulation to verify the
validity, credibility, and authenticity of collected, interpreted, and analyzed data. I
member checked the data collected to ensure accurate interpretation of the data. I allowed
the research participants to verify the accuracy of my interpretation of their responses to
interview questions. I conducted methodological triangulation by comparing member
checked interview data with the publicly available organizational documents, such as
organizational websites, brochures, Google and Yelp reviews, job announcements, social
media, and YouTube channels that I reviewed and determined data alignment had
occurred.

I used computer-assisted qualitative data analysis software (CAQDAS), Dedoose,
to classify, order, and analyze research data. Qualitative data analysis is an iterative
process; researchers often analyze in a parallel manner with the data collection phase

(Johnson et al., 2020). Researchers can use various qualitative data analysis methods,
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such as thematic and content analysis (Johnson et al., 2020). Researchers using software
such as Dedoose when conducting thematic analysis must review the interview
transcripts thoroughly to gain familiarity with the text (Zhao et al., 2016). Niedbalski and
Slezak (2022) indicated that CAQDAS helps the researcher classify, order, and analyze
research data. Researchers use CAQDAS to identify themes and the relationship between
themes (Niedbalski & Slezak, 2022).

I followed a sequence of 5 steps when analyzing data, as recommended by Yin
(2018): compile, dissemble, reassemble, clarify, and conclude. In Step 1, I identified
patterns and themes through the analysis of the interpreted interview transcript data.
Alam (2024) recommended that the researcher use Dedoose data analysis software to
code, categorize, and analyze large quantities of data. In Step 2, I disassembled the data
and assigned codes. In Step 3, | reassembled and reorganized the data by themes. In Step
4, I analyzed the themes and validated the interpretation of the data by using member
checking, as recommended by Kiger and Varpio (2020). Using Dedoose, I analyzed,
classified, and ordered the data collected and then identified relationships between
themes in the research data. I used member checking to ensure the accuracy of my
interpretation of the interview transcripts. I asked each participant to verify the accuracy
of my interpretation of their answers to the interview questions.

I conducted methodological triangulation by comparing the data collected from
the interviews and documents and artifacts and determined that both sets of data aligned.
The pragmatic inquiry research design has several traits, including the use of several data

sources (Tomaszewski et al., 2020). According to Yin (2018), using methodological
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triangulation increases the credibility and validity of the research and enhances the
overall richness of the data. Researchers use triangulation to validate data collected from
interviews and organizational documents and artifacts (Natow, 2019). Donkoh and
Mensah (2023) indicated that the researcher may use documentary analysis, observation,
and the data collected from interviews to collect data for the research study. The
researcher has the choice of methods such as thematic analysis and content analysis to
analyze research data and documents (Tomaszewski et al., 2020). Content data analysis
allows the researcher to identify and classify codes and themes (Lester et al., 2020). The
content data analysis requires the researcher to conduct a three-step process: prepare the
data, organize the data, and report findings (Vears & Gillam, 2022). Yin (2018) indicated
that Step 5 of the data analysis process involves developing conclusions and making
recommendations based on the findings to answer the central research question. To
formulate the conclusion, I compiled the data, assembled the data, disassembled the data
based upon coding, reassembled the data by themes to understand the research
phenomenon, and used thematic analysis to interpret the data.

I used the conceptual framework to establish linkage to the literature,
methodology, and study outcomes. Yin (2018) recommended that the researcher focus on
critical themes by mapping the relationship between the data sets and correlating
significant themes in the literature and conceptual framework to answer the central
research question. Coding the data with labels helps the researcher correlate the data by
critical themes (Parameswaran et al., 2020). Frequency analysis helps the researchers

determine thematic code occurrences in the data (Kiger & Varpio, 2020). Using Dedoose,
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I mapped key themes into data categories to enhance the trustworthiness of this research
study. According to Kiger and Varpio (2020), the researcher discovers themes in the
conceptual framework literature. I correlated my themes with current literature and the
conceptual framework selected for this study.
Reliability and Validity

Lincoln and Guba (1985) indicated that to establish reliability and validity, the
qualitative researcher must address four classic and widely accepted criteria:
dependability, credibility, transferability, and confirmability. According to Sadati et al.
(2021), to establish trustworthiness, the researcher must ensure the consideration of each
criterion. Qualitative researchers ensure trustworthiness by using the core equivalent
criteria used in evaluating the trustworthiness of a quantitative research study (Lester et
al., 2020).
Reliability

In a qualitative pragmatic inquiry research study, the reliability of the study is a
significant concern. To produce sound, persuasive, and consistent results, the researcher
must select and utilize appropriate methods, instruments, and measures (Rose & Johnson,
2020). Buys et al. (2022) indicated that the qualitative researcher uses interviews and
review organization documents and artifacts as evidentiary sources. I used semistructured
interviews and reviewed organizational documents and artifacts in this study. According
to Yin (2018), the researcher must understand that all resources of data collection should

be complementary and that no source has superiority.
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According to Tomaszewski et al. (2020), dependability in qualitative research
refers to data collection and analysis consistency. I used the same list of interview
questions when conducting my semistructured interviews, as recommended by Elhami
and Khoshnevisan (2022). To adhere to the dependability criteria, I used member
checking to adhere to the data dependability criteria recommended by Rashid et al.
(2019). According to Rose and Johnson (2020), the researcher’s use of member checking
allows participants to verify the accuracy of the researcher’s interpretation of their
answers to the interview questions. When a researcher uses member checking, the
researcher increases data dependability by verifying the interpretation of the participants’
answers to interview questions and whether the researcher’s bias exists within the facts
(Tomaszwski et al., 2020).

When researchers record or video interview sessions with participants, the
researcher is able to review and reflect upon what was said, hear the participants’ voices,
and view their body language to identify themes that emerge from the data
(Parameswaran et al., 2020). I asked participants to answer interview questions in detail
to minimize adding any possible bias to the research. As recommended by Roberts
(2020), I asked participants to elaborate on answers that needed more relevance,
sufficient detail, clarification, or meaning confirmation. To enhance the reliability of the
research study, I did not provide participants with details regarding the nature of the
study to avoid swaying or influencing participants' perspectives. As recommended by
Shoozan and Mohamad (2024), I followed the interview protocol and did not introduce

any new questions to enhance reliability and uphold consistency.
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Validity

To produce validity in qualitative research study, the researcher must establish
credibility, transformability, and conformability (Enworo, 2023). Creditability is
established in a qualitative pragmatic inquiry study when the individual researcher uses
several methods to collect data and compare that data to determine the existence of
alignment (Patton, 1999). Researchers provide a comprehensive and sensible
interpretation of the data to establish creditability in the data analysis (Lincoln & Guba,
1985). McKim (2023) indicated that the researcher must thoroughly read and analyze
interview transcripts to establish validity and creditability. As the researcher for this
qualitative study, I comprehensively reviewed interview transcripts to ensure I had
collected and understood every facet of participants’ points of view and perceptions. I
focused on similarities and differences between information obtained from the research
participants. McKim (2023) advised that to ensure the validity of the interview data, the
researcher must perform member checking after the transcription of interview data to
verify the accuracy of the interpretation. I conducted member checking by having
participants verify the accuracy of my interpretation of their respective answers to the
interview questions.

The transferability criterion is when the research study results apply to another
research study (Enworo, 2023). According to Nassaji (2020), transferability is similar to
external validity criteria in quantitative research. Yin (2018) indicated that the
researcher’s goal should be selecting qualified participants, delivering detailed

demographic information, conducting thorough data analysis, and ensuring that the
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presentation of results is easily comprehended to bolster the transferability of the research
study. To provide meaningful research study results, I selected qualified participants;
provided detailed demographic information; thoroughly analyzed the data; and delivered
comprehensive, understandable, and transferable results.

Once the qualitative researcher establishes dependability, credibility, and
transferability, the researcher must establish confirmability (Sadati et al., 2021).
Confirmability refers to the researcher’s demonstration that the interpretation of data
presented by the participants is free of researcher’s bias (Rose & Johnson, 2020). I
diligently paid attention and listened to research participants and recorded my thoughts,
insights, and biases accurately. I thoroughly transcribed participants’ answers to
interview questions, connected the data and the results, and utilized existing literature
reviews to enhance conformity of the interpretation of the research results.

According to Tenny et al. (2023), methodological triangulation enhances the
validity of qualitative research. Methodological triangulation requires the researcher to
use multiple data sources for comparison to determine the existence of alignment
(Tomaszewski et al., 2020). As part of the methodological triangulation in this research
study, I compared data collected from semistructured interviews with data collected from
reviewing organizational documents and artifacts and determined the existence of data
alignment. Rose and Johnson (2020) indicated that methodological triangulation of data
sources is considered a key strategy that supports the validity of a pragmatic inquiry

research design.
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I continuously analyzed the research data until I reached data saturation. Merriam
and Tisdell (2016) indicated that the researcher obtains data saturation when further data
collection and analysis will offer no new relevant and significant information. Obtaining
data saturation assists the researcher in attaining decisive findings (Braun & Clarke,
2022). I collected and analyzed research data from multiple sources until I reached the
point where no additional meaningful data or themes emerged.

Transition

In Section 3, I presented a discussion of the following subsections: project ethics;
nature of the project; population, sampling, and participants; data collection activities;
interview questions; data organization and analysis techniques; reliability and validity;
and the transition and summary. In Section 4, I will present the findings, provide the
business contributions and recommendations for professional practice, overview the
implications for positive social change, and give the recommendations for further

research and the conclusion.
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Section 4: Findings and Conclusions
Introduction

The purpose of this qualitative pragmatic inquiry study was to identify leadership
strategies some small business leaders use to retain employees to reduce turnover costs. I
conducted semistructured face-to-face interviews with six small business leaders in the
Washington, DC, metropolitan area who had successfully implemented retention
strategies. Secondary data sources were organizational websites, brochures, Google and
Yelp reviews, job announcements, social media, and YouTube channels. The data
analysis resulted in the emergence of three themes: leadership behaviors increased
employee retention, open and effective communication increased employee retention, and
employee development increased employee retention.

Presentation of the Findings

The central research question for this qualitative pragmatic inquiry was: What
leadership strategies do small business leaders use to retain employees to reduce turnover
costs? I answered this study’s central research question by conducting semistructured
interviews with small business leaders and reviewing publicly available organizational
documents and artifacts, such as organizational websites, brochures, Google and Yelp
reviews, job announcements, social media, and YouTube channels related to strategies
that small business leaders use to retain employees and reduce costs. I conducted
methodological triangulation by comparing data collected from conducting
semistructured interviews with data collected from reviewing organizational

documentation and artifacts.
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Theme 1: Leadership Behaviors Increased Employee Retention

The first theme that emerged from conducting data analysis was that leaders'
behaviors increased employee retention. Each of the participant leaders identified
leadership behaviors associated with employee retention. The most prominent leadership
behaviors associated with employee retention strategies that emerged from data analysis
were motivation, engagement, consideration, interest, care, and respect. The behaviors
identified by participants aligned with the transformational leadership theory conceptual
framework. Business leaders using the transformational leadership style successfully
leverage leadership strategies that influence employees to work toward achieving
organizational and personal goals (Brand & Walker, 2022). According to Yamin (2020),
transformational leadership behaviors and characteristics are core factors that
significantly affect employee satisfaction and influence employees’ decisions about
whether to remain with the organization or find employment elsewhere.

All six participants indicated that employee retention increased when they
encouraged and motivated their employees, demonstrated personal sincere interest in
their employees, and displayed respectful and caring behaviors for their employees. P1
indicated that when leaders demonstrate behaviors that motivate and encourage
employees, they feel valued and appreciated, which impacts retention. P1 stated the
following words:

Relationship building influences employee retention. To be a successful business

leader, you must plan, think ahead, build relationships, and take care of your

employees. Important factors related to our retention strategy are strategic
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planning, thinking ahead, staying focused, and anticipating the potential needs of
the organization to remain viable. Additionally, there must be a demonstration of
passion. I have a passion for what I do. With that passion comes transformational
actions that must be taken because employee turnover is a considerable cost that
impacts organizational success. If employees are constantly turning over,
managers must do the work, impacting their workload.

Similar to P1, P2 indicated that leaders’ behaviors and actions impact employees’

decisions to leave their jobs. P2 stated the following words:
This is a very competitive business, and planning is crucial. Because of the high
demand for skilled labor, my competitors are looking to recruit my employees
while I’'m looking to recruit their employees. Planning is an important variable in
employee retention. How the business leader behaves impacts whether employees
stay or quit.

P3 offered that organizational leaders need to exhibit behaviors that convey to employees

that they are valued and inspire them to succeed to retain them. P4 stated that:
There is no one-size-fits-all approach to managing employee retention; each
employee is different, and giving individual attention and demonstrating interest
in each employee positively impacts employee retention, which ultimately
influences the organization's sustainability. It is important that employees feel
appreciated and motivated. I want our employees to love what they do. I want our
employees to be inspired to be creative and innovative in their approach.

Employees in the organization have different areas of expertise and allowing them
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the autonomy and flexibility to do their jobs has been a successful retention
strategy. Our employees have demonstrated commitment to the organization's
mission.

Similar to P4, P5 added the following words:
As one of the organizational leaders, I make certain that employees know that
they are appreciated and the work they perform is appreciated. Employees are
engaged and know they have a voice. Organizational leaders foster a work
environment where employees can be creative and innovative and are free to
bring their ideas to leaders. This strategy has worked well in retaining our
employees.

PS5 further stated the following message:
When leaders create an environment where employees feel a sense of belonging
and support, employees feel a connection with the organization, which influences
interest in the organization's success and affects retention in the long run. When
working with a multigenerational workforce, there must be flexibility and
nimbleness to meet all employees' needs while advancing the organization's
mission. By allowing employees the opportunity to have a voice on policy and
process changes, employees feel a sense of belonging. For example, our younger
employees are very tech-savvy, so they often propose different ways to do our
work using technology. One modification to our leadership strategy was
embracing increased use of technology and social media. This change in strategy

has worked well for the organization and increased our employee retention.
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P6 added that focusing on team building and creating a work environment where
employees are engaged and know that they are valued contributes to employee retention.
Islami and Mulolli (2020) found that leaders demonstrating transformative actions that
motivate and show a direct interest in employees build commitment to achieve
organizational goals and improve employee retention.

All six small business leader participants collectively emphasized the importance
of leaders demonstrating behaviors that motivate, encourage, value, and respect
employees because they positively impact employee retention. P6 offered an example of
an effective leadership retention strategy where their organizational leaders regularly
demonstrate a genuine personal interest in employees’ well-being by asking, “What can [
do to make your job more manageable?”” and by exploring what actions leaders can take
to “improve their day-to-day lives” and to help them become more successful. P6
indicated, because of employee input there was an organizational policy change. P6
stated the following words:

We changed our human resources management policy by converting contractor

employees to full-time employment status with benefits. As a result of this

change, employees have life and health insurance benefits, we pay Social Security
and Medicare taxes; employees are given paid time off for personal use. Another
strategy implemented was flextime, which allows employees to work from home.

Implementing these changes has transformed our organization...We demonstrated

our care for our employees, which positively impacted our employee retention.
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Gan and Voon (2021) found that leaders exhibiting transformative behaviors are
motivational, inspirational, and empathetic, foster creativity, and positively influence
employee retention. Business leaders who display a transformational leadership style
focus on employee needs and well-being, which influences employee dedication to
advance organizational goals that surpass the initial intents (Burns, 1978).

My review of the organizational documents for P3 and P4 bolstered my
understanding of ways the behaviors of their leaders influence and increase employee
retention. For instance, I reviewed P3’s organizational documents and found that the
leadership profiles of their board of directors and senior leadership team highlighted the
leaders' transformative behaviors and characteristics that drive the organization. I
reviewed the organization’s leadership information and learned the leaders are passionate
about their work, are committed to the organization's vision, are interested in the success
of their employees, and have prioritized building lasting and effective relationships. I
reviewed the organizational documents for P3 and P4 and discovered that their leaders
believe that when they display dedication and passion for achieving organizational goals,
such behaviors influence and inspire their team members to do more than expected. I also
discovered in the organizational documents that the organization leaders serve as mentors
and teachers, which demonstrated interest in relationship building with co-workers and
peers. P3 stated, “criteria that must be met in order for an individual to work for the
organization is that there must be a passion for the work we do and a commitment to
serving our clients." In their interview data, both P3 and P4 indicated that their retention

successful strategies afford employees the autonomy to do their jobs, which fuels their
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creative and innovative work environment and positively influences employee retention.
In the interview data, P3 indicated that employees hired when the organization was
founded over 10 years ago, are still employed with the company, which is attributed to
the leaders’ transformative behaviors.

I reviewed P2’s organizational documents and noticed that leadership behaviors
have positively promoted employee retention and contributed to its 20 years of operation
in a very competitive business. I reviewed P2’s Google and Yelp documents and found
that, as a result of the exceptional leadership and outstanding professionalism of its team,
the employees bring a dynamic and outstanding level of customer service to the
construction industry. I reviewed P2’s organization documents and found that the leaders
foster a collaborative environment where employees are valued and respected, which
carries over to the way employees feel about the organization and their desire to perform
in an exceptional manner. In the interview data, P2 stated, “I try to instill in my
employees the importance of integrity, compassion, and taking pride in their work,” and
“I believe that motivating and encouraging employees, in the long run, impacts employee
retention in a highly competitive business.” According to Rodriguez et al. (2020), a
transformational leader can affect employee retention by building positive relationships
where employees can relate to their leaders, which builds a commitment to working
towards achieving organizational goals. The interview data aligned with the data obtained

from the organizations' documents.
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Correlations to the Literature

Organizational leaders’ specific behaviors and leadership characteristics are
considered essential determinants of the retention of employees. The findings identified
in Theme 1 aligned with the findings of Wu (2022) that the behavioral manifestation of
leadership style presents both challenging and positive influences related to talent
retention effectiveness. Karumuri and Kore (2021) indicated a linkage between the
effectiveness of organizational leaders’ talent retention strategies and the success or
failure of an enterprise. Kuuyelleh (2021) asserted that organizational leaders must create
effective strategies and initiatives focusing on every point of employment, from entry
through leadership actions designed to retain employees for an extended period.
Rochman and Rahmana (2022) indicated that among the factors that cause employee
turnover, leadership style and behaviors are critical in increasing employee satisfaction,
organizational commitment, job insecurity, and perceived advancement opportunities,
which ultimately influence employees' decision to stay with the organization.
Correlation to the Conceptual Framework

Theme 1 is related to Burns’ (1978) transformational leadership theory, which
identifies that the effectiveness of organizational leaders is related to their ability to
inspire and motivate followers to work towards a common goal. Bass (1985) expanded
the transformational leadership theory by identifying four critical constructs of the
transformational leader. The four constructs that Bass identified as critical to the
transformational leadership theory were idealized influence, inspirational motivation,

intellectual stimulation, and individualized consideration. Within the structure of this
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study, organizational leaders that exhibited motivational, inspirational, and encouraging
behaviors and demonstrated concern for their subordinates increased employee retention.
Rodriguez et al. (2020) stated that transformational leaders influence organizational
outcomes and employee retention. According to Lai et al. (2020), the transformational
leader relies on beneficial behaviors, such as practical communication skills, charismatic
personality, adaptability to changing conditions, and empathy to support strategies
designed to engage and retain followers to achieve organizational goals.
Transformational leaders exhibit integrity and fairness characteristics, further advancing
organizational goal achievement (Bass, 1985). Mey et al. (2021) emphasized that leaders’
behaviors influence the ability to attract, motivate, develop, and ultimately retain
employees. In this study, I found that by adopting the construct behaviors of the
transformational leadership theory, business leaders can develop and implement effective
strategies that increase employee retention and stimulate the sustainability and
profitability of their enterprise.
Theme 2: Open and Effective Communication Increased Employee Retention

The second theme that emerged from conducting data analysis revealed that open
and effective communication increased employee retention. The analysis of the data
revealed that open and effective communication is an essential tool that organizational
leaders use to get to know and connect with employees, which is associated with
employee retention. Each participant indicated that through open and effective
communication, leaders offered motivation and inspiration, effectively conveyed the

organization’s vision and mission, and moved employees to action. Business leaders
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using open and effective communication strategies was a theme that aligned with the
transformational leadership theory, which was the conceptual framework in this study.
The transformational leader places a strong emphasis on effective and ongoing
communication as a strategic tool to increase employee retention (Tian et al., 2020). Bass
(1985) found that the transformational leader sets and effectively communicates clear
goals, maintains high expectations, encourages and supports followers, and inspires them
to look beyond self-interest to strive to reach the seemingly improbable. According to
Idiko and Obah (2023), transformational leadership characteristics, which are idealized
influence, inspirational motivation, intellectual stimulation, and individual consideration,
impact the way leaders communicate, leading to the transformation of followers and
fostering positive change within followers and the organizational climate. Business
leaders that effectively communicate with employees can offer them encouragement,
engagement, and motivation toward achieving organizational goals (Deng et al., 2022).
All six participants indicated that open and effective communication is critical for
successful employee retention. Open and effective communication is pivotal to
organizational leaders’ success because it facilitates a connection between the leader and
employees (Raes et al., 2022). P1 offered that effective communication requires leaders
to be honest, open, transparent, and inform employees of the organizational needs, which
contributes to organizational success. P1 stated, “open communication is important . . .
planning, being open, and honest allows the flow and exchange of ideas, thoughts,
opinions, knowledge, and the identification of any potential needs necessary to move the

organization forward.”
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P2 added that effective communication increased employee retention by stating

the following:
I conduct formal employee meetings every two weeks, and informal meetings are
held daily. As the organizational leader, I maintain an open line of communication
... I conduct brainstorming sessions with employees to get their ideas, buy-in,
and agreement to get the work done . . . Because of open communication,
employees have presented new work methods. For example, I changed the
workflow based on an employee’s idea. The new process has allowed the team to
work smarter, not harder, positively impacting morale and commitment.

Similar to P2, P3 stated the following:
I hold employee meetings regularly. There is an open-door policy. Each employee
is given an employee handbook, which lists expectations. Employees are given
position descriptions that outline roles, responsibilities, and duties required for
their position . . . Employees are welcome to communicate with all organizational
leaders at any time freely. There is open communication in the organization . . . It
is important that I communicate to employees that I appreciate their work. I want
our employees to love what they do. I want our employees to be inspired to be
creative . . . In turn, our employees have demonstrated commitment to achieving
the organization's mission.

PS5 offered that organizational leaders conduct weekly meetings with the team members.

During these regular meetings, “stew sessions” are conducted. P5 stated the following:
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organizational leaders advance employee ideas and suggestions by using effective
communication channels like our stew sessions. During the stew sessions,
employees are given the opportunity to openly communicate their concerns, offer
suggestions, and speak freely on topics of interest to them. We focus not only on
the work that must be done but also on communicating the vision and dreams of
what needs to be done to move the organization forward. We communicate where
we want to take the organization in the future to remain in business . . . Open
communication contributes to increasing employee creativity and innovation. The
work climate allows them to feel comfortable sharing their thoughts and feelings .
.. The leaders serve as role models and mentors for our younger employees and
encourage them to present creative and innovative ideas to advance the mission
and not to remain stagnant. For example, in one stew session, a younger tech-
savvy employee proposed a different way to do our job using technology. Our
other employees embraced the change, which has worked well for our
organization. The work environment is open where employees feel a sense of
belonging, which positively influences commitment.

P6 indicated that there is an open communication policy within the organization, and the

leaders conduct regular meetings with employees. P6 stated the following:
Employees are encouraged to communicate openly and honestly with
organizational leaders. Leaders are receptive to employee contributions . . . they
engage employees and are open to their creative ideas and suggestions . . . As an

organizational leader, communicating with your employees is important to
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employee retention. It is important to listen to what employees have to say. I ask

employees how we can improve . . . I care, value, and respect our employees.
Transformational leaders demonstrating individual consideration for followers engage in
open, effective communication that is considered wise, confident, and visionary
(Northouse, 2022).

All six participants emphasized the crucial role of open and effective
communication in leadership, highlighting its significance as an effective leadership tool
that influences employee retention. However, P4 introduced a unique communication
strategy. P4 stated the following:

My leadership communication style is nontraditional. Instead of holding regular

staff meetings with long agendas, I meet one-on-one with employees, which has

proven very successful. Open communication is encouraged within the

organization . . . Effective communication is an important retention strategy . . .

There is an open line of communication between organizational leaders and

employees. I routinely communicate with our employees to let them know I am in

their corner, and I encourage them to succeed. I see myself as a colleague, not as
the boss . . .  motivate and inspire my employees. I highly encourage open
communication within the organization.

P4 also stated the following:

It is important for me to communicate to employees that the work environment is

very flexible. I encourage and empower our employees. I let them know that I will

not get in their way . . . I do not force employees to work only one way . . . |
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empower them to develop different techniques and to be innovative and creative

in getting the job done.
Transformational leaders predominately focus on valuable communication with their
followers that fosters positive relationship building, excites trust and employee
commitment, and encourages followers to achieve their goals, which results in followers
experiencing higher job satisfaction that impact employee retention (Brand & Walker,
2022). Transformational business leaders are instrumental in developing and maintaining
a positive work environment where open communication between leaders and employees
is encouraged (Tian et al., 2020). According to Donkor et al. (2021), fostering open
communication in dynamic relationships promotes a sense of commitment, belonging,
inclusion and ultimately boosts collaboration, job satisfaction, and employee retention.

My review of the organizational documents for P1, P4, and P6 enhanced my
understanding of the significance of how leaders’ communication strategies impact
employee retention. For instance, I reviewed P1's organizational human resources
management document which covered the organization's communication policies and
procedures. In the human resources management document was an outline of the
organization’s communication strategies that emphasized the importance of open and
practical communication skills leaders must demonstrate to clearly and concisely convey
organizational goals, motivate and inspire staff, and cultivate a desirable work
environment where employees want to work. Also, in the document there was a checklist
for leaders to use as a reference tool covering various touch points to help enhance their

communication skills when interacting with employees. The checklist contained topics
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such as providing feedback, setting expectations, showing empathy, building
relationships, and presenting opportunities for growth within the organization. Following
my review of P1’s organizational documents, I found that the leaders are interested in
developing and implementing effective communication strategies to retain their
employees and achieve and sustain a competitive business advantage. The interview data
aligned with the organization documents.

I reviewed P4’s organizational website and found a leader’s profile statement
which contained the organization’s strategic approach and views on effective
communication. In the profile, P4 stated the following:

Building positive working relations between leaders and employees largely

depend on effective communication strategies. It is important to have open and

honest dialogue with stakeholders and employees . . . to share organizational

vision and goals and create a positive work environment where employees want to

work is crucial to staying in business.
Following my review of P4’s documents, I concluded that the participating leaders are
committed to building positive relationships through competent leadership skills
grounded in effective communication. According to P4’s interview data, organizational
leaders prioritize building relationships, establishing trust, and motivating and
empowering employees through effective and engaged communication, which has a
significant influence on retention. The interview data aligned with the organizational

documents.
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I reviewed P6’s organizational documents and found that the leaders believe that
open and effective communication is a vital requirement to effectively manage the
business and serve clients to stay in business. I reviewed P6’s organizational media page
and found an archived media interview conducted by the local media outlet with the
participant. In the document the participant stated the importance of open effective
communication. P6 stated the following:

It is critical to communicate the organization’s vision and goals with employees.

Also, it is important to ask employees how they are doing, and what do they need

to be successful . . . open communication practices with employees helps build a

sense of connection and belonging . . . inspiring employees to work towards

achieving organizational goals.

In the interview data, P6 offered an example of leaders regularly demonstrating a
genuine personal interest in employees' well-being by asking, “How are you doing? What
can I do to make your job more manageable?”” and by inquiring about what actions
leaders can take to “improve their day-to-day lives” and to help them become more
successful. The interview data aligned with organizational documents. According to
Brand and Walker (2022), through effective communication, the transformational leader
focuses on building positive relationships, exciting trust and employee commitment, and
encouraging followers to achieve their goals, resulting in those followers experiencing
higher job satisfaction. The interview data aligned with the data obtained from the
publicly available organizations’ documents, such as organizational websites, brochures,

Google and Yelp reviews, job announcements, social media, and YouTube channels.
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Correlations to the Literature

Theme 2 aligned with the findings of Idiko and Obah (2023) in that the
characteristics of the transformational leader: idealized influence, inspirational
motivation, intellectual stimulation, and individual consideration, influence the way
leaders communicate and ultimately transform followers to bring about positive change
to followers and the organizational climate. Lai et al. (2020) indicated that the
transformational leader relies on various beneficial behaviors, such as open and practical
communication skills and empathetic support, to inspire followers to achieve
organizational goals and increase retention. Bass (1985) found that the transformational
leader sets and communicates clear goals, has high expectations, encourages and
motivates followers to look beyond self-interest and to aspire to reach the improbable.
Gupta et al. (2023) found that organizational leaders must address several employee
retention challenges, most notable is effective communication. Mey et al. (2021) revealed
that retention of skilled, engaged, and committed employees requires leaders to use
effective communication channels with followers to provide them with a sense of
belonging and empowerment. Bagorogoza and Nakasule (2022) indicated that leaders
engaging in open and effective communication, as part of their talent management
strategy, build quality relationships by sharing the organization's vision and positively
influencing employee engagement, commitment, and retention. Through effective

communication channels, the transformational leader shapes the workforce by creating an
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atmosphere where employees have a sense of purpose and inclusion, which impacts
employee productivity, loyalty, and direction (Jacobsen & Salomonsen, 2021).
Correlations to the Conceptual Framework

Theme 2 is related to Burns’ (1978) transformational leadership theory in that
business leaders can inspire followers to work toward achieving a common goal through
effective communication. According to Bass and Bass (2008), the transformational leader
effectively exchanges ideas, thoughts, opinions, and data; and addresses followers’ self-
worth, enabling them to do more than they ever thought possible. The transformational
leader helps followers look for high purposes through effective communication (Tian et
al., 2020).

Organizational leaders exhibiting transformational leadership behaviors can
decrease employees' intention to leave an organization (Rodriguez et al., 2020). Within
this study, all six participants shared a belief that open and effective communication is a
crucial leadership tool that allows them to effectively articulate expectations, excite trust,
motivate, and inspire followers to build commitment towards achievement of targeted
goals, influencing employee retention. The transformational leader can influence
employees’ likelihood of remaining with the organization by effectively communicating a
direct interest in employees, cultivating quality relationships that help followers identify
with the organization's leadership, and building commitment to achieve organization
goals (Islami & Mulolli, 2020). Leaders displaying transformational leadership
characteristics communicate a clear vision and instill a sense of mission and pride in

followers with clarity, empathy, and understanding (Northouse, 2022). In this study, all
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six participants indicated that open and effective communication is imperative to
motivate and encourage employees, influence commitment to achieving organizational
goals, and increase retention. I also found in this study that participants believe that using
effective communication channels as a leadership strategy increased employee
commitment, empowerment, and retention through clearly expressing and exchanging
information.
Theme 3: Employee Development Increased Employee Retention

The third theme that emerged from data analysis was that leaders use employee
development as an effective talent management tool that increases employee retention.
My analysis of the data revealed that business leaders believe investment in the
development and growth of employees contributes to employees reaching their full
potential, which has a positive influence on employee retention. P1, P4, P5, and P6
shared that employee development is a required leadership strategy because of the legal
requirements for continuing education in order for their employees to maintain licensure.
From the data analysis, I identified that the most notable employee development
strategies that emerged were mentoring, job sharing, classroom and online training, on-
the-job training, and licensing and certification training required by state and federal
regulators. According to Bhakuni and Saxena (2023), employee development is a major
factor that influences employee retention power. Mahadi et al. (2020) indicated that
employees feel valued and appreciated when employers invest in their growth, which
leads to higher job satisfaction and motivation, and they are more likely to stay with the

company long-term, reducing turnover costs and ensuring continuity in the operation.
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Ghani et al. (2022) indicated that business leaders’ investment in employee development
fosters feelings of respect and trust leading towards commitment and increased retention.
All six participants shared that employee training and development strategies
contribute to employee engagement, commitment, and retention. P1, P4, P5, and P6
stated that leaders’ investment in employee development is critically connected to
employee retention because many of their employees are legally required to complete
continuing educational training to maintain their professional certifications. P1 stated the
following:
By investing in employee development, leaders create a highly skilled workforce
that is engaged and committed to goal achievement and is more likely to remain
with the organization . . . Investing in employee training demonstrates a
commitment to maintaining organizational readiness with a capable workforce.
P1 offered an example of an employee development strategy implemented by stating the
following:
One employee training strategy we used is the formulation of a network of
qualified trainers to offer employee training to help maintain their certifications.
This strategy enabled employees to meet the necessary educational requirements
and be labor-ready. Employees were excited and motivated to be offered training
free of cost . . . The organization pays for the training. Additionally, I offer
employees mentorships. Mentorship is critical . . . I invest in others by sharing
information and resources to grow the business . . . Overall, the response was very

positive.
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P2 stated the following:
Training employees is essential . . . I created different duties for employees to
perform other work besides their regular work . . . This helped employees to learn
new skills and get on-the-job training. I feel that training employees benefits both
the employee and the company in the long run.

Similar to P1, P4 added that an effective employee retention strategy is offering free

educational training so that staff can maintain their certification. P4 stated the following:
We offer our staff continuing educational training and development so they can
maintain their professional certification . . . Although this training can be costly,
we encourage employees to take this free monthly training . . . Overall, this
incentive has been a very successful retention strategy.

P5 indicated that employees must complete continuing education courses to maintain

state certification. P5 stated the following:
To address this requirement, we invest in our employee's professional
development through training and mentoring . . . The organizational leaders
believe in providing our employees with professional growth and development
opportunities. We offer free training for our staff as part of our strategic planning .
.. which was a critical factor in successfully retaining our employees and
expanding our business.

PS5 also stated the following:
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It is important to note that there will always be barriers and challenges that most
small businesses must overcome. Our strategic planning was critical in
successfully retaining our employees and expanding our business. Our planning
has resulted in a significant return on our investment. Our employees are our most
important assets.
P6 noted that organizational leaders look for ways to increase their organizational
effectiveness by creating and implementing employee retention strategies. P6 stated the
following example:
We offer employees training and development opportunities to maintain their
professional certification and personal growth . . . The organization purchased a
learning management system to supplement the in-person training and created
curriculum mapping for employees that identified training each employee should
take to keep their license and advance their professional growth. This strategy has
had a positive impact on employee retention.
According to Tupper and Ellis (2022), corporate leaders should develop and implement
retention strategies and practices to reduce employee turnover. Employee development is
a critically important factor to enhance employee performance and commitment and is
considered the main employee retention strategy (Elsafty & Oraby, 2022).
I reviewed organizational documents for P4 and P6 to advance my understanding
of the effect employee development has on retention. I found that P4 and P6 are
committed to offering their employee training and employee development opportunities

and view the investment in employee growth essential for talent retention and
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organizational sustainability. For instance, I reviewed the employee profile document on
P4's website and found that each staff member is fully certified and has advanced college
degrees. In what our clients are saying about us section on P4’s website, one client
indicated that the staff are excellent communicators, highly educated and well trained in
the area, and provided an exemplary level of service. In the interview data, P4 stated, “I
learned that by investing in employee development, leaders create a positive work
environment where employees are motivated, engaged, valued, and respected, which
influences retention.” When business leaders demonstrate commitment and prioritize
employee development, it fosters a culture of employee appreciation and value (Akdere
& Egan, 2020). The interview data aligned with the data obtained from the publicly
available organizational documents reviewed, such as organizational websites, brochures,
Google and Yelp reviews, job announcements, social media, and YouTube channels.

I reviewed the annual report for P6's organization and found that its leaders
invested in their employees’ professional and personal growth by purchasing a learning
management system to offer free training. In the annual report, leader P6 indicated that
investment in employee training and development is a win-win situation for both
employees and the organization. In the interview data, P6 stated, “we want to invest in
our employees to give them the tools necessary to be successful and feel confident.”
According to Mahadi et al. (2020), employee turnover is one of the most challenging
issues for an organization, especially small to medium size enterprises; however,
employee training and development opportunities are a top factor that increases retention.

The interview data aligned with the data obtained from the publicly available



77

organizations' documents, such as organizational websites, brochures, Google and Yelp
reviews, job announcements, social media, and YouTube channels.
Correlations to the Literature

Theme 3 aligned with the findings of Gallardo-Gallardo et al. (2020) in that
business leaders must understand the need to develop and shape their workforce by
effectively implementing talent management strategies and initiatives, such as training
and development, to retain employees to gain and maintain a competitive advantage. Al-
Suraihi et al. (2021) stated that organizational leaders face significant challenges
associated with employee retention that affect organizational and operational costs, loss
of profitability, loss of productivity, and loss of skilled human resources needed to
perform the work. Graham (2022) indicated that employee development is a talent
management activity leaders use to retain the organization's talent to attain its business
objective. According to Kwon and Jang (2022), employee development is an effective
talent retention strategy that assists organizational leaders in establishing a pipeline of
skilled human resources to build organizational success and goal achievement within the
enterprise. Graham (2022) found that among the various components of leadership
strategies established to manage organizational talent effectively, employee development
is critical in fostering goal achievement, organizational sustainability, and enhancing
talent retention. Al Aina and Atan (2020) noted that as organizational leaders strive to
maintain a global presence, they must shift focus to formulating talent management
strategies to increase human resources development, job satisfaction, and employee

retention.
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Correlation to the Conceptual Framework

Theme 3 is related to Burns’ (1978) transformational leadership theory in that
leaders displaying transformational leadership characteristics see each follower as unique
with different needs and inspire and motivate their employees to achieve personal growth
and development. Business leaders developing and implementing employee development
strategies aligned with the transformational leadership theory conceptual framework used
in this study. Bass and Avolio (1994) stated that transformational leaders exhibit
individual consideration by recognizing unique employees with distinct needs. Bass
(1985) found that transformational leaders demonstrating individual consideration are
interested in influencing employee development and growth. Transformational leaders
are critical in motivating employees, developing skills, and maintaining a well-trained,
highly skilled, and engaged workforce (Gan & Voon, 2021). Transformational leaders
prioritize equipping employees with opportunities to enrich their knowledge and skills to
excel in their jobs, leading to increased productivity, higher quality work and job
satisfaction, and increased employee retention (Akdere & Egan, 2020). By prioritizing,
developing, and implementing employee retention strategies such as training, mentoring,
and career advancement, the transformational leader demonstrates an interest in
employee development and advancement (Tian et al., 2020). In this study, I found that
study participants used the characteristics of transformational leadership to inspire their
followers by implementing strategies to demonstrate investment in their personal and
professional growth and development which impacts retention power. Also, I found that

participant leaders using employee development and professional growth as an effective
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talent management leadership strategy contributed to increased employee retention,
which impacted organizational success and sustainability.
Business Contributions and Recommendations for Professional Practice

Organizational leaders are primarily responsible for the formulation and execution
of effective leadership strategies to create a skilled, engaged, and dedicated workforce
that is committed to achieving the organizational goals and contributing to the
sustainability and profitability of the business enterprise to drive economic growth
(Bhakuni & Saxena, 2023). The study’s findings can be applied when business leaders
develop leadership strategies to increase employee retention power. Mey et al. (2021)
emphasized that leadership strategies influence business leaders' ability to attract,
motivate, develop, and ultimately retain employees.

The findings of this study may assist small business leaders in gaining the
necessary knowledge, skills, and abilities needed to develop and implement effective
strategies that will influence employee retention. Additionally, small business leaders can
use the findings presented in this research study to learn best practices to overcome
employee retention challenges and help their respective organizations obtain and
maintain a competitive advantage. This study’s participants were small business leaders
that successfully developed and implemented leadership strategies and policies that
increased employee retention within their enterprises and shared those successful
strategies. The themes uncovered were (a) leadership behaviors increased employee
retention, (b) open and effective communication increased employee retention, and (c)

employee development increased employee retention.
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The research findings aligned with Burns’ (1978) transformational leadership
theory, which promotes four leadership constructs: individualized consideration,
idealized influence, intellectual stimulation, and inspirational motivation. These
characteristics enhance employee motivation, engagement, and commitment to achieve
organizational goals, which impact retention power. According to Jacobsen and
Salomonsen (2021), transformational leadership is a relevant and vital leadership strategy
for business leaders to use to increase employee retention.

The characteristics of the transformational leader influence followers’ behaviors
that cultivate their contribution to the realization of the organization’s vision (Masood et
al., 2020). By embodying transformational leadership traits like trust, inspiration,
motivation, and value, business leaders engage their followers and create a positive work
environment where employees want to work (Saeed & Jun, 2022). Small business leaders
can use the findings of this study to gain insights to leverage their development and
implementation of leadership strategies that alter their approaches to employee retention.

Based on the findings of this research study, I identified three recommendations
business leaders should consider adopting when developing leadership strategies to
bolster their company's employee retention power. Employee retention is critical for
business success because an organization's employees are considered the life-blood of the
organization and drivers of goal achievement (Mahadi et al., 2020). Managing employee
retention is critical for a business enterprise to stay competitive and viable because
employee resignations undermine organizational performance and achieve strategic goals

necessary to stay in business (Roumpi, 2021). There is the potential for increased
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employee retention when business leaders implement talent management strategies that
incorporate the adoption of transformational leadership behaviors, open and effective
communication practices, and investment in employee development opportunities.

The first recommendation is for business leaders to put into effect leadership
practices that align with transformational leadership characteristics. The characteristics of
the transformational leader are essential factors that positively impact employee retention
(Donkor et al., 2021). Oh and Chhinzer (2021) found that employee perception of
leadership behaviors within the workplace plays a critical role in helping employees
decide whether to stay employed with the organization. Brand and Walker (2022)
emphasized that there is a strong association between organizational leaders' behaviors
and employee retention. Mahadi et al. (2020) indicated that when business leaders engage
in behaviors that create a supportive working environment, there is likely to be higher
employee satisfaction, increased productivity, and retention, ultimately contributing to
the prosperity of the organization. Small business leaders leveraging transformational
leadership characteristics can promote increased employee job satisfaction and
commitment, creating a positive work environment where employees want to work.

The second recommendation is for small business leaders to integrate open and
effective communication strategies throughout their business enterprise. According to
Tian et al. (2020), business leaders that engage in open and effective communication
create a work environment where employees want to express themselves freely and
openly exchange information and ideas. Business leaders that engage in open and

effective communication build quality relations with employees that promote positive
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employee relations, which influences employee retention (Ghani et al., 2022). According
to Valderrama et al. (2023), effective communication between business leaders and
followers at various enterprise levels is considered the central axis to the achievement of
organizational goals. Establishing effective communication systems within an
organization is a core outcome of effective leadership because it allows business leaders
to offer followers motivation, inspiration, and encouragement to achievement of
organizational success (Jacobsen & Salomonsen, 2021). Small business leaders engaging
in open and effective communication can share information and exchange ideas with
employees at all levels of the business, which fuels an increase in employee retention,
profitability, and sustainability of the company.

The third recommendation is for business leaders to implement leadership
strategies designed to invest in employee development as an effective talent management
tool to increase employee retention and reduce the implications of turnover costs.
Andrews and Mohammed (2020) indicated that the training and development of
employees is an effective strategic tool because it demonstrates to employees that
organizational leaders are interested in advancing employee growth and development,
which positively influences employee retention. Bhakuni and Saxena (2023) indicated
that the business leader’s investment in employee development plays a crucial role in
influencing employees' commitment to work toward the achievement of organizational
goals and increasing organizational growth, which influences employee retention.
Business leader's investment in employee development contributes to building a highly

skilled workforce, which drives organizational growth and success.
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Implications for Social Change

Organizational leaders play an essential role in employee retention. Employee
retention positively impacts organizational goal achievement, creates a stable and
productive work environment, and builds a solid organizational culture by offering
sustainable employment and promoting economic growth (Mahadi et al., 2020).
Organizational leaders influence employee retention by developing and implementing
strategies that foster an environment where employees are inspired to be catalysts for
positive social change (Bryson et al., 2021). Organizational leaders are considered a vital
part of every business enterprise and the main drivers of the accomplishment of the goals
and objectives of the enterprise and overall organizational change (Deng et al., 2022). By
increasing employee retention, business leaders provide stable employment and a source
of income, which helps reduce unemployment and alleviate poverty and increase
economic growth. By fueling economic growth, business leaders become agents of
positive social change by contributing to the progress, prosperity, and well-being of the
communities they serve.

When business leaders develop and implement strategies that promote motivation,
inspiration, respect, and value for their followers, they create positive and dedicated
employees committed to achieving organizational goals, which is critical to the societal
workforce and economic growth. Business leaders using strategies to promote innovation,
inspiration, respect, and value for their employees turn employees into a dedicated
workforce truly committed to achieve the goals of the organization (Bhakuni & Saxena,

2023). Small business leaders can increase employee retention through the adoption of
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the results of this study to advance their knowledge of effective leadership strategies.
This research study may contribute to the body of knowledge regarding leadership
strategies business leaders can use to increase employee retention to reduce turnover
costs.

Recommendations for Further Research

This qualitative pragmatic research study aimed to explore strategies small
business leaders use to retain employees to reduce turnover costs. I selected six small
business leaders in the Washington, DC, metropolitan area as participants for this study.
As a result of data analysis, the following three themes emerged as strategies to increase
employee retention: leadership behaviors increased employee retention, open and
effective communication increased employee retention, and employee development
increased employee retention.

A limitation of this study was the targeted geographical location, which was the
Washington, DC, metropolitan area. According to the SBA (2023), there are over 33
million small businesses in the United States. Small businesses employ 61.7 million
Americans, accounting for 46% of private sector jobs. For this study, I analyzed data
obtained from six small business leaders in Washington, DC, metropolitan areas.
Therefore, I recommend that future researchers expand the scope of the study using
Burns’ (1978) transformational leadership theory as the conceptual framework for other
geographical locations in the United States. By broadening the participant pool to
different geographical locations, researchers may have the opportunity to gather diverse

perspectives from different small business leaders, offering new insights into leadership



85

strategies that can increase employee retention. Also, I recommend that future researchers
delve deeper into a specific theme to determine procedures business leaders use in
executing the leadership strategies to increase employee retention to reduce turnover
costs.

Conclusion

The purpose of this qualitative pragmatic inquiry was to explore leadership
strategies small business leaders use to retain employees to reduce turnover costs. There
are over 33 million small businesses in the United States, which represents 99% of all
businesses in the country (SBA, 2023). Employee retention is critical for organizational
success because an organization’s human resources are considered the company’s most
important asset and the driving force for the achievement of organizational goals and
overall success. Employee retention is considered one of the most critical challenges for
small business leaders. Therefore, business leaders need to develop and implement
effective leadership strategies designed to increase employee retention.

I selected Burns’ (1978) transformational leadership theory as the conceptual
framework for this research study. The transformational leadership theory focuses on four
constructs that drive the characteristics of the transformational leader: intellectual
stimulation, idealized influence, inspirational motivation, and individualized
consideration. I interviewed six small business leaders conducting business in different
industries within the Washington, DC, metropolitan area. By analyzing data obtained
from semistructured interviews and publicly available organizational documents and

artifacts, such as organizational websites, brochures, Google and Yelp reviews, job
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announcements, social media, and YouTube channels, I explored strategies the
participants use to retain employees. As a result of the data analysis, three significant
themes emerged: leadership behaviors increased employee retention, open and effective
communication increased employee retention, and employee development increased
employee retention. In this research study, [ aimed to offer insights to small business
leaders seeking to develop effective leadership strategies to increase employee retention
by drawing from the experiences and successful approaches used by other small business
leaders. This study could assist small business leaders gain an understanding of effective

leadership strategies used to increase employee retention.
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Appendix A: Interview Protocol

The interview protocol for this research study is to explore strategies small business

leaders use to retain employees and reduce costs. I used the following protocol:

1.

Before conducting the interview, I provided participants with interview
questions.

I provided a written introductory paragraph with an overview of the study.

I thanked the participants for agreeing to participate in the research study. I
introduced myself by stating the following: I am a doctoral candidate,
studying at Walden University since 2022 for a doctorate in business
administration. I stated the interview's date, time, location, and purpose.

I provided the participant with a copy of the signed informed consent form.
Before starting the interview, I informed the participant that the interview
would be recorded via audio and would take approximately 30 minutes.
Upon the interview’s conclusion, I thanked the participant for taking the time
from their schedule to participate in the research study.

I contacted the participant to request their review of my interpretation of the

data gathered from them during the interview.
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Appendix B: Interview Questions
What strategies did you use to retain employees to reduce turnover costs?
What, if any response, did your employees have toward strategies you used to
retain them?
How were strategies to retain employees to reduce turnover costs
communicated throughout the organizational ranks and among stakeholders?
What modifications did you apply to any strategy to improve its effectiveness
in retaining employees to reduce turnover costs?
What policies and processes did you use to successfully retain employees to
reduce turnover costs?
What were the key barriers to implementing strategies to retain employees to
reduce turnover costs?
How did you overcome the key challenges to implementing strategies to retain
employees to reduce turnover costs?
What support did you receive from other business leaders inside and outside
your organization to implement your strategies?
What additional information would you like to add about the strategies you

have implemented to retain employees to reduce turnover costs?



	Strategies Small Business Leaders Use to Retain Employees to Reduce Turnover Costs
	DBA Doctoral Study Template, APA 7

