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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).  
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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 The 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). 
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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.  
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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.  
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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 



7 

 

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. I confirmed the peer-reviewed status using Crossref. There are 135 

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

is 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). 

 



9 

 

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 



13 

 

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.  
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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.  



20 

 

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. Samašonok (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. I 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 The 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. 
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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 
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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, I 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? 
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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 

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 

Ślęzak (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 & Ślęzak, 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, I 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, 



49 

 

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 



52 

 

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. 

P5 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 I 

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 



63 

 

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. 

P5 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 . . . I 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 . . . I 



67 

 

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. 

P5 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 
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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 
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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, I 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. 

  



87 

 

References 

Akdere, M., & Egan, T. (2020). Transformational leadership and human resource 

development: Linking employee learning, job satisfaction, and organizational 

performance. Human Resource Development Quarterly, 31(4), 393–

421. https://doi.org/10.1002/hrdq.21404 

Al Aina, R., & Atan, T. (2020). The impact of implementing talent management practices 

on sustainable organizational performance. Sustainability, 12(20), 1–12. 

https://doi.org/10.3390/su12208372 

Alam, M. K. (2024). Does the relationship between the interviewer and interviewee 

matter in qualitative research? ICRRD Quality Index Research Journal, 5(1), 140–

145. https://doi.org/10.53272/icrrd.v5i1.5 

Alsaaty, F. M., & Makhlouf, H. H. (2020). The rise and fall of small business enterprises. 

Open Journal of Business and Management, 8(4), 1908–1916. 

https://doi.org/10.4236/ojbm.2020.84116 

Al-Suraihi, W. A., Samikon, S. A., Al-Suraihi, A. A., & Ibrahim, I. (2021). Employee 

turnover: Causes, importance and retention strategies. European Journal of 

Business and Management Research, 6(3), 1–10.  

https://doi.org/10.24018/ejbmr.2021.6.3.893 

Amanor-Boadu, V. (2022). Empirical evidence for the “great resignation”. Monthly 

Labor Review. U.S. Bureau of Labor Statistics. 

https://doi.org/10.21916/mlr.2022.29  

https://doi.org/10.1002/hrdq.21404
https://doi.org/10.3390/su12208372
https://doi.org/10.53272/icrrd.v5i1.5
https://doi.org/10.4236/ojbm.2020.84116
https://d.docs.live.net/4822c80baa27a2e6/Documents/.%20http:/dx.doi.org/10.24018/ejbmr.2021.6.3.893
https://doi.org/10.24018/ejbmr.2021.6.3.893
https://doi.org/10.21916/mlr.2022.29


88 

 

Andrews, K., & Mohammed, T. (2020). Strategies for reducing employee turnover in 

small and medium-sized enterprises. Westcliff International Journal of Applied 

Research, 4(1), 56–71. https://doi.org/10.47670/wuwijar202041KATM 

Bagorogoza, J. K., & Nakasule, I. (2022). The mediating effect of knowledge 

management on talent management and firm performance in small and medium 

enterprises in Uganda. Journal of Management Development, 41(6), 349–366. 

https://doi.org/10.1108/JMD-10-2021-0290 

Bans-Akutey, A., & Tiimub, B. M. (2021). Triangulation in research. Academia Letters, 

Article 3392, 1–8. https://doi.org/10.20935/AL3392 

Basnyat, S., & Lao, C. S. (2020). Employees’ perceptions on the relationship between 

human resource management practices and employee turnover: A qualitative 

study. Employee Relations, 42(2), 453–470. https://doi.org/10.1108/ER-04-2019-

0182 

Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press. 

Bass, B. M. (1999). Two decades of research and development in transformational 

leadership. European Journal of Work and Organizational Psychology, 8(1), 9–

32. https://doi.org/10.1080/135943299398410 

Bass, B. M., & Avolio, B. J. (1994). Improving organizational effectiveness through 

transformational leadership. Sage. 

Bass, B. M., & Bass, R. (2008). The Bass handbook of leadership: Theory, research, and 

managerial applications (4th ed.). Free Press. 

https://doi.org/10.1016/j.jhtm.2022.02.029
https://doi.org/10.47670/wuwijar202041KATM
https://doi.org/10.1108/JMD-10-2021-0290
https://doi.org/10.20935/AL3392
https://doi.org/10.1108/ER-04-2019-0182
https://doi.org/10.1108/ER-04-2019-0182
https://doi.org/10.1080/135943299398410


89 

 

Berndt, A. E. (2020). Sampling methods. Journal of Human Lactation, 36(2), 224–

226. https://doi.org/10.1177/0890334420906850 

Bhakuni, S., & Saxena, S. (2023). Exploring the link between training and development, 

employee engagement and employee retention. Journal of Business and 

Managements Studies, 5(1), 170–180. https://doi/10.32996/jbms.2023.5.1.17 

Bilan, Y., Mishchuk, H., Roshchyk, I., & Joshi, O. (2020). Hiring and retaining skilled 

employees in SMEs: Problems in human resource practices and links with 

organizational success. Business: Theory and Practice, 21(2), 780–791. 

https://doi.org/10.3846/btp.2020.12750 

Blake, K. V. (2023). Ethics challenges in pediatric research. The Journal of Pediatric 

Pharmacology and Therapeutics, 28(8), 680–686. https://doi.org/10.5863/1551-

6776-28.8.680 

Brand, D., & Walker, S. (2022). Leadership, millennials, and job satisfaction. 

International Journal of Human Capital Management, 5(2), 82–96. 

https://doi.org/10.21009/IJHCM.05.02.8 

Braun, V., & Clarke, V. (2022). Conceptual and design thinking for thematic 

analysis. Qualitative Psychology, 9(1), 3–26. https://doi.org/10.1037/qup0000196 

Bryson, J. M., Barberg, B., Crosby, B. C., & Patton, M. Q. (2021). Leading social 

transformations: Creating public value and advancing the common good. Journal 

of Change Management, (21)2, 180–202. 

https://doi.org/10.1080/14697017.2021.1917492 

Burns, J. M. (1978). Leadership. Harper & Row. 

https://doi.org/10.1177/0890334420906850
https://doi/10.32996/jbms.2023.5.1.17
https://doi.org/10.3846/btp.2020.12750
https://doi.org/10.5863/1551-6776-28.8.680
https://doi.org/10.5863/1551-6776-28.8.680
https://doi.org/10.21009/IJHCM.05.02.8
https://psycnet.apa.org/doi/10.1037/qup0000196
https://doi.org/10.1080/14697017.2021.1917492


90 

 

Busetto, L., Wick, W., & Gumbinger, C. (2020). How to use and assess qualitative 

research methods. Neurological Research and Practice, 2(14), 1–10. 

https://doi.org/10.1186/s42466-020-00059-z 

Buys, T., Casteleijn, D., Heyns, T., & Untiedt, H. (2022). A reflexive lens on preparing 

and conducting semi-structured interviews with academic colleagues. Qualitative 

Health Research, 32(13), 2030–2039. https://doi.org/10.1177/10497323221130832  

Campbell, S., Greenwood, M., Prior, S., Shearer, T., Walkem, K., Young, S., Bywaters, 

D., & Walker, K. (2020). Purposive sampling: Complex or simple? Research case 

examples. Journal of Research in Nursing, 25(8), 652–661. 

https://doi.org/10.1177/1744987120927206 

Celedonia, K. L., Valenti, M. W., Compagnucci, M. C., & Wilson, M. L. (2020). 

Community-based health care providers as research participant recruitment 

gatekeepers: Ethical and legal issues in a real-world case example. Research 

Ethics, 17(2), 242–250. https://doi.org/10.1177/1747016120980560 

Dahiya, J., & Nandal, V. (2021). Employee retention: A matter of concern in the textile 

industry of Haryana. Webology, 18(4), 2507–2514. 

https://20221009090639pmwebology 18 (4) - 194.pdf 

Deng, C., Gulseren, D., Isola, C., Grocutt, K., & Turner, N. (2022). Transformational 

leadership effectiveness: An evidence-based primer. Human Resource 

Development International, 26(5), 627–641. 

https://doi.org/10.1080/13678868.2022.2135938 

https://doi.org/10.1186/s42466-020-00059-z
https://doi.org/10.1177/10497323221130832
https://doi.org/10.1177/1744987120927206
https://doi.org/10.1177/1747016120980560
https://www.webology.org/data-cms/articles/20221009090639pmwebology%2018%20(4)%20-%20194.pdf
https://doi.org/10.1080/13678868.2022.2135938


91 

 

Denieffe, S. (2020). Commentary: Purposive sampling: Complex or simple? Research 

case examples. Journal of Research in Nursing, 25(8), 662–663. 

https://doi.org/10.1177/1744987120928156 

DeRenzo, E. G., Singer, E. A., & Moss, J. (2020). Ethical considerations when preparing 

a clinical research protocol (2nd ed.). Academic Press.  

Dewey, J. (1938). Experience and education. Macmillan Company. 

Donkoh, S., & Mensah, J. (2023). Application of triangulation in qualitative research. 

Journal of Applied Biotechnology and Bioengineering, 10(1), 6‒9. 

https://doi.org/10.15406/jabb.2023.10.00319 

Donkor, F., Appient, W. A., & Achiaah, E. (2021). The impact of transformational 

leadership style on employee turnover intention in state-owned Ghana: The 

mediating role of organizational commitment. Public Organization Review, 22, 1 

–17. https://doi.org/10.1007/s11115-021-00509-5 

Durra, I. (2023). The impact of talent management practices on employee retention in 

small projects in Syria. International Journal of Engineering, Business and 

Management, 7(4), 14–20. https://dx.doi.org/10.22161/ijebm.7.4.3 

Elhami, A., & Khoshnevisan, B. (2022). Conducting an interview in qualitative research: 

The modus operandi. MEXTESOL Journal, 46(1), 1–7. 

https://mextesol.net/journal/index.php?page=journal&id_article=45957 

Elmersjo, M., & Rosqvist, H. B. (2022). The role of the researcher in participatory 

process. A study of learning about place and place attachment in communities. 

https://doi.org/10.1177/1744987120928156
https://doi.org/10.15406/jabb.2023.10.00319
https://doi.org/10.1007/s11115-021-00509-5
https://dx.doi.org/10.22161/ijebm.7.4.3
https://mextesol.net/journal/index.php?page=journal&id_article=45957


92 

 

Forshning and Forandring Research and Change, 5(1), 85–101. 

https://doi.org/10.23865/fof.v5.3283 

Engelbrecht, A., & Samuel, O. (2019). The effect of transformational leadership on 

intention to quit through perceived organizational support, organizational justice, 

and trust. South African Journal of Economic and Management Sciences, 22(1), 

1–8. https://20221009090639pmwebology 18 (4) - 194.pdf 

Enworo, O. C. (2023). Application of Guba and Lincoln’s parallel criteria to assess 

trustworthiness of qualitative research on indigenous social protection systems. 

Qualitative Research Journal, 23(4), 372–384. https://doi.org/10.1108/QRJ-08-

2022-0116 

Elsafty, A., & Oraby, M. (2022). The impact of training on employee retention: An 

empirical research on the private sector in Egypt. International Journal of 

Business and Management, 17(5), 58–74. https://doi.org/10.5539/ijbm.v17n5p58 

Formica, S., & Sfodera, F. (2022). The great resignation and quiet quitting paradigm 

shifts: An overview of the current situation and future research directions. Journal 

of Hospitality Marketing & Management, 31(8), 899–907. 

https://doi.org/10.1080/19368623.2022.2136601 

Gallardo-Gallardo, E., Thunnissen, M., & Scullion, H. (2020). Talent management: 

Context matters. The International Journal of Human Resource Management, 

31(4), 457–473. https://doi.org/10.1080/09585192.2019.1642645 

https://doi.org/10.23865/fof.v5.3283
https://www.webology.org/data-cms/articles/20221009090639pmwebology%2018%20(4)%20-%20194.pdf
https://doi.org/10.5539/ijbm.v17n5p58
https://doi.org/10.1080/19368623.2022.2136601
https://doi.org/10.1080/09585192.2019.1642645


93 

 

Gan, E., & Voon, M. L. (2021). Impact of transformational leadership on job satisfaction 

and employee turnover intentions: A conceptual review. SHS Web of Conferences 

124, 1–17. https://doi.org/10.1051/shsconf/202112408005 

Ghanad, A. (2023). An overview of quantitative research methods. International Journal 

of Multidisciplinary Research and Analysis, 6(8), 3794 –3803. 

https://doi.org/10.47191/ijmra/v6-i8-52  

Ghani, B., Zada, M., Memon, K. R., Ullah, R., Khattak, A., Han, H., Ariza-Montes, A., & 

Araya-Castillo, L. (2022). Challenges and strategies for employee retention in the 

hospitality industry: A review. Sustainability,14(5), 1–26. 

https://doi.org/10.3390/su14052885 

Gill, S. L. (2020). Qualitative sampling methods. Journal of Human Lactation, 36(4), 

579–581. https://doi.org/10.1177/0890334420949218  

Gittleman, M. (2022). The "great resignation" in perspective. Monthly Labor Review, 1–

17.  U.S. Bureau of Labor Statistics. https://doi.org/10.21916/mlr.2022.20 

Graham, B. (2022). A decade of talent management practices in small and medium sized 

enterprises, a systematic review of a developing field. Studia Universitatis Babes 

Bolyai-Oeconomica, 67(3), 53–70. https://doi.org/10.2478/subboec-2022-0015 

Gupta, I., Siddiqui, Z. K., Phillips, M. D., Singh, A., Shaker, M., Wortman, S. K. L., 

Kisuule, F., Ficke, J. R., & Kantsiper, M. E. (2023). Recruitment, readiness, and 

retention of providers at a field hospital during the pandemic. Disaster Medicine 

and Public Health Preparedness, 17, e102. https://doi.org/10.1017/dmp.2022.2 

https://doi.org/10.1051/shsconf/202112408005
https://doi.org/10.47191/ijmra/v6-i8-52
https://doi.org/10.3390/su14052885
https://doi.org/10.1177/0890334420949218
https://doi.org/10.21916/mlr.2022.20
https://doi.org/10.2478/subboec-2022-0015
https://doi.org/10.1017/dmp.2022.2


94 

 

Han, S., Song, D., Xu, L., Ye, Y., Yan, S., Shi, F., Zhang, Y., Liu, X., & Du, H. (2022). 

Behaviour in public open spaces: A systematic review of studies with quantitative 

research methods. Building and Environment, 223, 1–19. 

https://doi.org/10.1016/j.buildenv.2022.109444   

Hauer, G., Quan, T. A. J., & Liang, Y. K. (2021). Leadership as an influencing factor in 

employee retention-a case study analysis in East Asian multinational corporations 

in the digital age. Romanian Journal of Information Technology & Automatic 

Control, 31(1), 89–100. https://doi.org/10.33436/v31i1y202107 

Helalat, A., Sharari, H., Qawasmeh, R., Bani-Mustafa, A., & Alkhazali, Z. (2023). 

Revisiting the relationship between transformational leadership and employee 

psychological empowerment: A more holistic view using organisational 

culture. Cogent Business & Management, 10(3), 1–17. 

https://doi.org/10.1080/23311975.2023.2254023 

Herzberg, F. (1959). The motivation to work. John Wiley & Sons. 

Hennink, M., & Kaiser, B. N. (2022). Sample sizes for saturation in qualitative research: 

A systematic review of empirical tests. Social Science & Medicine, 292, 1–10.  

https://doi.org/10.1016/j.socscimed.2021.114523  

Hoenink, J. C., Mackenbach, J. D., Van Der Laan, L. N., Lakerveld, J., Waterlander, W. 

E., & Beulens, J. W. (2021). Recruitment of participants for a virtual supermarket 

study: An observational study. JMIR Publications, 5(2), 1–11. 

https://doi.org/10.2196/19234 

https://doi.org/10.1016/j.buildenv.2022.109444
https://doi.org/10.33436/v31i1y202107
https://doi.org/10.1080/23311975.2023.2254023
https://doi.org/10.1016/j.socscimed.2021.114523
https://doi.org/10.2196/19234


95 

 

 Howard, T. L., Ulferts, G. W., & Hannon, J. (2019). Leadership styles of small business 

owners: Linking theory to application. Journal of Leadership, Accountability and 

Ethics, 16(2), 47–55. https://articlearchives.co/index.php/JLAE/article/view/3821 

Husband, G. (2020). Ethical data collection and recognizing the impact of semi-

structured interviews on research respondents. Education Sciences, 10(8), 1–12. 

https://doi.org/10.3390/educsci10080206 

Hussain, M. K., & Khayat, R. A. M. (2021). The impact of transformational leadership 

on job satisfaction and organisational commitment among hospital staff: A 

systematic review. Journal of Health Management, 23(4), 614–630. 

https://doi.org/10.1177/09720634211050463 

Islami, X., & Mulolli, E. (2020). A conceptual framework of transformational leadership 

as an influential tool in the team performance. European Journal of Management, 

28(1-2), 13–24. https://doi.org/10.15421/192002 

Idiko, B., & Obah, O. D. (2023). Accelerating organizational performance through 

transformational leadership. International Journal of Research in Commerce and 

Management Studies, 5(2), 67–81. https://doi.org/10.38193/IJRCMS.2023.5206 

Jamieson, M. K., Govaart, G. H., & Pownall, M. (2023). Reflexivity in quantitative 

research: A rationale and beginner's guide. Social and Personality Psychology 

Compass, 17(4), 1–15. https://doi.org/10.1111/spc3.12735 

Jensen, M., Potočnik, K., & Chaudhry, S. (2020). A mixed-methods study of CEO 

transformational leadership and firm performance. European Management 

Journal, 38(6), 836–845. https://doi.org/10.1016/j.emj.2020.05.004 

https://articlearchives.co/index.php/JLAE/article/view/3821
https://doi.org/10.3390/educsci10080206
https://doi.org/10.1177/09720634211050463
https://doi.org/10.15421/192002
https://doi.org/10.38193/IJRCMS.2023.5206
https://doi.org/10.1111/spc3.12735
https://doi.org/10.1016/j.emj.2020.05.004


96 

 

Jacobsen, C. B., & Salomonsen, H. H. (2021). Leadership strategies and internal 

communication in public organizations. International Journal of Public Sector 

Management, 34(2), 137–154. https://doi.org/10.1108/IJPSM-03-2020-0086 

Johnson, J. L., Adkins, D., & Chauvin, S. (2020). A review of the quality indicators of 

rigor in qualitative research. American Journal of Pharmaceutical 

Education, 84(1), 138–146. https://doi.org/10.5688/ajpe7120 

Kang, E., & Hwang, H.-J. (2021). Ethical conduct in qualitative research methodology: 

Participant observation and interview process. Journal of Research and 

Publication Ethics, 2(2), 5–10. https://dx.doi.org/10.15722/jrpe.2.2.202109.5 

Karumuri, V., & Kore, G. (2021). Effective talent management practices: A review. EPRA 

International Journal of Economics, Business and Management Studies, 8(6), 32–

35. https://doi.org/10.36713/epra1013  

Kiger, M. E., & Varpio, L. (2020). Thematic analysis of qualitative data: AMEE Guide 

No. 131. Medical Teacher, 42(8), 846–854. 

https://doi.org/10.1080/0142159X.2020.1755030 

Knechel, N. (2019). What’s in a sample? Why selecting the right research participants 

matters. Journal of Emergency Nursing, 45(3), 332–334. 

https://doi.org/10.1016/j.jen.2019.01.020 

Krishna, C., Tyagi, S., & Jakhar, R. (2022). A study on impact of transformational 

leadership on employee turnover and job satisfaction: A literature review. 

ANWESH: International Journal of Management & Information Technology, 

7(2), 1–9. http://www.publishingindia.com/anwesh 

https://doi.org/10.1108/IJPSM-03-2020-0086
https://doi.org/10.5688/ajpe7120
https://dx.doi.org/10.15722/jrpe.2.2.202109.5
https://doi.org/10.36713/epra1013
https://doi.org/10.1080/0142159X.2020.1755030
https://doi.org/10.1016/j.jen.2019.01.020
http://www.publishingindia.com/


97 

 

Kumar, P. (2021). V-5 model of employee engagement during COVID-19 and post 

lockdown. Vision, 25(3), 271–274. https://doi.org/10.1177/0972262920980878  

Kuuyelleh, E. N. (2021). A review of employee retention strategies: Implication for future 

research. European Journal of Business and Management, 13(1), 20–29. 

https://doi.org/10.7176/EJBM/13-1-03 

Kwon, K., & Jang, S. (2022). There is no good war for talent: A critical review of the 

literature on talent management. Employee Relations, 44(1), 94–120. 

https://doi.org/10.1108/ER-08-2020-0374 

Lai, F. Y., Tang, H. C., Lu, S. C., Lee, Y. C., & Lin, C. C. (2020). Transformational 

leadership and job performance: The mediating role of work engagement. Sage 

Open, 10(1), 1–11. https://doi.org/10.1177/2158244019899085 

Laila, F., Irawanto, D. W., & Susilowati, C. (2022). The effect of organizational culture 

and transformational leadership style on organizational commitment with 

knowledge management practices as mediating variables. International Journal of 

Research in Business and Social Science, 11(5), 218–224. 

https://doi.org/10.20525/ijrbs.v11i5.1843 

Largent, E. A., & Lynch, H. F. (2017). Paying research participants: The outsized 

influence of “Undue Influence”. IRB, 39(4), 1–9. 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC5640154/ 

Lazard, L., & McAvoy, J. (2020). Doing reflexivity in psychological research: What’s the 

point? What’s the practice? Qualitative Research in Psychology, 17(2), 159–177. 

https://doi.org/10.1080/14780887.2017.1400144 

https://doi.org/10.1177/0972262920980878
https://doi.org/10.7176/EJBM/13-1-03
https://doi.org/10.1108/ER-08-2020-0374
https://doi.org/10.1177/2158244019899085
https://doi.org/10.20525/ijrbs.v11i5.1843
https://doi.org/10.20525/ijrbs.v11i5.1843
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC5640154/
https://doi.org/10.1080/14780887.2017.1400144


98 

 

Lester, J. N., Cho, Y., & Lochmiller, C. R. (2020). Learning to do qualitative data 

analysis: A starting point. Human Resource Development Review, 19(1), 94–106. 

https://doi.org/10.1177/1534484320903890  

Lincoln, Y., & Guba, E. (1985). Naturalistic inquiry. Sage. 

Luna-Arocas, R., Valle, I. D., & Lara, F. J. (2020). Talent management and 

organizational commitment: The partial mediating role of pay satisfaction. 

Employee Relations, 42(4), 863–881. https://doi.org/10.1108/ER-11-2019-0429 

Mahadi, N., Woo, N. M., Baskaran, S., & Yaakop, A. Y. (2020). Determinant factors for 

employee retention: Should I stay. International Journal of Academic Research in 

Business and Social Sciences, 10(4), 201–213. 

http://dx.doi.org/10.6007/IJARBSS/v10-i4/7120 

 Mason, C. (2020). The coronavirus economic crisis: Its impact on venture capital and 

high growth enterprises. Publications Office of the European Union. 

Masood, S., Siddiqui, G. H. K., Lodhi, H., & Shahbaz, S. (2020). Effect of leadership 

styles on organizational citizenship behavior and employee turnover intention. 

Journal of Accounting and Finance in Emerging Economies, 6(2), 487–495. 

https://doi.org/10.26710/jafee.v6i2.1200 

McKim, C. (2023). Meaningful member-checking: A structured approach to member-

checking. American Journal of Qualitative Research, 7(2), 41–52. 

https://www.ajqr.org/download/meaningful-member-checking-a-structured-

approach-to-member-checking-12973.pdf 

https://doi.org/10.1177/1534484320903890
https://doi.org/10.1108/ER-11-2019-0429
http://dx.doi.org/10.6007/IJARBSS/v10-i4/7120
https://doi.org/10.26710/jafee.v6i2.1200
https://www.ajqr.org/download/meaningful-member-checking-a-structured-approach-to-member-checking-12973.pdf
https://www.ajqr.org/download/meaningful-member-checking-a-structured-approach-to-member-checking-12973.pdf


99 

 

Merriam, S. B., & Tisdell, E. J. (2016). Qualitative research: A guide to design and 

implementation (4th ed.). Jossey-Bass.  

Mey, M. R., Poisat, P., & Stindt, C. (2021). The influence of leadership behaviours on 

talent retention: An empirical study. SA Journal of Human Resource 

Management, 19(0), 1–9. https://doi.org/10.4102/SAJHRM.V19I0.1504 

Mohammed, A. A., & AL-Abrrow, H. (2022). The impact of empowering and 

transformational leadership on organizational performance and innovation: The 

mediating role of shared leadership and moderating role of organizational culture 

in the Iraqi healthcare sector. International Journal of Organizational Analysis, 

31(7), 3532–3552. https://doi.org/10.1108/IJOA-08-2022-3380 

Mozersky, J., Parsons, M., Walsh, H., Baldwin, K., McIntosh, T., & Dubois, J. (2020). 

Research participants views regarding qualitative data sharing. Ethics and Human 

Research, 42(2), 13–27. https://doi.org/10.1002/eahr.500044  

Nagai, H., Nakazawa, E., & Akabayashi, A. (2022). The creation of the Belmont Report 

and its effect on ethical principles: A historical study. Bioethics News, 40(2), 1–

14. https://doi.org/10.1007/s40592-022-00165-5  

Nassaji, H. (2020). Good qualitative research. Language Teaching Research, 24(4), 427–

431.  https://doi.org/10.1177/1362168820941288 

Natow, R. S. (2019). The use of triangulation in qualitative studies employing elite 

interviews. Qualitative Research, 20(2), 160–173. 

https://doi.org/10.1177/1468794119830077  

https://doi.org/10.4102/SAJHRM.V19I0.1504
https://doi.org/10.1108/IJOA-08-2022-3380
https://doi.org/10.1002/eahr.500044
https://doi.org/10.1007/s40592-022-00165-5
https://doi.org/10.1177/1362168820941288
https://doi.org/10.1177/1468794119830077


100 

 

Niedbalski, J., & Ślęzak, I. (2022). Encounters with CAQDAS: Advice for beginner users 

of computer software for qualitative research. The Qualitative Report, 27(4), 

1114–1132. https://doi.org/10.46743/2160-3715/2022.4770 

Northouse, P. G. (2022). Leadership: Theory and practice (9th ed.). Sage. 

Office of the United States Trade Representative. (2024). Small business. Executive 

Office of the President. https://ustr.gov/issue-areas/small-business 

Oh, J., & Chhinzer, N. (2021). Is turnover contagious? The impact of transformational 

leadership and collective turnover on employee turnover decisions. Leadership & 

Organization Development Journal, 42(7), 1089–1103. 

https://doi.org/10.1108/LODJ-12-2020-0548 

Parameswaran, U. D., Ozawa-Kirk, J. L., & Latendresse, G. (2020). To live (code) or to 

not: A new method for coding in qualitative research. Qualitative Social Work, 

17(5), 576–592. https://doi.org/10.1177/1473325019840394 

Park, T., & Pierce, B. (2020). Transformational leadership and turnover intention in child 

welfare: A serial mediation model. Journal of Evidence-Based Social 

Work, 17(5), 576–592. https://doi.org/10.1080/26408066.2020.1781729 

Patil, T. S. (2022). A study on employee retention strategies at Spareage Sealing 

Solutions, Thane. International Journal of Management and Information 

Technology, 7(2), 52–56. http://www.publishingindia.com/anwesh 

Patton, M. Q. (1999). Enhancing the quality and credibility of qualitative analysis. Health 

Services Research, 34(5 Pt 2), 1189–1208. 

https://doi.org/10.46743/2160-3715/2022.4770
https://ustr.gov/issue-areas/small-business
https://doi.org/10.1108/LODJ-12-2020-0548
https://doi.org/10.1177/1473325019840394
https://doi.org/10.1080/26408066.2020.1781729
http://www.publishingindia.com/anwesh


101 

 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC1089059/pdf/hsresearch00022-

0112.pdf 

Raes, A. M. L., DeJong, S. B., & Bruch, H. (2022). Setting the tone at the top: How the 

interface processes of organizational climate and non-TMT managers' leadership 

transmit TMT cohesion to employees. Long Range Planning, 55(3), 1–17. 

https://doi.org/10.1016/j.lrp.2021.102157 

Ramanadhan, S., Revette, A. C., & Lee, R. M. (2021). Pragmatic approaches to analyzing 

qualitative data for implementation science: An introduction. Implementation 

Science Communication, 2(70), 1–10. https://doi.org/10.1186/s43058-021-00174-

1 

Rashid, Y., Rashid, A., Warraich, M. A., Sabir, S. S., & Waseem, A. (2019). Case study 

method: A step-by-step guide for business researchers. International Journal of 

Qualitative Methods, 18, 1–13. https://doi.org/10.1177/1609406919862424 

Resnik, D. B. (2019). Citizen scientists as human subjects: Ethical issues. Citizen 

Science: Theory and Practice, 4(1), 1–7. https://doi.org/10.5334/cstp.150 

Roberts, R. E. (2020). Qualitative interview questions: Guidance for novice 

researchers. The Qualitative Report, 25(9), 3185–3203. 

http://dx.doi.org/10.46743/2160-3715/2020.4640 

Rochman, D. D., & Rahmana, A. (2022). Factors identification in micro and small 

business production employee turnover in West Bandung. Central Asia & the 

Caucasus, 23(1), 1441–1450. https://doi.org/10.37178/ca-c.23.1.147 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC1089059/pdf/hsresearch00022-0112.pdf
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC1089059/pdf/hsresearch00022-0112.pdf
https://doi.org/10.1016/j.lrp.2021.102157
https://doi.org/10.1186/s43058-021-00174-1
https://doi.org/10.1186/s43058-021-00174-1
https://doi.org/10.1177/1609406919862424
https://doi.org/10.5334/cstp.150
http://dx.doi.org/10.46743/2160-3715/2020.4640
https://doi.org/10.37178/ca-c.23.1.147


102 

 

Rodriguez, M., Diaz-Funez, P., Marin, J., Nietoz-Escamez, F., & Ferrer, C. (2020). 

Relationship between transformational leadership, affective commitment, and 

turnover intentions of workers in a multinational company. International Journal 

of Social Psychology, 35(1), 1–16. 

https://doi.org/10.1080/02134748.2019.1682292 

Rose, J., & Johnson, C. W. (2020). Contextualizing reliability and validity in qualitative 

research: Toward more rigorous and trustworthy qualitative social science in 

leisure research, Journal of Leisure Research, 51(4), 432–451. 

https://doi.org/10.1080/00222216.2020.1722042 

Ross, P. T., & Zaidi, N. L. B. (2019). Limited by our limitations. Perspectives on 

Medical Education, 8(4), 261–264. https://doi.org/10.1007/s40037-019-00530-x 

Sadati, A. K., Heydari, S. T., Ebrahimzade, N., & Lankarani, K. B. (2021). A qualitative 

study of nursing management in Iran. Journal of Environmental and Public 

Health, 2021, 1–7. https://doi.org/10.1155/2021/1315734 

Saeed, F., & Jun, Y. (2022). The impact of transformational leadership on employee 

turnover intention: The mediating and moderating role of affective organizational 

commitment and job embeddedness. International Journal of Management, 

Accounting & Economics, 9(5), 247–267. https://doi.org/10.5281/zenodo.6762232 

Saira, S., Mansoor, S., & Muhammad, A. M. (2020). Transformational leadership and 

employee outcomes: The mediating role of psychological empowerment. 

Leadership & Organization Development Journal, 42(1), 130–143. 

https://doi.org/10.1108/LODJ-05-2020-0189 

https://doi.org/10.1080/02134748.2019.1682292
https://doi.org/10.1080/00222216.2020.1722042
https://doi.org/10.1007/s40037-019-00530-x
https://doi.org/10.1155/2021/1315734
https://doi.org/10.5281/zenodo.6762232
https://doi.org/10.1108/LODJ-05-2020-0189


103 

 

Samašonok, K. (2024). Employee turnover: Causes and retention strategies. 

Entrepreneurship and Sustainability Issues, 11(3), 134–148. 

https://doi.org/10.9770/jesi.2024.11.3(9)  

Shannon-Baker, P. (2023). Commentary: Practices for effectively communicating and 

applying a rationale for mixed methods research. School Psychology, 38(6), 410–

414. https://doi.org/10.1037/spq0000606  

Shoozan, A., & Mohamad, M. (2024). Application of interview protocol refinement 

framework in systematically developing and refining a semi-structured interview 

protocol. SHS Web of Conferences, 182, 1–12. 

https://doi.org/10.1051/shsconf/202418204006 

Siswanto, S., & Yuliana, I. (2022). Linking transformational leadership with job 

satisfaction: The mediating roles of trust and team cohesiveness. Journal of 

Management Development, 41(2), 94–117. https://doi.org/10.1108/JMD-09-2020-

0293 

Specht, H., Golding, J. D., Pero, E. M., Crane, M. T., Ortiz‐Calo, W., McDevitt, M. C., 

Karlen, J. G., Branch, J. V., Hansen, C. P., & Millspaugh, J. J. (2022). A 

framework for evaluating the implications of assumptions in broad conservation 

strategies. Conservation Science and Practice, 4(8), 1–11. 

https://doi.org/10.1111/csp2.12758 

Stahl, N. A., & King, J. R. (2020). Expanding approaches for research: Understanding 

and using trustworthiness in qualitative research. Journal of Developmental 

Education, 44(1), 26–28. https://files.eric.ed.gov/fulltext/EJ1320570.pdf 

https://doi.org/10.9770/jesi.2024.11.3(9)
https://doi.org/10.1037/spq0000606
https://doi.org/10.1051/shsconf/202418204006
https://doi.org/10.1108/JMD-09-2020-0293
https://doi.org/10.1108/JMD-09-2020-0293
https://doi.org/10.1108/JMD-09-2020-0293
https://doi.org/10.1111/csp2.12758
https://files.eric.ed.gov/fulltext/EJ1320570.pdf


104 

 

Stein, D., Hobson, N., Jachimowicz, J., & Whillans, A. (2021). How companies can 

improve employee engagement right now. Harvard Business Review. 

https://hbr.org/2021/10/how-companies-can-improve-employee-engagement-

right-now 

Subedi, K. (2021). Determining the sample in qualitative research. Scholars' Journal, 

4(1), 1–13. https://doi.org/10.3126/scholars.v4i1.42457  

Sueb, S., & Sopiah, S. (2023). Exploring the relationship between transformational 

leadership and innovative work behavior: A systematic literature review. Jurnal 

Visi Manajemen, 9(2), 62–83. https://doi.org/10.56910/jvm.v9i2.287 

Tenny, S., Brannan, J. M., & Brannan, G. D. (2023). Qualitative study. StatPearls 

Publishing. 

Tessema, M., Tesfom, G., Faircloth, M., Tesfagiorgis, M., & Teckle, P. (2022). The 

"Great Resignation": Causes, consequences, and creative HR management 

strategies. Journal of Human Resource and Sustainability Studies, 10(1), 161–

178. https://doi.org/10.4236/jhrss.2022.101011 

Tian, H., Iqbal, S., Akhtar, S., Qalati, S. A., Anwar, F., & Khan, M. A. S. (2020). The 

impact of transformational leadership on employee retention: Mediation and 

moderation through organizational citizenship behavior and 

communication. Frontiers in Psychology, 11(314), 1–

11. https://doi.org/10.3389/fpsyg.2020.00314 

https://hbr.org/2021/10/how-companies-can-improve-employee-engagement-right-now
https://hbr.org/2021/10/how-companies-can-improve-employee-engagement-right-now
https://doi.org/10.3126/scholars.v4i1.42457
https://doi.org/10.56910/jvm.v9i2.287
https://doi.org/10.4236/jhrss.2022.101011
https://doi.org/10.3389/fpsyg.2020.00314


105 

 

Tomaszewski, L., Zarestky, J., & Gonzalez, E. (2020). Planning qualitative research: 

Design and decision making for new researchers. International Journal of 

Qualitative Methods, 19(4), 1–7. https://doi.org/10.1177/1609406920967174 

Tupper, H., & Ellis, S. (2022). It’s time to reimagine employee retention. Harvard 

Business Review, 58(2), 196–212. https://hbr.org/2022/07/its-time-to-reimagine-

employee-retention 

Urcia, I. A. (2021). Comparisons of adaptations in grounded theory and phenomenology: 

Selecting the specific qualitative research methodology. International Journal of 

Qualitative Methods, 20, 1–14. https://doi.org/10.1177/16094069211045474 

U.S. Department of Health and Human Services. (1979). The Belmont Report. Office of 

the Secretary. https://www.hhs.gov/ohrp/sites/default/files/the-belmont-report-

508c_FINAL.pdf 

U.S. Small Business Administration. (2023). Advocacy releases 2023 small business 

profiles for the states and territories. Office of Advocacy. 

https://advocacy.sba.gov/ 

U.S. Small Business Administration. (2019). Small businesses generate 44 percent of 

U.S. economic activity. SBA Press Release No. 19- ADV. 

https://advocacy.sba.gov/category/press-releases/  

Valderrama, D. A., Santillán, J. K., & Arce, C. G. (2023). Business leadership in SMEs 

and its effectiveness in work performance. Migration Letters, 20(S12), 202–208. 

https://doi.org/10.59670/ml.v20is12.5873 

https://doi.org/10.1177/1609406920967174
https://hbr.org/2022/07/its-time-to-reimagine-employee-retention
https://hbr.org/2022/07/its-time-to-reimagine-employee-retention
https://doi.org/10.1177/16094069211045474
https://www.hhs.gov/ohrp/sites/default/files/the-belmont-report-508c_FINAL.pdf
https://www.hhs.gov/ohrp/sites/default/files/the-belmont-report-508c_FINAL.pdf
https://advocacy.sba.gov/
https://advocacy.sba.gov/category/press-releases/
https://doi.org/10.59670/ml.v20is12.5873


106 

 

Vears, D. F., & Gillam, L. (2022). Inductive content analysis: A guide for beginning 

qualitative researchers. Focus on Health Professional Education: A Multi-

Professional Journal, 23(1), 111–127. https://doi.org/10.11157/fohpe.v23i1.544 

Walden University. (2023). IRB manual for DBA qualitative pragmatic inquiry. 

https://academicguides.waldenu.edu/research-center/research-ethics/review-

process 

Wu, J. (2022). Transformational leadership style and small business growth. SHS Web of 

Conferences, 140, 1–8. https://doi.org/10.1051/shsconf/202214001051 

Xu, A., Baysari, M. T., Stocker, S. L., Leow, L. J., Day, R. O., & Carland, J. E. (2020). 

Researchers’ views on, and experiences with, the requirement to obtain informed 

consent in research involving human participants: A qualitative study. BMC 

Medical Ethics, 21(93), 1–11. https://doi.org/10.1186/s12910-020-00538-7  

Yamin, M. (2020). Examining the role of transformational leadership and entrepreneurial 

orientation on employee retention with moderating role of competitive advantage. 

Management Science Letters, 10(2), 313–326.  

https://doi.org/10.5267/j.msl.2019.8.039 

Yin, R. K. (2018). Case study research: Design and methods (5th ed.). Sage.  

Zhao, J. L., Fan, S., & Yan, J. (2016). Overview of business innovations and research 

opportunities in blockchain and introduction to the special issue. Financial 

Innovation, 2(28), 1–7. https://doi.org/10.1186/s40854-016-0049-2 

  

https://doi.org/10.11157/fohpe.v23i1.544
https://academicguides.waldenu.edu/research-center/research-ethics/review-process
https://academicguides.waldenu.edu/research-center/research-ethics/review-process
https://doi.org/10.1051/shsconf/202214001051
https://doi.org/10.1186/s12910-020-00538-7
https://doi.org/10.5267/j.msl.2019.8.039
https://doi.org/10.1186/s40854-016-0049-2


107 

 

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. 

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

3. 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. 

4. I provided the participant with a copy of the signed informed consent form. 

5. Before starting the interview, I informed the participant that the interview 

would be recorded via audio and would take approximately 30 minutes. 

6. Upon the interview’s conclusion, I thanked the participant for taking the time 

from their schedule to participate in the research study. 

7. 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 

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? 
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