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Abstract
Employee turnover remains a significant challenge in the hotel industry, impacting
service quality and increasing operational costs. Hotel managers are particularly
concerned with this issue as it affects their ability to maintain a financially sustainable
business. Grounded in the transformational leadership theory, the purpose of this
qualitative multiple case study was to explore successful leadership strategies hotel
managers use to reduce employee turnover. The participants comprised four hotel
managers from four different hotels in the Caribbean. Data were gathered from
semistructured interviews, interview notes, and a review of documents provided by the
participants. Four themes emerged from the use of Yin’s five-step analysis: (a) fostering a
caring and empathic culture, (b) creating a positive work environment, (¢) promoting
employee training and development, and (d) implementing employee-centered
compensation and benefits. A key recommendation is for hotel leaders to adopt
individualized consideration by understanding employees’ unique interests and using
these insights to develop tailored, empathetic approaches. These may include flexible
work schedules, open grassroots communication, training and development aligned with
employee interests, empowerment initiatives, and support for employees' families. The
implications for positive social change include the potential for hotel administrators to
implement leadership strategies that enhance employee retention, thereby supporting

local economies and improving worker well-being.
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Section 1: Foundation of the Study
Employee turnover is a significant threat to the hotel industry. The global
turnover rate in the hotel industry is estimated at 30%-70% (Michael & Fotiadis, 2022).
Employee turnover jeopardizes organizational performance, competitive advantage,
sustainability, and profitability due to increased hiring costs and decreased employee
performance (Skelton et al., 2020). Employee turnover is a matter of considerable
importance within the hotel sector due to its potential negative impact on organizational
reputation, client happiness, and financial performance (Dolasinski & Roberts, 2020).
Similarly, Khan et al. (2021) linked high employee turnover to hotel reputational damage
as a consequence of loss of social capital and trust within the organization. In their study
on employee turnover in the hotel industry in Dubai, Michael and Fotiadis (2022)
recommended that further research be conducted in other geographic locations regarding
employee turnover. Therefore, | conducted the current study to address this gap in
research.
Background of the Problem
The hotel industry is highly competitive due to the influence of hotel
accommodations on visitor experience because visitors choose hotels based on their
experience during their stay (Xia et al., 2020). Service quality is a critical success factor
and a source of competitive advantage for hotel businesses because it influences visitor
experience (Yin et al., 2022). Service quality hinges on employees; therefore, employees
are critical to the viability of the hotel sector. According to Peterson and DiPietro (2021),

employees’ capacity to build connections with guests is essential to retain customers



because these relationships affect the experience of the hotel guests. However, Xu et al.
(2022) argued that high employee turnover in the hotel industry is one of the biggest
threats to hotel viability due to the associated increased operating costs and
organizational disruption, resulting in decreased service quality. Furthermore, Abdou et
al. (2022) posited that high employee turnover in the hotel industry negatively impacts
service quality because employees form part of the hotels’ knowledge-based intangible
resources that support the guest experience. Consequently, employee turnover rates affect
hotels’ competitive advantage and may have implications for business viability.

The hotel industry is customer facing because employees constantly interact with
consumers. Xu et al. (2022) contended that due to the customer-facing nature of the hotel
sector, employee turnover produces more significant consequences compared to other
industries because high turnover negatively affects brand perception. Moreover, a lack of
effective leadership competencies may increase employee turnover rates in the hotel
sector (Han, 2020). Michael and Fotiadis (2022) found that the employee turnover rate in
the hotel sector was higher than in other industries and that hotel leaders must have
strategies to address turnover rates. Therefore, leaders must consider the contextual
nature of the turnover problem when devising mitigating strategies.

Problem and Purpose

The specific business problem was that some hotel managers may lack leadership
strategies to reduce employee turnover. Hence, the purpose of this qualitative multiple
case study was to explore leadership strategies hotel managers use to reduce employee

turnover. In supporting this intent, the population consisted of four hotel managers of



four hotels in the Caribbean who have used successful strategies to reduce employee
turnover. Due to the high dependency on tourism to support state economies, hotel
performance directly affects the social and economic well-being of citizens of most
Eastern Caribbean states (Peterson & DiPietro, 2021). Hence, the results of this study will
benefit positive social change by providing essential information for hotel managers to
reduce hiring and training costs, thus increasing hotel business viability. Additionally,
reducing employee turnover increases hotel profitability and sector growth (Xu et al.,
2022). Hotel sector growth also provides avenues for positive social change because it
creates employment and development opportunities as well as positively influences the
quality of life and general well-being of hotel employees, families, and the broader
community (Kasim et al., 2022). Incidentally, decent work and economic growth form
Goal 8 of the United Nations Sustainable Development Goals (Whittingham et al., 2023).
Therefore, the results of this study could advance the implementation of United Nations
Sustainable Development Goals in the Caribbean.
Population and Sampling

| used purposive sampling to select the study participants. To be eligible for the
current study, the sample population had to have used successful strategies to reduce
employee turnover. | then conducted semistructured interviews to gather data from four
hotel managers of four hotels in the Caribbean. | developed interview protocols to
address the problem and purpose of the study. In addition to interview responses, data
collection included documentation reviews, such as company policies and manuals that

reflect strategies used to reduce employee turnover.



Nature of the Study

Researchers must carefully select an appropriate research method. Brachle et al.
(2021) identified the three research methods that scholars often use for studies as (a)
quantitative, (b) qualitative, and (c) mixed methods. I used a qualitative method for this
study. This approach was appropriate for the current study because a qualitative method
enables the researcher to explore a phenomenon through the participants’ experiences
(see Yin, 2018). Furthermore, Caduff et al. (2023) posited that the participants’ views are
important in qualitative research. However, researchers also use quantitative or mixed
methods in studies (Froehlich et al., 2020). The quantitative method is useful in
understanding a problem through the examination of variables and relationships
(Mohajan, 2020), which was not the objective of the current study; therefore, the
quantitative methodology was not suitable for this study. Meanwhile, researchers use
mixed methods, incorporating both quantitative and qualitative elements into one method
(Strijker et al., 2020). I did not examine relationships among variables or did the study
contain any quantitative elements, which made the mixed-method approach unsuitable
for the current study. The purpose of this study involved gaining a richer understanding
of the employee turnover problem through leaders’ perspectives and exploring strategies
they use to address the problem. Since quantitative and mixed methods approaches were
not appropriate, a qualitative method was used for this study.

Quialitative researchers often use five types of research designs: ethnography,
phenomenology, grounded theory, narrative, and case study (Yin, 2018). Researchers

conduct an ethnography to study shared behavior patterns over a prolonged period (Nagy,



2023), which was not the intent of the current study. Scholars employ the
phenomenology design to gain a deeper understanding of a phenomenon through the
lived experiences of research participants (Im et al., 2023). However, the purpose of the
current study was not to explore a phenomenon through lived experiences. Researchers
use grounded theory to inductively develop theories to explain business problems (Jiang
& Liang, 2023), and this did not align with my research intent because | did not seek to
develop theories. Researchers employ the narrative design to explore a phenomenon
through participants’ stories (Andrews, 2021). However, the goals of the current study
did not include understanding employee turnover through the meanings in stories. The
multiple case study design allows for an in-depth exploration of the phenomenon using
specific case units to gather data in a real-life setting (Jafari-Sadeghi et al., 2020). | used
more than one case to compare themes; therefore, the multiple case study design was the
most suitable for this study.
Research Question
What leadership strategies do hotel managers use to reduce employee turnover?
Interview Questions

1. How has employee turnover affected your organization?

2. What strategies do you use to reduce employee turnover?

3. How did the hotel staff react to your leadership strategies to reduce staff

turnover?
4. What strategies were most effective in reducing turnover in your

organization?



5. What strategies were least effective in reducing employee turnover in your
organization?
6. What fundamental challenges did you face in implementing leadership
strategies to reduce employee turnover?
7. What other information would you like to share about decreasing the high
turnover of hotel staff?
Conceptual Framework
| used the transformational leadership theory as the conceptual framework for the
current study. The concept of transformational leadership was first introduced by
Downton (1973), who studied leader-follower relationships in a political context. The
theory’s popularity emerged from the seminal work of Burns (1978), who explained that
leaders could influence followers’ interests to benefit an organization. According to
Burns, the adoption of transformational leadership behaviors is associated with the
fulfillment of higher order intrinsic needs and values, which have substantial potential for
effecting organizational change. Subsequently, Bass (1985) added to Burn’s work and
separated the model into constructs. Bass et al. (2003) further refined the model as a five-
dimension model comprising idealized attributes, idealized influence, inspirational
motivation, individualized consideration, and intellectual stimulation. Therefore, the
theory has a long history that has enhanced the robustness of the concept.
The framework facilitated gaining a deeper understanding of how hotel managers
apply the use of transformational leadership dimensions to reduce employee turnover.

Yucel (2021) confirmed that leadership plays a critical role in reducing employee



turnover. Moreover, Tian et al. (2020) posited that employee development, stimulation,
leader-employee communication, and employees having a sense of purpose were found to
increase employee commitment to an organization and reduce employee turnover. Gom
et al. (2021) also used the framework to study employee turnover in the hotel industry.
Additionally, the logical connections between the framework and the current study
included identifying and gaining a deeper understanding of how hotel managers use the
five transformational leadership dimensions to reduce employee turnover (Bass et al.,
2003).
Operational Definitions

Employee job satisfaction: The degree of positive emotions that result from
employees’ perceptions of their job-related experiences (Inayat & Jahanzeb Khan, 2021).

Employee turnover: A phenomenon involving separating individuals from an
organization (Lyons & Bandura, 2020).

Job burnout: An extended response to job stressors and is characterized by energy
depletion and fatigue (Obschonka et al., 2023).

Organizational citizenship behavior: Discretionary behaviors that do not fall
within the employee’s job scope (Shie & Chang, 2022).

Psychological contract breach: The subjective perception of employees that an
organization has failed to adequately fulfill a set of unwritten assumptions of both parties

regarding obligations and promises (Topa et al., 2022).



Employee retention: A methodical approach to establish and cultivate a work
atmosphere that encourages employees to stay in an organization long term by effectively
addressing their varied requirements (Bharath, 2021).

Assumptions, Limitations, and Delimitations
Assumptions

Research assumptions are the underlying beliefs, theories, or ideas that guide the
design, implementation, and interpretation of a research study, and these assumptions
shape the researcher’s perspective and influence their choices throughout the research
process (Brentnall & Higgins, 2022). One assumption was that the participants would be
honest and open when answering interview questions. | also assumed that the sample of
participant interviews would achieve data saturation. Another assumption was that all
participants would have a good command of the English language and would understand
the interview questions. Researchers must be aware of their assumptions and make them
explicit to ensure transparency and rigor in their research (Alvesson & Sandberg, 2020).
Therefore, | stated my assumptions to increase the trustworthiness of this study.
Limitations

Limitations are the potential gaps or concerns that the researcher is unable to
control (Clarke et al., 2023). | anticipated two limitations. One limitation was that the
interview participants may have only partially disclosed pertinent information about their
organization due to competitive advantage concerns in this study that might be
encountered during data collection. Therefore, rich data acquisition may have been

reduced. Another limitation was the results of the study may not be generalizable across
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other industries. According to Montgomery (2023), acknowledging limitations increases
research transparency; therefore, supplying the aforementioned limitations will support
the readers’ trust in my report.
Delimitations

Delimitations describe the boundaries the researcher will include to ensure the
study addresses the research question (Theofanidis & Fountouki, 2018). Geography was a
delimitation for this study. I conducted this study in the Caribbean since the hotel
managers were associated with Caribbean hotels. Another delimitation was a focus on
leaders who have successfully reduced employee turnover. Therefore, | exclusively
selected participants based on geography and capacity to answer the research question.

Significance of the Study

This study’s findings are valuable to business leaders in light of new trends in
employee turnover. Liu-Lastres et al. (2022) referred to the Great Resignation, a term
initially coined by Anthony Klotz, describing a trend where workers across sectors have
been resigning from jobs at a higher-than-normal rate. According to the authors, the hotel
industry has experienced the highest turnover rate compared to other sectors. On a global
scale, Salama et al. (2022) reported that the hotel industry is experiencing labor shortages
in developed countries and emerging markets and that reducing employee turnover has
become the top priority for the industry. Therefore, this study provided recent information
on the employee turnover problem that could inform the actions of business leaders in

addressing new trends in employee resignations.
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Contribution to Business Practice

The study’s results could improve business practice by assisting hotel managers to
address the business problem of employee turnover. Leadership strategies are essential to
addressing business problems. Leaders must be capable of creating strategies to address
challenges within their organizations, such as employee turnover (Han, 2020). The results
from this study could provide Caribbean hotel managers with deeper insights into how
they could create strategies to reduce employee turnover to maintain business viability.
Additionally, scholars associated with the leadership discipline may benefit from the
information derived from the study’s results. Employee turnover decreases hotel
profitability due to expenditure on employee replacement (Xu et al., 2022). This research
could provide business leaders with information to increase profitability. Strategies that
enable increased profitability could facilitate growth in the hotel sector and increase hotel
business success.
Implications for Social Change

The results of this study could contribute to positive social change because the
results could benefit hotels and the broader communities in the Caribbean. According to
Lei et al. (2023), hotel business success precipitates positive social change through
increased employment and revenue generation, which benefits communities. Businesses
play a significant role in driving positive social change through value creation that
benefits the broader community through resource availability and increased well-being of
society (Brzustewicz et al., 2022). The results of this study could help hotel managers to

reduce operating costs due to employee turnover, creating surplus funds that could
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contribute to value creation within communities. Additionally, leadership strategies to
reduce employee turnover may also influence employees to elevate community over self-
interests, which may be a conduit for social change (Jaroliya & Gyanchandani, 2021).
Leadership strategies that reduce employee turnover could increase hotel industry
growth, contributing to the sustainability of small island economies through decent work
and resilient communities, which supports the United Nations Sustainability
Development Goals 8 and 11, necessary for maintaining the livelihoods of citizens and
economic stability (see Ordonez-Ponce et al., 2021).
A Review of the Professional and Academic Literature

Introduction

Employee turnover is a problem that continues to threaten business viability.
Kanchana and Jayathilaka (2023) posited that employee turnover is a global challenge
linked to deleterious effects on an organization’s performance. Business viability is
hinged on leadership strategies to address problems, such as employee turnover;
however, leaders may not be equipped with the relevant knowledge needed to formulate
effective strategies to address issues such as employee turnover. Hallo et al. (2020) found
that leaders often lack information to support strategies in modern business environments
and rely on previous approaches that may no longer be contextually relevant. Therefore,
leaders could benefit from research that explores successful strategies to address
employee turnover.

The purpose of this qualitative multiple case study was to explore leadership

strategies hotel managers use to reduce employee turnover. In the current literature
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review, | provide information and analysis on the existing body of knowledge related to
leadership’s contribution to addressing the issue of employee turnover. A literature
review supports the advancement of knowledge (Kraus et al., 2022). In this literature
review, | examined research that previously explored employee turnover and leadership
strategies. The transformational leadership theory was used as the conceptual framework
for this study and provided the lens through which the employee turnover problem is
viewed. Therefore, the theory was used to contextualize the review of previous research
and support the research question.
Organization of the Review

In this literature review, | used a plethora of previous research as a foundation to
explore leadership strategies hotel managers use to reduce employee turnover. The
review was linked to the design of the research question and interview questions. | begin
the review by exploring the transformational leadership constructs and other supporting
and contrasting theories. Then | examine the themes of employee turnover effects on
business viability. The literature review closes with an examination of factors that
influence the success of leadership strategies to address employee turnover.
Literature Search Strategy

| conducted a literature search for peer-reviewed articles and seminal works that
were relevant to supporting the purpose of the current study and the depth of my
exploration. The sources consisted of journals, reports, and scholarly seminal books. |
used Ulrich’s Global Serials Directory to confirm that the sources included in the study

were peer reviewed. The following databases were searched: (a) Business Source
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Complete, (b) Emerald Management Journals, (c) SAGE Premier, (d) ProQuest, and (e)

ABI/INFORM. Keywords were essential to establish the relevance of the previous
research to the current study; therefore, when conducting database searches, | used the
following keywords: influence, individualized consideration, inspirational motivation,
intellectual stimulation, job satisfaction, communication, full-range leadership theory,
transformational leadership theory, multifactor leadership questionnaire, employee
motivation, employee turnover intention, staff retention, resignation, employee turnover
in the hotel industry, employee retention, and employee turnover problem. The literature
review for this study included 202 references, of which 195 (or 98%) were peer-reviewed
articles published within 5 years of my anticipated study completion date. The review
also included three books (see Table 1).

Table 1

Summary of Literature Review Sources

Source <5years >5years 9 <5years Total
Peer-reviewed journal 197 4 98 201
articles
Scholarly books 0 3 3
Other 0 0 0
Total 197 7 98 204

Note. The table depicts the results of the literature search.

| investigated theories that could anchor leadership strategies hotel managers use
to reduce employee turnover. My literature search results revealed that transformational
leadership was best suited to form the conceptual framework of this study. The literature

search also revealed other leadership theories, such as transactional and servant
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leadership theories. Other researchers have viewed the employee turnover problem using
the transformational leadership theory (i.e., Tian et al., 2020; Yucel, 2021). Therefore, |
conducted a comprehensive review of the literature related to transformational leadership
theory to address the research question better.

Transformational Leadership Theory

The transformational leadership theory formed the conceptual framework for this
study. Researchers often use the transformational leadership theory as a conceptual
framework in qualitative research because it has been linked with beneficial
organizational outcomes (Saad Alessa, 2021). Moreover, follower transformation
differentiates transformational leadership from most other leadership theories
(Siangchokyoo et al., 2020). Transformational leadership emerged from the seminal work
of Burns (1978), who explained that leaders could influence followers’ interests to
benefit an organization. Additionally, Burns, using the context of politicians, explained
that transformational leadership is characterized by followers in an organization
considering the organization’s interest above their own, not contingent on rewards, which
is a key distinguishing factor.

The results of Burn’s work highlighted that transformational leaders could
positively influence employee behavior that aligns with positive organizational outcomes.
As interest in transformational leadership gained momentum, Bass (1985) elucidated the
psychology behind transformational leadership by linking it to four constructs:
individualized consideration, idealized influence, intellectual stimulation, and

inspirational motivation. Bass emphasized that leaders could influence their team to align
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their objectives with an organization by being an exemplar, mentor, and seeking the
employees’ interest. Later, Bass and Avolio (1994) presented a five-dimension model
comprising idealized attributes, idealized influence, inspirational motivation,
individualized consideration, and intellectual stimulation. Bass and Avolio expanded
transformational leadership beyond the original political context, presenting the concept
as a valuable tool for leaders to influence positive behaviors.

Researchers have identified transformational leadership as a solution to a myriad
of organizational issues. Specifically, in their study, Tian et al. (2020) found that
transformational leadership could support leaders’ efforts to increase employee retention,
supporting the claims of Bass and Avolio (1994). Notwithstanding the various
operationalizations and expansions of the original concept, the seminal work of Burns
(1978) and Bass (1985) remains the foundation of theory. The positive effect of the
transformational leader in raising the operating level of followers through increased
motivation is a common theme in subsequent studies. Increasing operating levels of
employees has been linked to a plethora of positive business outcomes, including
employee turnover reduction (Vo et al., 2022). Hotel managers could benefit from a
deeper understanding of transformational leadership.

A growing body of evidence suggests that transformational leadership has
maintained prominence as a solution for issues, such as job satisfaction. Illustrating this,
Huynh (2021) used data from employees in Vietnamese firms to conduct a correlational
study to examine transformational leadership’s effect on work motivation with the

leader’s impact on employee satisfaction as a mediator. The author found that
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transformational leaders directly influence employee motivation through increased job
satisfaction. In related research, Hussain and Khayat (2021) found a proliferation of
studies linking transformational leadership to job satisfaction. Notably, scholars have
consistently highlighted the relevance of leaders’ role in addressing job satisfaction. For
example, Paais and Pattiruhu (2020) observed that leaders must continually improve job
satisfaction. Similarly, Chen et al. (2022) found that transformational leadership can
effectively increase and predict job satisfaction. Literature has also confirmed the
deleterious consequences of low job satisfaction. In earlier research, Gebregziabher et al.
(2020) found that employee job dissatisfaction was associated with higher employee
turnover rates. Based on the assertions of Gebregziabher et al., leaders must be aware of
the link between job satisfaction and employee turnover. Accordingly, transformational
leadership behaviors could reduce employee turnover through increased job satisfaction.
Transformational leadership could improve virtual team functioning. Some
researchers hold the view that leaders play a central role in ensuring virtual teams remain
connected with an organization because a disconnect will result in lowered productivity
and could increase employee turnover (Grossman & Mazer, 2021; Lisak & Harush,
2021). Within a productivity context, Jaroliya and Gyanchandani (2021) conducted a
quantitative study using survey data from 354 Indian information technology
professionals to examine the effect of transformational leadership style on team
performance. The researchers found that transformational leadership behaviors increased
team function. Similarly, Mysirlaki and Paraskeva (2020) found that transformational

leadership behaviors improved the cohesiveness of virtual teams; however, these
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assertions may be debatable. For example, in their multiple case study, Liebermann et al.
(2021) found that while transformational leadership behaviors positively influenced
virtual teams, workload and time pressures during crisis reduced the likelihood of virtual
team leaders employing transformational leadership behaviors. However, recent studies
still support the significance of transformational leadership during a crisis. Using a
granular approach, Olsen et al. (2023) found a perception among 58 virtual team
employees that leaders who stimulated positive interpretations and individualized
consideration increased team cohesion. Expanding on Olsen et al.’s claims, Saha et al.
(2023) argued that emotional intelligence increases team commitment and positively
correlates with idealized influence, inspirational motivation, and individualized
consideration. According to these researchers, highly emotional intelligent leaders were
more capable of displaying transformational leadership behaviors. The authors further
claimed that the behaviors increased organizational identity during crisis and uncertainty,
which decreases employee turnover while increasing performance. Therefore, emotional
intelligence informs the potency of the effectiveness of transformational leadership
behavior in improving team function and may influence a virtual team leader’s proclivity
toward displaying transformational leadership behaviors in reducing employee turnover.
Transformational leadership has been linked to successful organizational change.
In this regard, Cao and Le (2022) claimed that transformational leadership significantly
influences organizational change capability (OCC). Cao and Le conducted a correlational
study using data from 376 employees in 115 companies in China to examine the link

between transformational leadership and OCC. According to the researchers,
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transformational leadership was among the most potent leadership styles to enhance
OCC. The authors attributed the effectiveness of transformational leadership to the
increased levels of employee trust that the transformational leadership behaviors yield.
Trust involves an emotional connection between the leader and the employee. Islam et al.
(2021) posited that when leaders display transformational leadership behaviors that show
concern, they positively influence the mental state of followers, increasing their trust in
the leader. Therefore, leaders could increase OCC by displaying transformational
leadership behaviors that create a perception of concern for their employees.
Transformational leadership also reduces resistance to change. Resistance to
change is often cited as the main reason for change failure and has been negatively linked
to leadership’s failure to convince followers that the change benefits them (Rehman et al.,
2021). Warrick (2023) asserted that the leadership style of change agents is often a source
of resistance to change, and they recommended that change leaders use the
transformational leadership style to manage change. Previously, Zainab et al. (2022)
conducted a correlational study using survey data from 260 bank employees in Pakistan
to determine how transformational leadership and communication affected resistance to
change. Zainab et al. found that transformational leadership increased employees’
openness to change due to the positive effect of the style on trust. According to the
authors, employees’ trust in an entity is associated with their belief that the organization’s
success will also benefit their interests. Similarly, in their meta-analysis of research, Lai
et al. (2020) found that transformational leadership behaviors allow leaders to influence

employees to change as an opportunity, lessening feelings of fear and anxiety that
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stimulate resistance to change. Based on the claims of these researchers, when
transformational leaders convince followers that collective goals will be mutually
beneficial, resistance to change is positively impacted.

Leaders must create an environment that fosters innovative capacity. In their
multiple case study, Valero-Pastor et al. (2021) used qualitative data from professionals
in digital-only news outlets to study how transformational leadership behaviors could
address innovative capacity in digital news outlets. The researchers found that
transformational leadership behaviors enabled an effective communication style and
increased empowerment, resulting in increased innovation. Similarly, Tian et al. (2020)
posited that transformational leadership increases collaboration through high-quality
communication, which supports knowledge sharing. Subsequently, knowledge sharing
was also identified by Salehi and Sadeq Alanbari (2023) as a hindrance to innovation.
Based on the results of the previous research, transformational leadership could increase
innovative capacity through its positive impact on knowledge sharing (Tian et al., 2020;
Valero-Pastor et al., 2021).

The structure of an organization may impact the effectiveness of transformational
leadership. Moon and Park (2019) conducted a longitudinal quantitative study using
survey data from participants in the U.S. government to compare the effects of
transformational and transactional leadership styles on employee turnover, considering
the span of control as a moderator. The researchers found that managers who exhibit
transformational leadership behaviors effectively reduced employees, aligning with

previous research (Romi et al., 2022). However, their study results also indicated that



20

transactional leadership behaviors effectively reduced employee turnover when the span
of control was small. While the study’s results contradict the findings of previous
research (i.e., Xiong et al., 2023) that elevated the importance of transformational
leadership, Moon and Park attributed the result to the moderating effect of structural
distance due to the improved leader-employee interaction that a small span of control
facilitates. Notwithstanding Moon and Park’s claims, Jacobsen et al. (2022) criticized
Moon and Park’s span of control-based explanation as being overly simplistic since span
of control was nonlinear and complex, which may have affected the inferential results.
However, both researchers agreed that a larger span of control is associated with lower
perceptions of leadership behavior compared to a medium control span. Leaders in large
organizations should consider the potential detrimental effects of structure on their
leadership strategies to reduce employee turnover.

Leaders have used transformational leadership attributes to effectively address
employee turnover issues related to multigenerational constructs in modern organizations.
In light of the increase in the ratios of new generations in the workforce, Barhate and
Dirani (2022) explained that business leaders are now faced with employee turnover
challenges characteristic of the influx of Generation Z employees into organizations and
highlighted a need for research. Gabriel et al. (2022) conducted a correlational study
using survey data from hotels in Malaysia, using transformational leadership as the
theoretical framework to investigate the relationship between idealized influence,
inspirational motivation, intellectual stimulation, individualized consideration, and

Generation Z employee retention. According to the authors, Generation Z, comprising
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employees born between 1996 and 2009, is particularly sensitive to leadership styles,
which affects staff turnover. Gabriel et al. found that all dimensions of transformational
leadership positively influence Generation Z employee turnover and employee
innovation. While Gabriel et al. effectively explained the relationship between
transformational leadership and multigenerational turnover, Xiong et al. (2023), in a more
granular approach, explained the link between transformational leadership and
Generation Z turnover when they argued that transformational leadership behaviors
increased Generation Z employees’ loyalty to the organization through the positive effect
of transformational leadership on individual-organization matching. According to Xiong
et al., unlike previous generations, new-generation employees are susceptible to external
distractions that decrease their career focus and, consequently, organizational match. The
authors further explained that transformational leadership behaviors create an inclusive
and supportive work atmosphere that increases organizational loyalty by stimulating the
employees’ focus. Therefore, leaders must consider the unique characteristics of each
generation when addressing employee turnover.
Idealized Influence

Influence is an essential component of leadership. Ye et al. (2022) posited that
leadership style is vital in influencing followers to display positive behaviors that may
benefit an organization. Bass and Avolio (1994) highlighted the benefits of the idealized
influence component of transformational leadership. According to the authors, leaders
who display idealized influence are role models who instill trust and loyalty in followers.

Researchers have associated idealized influence with solutions to common challenges in
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business practice. For example, Peng et al. (2021) argued that idealized influence
addresses challenges related to employee resistance to change and change readiness since
the behaviors convince employees that leaders are vested in the change processes.
Additionally, Jun and Lee (2023) articulated that idealized influence addresses a lack of
innovation by stimulating creative, innovative thinking. The potency of idealized
influence is linked to individual psychological needs. Bojovi¢ and Jovanovi¢ (2020)
posited that employees have an emotional need for affiliation and a sense of competence.
According to the authors, idealized influence satisfies this psychological need, resulting
in increased employee motivation and the tendency to act in the organization’s interest.
Based on the significance of idealized influence, scholars (Bass & Avolio, 1994) have
dissected the concept based on specific outcomes of each sub-construct.

Bass and Avolio (1994) further operationalized idealized influence in expanding
Bass’s (1985) four I’s model to specify idealized attributes and idealized behavior.
According to Bass and Avolio, while idealized behavior describes leaders’ actions in
demonstrating optimal value and sharing beliefs with followers; idealized attributes refer
to how followers perceive leaders and the likelihood of the followers emulating the
leader. The distinction is significant for gaining a deeper understanding of idealized
influence. Ho et al. (2023) used a case study using interview data from 15 participants to
explore employees’ perceptions of transformational leadership traits. Based on the
authors’ thematic analysis, idealized attributes showed a significantly higher preference
than idealized behaviors. According to the authors, leaders who communicated a sense of

purpose and vision engendered employees to follow by example. However, other
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research showed that idealized behaviors are as potent as idealized attributes. For
instance, in their correlational study on employee engagement, Valldeneu et al. (2021)
determined that of all transformation leadership behaviors, idealized behaviors showed
the highest correlation with employee engagement. Therefore, based on the existing
research, transformational leaders must understand the utility of the unique sub-
constructs of idealized influence and leverage them appropriately when engaging with
followers.

Leaders of organizations use idealized influence components of idealized
attributes and idealized behaviors to increase employee commitment and trust. Afshari
(2021) conducted a correlational study using survey data from 189 manufacturing
organization employees to investigate the relationship between idealized influence and
organizational commitment. The researchers confirmed a statistically significant
association and reported that the idealized influence component of transformational
leadership increased employee commitment to an organization. Afshari’s results also
align with previous research. For example, Nassif et al. (2020) highlighted the positive
effects of role behavior on the power to influence employees. In a similar vein, Peng et al.
(2020) found that leaders who exhibit role-model behavior increased employee
commitment. However, unlike Peng et al., Ashfari detailed specific aspects of idealized
influence that affect organizational commitment.

The nature of the relationship between idealized influence and employee
commitment must be understood since the relationship may be affected by culture.

According to Afshari (2021), leaders who displayed idealized behavior increased the
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engagement and commitment of followers by clearly communicating the organization’s
vision and objectives, which stimulated employees to act beyond their interests.
Additionally, leaders who displayed idealized attributes increased trust in the organization
through role-model behavior. Additionally, the researcher found that national culture
determined the extent to which followers attributed perceptions of charisma and power to
their leaders. Afshari found that in low-context cultures, employees place great
significance on leadership competence and reputation compared to high-context cultures.
Incidentally, Caza et al. (2021) also highlighted culture as a factor in transformational
leadership effectiveness, validating Afshari’s claims. Therefore, national culture informs
the effectiveness of idealized influence that global leaders employ to increase employee
commitment.
Individualized Consideration

Individualized consideration is a construct within transformational leadership
theory. Avolio and Bass (1995) described the result of individualized consideration as a
change in behavior emanating from the leader that is diffused through all levels of an
organization. In a similar vein, Khan et al. (2020) posited that individualized
consideration accounts for the training, supervision, and development associated with
transformational leadership behaviors. Incidentally, Avolio and Bass previously
highlighted that leaders’ ability to assess individuals’ development needs plays a crucial
role in training and development, influencing individuals to shift their behavior from self-
interest to that of others and the organization. Individualized consideration supports

development, which is central to the transformation of followers.
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The developmental attributes of individualized consideration produce positive
organizational outcomes. Khalil and Sahibzadah (2021) conducted a correlational study
using survey data from 330 employees of private-sector universities. The authors found
that the developmental outcomes of individualized consideration increased job
satisfaction. The authors’ findings also aligned with Jong and Ford (2020), who found
that supervisors could use individualized consideration to determine individual
preferences for the level of supervision support. Leaders who demonstrate the
developmental attributes of individualized consideration could create positive changes at
all levels of the organization and increase job satisfaction through understanding
individual preferences and developmental needs.

Employee performance and job commitment have been a persistent concern for
leaders. According to Yucel (2021), transformational leadership behaviors reduce
employee turnover. Yucel conducted a correlational study using survey data from 478
Turkish healthcare professionals to investigate the impact of transformational leadership
constructs on employee performance and employee turnover. The study’s results showed
that transformational leadership behaviors were linked to higher performance and
organizational commitment, contributing to lower employee turnover. The results are in
line with prior research. For example, Jiatong et al. (2022) found that transformational
leadership behaviors proactively support followers to achieve their highest potential,
resulting in higher performance and commitment. Individuals perform better and are
more committed to an organization when they perceive that their leaders consider them.

The findings in the Yucel study could be explained by the individualized consideration
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construct of transformational leadership, which is the attribute of transformational leaders
to meet followers’ needs (Avolio & Bass, 1995), demonstrating the versatility of
transformational leadership.
Inspirational Motivation

Inspirational motivation is a critical differentiator between transformational and
other leadership styles. Inspirational motivation is a transformational leadership
dimension that refers to leadership behaviors that stimulate employee’s confidence in
their ability to complete tasks (Busari et al., 2020). Khattak et al. (2020) argued that
transformational leaders use inspirational motivation to increase employee trust in the
leader by promoting their focus on shared organizational objectives. Unlike other
leadership styles, such as transactional leadership, which motivates employees
extrinsically using external rewards or punishments (Efianda & Iswahyuni, 2021),
transformational leaders stimulate intrinsic motivation through inspirational motivation
(Hai et al., 2021). Notably, Venketsamy and Lew (2022) argued that while intrinsic and
extrinsic motivation synergistically contribute to increasing organizationally beneficial
employee behavior, intrinsic motivation is positively correlated with employee creativity
and innovation. According to the authors, increased self-interest associated with intrinsic
motivation was linked to employees performing their jobs optimally toward self-
satisfaction. Similarly, L. Wang et al. (2021) posited that increased intrinsic motivation
can lead to higher creativity, innovation, and job performance. Therefore, leaders use
inspirational motivation to stimulate a symbiotic link between employee self-interest and

the objectives of an organization.
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Inspirational motivation increases employee performance. In illustrating this
claim, Muthimi et al. (2021) conducted a correlational study using survey data from 370
Kenyan university administrators to investigate the relationship between the inspirational
motivation dimension of transformational leadership and the academic performance of
universities in Kenya. The researchers confirmed that inspirational motivation positively
affects academic innovative performance. According to the authors, inspirational
motivation was operationalized through future optimism, articulating a clear vision, and
fostering team spirit, which increased follower optimism to achieve the intended goals.
The findings also aligned with subsequent research. For instance, Kumar et al. (2022)
found that inspirational motivation strongly predicted vigor and absorption elements of
employee engagement and high performance among Indian power company employees.
Similarly, Khan et al. (2022) found that inspirational motivation increased higher
education institutions' employee performance. Though these researchers agree that
inspirational motivation is positively linked to increased employee performance, the main
conceptual advancement was supported by Muthimi et al., who clarified that the potency
of inspirational motivation could be attributed to the leaders’ ability to understand the
environment and characteristics of their followers due to having been exposed to prior
preparatory administrative positions. Based on Muthimi et al.’s contribution,
organizational policies should include contextualized leadership development to
maximize the potential of inspirational motivation behaviors to increase employee

performance.
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Leaders use inspirational motivation to stimulate positive organizational behavior.
[lustrating this, Budur and Poturak (2021) conducted a correlational study using data
from 399 company and 420 customer surveys to examine the impact of transformational
leadership on customer satisfaction through increased organizational citizenship behavior.
The authors found that inspirational motivation, compared to other transformational
leadership dimensions, strongly improved employee helping behaviors and
conscientiousness, increasing customer satisfaction. Similarly, Fauzi et al. (2021)
attributed inspirational motivation to increased knowledge-sharing behaviors in their
correlational study. Notably, both teams of researchers identified the stimulating effect of
inspirational motivation on follower eagerness and positive thinking, suggesting a causal
relationship. Yet, the correlational design in both cases is unlikely to support such a
notion. However, discretion is a common theme between organizational citizenship
behavior (Casu et al., 2021) and knowledge sharing (Lee, Byun & Kim, 2021).
Incidentally, Bulinska-Stangrecka and Bagienska (2021) emphasized the vital role of
intrinsic motivation in stimulating discretionary behaviors. Since inspirational motivation
is positively related to intrinsic motivation (Oh et al., 2021), leaders could employ
inspirational motivation behaviors to trigger employee discretionary behaviors.
Intellectual Stimulation

Intellectual stimulation promotes novel approaches to business sustainability in
new contexts. Bass (1985) explained that intellectual stimulation involves leaders
creating an environment to foster creativity by viewing a problem from various angles.

Creative thinking has been a pivotal construct within corporate sustainability. According
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to Umana-Hermosilla et al. (2020), business resilience hinges on novel context-based
corporate sustainability strategies, implying that business success depends on leaders'
ability to develop and stimulate creativity in addressing sustainability risks. Illustrating
this, in a quantitative study involving 352 Norwegian manufacturing, Eide et al. (2020)
found that the intellectually stimulating attributes of transformational leadership
behaviors resulted in effective sustainability strategies through improved employee
creativity in dynamically orienting themselves to context-based problems. According to
the researchers, organizations with leaders who promoted intellectual stimulation were
more likely to develop sustainable strategies to create new value, which predicted
increased financial performance. Similarly, Busari et al. (2020) praised the contribution
of intellectual stimulation to creative solutions from a resource-based perspective. In
validating Eide et al.’s findings. Busari et al. proffered that when leaders empower
followers to violate the status quo by presenting new challenging concepts and fostering
an environment that boosts thinking skills without excessive concern for rules, they
create a culture of innovative thinking, which eventually becomes part of the firm's
intangible resources to create sustainable value. Therefore, leaders’ intellectual
stimulation behaviors could promote the development of a creative culture that can be
leveraged as a resource in corporate sustainability strategies.

Intellectual stimulation is a leadership behavior supporting idea creation to solve
business problems. In this regard, Becker et al. (2021) contended that intellectual
stimulation can foster the inclination of followers to cultivate novel methodologies and

embrace innovative approaches to problem-solving. Literature has highlighted the
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benefits of intellectual stimulation in motivating followers to solve problems. As an
illustration, Thuan (2020) employed survey data collected from 415 personnel within the
Vietnamese information technology industry to undertake a correlational investigation to
explore the association between intellectual stimulation and follower creativity. The study
revealed a significant positive correlation between the extent to which leaders engage in
intellectual stimulation and the level of creativity exhibited by their followers. According
to the authors, intellectual stimulation also fostered creativity indirectly through increased
job autonomy. Researchers have highlighted the role of job autonomy in supporting
positive organizational outcomes. Notably, Lee, Choi, and Kang (2021) found that job
autonomy was associated with increased personal creativity in sustainability-related
problem-solving. Similarly, Nie et al. (2023) identified job autonomy as motivating
innovative problem-solving in volatile environments. Based on Nie et al.’s claims, leaders
should consider the synergistic motivational benefits of intellectual stimulation and job
autonomy in problem-solving.
Supporting and Contrasting Leadership Theories and Models

While transformational leadership is a widely studied and popular leadership
theory, it is important to consider opposing perspectives and alternative theories.
Transactional leadership and servant leadership serve as contrasting theories. The nature
of each leadership style underpins the contrasts. For example, transformational
leadership’s humanist characteristics diverge from the contingency approach of
transactional leadership (Martinez & Leija, 2023). Additionally, Martinez and Leija

pointed out that servant leadership is based on placing employees before the organization,
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thus setting it apart from other leadership styles. On the other hand, charismatic
leadership aligns with transformational leadership (Nassif et al., 2020). Therefore, I
explore the contrasting and supporting theories to enhance a better understanding of
nuances related to leadership in employee turnover.

Servant Leadership Theory

Servant leadership theory is based on the premise of the follower's needs above
the organization and the leader (Greenleaf, 1970). While servant leadership and
transformational leadership have been found to positively affect organizational outcomes,
some differences between the two styles support a contrast. Xue, Luo, et al. (2022)
believe that servant leaders primarily focus on attending to their followers' needs and
overall welfare, while transformational leaders emphasize organizational objectives and
foster their followers' commitment to these objectives. Further contrasts were highlighted
in the work of Martinez and Leija (2023), such as servant leadership’s focus on autonomy
as the prominent role of the follower in contrast to transformational leadership, where the
central role of the followers resides in meeting organizational goals. Though both styles
may influence positive organizational outcomes, leaders must understand how the role of
the follower differentiates the outcomes of the styles.

Employee turnover reduction strategies could illustrate the contrast between
servant and transformational leadership. For example, Westbrook et al. (2022) used data
from 248 nursing professionals to conduct a correlational study to determine the impacts
of servant leadership on employee turnover. According to the report, servant leadership

does not directly affect employee turnover. However, recent literature has shown a trend
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of divergence from this position. For example, in their correlational study, Amah and
Oyetunde (2023) found that among 1,000 employees in 200 Nigerian businesses, servant
leadership was directly associated with reduced employee turnover. According to the
research, leaders who adopted a people-centered approach through increased employee
empowerment, career development, and a positive work environment reduced employee
turnover. Yet transformational leadership has also been associated with reduced employee
turnover through factors such as people development and empowerment. Aligning with
Amah and Oyetundes’ work, Saira et al. (2020), in a correlational study in the textile
industry, confirmed that transformational leadership reduced employee turnover as the
behaviors promote employee empowerment and development of employee skills. Saira et
al.’s claims highlight the importance of the contrast in both leadership styles at the
leader's level. Supporting this notion, Canavesi and Minelli (2021) identified leader
beliefs, perspectives, and way of life as the main contrast between transformational and
servant leaders. While both leadership styles could positively affect employee turnover,
the boundary between the styles is based on the leader's inherent traits and beliefs along
the continuum of servant attributes versus organizational foci.
The Transactional Leadership Theory

The transactional leadership theory revolves around leaders adapting leadership
behaviors based on external factors. The transactional leadership style encompasses the
utilization of extrinsic motivators, such as rewards and penalties, as a means to stimulate
employee engagement (Bass, 1985). Transactional and transformational leadership are

two distinct leadership styles. According to Bass, a leader’s behavior cannot be strictly
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categorized as exclusively displaying either transformational or transactional leadership
styles but rather is contingent upon the specific circumstances. Supporting Bass’s
position, Burns (1978) viewed transactional and transformational leadership as two
contrasting forms of leadership on a single continuum. Notably, Burns highlighted that
while addressing organizational difficulties, a manager can adopt either a
transformational or transactional leadership style, but not both simultaneously. Therefore,
leaders must know the merits of both leadership styles based on contextual factors.
Transactional leadership may have varying results on employee engagement in
some contexts. Mickson et al. (2021) claimed that leaders' utilization of transactional
leadership behaviors, such as contingent incentives and punishments, could establish a
compliance-oriented dynamic within the employee-employer relationship. In this context,
employee engagement becomes contingent upon receiving rewards or punishments
(Boccoli et al., 2022). Notably, Gupta and Gomathi (2022) identified a direct correlation
between employee engagement and turnover. Further exploring the issue, Dartey-Baah
and Agbozo (2021) undertook a correlational study that involved the analysis of survey
data obtained from 430 participants employed in the banking sector of Ghana. The
primary objective of this study was to investigate the effects of transformational and
transactional leadership styles on workers' level of job engagement. The authors disclosed
that transformational leaders significantly impact employee engagement, whereas
transactional leaders did not exhibit a comparable influence. The researchers ascribed the
discrepancy to the absence of a conducive engagement climate typically associated with

transactional leadership. In a related study, Thanh and Quang (2022) investigated the
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relationship between transformational leadership, transactional leadership, laissez-faire
leadership, and employee engagement. Their findings revealed that transactional
leadership demonstrated the least significant impact on employee engagement compared
to the other leadership styles. However, in a previous study on nonprofit organizations,
Aboramadan and Dahleez (2020) revealed that effective leadership styles, whether
transactional or transformational, can lead to increased work engagement among
employees. Therefore, transactional leadership behaviors may be inconsistent in their
results and could result in increased employee turnover.

Existing literature has evidenced transactional leadership's positive and negative
effects on follower performance. However, there is debate on the issue. On the one hand,
Beauty and Aigbogun (2022) found that transactional leadership negatively affected
follower performance. The researchers examined the impact of leadership styles on
employees’ performance using a correlational design in which data was analyzed from
255 Malaysian employees. According to the authors, performance-based rewards did not
facilitate increased employee performance. On the other hand, Adnan et al. (2022)
confirmed that transactional and transformational leadership was positively correlated
with employee performance in Pakistan’s manufacturing sector. Recent literature has
supported Adnan et al.’s claims that both styles positively influence employee
performance. For example, in a Malaysian context, Bee Wen et al. (2023) found that
among 385 participants, both leadership styles positively correlated with high employee
performance. Again, the researchers noted that transformational leadership had a stronger

correlation with employee performance than transactional leadership. Based on these
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researchers (Adnan et al., 2022; Bee Wen et al., 2023) findings, the impact of

transformational leadership is higher than transactional leadership and contributes to
increased employee performance. However, the authors did not explain the possibility of
interaction between the two leadership styles as suggested by Bass and Avolio (1994),
who posited that transformational leadership amplifies the effects of transactional
leadership. Hence, literature remains inconclusive regarding arguments to discount the
position of researchers such as Beauty and Aigbogun, who hold the view that
transactional leadership degrades follower performance.

Within the context of employee organizational commitment, Kern and Selamat
(2022) posited that transactional leadership has been identified as comparatively less
effective than transformational leadership in contexts that require employee commitment.
Kern and Selamat studied the relationship between leadership styles, self-esteem, and
organizational commitment. Supporting a correlational design, the researchers analyzed
data from 109 students in five universities in Malaysia. The authors' report revealed that
transactional leadership showed a weak and insignificant relationship between all
dimensions of organizational commitment. However, there is divergence in the literature
surrounding the efficacy of arguments that align with Kern and Selamat’s assertions. For
example, Puni et al. (2020) found that transactional leadership behaviors also increased
employee commitment when the issue was analyzed in Ghana. However, Thao et al.
(2022) observed that transactional leadership positively correlated with work stress,
reducing long-term employee commitment to organizations. Still, Mokoena et al. (2022)

linked organizational commitment to employee turnover. Therefore, leaders who
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predominantly display leaders transactional leadership behaviors to increase employee
commitment in the short term should consider the consequential and sustained impact of
those behaviors on employee turnover.

Transactional leaders use extrinsic tools to motivate employees. Illustrating this,
Ouyang et al. (2022) studied the association between transactional and transformational
leadership styles and employee motivation. The authors used survey data from 78 leaders
and 387 employees in firms in China to support their correlational study. The researchers
discovered that transactional leadership was associated with extrinsic motivation, while
transformational leadership was linked to increased intrinsic and extrinsic motivation.
However, recent literature has revealed that leaders are often interested in enhancing
proactive and autonomous employee behaviors related to intrinsic motivation (Bazzoli &
Curcuruto, 2020). Hence, the motivation effects of transactional leadership may be
limited due to the single dimension of extrinsic motivation. In related research, Gagné et
al. (2020) found that, unlike transactional leadership, transformational leadership’s
relation with intrinsic motivation was positively associated with increased collective
autonomous motivation. According to the authors, collective autonomous motivation was
correlated with positive organizational outcomes such as reduced employee turnover.
While the extrinsic motivational attributes of transactional leadership could be suited in
some contexts, the style may not be suited in situations that require independent action
and could result in increased employee turnover.

Leaders use transactional and transformational leadership to stimulate innovative

behaviors. Cui et al. (2022) articulated that different leadership styles could increase
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employees' innovative behavior. Yet recent studies reveal a debate surrounding the link
between both leadership styles and innovation-related outcomes. Literature shows that
employee innovation, such as intrapreneurial behaviors, is central to human capital
resources (Badoiu et al., 2020). Within this context, Klein (2023) conducted two
correlational studies using survey data from 464 employees in Israel to investigate the
potential link between leadership style and intrapreneurial behaviors. Klein found that
transactional and transformational leadership increased employee corporate
entrepreneurship behaviors through organizational support. However, the researchers also
discovered that in environments of intense competitive rivalry, transformational
leadership behaviors were more potent in stimulating corporate entrepreneurship
behaviors. In further distinguishing the two styles, Wei and He (2022) argued that
transactional leadership could positively impact employee innovation behavior in stable
environments. However, there is some divergence in literature (Liu et al., 2020; Nguyen
et al., 2021). Exacerbating the issue, Nguyen et al. (2021), in their correlational study,
found a negative association between transactional leadership and employee innovative
behavior. Moreover, researchers such as Alrowwad et al. (2020) also expressed views that
aligned with Nguyen et al.'s position. Alrowwad et al. vehemently contended that
transactional leadership is linked to the degradation of innovative and creative thinking.
Based on these researchers' claims, leaders who predominantly employ transactional
leadership attributes to stimulate innovation-related responses, such as intrapreneurial
behaviors, should consider the impact of external environment characteristics on the

potency of the transactional leadership style.
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Charismatic Leadership

Charismatic leadership supports the transformational leadership theory. In this
regard, Lim and Moon (2021) posited that charismatic leadership accounts for a
significant portion of variance within the overall construct of transformational leadership.
Moreover, charismatic leadership is characterized by leaders' capacity to inspire and
encourage their followers with charm and charisma. This aspect is a common ground
between transformational and charismatic leadership, particularly concerning idealized
influence (Men et al., 2020; Ziegert et al., 2021). Clarifying Men et al.’s assertion,
Ziegert et al. (2021) concluded from their two correlational studies that charismatic
leadership effectiveness depends on contextual factors. Another important aspect of
charismatic leadership theory is the attribution of charisma by followers to leaders.
Cohen and Yoon (2020) posited that charisma is not an inherent trait of leaders but rather
a perception attributed to them by their followers. According to the authors, this
perception is influenced by factors such as the leader's behavior, communication style,
and personal skills. Though research indicates that both styles are complementary, leaders
must understand the contextual sensitivity related to charismatic leadership.

Transformational and charismatic leaders could display synergistic behaviors to
reduce employee turnover through the complementary attributes of both styles. Trust has
been highlighted as a central factor in employee turnover literature (Avrahami et al.,
2022). INlustrating the impact of charismatic leadership on trust, Liu and Song (2022)
conducted a predictive analysis of the effects of charismatic leaders' psychological state

on workers' work attitudes. The study findings indicated that charismatic leaders who
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demonstrated sensitivity towards the needs of their employees have the potential to
enhance employee trust in leadership and foster dedication towards organizational
objectives. Within the realm of transformational leadership, Islam et al. (2020) found
empirical evidence supporting the notion that the charismatic attributes of
transformational leaders facilitated the establishment of robust connections with
subordinates, leading to heightened levels of trust. Aligning with Islam et al.’s claims,
Yue (2021) found that among 417 US employees, leaders who inspired followers to
forsake self-interest to pursue collective objectives increased trust, readiness for change,
and reduced intention to quit. Therefore, leadership behaviors that increase employee
trust could decrease employee turnover.

Employee turnover during times of crisis is a significant concern for
organizations. Labrague and Santos (2020) posited that fear associated with crisis
situations increased employee turnover, requiring leaders to respond in these scenarios.
Literature demonstrates the efficacy of charismatic behaviors in times of crisis. For
example, a correlational study of 366 employees in Israel, by Klein and Delegach (2023)
revealed that trait commonalities with transformational leadership, such as clear vision
and role model behaviors, play a role as coping mechanisms for followers during times of
crisis and reduce turnover. Similarly, Bastardoz et al. (2022), in a quasi-experimental
study, found that charismatic rhetoric positively influenced negative emotions and
psychological distress, which Labrague and Santos associated with employee turnover.
Both studies highlighted the role of charismatic behavior as an employee support

mechanism during crisis. In explaining the support link, Crayne and Medeiros (2021)
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articulated that charismatic behaviors help employees make sense of uncertainty.
Therefore, leaders could exploit both leadership styles’ synergistic benefits, such as
charismatic rhetoric in communication, to optimize sensemaking and reduce employee
turnover during times of uncertainty. However, leaders should also consider individual
differences in the relationship between charismatic leadership and employee turnover.
Employee Turnover

The research question in this study addresses the business problem of employee
turnover. According to Lazzari et al. (2022), employee turnover describes a scenario
involving the separation of an employee from an organization voluntarily or
involuntarily. Involuntary turnover and voluntary turnover affect the organization
differently and must be delineated. Involuntary turnover refers to the termination of an
employee from a position in an organization (Wang & Sun, 2020), while voluntary
turnover describes a separation initiated by an employee (Shepherd et al., 2020). While
employee turnover has been widely examined, some scholars argue that there is still little
understanding of employee turnover as a business problem. For example, Bolt et al.
(2022), in their systemic review of literature on turnover research, highlighted significant
gaps in knowledge on employee turnover due to literature being fragmented into different
branches of turnover, such as turnover intention, employee retention, and actual turnover.
Since each category of turnover identified in literature affects business differently,
scholars have shifted focus to advancing knowledge in these specific constructs.

Voluntary Turnover
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The focal point of studies on voluntary turnover has shown a change from
turnover toward employee turnover intention. Researchers became interested in the
antecedents of employee turnover since voluntary turnover is outside of an organization's
control. For example, in their seminal work, Mitchell et al. (2001) presented the job
embeddedness theory as they postulated that voluntary turnover could be better
understood through the lens of job embeddedness. According to Michell et al., employee
team links, job fit, and potential sacrifice in absence of their job, were associated with
increased employee retention. The work of Michell et al. provided organizations with a
mechanism to operationalize and predict voluntary turnover by proactively addressing
intent to leave. Moreover, Bolt et al. (2022) contended that fragmented
conceptualizations of turnover have resulted in ambiguity around key delineations in
types of turnover outside the control of an organization. The authors claimed that
retention, actual turnover, and turnover intention are similar but do not interact. Though
not supported by literature (Kanchana & Jayathilaka, 2023; Xuecheng et al., 2022;
Younis et al., 2023), Bolt et al. argued that high employee retention does not equate to
low turnover. However, the authors’ differentiation between actual turnover and turnover
intention has been a subject of debate.

Functional and Dysfunctional Turnover. In their seminal work, Dalton et al.
(1981) outlined that dysfunctional turnover involving high performers and functional
turnover associated with low performers produce differing effects on an institution. While
leaders could address turnover intention to reduce actual turnover, the results may not

benefit the organization. Researchers have sought to expand the existing knowledge on
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beneficial outcomes of turnover. For example, Maertz et al. (2022) conducted two studies
using data from a U.S. retail bank in one study and an Indian consultancy firmin a
second study to examine the reasons for dysfunctional and functional turnover. The
researchers found that dysfunctional turnover was associated with a lack of employee
support, development opportunities, and leadership, while functional turnover was linked
to job stress, compensation, and job insecurity. According to the author, leaders must
prioritize addressing dysfunctional (high-performer) turnover. Supporting Maertz et al.’s
claims, Adriano and Callaghan (2023), in their correlational study of 323 professionals,
found that highly innovative employees were associated with higher desire to voluntarily
separate from their organization. Adriano and Callaghan further explained that perceived
supervisor support and job satisfaction influence the retention of innovative employees.
Based on these researchers ‘findings and in line with other research (Aggarwal et al.,
2022), leader and organizational support are essential in addressing dysfunctional
turnover. Incidentally, Khan, Amin, and Saif (2022) highlighted that transformational
leaders use individualized consideration to support follower development. Therefore,
leadership behaviors influence dysfunctional turnover.

Actual Turnover and Turnover Intention. Turnover intention describes the
intention of an employee to voluntarily separate themselves from an organization, while
actual turnover is the cessation of participation in an organization (Hu et al., 2022). The
distinction between actual turnover and turnover intention has become a focal point in
employee turnover research since turnover intention predicts actual turnover. Ki and

Choi-Kwon (2022) conducted a correlational study using 491 shift-work female nurses to
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test their hypothesis that turnover intention predicted actual turnover. The authors
confirmed their hypothesis. According to the researchers, turnover intentions were a
precursor to actual turnover but were a multistage process that was not sudden. However,
Richter et al. (2020) argued that intention does not always lead to actual turnover. Recent
evidence has supported this claim. For example, Taylor-Clark et al. (2022) found that
when leaders identified preventable reasons for employee departure, they also have an
opportunity to intervene and influence an employee’s decision to leave. Based on the
arguments of these researchers, leaders have an opportunity to address the factors that
affect turnover intention to eliminate the next stage of actual turnover.

Leaders must manage work stress factors that influence employee’s intent to
leave. Jasinski and Derbis (2022) conducted a correlational study using survey data from
306 Polish midwives aged 23 to 61. The researchers sought to determine if work stressors
and negative psychological affect at work are positive predictors of intention to leave.
The researchers confirmed that workload strongly predicted the intention to leave an
organization. Additionally, Jasinski and Derbis linked interpersonal conflicts to increased
work stress, which increased negative affect at work. Jasinski and Derbis’s conclusion is
consistent with that of Rotenstein et al. (2023), who, in their correlational study using
data from different categories of health staff, studied the association between perceived
work overload and increased employee turnover intention. Based on the statistical
analysis results, the researchers found that perceived work overload increased employees’
intention to leave. Both researchers identified work environment, staffing, and

interpersonal relationships as contributing factors in work stress. Similarly, in their
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correlational study, Poku et al. (2022) found that leaders who promote positive
interpersonal relationships and implement effective staffing strategies could reduce intent
to leave. However, unlike the other researchers (Jasinski & Derbis, 2022; Poku et al.,
2022), Rotenstein et al. identified variations in perceived work stress among various
categories of workers. Based on Rotenstein et al.’s claims, leaders must consider
variations in work stress across worker categories when addressing these factors as part
of strategies to address employee turnover.
Involuntary Turnover

Like voluntary turnover, involuntary turnover negatively affects businesses.
However, the effect of involuntary turnover, such as dismissals, on business performance
has been a source of debate. Some researchers (Maltarich et al., 2020; Shepherd et al.,
2020) have argued that involuntary turnover and dismissals could benefit organizations.
Recent trends in employee turnover have led to a proliferation of studies to better
understand the associated complexities. This is exemplified in the work undertaken by
Maltarich et al. (2020) who conducted gquantitative research using data from 1,047 retail
organizations to test their prediction that increased dismissal rates will improve unit
performance. The authors found that dismissal rates increased workforce productivity.
According to the authors, the dismissal of relatively low performers is a form of
involuntary turnover that benefits businesses. However, other scholars such as Qiu and
Magnan (2021), disagreed. In their correlational study involving 350 firms, Qiu and
Magnan linked involuntary turnover to a loss of institutional knowledge and expertise

and decreased productivity and efficiency. Complicating the issue, Trevor and
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Piyanontalee (2020) posited that the literature on involuntary turnover remains sparse.
Adding to the debate, Burrows et al. (2022), in a correlational study of 908 employees,
asserted that the effects of involuntary turnover were related to the characteristics of job
embeddedness. Despite the ongoing debate, the issue has grown in importance in light of
the recent COVID-19 pandemic.

More recently, literature has emerged that offers contradictory findings about the
positive effects of involuntary turnover. Involuntary turnover increases burnout, anxiety,
and stress among the remaining employees (John et al., 2022), consequently increasing
employee turnover (Caillier, 2020). John et al. (2022) further explained that the negative
psychological effects of involuntary turnover can be particularly pronounced during times
of crisis, such as the COVID-19 pandemic. Expanding on the issue in the hotel sector, Tu
et al. (2021) used data from 302 hotel employees in China to investigate the effects of in-
role and extra-role performance. The correlation study’s results confirmed performance
impairment among the remaining employees. The authors also found that social support
could mitigate the effects of involuntary turnover. In a related study, Jung et al. (2021)
conducted a causal-comparative study to determine the effect of job insecurity due to
involuntary turnover on turnover intention. The researchers confirmed that the
psychological effects of involuntary turnover in times of crisis increased instances of
employees deciding to depart an organization to seek other opportunities. However, other
research suggests that the effect on voluntary turnover may not be uniformly distributed
across an entity. In a study by Hamstra et al. (2023), based on data from 326 financial

services organizations that conducted layoffs, the researchers found that involuntary
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turnover was associated with the departure of remaining promotion-focused employees
who were also perceived to be overqualified. While there may be arguments that
involuntary turnover can be functional for organizations, the evidence suggests that it can
have negative consequences for both employees and the organization as a whole.
Factors to Consider in Leadership Strategies to Reduce Employee Turnover
Work Environment

Work environment-related factors contribute to employee turnover. Specifically,
Xue, Wang et al. (2022) emphasized that psychological factors in the work environment
strongly predict high turnover. One important psychological factor is the presence of a
toxic workplace environment. In this regard, Rasool et al. (2021) posited that a toxic
workplace environment characterized by harassment, bullying, and ostracism can have
detrimental effects on their well-being and, consequently, their turnover intention.
Moreover, Ozkan (2021) argued that an abusive supervision climate promotes a toxic
work environment and increases turnover intention. [llustrating this, Ozkan used survey
data from 230 Turkish nurses to conduct a correlational study to examine the relationship
between employee turnover intention and an abusive supervision climate. The authors
found that abusive supervision increased turnover intention through the promotion of
increased incivility, ostracism, and workplace bullying. In a related study, Wang, Du et al.
(2021) identified a link between abusive supervision and increased newcomer turnover,
attributed to the inhibited ability of new employees to connect with the organization
psychologically. Psychological connection was also highlighted by Zhang and Yang

(2024) as they argued that employees separate from organizations when they



47

continuously experience negative emotions and that once their psychological connection
with the organization has been compromised, they will act to preserve their sustainable
growth through voluntary separation. The corollary of the argument is that employees
who no longer have a psychological connection due to a negative supervision climate are
likely to go beyond turnover intention and actually separate from an organization.

High-quality work environments have been found to have a significant impact on
reducing turnover among employees. According to Els et al. (2021), work environments
affect turnover due to the consequential effects on quality of work life. Els et al.
conducted a correlational study of 400 South African manufacturing sector employees to
examine the relationship between quality of work life and employee turnover. The
authors established that work environments had a strong effect on employee turnover.
According to the researchers, when employees perceive their work environment to be
supportive, they are more likely to have higher levels of job satisfaction and
organizational commitment, which in turn reduces their intention to leave the
organization. Similarly, researchers such as Andriani et al. (2023) and Abdou et al. (2022)
observed that a supportive work environment reduced turnover due to the associated
improvement of job satisfaction and employee work engagement. In related research,
Makarim and Muafi (2021) found that a caring and supportive work atmosphere reduced
the likelihood of employees separating from the organization. Therefore, organizations
should prioritize creating and maintaining a caring work environment to reduce the
likelihood of voluntary turnover.

Corporate Social Responsibility
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Corporate social responsibility (CSR) has been found to impact employee
turnover. Lee and Choi (2021) argued that CSR has been associated with positive
organizational outcomes and explained that CSR could be viewed as internal and
external. The distinction is considerably essential within the context of staff turnover. Hui
(2021) found that internal CSR, has a more substantial negative impact on employee
turnover than external CSR. Hui used data gathered from 209 small and medium-sized
enterprise employees in China to conduct a correlational study to investigate the
influence of CSR on employee’s intent to leave. According to the researcher,
organizations can lower employee turnover by prioritizing corporate social responsibility
within their operations. In a related study, Cheng et al. (2022) found that employees'
negative perceptions of CSR activities increased employee turnover during the COVID-
19 pandemic, underscoring the significance of upholding favorable CSR practices during
adversity. Moreover, based on the claims of these researchers (Cheng et al., 2022; Hui,
2021), CSR is associated with reduced turnover. However, Hui highlighted a deficiency
in knowledge involving other contextual variables' impact on the relationship between
CSR and employee turnover. In addressing this gap, Boutmaghzoute and Moustaghfir
(2021) investigated the association between internal CSR actions and turnover reduction
in a large corporation context. The researchers found that corporate hypocrisy attributed
to a lack of transparency moderated the positive effective internal CSR. Hence, it is
imperative for leaders to effectively manage the components of CSR within their
organizational strategy to reduce employee turnover while considering factors that affect

appropriate information disclosure.
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Job Satisfaction

Job satisfaction affects employee turnover. According to Ann and Blum (2020),
when employees are dissatisfied with their jobs, they are more likely to consider leaving
the organization. In their investigation, Ann and Blum employed a correlational study
design using survey data from 524 senior citizen employees in the hotel industry to
determine the motivational factors that predict job satisfaction and dissatisfaction and
senior employees’ turnover intentions in the industry. The researchers observed that
interesting work was the most powerful predictor of job satisfaction, followed by
recognition and achievement. In a related study involving Generation Z employee’s job
satisfaction, Mahmoud et al. (2020) posited that interesting work and recognition were
positively related to Generation Z employee job satisfaction. The conceptual
advancement in this instance is substantiated by the transgenerational elements that
impact employee work satisfaction. Subsequent studies by Henke (2023) and Mohammed
Abu Hussein et al. (2023) have also identified a significant inverse relationship between
work satisfaction and turnover. The contributions made by Ann and Blum have
similarities across elements that may influence employee turnover in relation to job
satisfaction across different generations. The concept of relevance is further exemplified
by Santos (2020), who emphasized the heightened leadership difficulties that arise from
managing a workforce comprising individuals from many generations. Hence, it is
imperative for employers to consider the varying levels of work interest and the
significance of employee recognition when formulating job satisfaction initiatives aimed

at mitigating employee turnover.
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Psychological Contract Violation

Psychological contract violation (PCV) could increase employee turnover. Azeem
et al. (2020) posited that employees’ experiences of PCV may cause increased desire to
leave. In a correlational investigation using survey data from 200 bank leaders in
Pakistan, Azeem et al. confirmed PCV as an antecedent of employee turnover intention.
The researchers reported that PCV invoked feelings of organizational betrayal, which was
sequentially linked to increased job dissatisfaction and work disengagement. Azeem et al.
also posited that interventions based on the symptoms of PCV, using open
communication and personal relationships, could reduce employee turnover by reversing
PCYV responses. In related research, Lee and Chen (2021), within a multigenerational
context and, found that Generation Y employees are more likely to have stronger turnover
intentions when dealing with PCV compared to Generation X employees. Based on the
researcher’s claims, different generations may have varying responses to PCV. While
existing literature highlights the need for leaders to act based on symptoms of PCV, these
signs may not be easily recognized. Illustrating this, Gong and Sims (2023) identified
increased PCV due to the COVID-19 pandemic attributed to organizational adjustments.
Gong and Sims believe that leaders may be unaware of employees' views of mistrust
during organizational changes, such as the implementation of remote work, resulting in
an unexpected violation of the psychological contract. Taken together, these studies
support the notion that PCV is likely to increase during organizational changes.
Therefore, leaders could address PCV as an antecedent to employee turnover that requires

particular attention in multigenerational contexts and during periods of uncertainty.
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Post-COVID-19 Pandemic World

The COVID-19 pandemic has been attributed to a rapid increase in employee
turnover across industries. Researchers such as Ng and Stanton (2023) hold the opinion
that the pandemic stimulated an impetus for hotel workers to leave their jobs due to
increased social benefits and the ability to reevaluate their relationship with their current
employer. In supporting this notion, Serenko (2023) revealed that the hotel industry
employee turnover rate was 40% at the onsite of the pandemic recovery. In a similar
investigation, Kuzior et al. (2022) conducted a case study using interview data from 81
employees in a German start-up entity to determine the factors contributing to pandemic-
related resignations. The researchers concluded that ethical, cultural, relational, and
personal factors were associated with post-pandemic employee turnover. In a related
study, Varavallo et al. (2023), exhibiting a more granular approach, identified flexibility,
meaningful work, social responsibility, and self-care as factors related to pandemic-
related employee turnover. According to Varavallo et al., the pandemic has resulted in a
notable transformation in employees' perceptions of work, leading to a heightened
inclination to pursue career changes driven by the significance of their work. Based on
the assertions of these researchers, there is an increasing body of evidence suggesting that
the post-pandemic landscape is linked to a transformative change in how employees
perceive the significance of work. Hence, organizational leaders must implement
methods that effectively tackle the issue of work meaning to address the post-pandemic

employee turnover challenge.
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Compensation

Studies have examined the relationship between compensation and turnover
intention, yielding varying results. Illustrating this, Aman-Ullah et al. (2022), in a
correlational study, used surveys to gather data from 600 doctors in Pakistan hospitals to
investigate the impact of compensation on employee turnover among health care
employees. Similar to other research (Ramlah et al., 2021), the researchers confirmed a
significant relationship between employee turnover and compensation. Notably, the
authors claimed that employee compensation had a more significant influence on
employee turnover in developing country contexts associated with unfavorable economic
factors. However, a growing body of evidence suggests that compensation is often not a
single determinant in employee turnover. In a previous study by Aburumman et al.
(2020), compensation was found to be negatively correlated with employee turnover.
However, the authors also observed that other factors could offset the adverse effects of
compensation. This is further exemplified in the work undertaken by Jolly et al. (2021),
who confirmed their hypothesis that job variety may moderate the relationship between
compensation and hotel employee turnover. According to the researchers, hotel leaders
could reduce employee turnover by creatively increasing job variety when they are
unable to increase compensation. In explaining their findings, the authors asserted that
while hotel employees associate compensation with the perception of their value to the
organization, increased job variety was positively correlated with perceived

organizational support, resulting in lower employee turnover. Therefore, leaders could
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consider allowing employees to gain various job skills and experiences in contexts of
unsatisfactory compensation levels.
Economic Disturbances

The shifting global economy plays a crucial role in employee turnover. As the
economy evolves, job opportunities may arise in different sectors or industries, enticing
employees to seek new employment opportunities (Kwarteng Owusu & Gregar, 2021),
Economic uncertainty can have significant effects on employee turnover. Uncertainty in
the economy, such as changes in economic policies or political instability, can create a
sense of job uncertainty and identity disturbance for employees (Godinic et al., 2020),
which can lead to increased turnover as employees may seek more stable job
opportunities. Another study by Choper et al. (2021) focused on the service sector in the
United States and the impact of precarious schedules on job turnover. Choper et al.
concluded that turnover among low-wage workers was influenced by schedule instability.
Incidentally, Schneider and Harknett (2020) previously linked precarious work schedules
to economic factors. Therefore, economy-related unstable or unpredictable schedules, can
contribute to higher turnover rates among low-wage workers. Within the context of job
insecurity related to economic shifts, Nawrocka et al. (2021) confirmed that job
insecurity increased employee turnover due to increased job and work environment-
related stress. Based on the literature, economic shifts could amplify the effects of
adverse factors that could increase employee turnover.

Mergers and acquisitions (M&As) due to economic shifts may contribute to high

staff turnover due to voluntary resignations. According to Tseole and Ngulube (2022),



54

employee turnover due to M&As can lead to a loss of valuable knowledge and expertise
within an organization. Yet, M&As have been a significant component of expansion and
growth in the hotel industry. Kim (2021) posited that mergers and acquisitions are often
seen as an alternative to building a new business in the hotel industry. In illustrating the
issue of turnover, Woehler et al. (2021) used survey data from 599 employees across
merged firms in Indonesia to conduct a correlation study toward understanding voluntary
turnover in M&A contexts better. The report confirmed that M&As contributed to
increased employee turnover. Woehler et al. attributed the result to the effect of cross-
legacy ties on employee departures. Recent evidence has shown that employee turnover
in M&As is also related to psychological ownership. In their study, Degbey et al. (2021)
found that employees’ lowered psychological ownership was linked to decreased
organizational commitment and, consequently, increased turnover. Scholars have also
focused on employee turnover in cross-border M&As. For example, Yi Lin Chow et al.
(2021) identified a comparatively higher level of employee turnover in cross-border
acquisitions than in local contexts. According to the authors, the interplay between social
dynamics and contextual factors such as culture in cross-border M&As often increases
employee turnover due to increased social conflicts, which incidentally was also
identified by H. Lee, Zhang et al. (2022) as a contributor to employee turnover.
Therefore, strategies to reduce employee turnover in M&A contexts must promote a
networking environment that supports a sense of possession by the employees while

proactively addressing additional contextual social implications in cross-border M&As.
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Employee Development

Employee development plays a crucial role in reducing employee turnover within
organizations. Bharadwaj (2023) argued that when employees are provided with
opportunities for growth and skill enhancement, they are more likely to feel valued and
satisfied in their roles, leading to higher levels of organizational identification and
subsequent reduction in employee turnover. Recent trends in employee turnover (Memon
et al., 2020; Murtiningsih, 2020) have led to a proliferation of studies that show the
importance of training and development in addressing the turnover problem. Illustrating
this, Martini et al. (2022) conducted a correlational design to explore alternative
relationships between perceived investment in employee development and turnover.
Based on survey data from a sample of 337 employees working in two large companies
in Italy, the researchers established that perceived investment in employee development
reduced the likelihood of turnover. According to the researchers, while investment in
employee development increases employability external to an organization, employee
development was not associated with increased employee turnover. In related research,
Ahn and Huang (2020) correlated general and firm-specific training with reduced
employee turnover, using data from 10,069 employees in 467 publicly traded firms in
South Korea. Notably, the authors also highlighted the centrality of employee
development towards increased organizational identification, which Bharadwaj
subsequently linked to reduced employee turnover. However, Wang, Kim et al. (2020)
highlighted that employees’ perceptions of development may diverge from the

perceptions of the firm’s leadership. In this regard, Kasdorf and Kayaalp (2021)



56

confirmed that among 687 health care employees from the U.S. Midwest, employee
perceptions of development were a critical factor in employee turnover reduction. The
argument’s corollary resides in the importance of leaders addressing the possible disparity
between their perceptions and employees' perceptions when including employee
development in strategies to reduce employee turnover.
External Job Opportunities

External job opportunities can have a significant impact on employee turnover.
Research has shown that employees who perceive career opportunities outside of their
current organization are more likely to have intentions to leave (Bwowe, 2020).
Elaborating on this perspective, Bwowe (2020) used survey data from a sample of 40
university academics, support, and technical staff to conduct a descriptive study on
employee turnover in organizations. The authors concluded that job opportunities
elsewhere increased the likelihood of increased turnover. However, the researchers
highlighted the role of social networks in reducing the potency of job opportunities to
influence employee turnover. More recently, literature has emerged that offers supporting
findings about the influence of social networks. For example, Younis et al. (2023)
highlighted that the centrality, position, and type of employee network could moderate
the effects of external job opportunities. However, Younis also explained that networks
may also be associated with collective turnover, meaning positive feedback about
external opportunities may lead to cluster resignations. Within the context of the hotel
industry, Rasheed et al. (2020), in a correlational study, linked external job opportunities

to increased employee turnover, when employees' perceptions of career advancement
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were low. Literature has also identified job opportunities as a contextual factor
contributing to employee turnover. For example, Ahmad Saufi et al. (2023) studied the
influence of job opportunities on employee turnover in higher education institutions. The
authors observed that job opportunities facilitated increased turnover intention among
academics. Notably, the researchers also highlighted that while variables such as work-
life balance could reduce employee turnover, job opportunities were a significant
moderator in the relationships that reduced the efficacy of work-life balance. The
conceptual advancement based on the literature is related to the significance of job
opportunities as a threat to strategies to reduce employee turnover.
Employee Engagement

Employee engagement could reduce employee turnover. When employees are
more engaged in their work and feel a sense of connection and commitment to their jobs,
they are less likely to leave the organization (Rameshkumar, 2020). Further illustrating
this, McCarthy et al. (2020) conducted a correlational study wherein they gathered data
from employees across 82 federal agencies. The researcher aimed to examine the
relationship between employee turnover and employee engagement. The authors verified
that employees who exhibit higher levels of engagement are comparatively less inclined
to voluntarily resign from their positions, in contrast to those with lower levels of
engagement. According to McCarthy et al., various factors directly influence engagement
levels, such as employee's perceptions of leaders and intrinsic work experience. In a
separate investigation, Kossyva et al. (2021) posited a similar assertion that a heightened

level of employee engagement was associated with decreased employee turnover.
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Kossyva et al. conducted a study examining employee turnover among Generation Y
employees in knowledge-intensive service industries. According to the authors, employee
turnover was a significant mediator between change management and employee intent to
leave and the relationship between high-performance work systems and intent to leave.
While the researchers (Kossyva et al., 2021; McCarthy et al., 2020) effectively linked
employee turnover with employee engagement, the link remained ubiquitous, which
could create challenges for operationalizing their findings. In a more granular approach,
Abdou et al. (2022) argued that employee engagement is a mutually beneficial
association between the employee and the organization fostered by the leadership style
employed. This relationship is characterized by a sense of moral obligation on the part of
the employee to remain in the organization. Furthermore, Abdou et al. noted that
transformational leadership was particularly successful in enhancing employee
engagement. Hence, the potency of the mediating influence of employee engagement on
employee turnover is contingent upon the behavior exhibited by leaders.
Transition

In Section 1 of this study, I detailed an introductory segment that encompassed the
study's purpose, problem description, and rationale for employing a multiple case study
approach. Furthermore, I explicated the research inquiries, interview inquiries,
conceptual framework, and the significance of the investigation as salient components of
the study. The objective of this study was to explore leadership strategies hotel managers
use to reduce employee turnover. I also conducted a comprehensive examination of

scholarly literature pertaining to the conceptual framework and employee turnover.
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Section 2: The Project

Section 2 of this study begins with a restatement of the purpose statement. I then
discuss the role of the researcher in the data collection process, including how I increased
my awareness of ethical concerns. The study participants, chosen research methodology,
research design, and population and sampling are also described. In addition, I present
my thoughts on ethical research, data collection instruments and techniques, and data
analysis. | conclude the section by summarizing the study’s reliability and validity
criteria.

Purpose Statement

The purpose of this qualitative multiple case study was to explore leadership
strategies hotel managers use to reduce employee turnover. The population consisted of
four hotel managers of four hotels in the Caribbean who have used successful strategies
to reduce employee turnover.

Role of the Researcher

The process of data collection in qualitative research involves several key
responsibilities. Qualitative researchers focus on understanding the complexities and
nuances of a particular case or phenomenon, and their role in data collection is essential
for capturing the depth and context of the research topic (Fische & Guzel, 2022). As the
researcher, | was clear on what information | needed and from where and whom the
required perspectives could be obtained, and use this information to guide my participant
selection (see Bell & Warren, 2023). | was the data collection instrument (see Yin, 2018).

Moreover, | determined the adequacy of sample sizes during and after data collection,
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which involved assessing and reporting thematic saturation to ensure that enough data
had been collected to address the research questions effectively (see Guest et al., 2020;
Mwita, 2022). | also ensured that participants understood the data collection process and
their role in the interviews (see Soh et al., 2020). Furthermore, as the researcher | was
also prepared to spend longer periods in the data collection to pursue unforeseen data
collection opportunities (see Kvande et al., 2021). Therefore, my role in the data
collection process was crucial for ensuring the validity and reliability of the research
findings.

Researchers use reflexivity in qualitative research to examine and describe
relationships between the participants and themselves (Skukauskaite et al., 2021). Since
reflexivity increases research rigor (Peddle, 2021), I disclosed my background,
participant selection assumptions, and avenues for potential bias while conducting the
study to increase the study’s credibility. As the researcher, | had no personal or
professional relationship with the prospective participants of this study. My interest in
this topic emanated from my observation of employee turnover as a consumer interacting
with the hotel industry.

The risks and benefits of interviews with hotel managers constituted an ethical
consideration because commercially sensitive data could be revealed. Ethical conduct
involves how the researcher integrates moral principles into the research process. Ethical
conduct also affects the reputation and trustworthiness of an independent scholar-
practitioner (Stein-Smith, 2020). The Belmont Report is a foundational document in

research ethics that outlines the ethical principles of respect for persons, beneficence, and
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justice (Fielding-Miller et al., 2022). According to the details of the Belmont Report, the

risks and benefits of the research should be in equilibrium (Department of Health,
Education, and Welfare ,1979). As the researcher, | had to follow ethical standards for the
protection of participants by making them anonymous and maintaining data
confidentiality. Therefore, | adhered to the ethical guidelines of the Belmont Report
throughout my research process.

I had to mitigate my biases as a researcher to ensure the data did not reflect my
own views. Historically, bias has been viewed as a problem with qualitative research
because the researcher is often the primary research instrument, making it essential to
ensure the trustworthiness and validity of the data collected (Jones & Donmoyer, 2020).
Accordingly, Johnson et al. (2020) highlighted the need for researchers to acknowledge
the existence of potential bias, to enhance the credibility of data collection and analysis in
qualitative methods. Natow (2020) stressed the value of multiple data sources in arguing
that triangulation increases the study’s validity in mitigating the effects of bias.
Therefore, I used interview transcripts, employee records, and other forms of company
documentation as multiple data sources to mitigate bias. However, Baldwin et al. (2022)
identified potential researcher bias in secondary data collection due to cognitive biases.
Therefore, I avoided viewing data through a personal lens by using bracketing.
Bracketing involves researchers setting apart their existing knowledge of a phenomenon
to ensure they can be nonjudgmental and open to all new information (Askerud et al.,

2021). Therefore, bracketing and data triangulation increased the rigor of this study.
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An interview protocol is vital to gain useful qualitative data. According to
Dunwoodie et al. (2022), an interview protocol facilitates the interview process involving
various groups of people in a systematic, consistent, and comprehensive manner through
prior delimitation of the issues to be explored. I used an interview protocol to arrange the
questions to support and refine the semistructured interviews to ensure standardization
across interview sessions. Romano et al. (2021) recommended the use of interview
protocols to ensure that semistructured interviews remain relevant to the research
question. Moreover, the interview protocol enabled me to reduce researcher bias.
According to Bergelson et al. (2022), standardized interview questions help to mitigate
inherent researcher bias; therefore, the interview protocol (see Appendix) assisted me in
gaining a better understanding of leadership strategies that reduce employe turnover
while mitigating researcher bias.

Participants

My target population consisted of four hotel managers belonging to four hotels in
the Caribbean who have used successful strategies to reduce employee turnover.
Participant eligibility and appropriateness are critical when selecting interviewees
sampling because, as Moser and Korstjens (2018) have argued, participant eligibility
criteria increase research credibility. Therefore, | established the following eligibility
requirements; All interviewees were hotel managers who have successfully reduced
employee turnover. Since | selected four hotel managers who met these criteria, the
participants were appropriate for my research objective. The utility of the interview data

hinges on the interviewees’ experience in addressing employee turnover in the hotel
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industry; therefore, | considered the participants appropriate because they had knowledge
and experience that may be useful in providing an in-depth understanding of employee
turnover.

| used various strategies to establish a working relationship with research
participants. George et al. (2023) recommended integrating participant engagement into
the research protocol, forming partnerships with participants. Additionally, Wong et al.
(2021) highlighted strategies that include communication methods and locations, such as
text messaging and phone calls. Horsfall et al. (2021) emphasized rapport building in
enhancing the efficacy of interviews. Accordingly, | established rapport with the
participants through clearly communicating the importance of the current study, sharing
information about my background, holding regular check-in conversations using social
media and in-person meetings, and making phone calls. By incorporating these strategies,
| established a rapport that fostered a positive and collaborative relationship with
participants, ultimately enhancing the quality and reliability of the data I collected.

The quality of this study hinged on participant selection and access to
interviewees. Researchers decide who the study participants are, when and how they will
participate, and from where they will be selected (de la Croix et al., 2018). Additionally,
participants are the data source from whom results are derived and form the main support
of the reader’s confidence in the report. After considering the types of sampling available
and the characteristics of participants that support the purpose of this study, | decided to
use purposive sampling to select interviewees. Purposive sampling is more rigorous than

most other sampling methods (Johnson et al., 2020). Needing to gain access to a suitable
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participant population, researchers must consider access to participants because
accessibility affects research timelines and costs (Bell & Warren, 2023). | contacted local
business chambers for guidance on accessing hotel managers that have successfully
reduced employee turnover. Additionally, de la Croix et al. (2018) recommended
encouraging participants to select interview locations that offer comfort and privacy.
Therefore, | established a rapport with the participants by allowing them the opportunity
to select the interview locations while considering timelines and potential expenses.

Despite the participants meeting eligibility requirements, researcher bias in
participant selection may have affected the rigor of the current study. Cypress (2017) and
Morse (2015) have strongly contended that researcher bias in participant selection based
on researcher beliefs may affect the study’s validity. Consequently, I increased my
awareness of the potential for researcher bias grounded in participant selection.
Researchers use reflexivity in qualitative research to examine and describe relationships
between the participants and themselves (Skukauskaite et al., 2021). Since reflexivity
increases research rigor (Peddle, 2021), | disclosed my participant selection assumptions
and avenues for potential bias during the research process to increase the study’s
credibility.

Research Method and Design

Research Method

Researchers must choose an appropriate methodology to achieve rigor. Curtis and
Keeler (2022) highlighted that researchers should give reasons why a particular

methodology was chosen for a study. | used qualitative methodology in this study, and
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this choice was guided by the research approach. | examined a business problem in the
hotel industry; accordingly, | assumed an interpretivist approach while gaining an
understanding and greater meaning of the experience of business leaders in the industry.
Unlike quantitative methodology, the qualitative method is often used in interpretive
approaches (Stroumpoulis et al., 2021). Moreover, as an interpretivist, my research
methodology could not separate my values and beliefs from the research or interfere with
opportunities to increase my understanding of complex interactions.

Furthermore, Oliveira and Bonito (2023) observed that qualitative methodology is
a valuable approach in research due to its ability to provide in-depth understanding and
interpretation of complex phenomena. According to these authors, the methodology is
particularly advantageous in allowing researchers to narrate and understand rather than
predict and control because it focuses on the richness and depth of data rather than
numerical measurements offered by quantitative methods. Additionally, qualitative
research is rigorous and offers a deeper understanding of human experiences, context,
and social phenomena (Finn et al., 2022). Previous researchers, such as Michael and
Fotiadis (2022), also used a qualitative methodology to study employe turnover. Since |
did not intend to use an objectivist approach or quantitatively analyze data, the qualitative
methodology supported my subjectivist assumptions in gaining a better understanding of
successful leadership strategies hotel managers use to reduce employee turnover.

Ryu (2020) posited that research methodology is informed by the researcher’s
views and determines the research design; therefore, researchers guided by objectivist

views use gquantitative research. Muthu and Wesson (2023) posited that objectivist
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quantitative researchers adhere to a rigorous scientific process, detached from the values
and beliefs of the researcher. Unlike qualitative methods, the quantitative methodology is
useful in understanding a problem through the examination of variables and relationships
(Hower et al., 2022). However, | did not intend to detach my worldview from the study or
use objectivist assumptions; therefore, the quantitative methodology was not suited to
support my research intent.

| also considered mixed methods for this study. The mixed-methods research
methodology involves the integration of qualitative and quantitative methods to provide a
comprehensive understanding of the research question (Dawadi et al., 2021; Irvine et al.,
2020). Additionally, Wasti et al. (2022) posited that mixed-method research brings
interpretivist and positivist perspectives together. However, | did not use quantitative
elements or a positivist approach; therefore, the mixed-methods approach was not
appropriate for this study.
Research Design

| considered five types of research designs for this study. According to Yin
(2018), researchers often use five types of designs for qualitative studies. Ethnography,
phenomenology, grounded theory, and narrative were not suitable research designs for
this study, so I selected the case study design. The applicability of the case study design
was well elucidated in the work of Yin (2002) and Stake (1995). While the Yinian
postpositivist perspective differs from the Stakian constructivist perceptive, both scholars
agreed that the case study design provides an in-depth exploration of phenomena in their

real-life contexts. Additionally, Yin (2018) posited that case studies are conducted to
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explore the “what,” “how,” and “why”” of a problem. While each qualitative research
design provides researchers with a deeper understanding of a phenomenon, the case study
design best addressed the context considerations required in business-related research.

Case studies are often descriptive, explanatory, or exploratory (Priya, 2020). Case
study researchers often use single or multiple cases study designs (Yin, 2002).
Researchers use the single cases study design to explore unique phenomenon within a
specific case context (Bell & Warren, 2023). A researcher chooses a multiple case study
design when the research question involves comparisons across cases. Since the purpose
of this study was the exploration of leadership strategies used by hotel managers across
four different organizations within the context of the hotel industry, | selected the
multiple case study design because it allowed for an in-depth contextual exploration to
address the research question across cases.

Qualitative researchers often use phenomenology. Frechette et al. (2020)
explained that the phenomenological research design is a methodological approach that
aims to capture and interpret the lived experiences of individuals within a specific context
According to the authors, this approach is particularly valuable because it is used when
seeking to uncover the underlying assumptions and philosophical foundations that often
go unnoticed in traditional research methods. The theoretical underpinnings of
phenomenology reveal various spectrums in the form of different approaches,
highlighting the diversity within the field (Mhatre & Mehta, 2022). Furthermore, the use
of the phenomenology research design allows for the examination and reflection on the

lived experiences of research participants, providing valuable insights into various
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phenomena (Ibrahim et al., 2022). However, | did not intend to explore employee
turnover using lived experiences; consequently, the phenomenology research design was
not appropriate for my research intent.

Researchers conduct ethnographies to understand phenomena related to behavior
because ethnography is suitable for research objectives that explore culture in real-time
(Simanjuntak et al., 2022). Additionally, Black et al. (2021) explained that ethnographies
involve direct observations of people and places in real time and real-life. However, | did
not intend to study shared behavior patterns over a prolonged period; therefore, 1 did not
conduct an ethnography.

The narrative design is suitable for qualitative methodology when the researcher
seeks to explore a phenomenon through participants stories (van Sambeek et al., 2021).
The researcher’s views play a critical role in the selection of the narrative design. For
example, Parks (2023) argued that the design is best suited for researchers who adopt a
constructivist perspective involving the construction of stories to evoke specific
responses from the audience. Notably, Scheffelaar et al. (2021) shared that a key
characteristic of the design is that the researcher avoids the use of a semistructured
interview protocol. According to Scheffelaar et al., this approach encourages the
interviewee to tell their story. However, the narrative design was not suitable for the
current study because | intended to ask follow-up questions to gain a deeper
understanding of employee turnover.

Quialitative researchers could use grounded theory design. The design is valuable

for exploring processes and constructing theory based on collected data (Brandhorst et
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al., 2023; Stough & Lee, 2021). Additionally, Charmaz and Thornberg (2021) articulated

that researchers use the grounded theory design to develop theories that address gaps in
knowledge about a particular business problem. However, I did not intend to create
theories about employee turnover. Therefore, the grounded theory design was unsuitable
to support my research objectives.

Data saturation is critical in case study designs. Data saturation occurs at the
cessation of new themes from data (Alam, 2021). Despite the importance of data
saturation in research validity, the qualitative researcher must determine when it has been
achieved. However, Fusch and Ness (2015) argued that appropriate data saturation is
critical to qualitative studies and is not easily determined. Consequently, qualitative
researchers must consider appropriate strategies to ensure data saturation in data
collection to ensure research quality (Hennink & Kaiser, 2022). Researchers have
addressed this issue by using various strategies. For example, Ye and Lau (2022) in their
case study design used multiple sources in data collection and increased the number of
interviews conducted to attain thick and rich data, which also aligned with the
recommendations of Fusch and Ness. Therefore, to achieve data saturation, | used four
hotel managers from four different hotels as independent data sources for my research.
Since data saturation was achieved, there was no need to conduct further interviews.

Population and Sampling

My study population of four hotel managers was be selected from four hotels in

the Caribbean. The usefulness of the interview data is hinged on the interviewees’

experience in addressing employee turnover in the hotel industry. According to
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Tomaszewski et al. (2020), researchers using the case study design must include
participants with adequate knowledge and experience within the case context. In my
study, all interviewees were hotel managers who have successfully reduced employee
turnover. Accordingly, | used purposive sampling to identify the interviewees.

My study involved the unique perspectives of hotel managers that have
successfully used strategies to reduce employee turnover. Researchers use purposive
sampling to select interviewees most likely to provide useful information (Denieffe,
2020). Additionally, purposive sampling improves the rigor of a study’s results by using
participants with adequate knowledge and experience that align with the study’s
objectives (Campbell et al., 2020). Researchers also use other types of non-probability
sampling that may be applicable to my study to access participant with specific
knowledge. For example, Kennedy-Shaffer et al. (2021) explained that snowball
sampling is a sampling technique used by researchers to identify and recruit participants
through referrals from existing participants. According to the authors this method is
particularly useful when studying populations that are difficult to reach or locate through
traditional sampling methods. However, my population was not difficult to access.
Therefore, purposive sampling enabled me to find participants who have knowledge and
experience that may be useful in providing an in-depth understanding of employee
turnover.

My intended sample size comprised four hotel managers. In qualitative research,
data saturation is a crucial concept for determining the adequacy of sample size. Data

saturation refers to the point at which new data ceases to provide additional insights or
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information regarding the research topic (Guest et al., 2020). However, Guest et al.
(2020) highlighted that sample size in qualitative research is not solely determined by the
number of participants, but also by the number of interviews, observations, or events
sampled. Therefore, unlike quantitative research qualitative research sample size is
determined by the scope of the research. Moreover, the adequacy of sample size in a
qualitative case study is often determined by evidence of data saturation (Aguboshim,
2021). According to Arias Valencia (2022), researchers use triangulation to ensure data
saturation and involves the use of multiple methods or data sources to develop a
comprehensive understanding of the subject. Therefore, in addition to my sample of four
managers, | triangulated the data in the interview transcripts with company documents
and employee records to achieve data saturation and increase thick data.

The interview environment is a significant component of my research process that
| plan to address. According to Bjarvik et al. (2023) researchers should select interview
locations that promote reflexivity to increase interview data quality. Maintaining a natural
environment is also fundamental. Schnitzler et al. (2023) emphasized the importance of a
relaxed and familiar atmosphere. Therefore, | asked my participants to help choose the
interview location to increase their comfort levels. Additionally, | presented the option of
a face-to-face engagement or via other means such as Zoom conferencing. All interviews
were conducted in person.

Ethical Research
Ethical research was a fundamental element of my study process. Torres-Hostos

et al. (2023) explained that ethical research involves procedures to ensure mitigations are
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in place to reduce the potential of harm to study. Among these guidelines is the informed
consent process. The informed consent process entails providing potential research
participants with comprehensive information about the study, its objectives, potential
risks and benefits, and their rights, typically through an informed consent document (De
Sutter et al., 2021). Therefore, | ensured that each participant received an invitation in
accordance with the Walden University Institutional Review Board (IRB) guidelines that
explains the research that they are participating in. Prior to conducting the interview, |
gained consent via email, with each participant responding with the words, “I consent.”
The consent email explained the interview procedures, emphasized the voluntary nature
of the study, risks and benefits, privacy and provided contact information and the IRB
number for the study. I completed the IRB process prior to collecting data from any sites.
The IRB number for this study is 05-21-24-1171842.

Since participation in my study was voluntary, participants were reminded of their
right to withdraw at any time. According to Capell et al. (2021) participants have the
autonomy to withdraw from all research procedures. Participants were also informed that
they can withdraw from my research in writing or verbally. Additionally, participants
were not incentivized to participate. Incentives may act as undue inducements, potentially
compromising informed consent (Halpern et al., 2021). Therefore, | ensured that |
promoted open communication during interactions with the participants while upholding
their autonomy.

| ensured that ethical protection of participants was adequate. | used the principles

of the Belmont Report to protect my participants. Moreover, Fox and Busher (2022)
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posited that protection of participants through effective ethical practices is fundamental to
the research process and to preserving the researcher’s reputation. Anonymity was a focal
point in my research process. Dougherty (2021) argued that reliable qualitative data on
sensitive subjects is hinged on anonymity as research participants must perceive
assurances of confidentiality to provide meaning related to a problem. Accordingly, |
ensured that any information that could compromise participant and organization identity
and confidentiality during the study was analyzed to optimize anonymity. To ensure
anonymity, | also assign each participant an alphanumeric code of P1 through P4.
Additionally, as the researcher, | did not use any personal information for any purposes
outside of this research project. Also, I did not include participants’ names or anything
else that could identify them in the study’s report.

Hotel managers employ competitive strategies to gain a competitive advantage in
the hotel industry. Data management is a critical ethical consideration for this target
population. Therefore, a data management plan (Saunders et al., 2019), must be used to
protect sensitive organizational data, such as financial statements and operational plans
are of critical importance to ensure the highest ethical standards. Additionally, the risks
and benefits of interviews with hotel managers constitute an ethical consideration as
commercially sensitive data could be revealed. According to the details of the Belmont
Report, the risk and benefits of the research should be in equilibrium (Department of
Health, Education, and Welfare, 1979). Therefore, the conduct of the research should not
create an unnecessary commercial risk to the target population. Accordingly, all data

collected has been stored on a flash drive and kept in a locked file cabinet for 5 years
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following the study. Additionally, the flash drive will be destroyed, and files on my

computer will be deleted after the expiry of this period.
Data Collection Instruments

| was the primary data collection instrument for my study. Hasanah et al. (2022)
highlighted the role of qualitative researchers as human instruments in determining
research focus, selecting participants, and collecting data through interviews and
observations. In a similar vein, Busetto et al. (2020) emphasized the importance of
qualitative data collection tools such company documents. Accordingly, | conducted
semi-structured interviews to gather data from four hotel managers belonging to four
hotels in the Caribbean who have used successful strategies to reduce employee turnover.
Researchers often use semi-structured interviews to better understand a phenomenon
from a non-generalized perspective (Adeoye-Olatunde & Olenik, 2021). In addition to
interview responses, data collection also included reviews of documentation such as
company policies and manuals that reflect strategies used to reduce employee turnover.

| developed interview protocols to address the problem and purpose of the study.
Knott et al. (2022) posited that an interview protocol provides a consistent methodology
to guide the interview process and reduce the likelihood of researcher bias during the
interview. Accordingly, | used the interview protocol (see Appendix) as a step-by-step
guide to ensure | achieved a repeatable process to achieve consistent results.
Additionally, I used semi-structured interviews in my data collection to compliment my
interview protocol. Semi- structured interviews include a list of open-ended guiding

questions (De Jonckheere & Vaughn, 2019). Therefore, | used the interview protocol as a
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guide to ensure that my semi-structured interviews remained relevant to the research
question.

| increased the reliability and validity of the data collection process using a
transcript review and member checking. Member checking is a crucial strategy to ensure
the accuracy and validity of research data which involves seeking feedback from
participants to verify the trustworthiness of the findings (Cook et al., 2023). Therefore, |
encouraged my participants’ active involvement in reviewing emergent themes and
conclusions. Moreover, Rowlands (2021) demonstrated that transcript reviews increase
research validity. Prior to member checking, | conducted a review of a typed transcript of
the interview with the participant, to make corrections if needed. Therefore, I used the
techniques to ensure that my data reflected the outcomes of the interviews.

Data Collection Technique

Researchers often use interviews and company documents to as sources of data in
qualitative research (Mellis & Bickel, 2020). Interviews formed my primary data
collection techniques. Qualitative interviews are a valuable method for exploring the
comprehensive experiences of research participants who have encountered significant
phenomena (Im et al., 2023). Interviews are often remote or in person. Notably, Solarino
and Aguinis (2021) contended that in person interviews are the best option as they
facilitate visual cues and signals that support rich and thick data as an advantage when
compared to online interviews. | also recorded the interviews to increase transcription
accuracy. Rutakumwa et al. (2020) recommended that researchers use field notes and a

recording device to increase interview efficacy. Therefore, | used a primary and back-up
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recording device and informed my participants of my intent to record and take notes prior
to the start of the interviews. However, I could have conducted the interviews virtually in
the event face-to-face interviews become impracticable. Edwards and Holland (2020)
asserted that computer-mediated communication technology has transformed
interviewing practices and perceptions of the nature of interviews. According to the
authors, online interviews, whether conducted synchronously or asynchronously provide
researchers with the ability to surpass temporal and spatial limitations, as well as
overcome the physical restrictions associated with in-person interactions. Despite
Edwards and Holland’s assertions, I conducted interviews in person using audio
recorders.

My interviews were semistructured. Semistructured interview techniques also
allow for flexibility in conducting the conversation, ensuring that the interview process
can be adapted to suit the specific aims and sampling criteria of the study (Oerther,
2021). Furthermore, the semistructured approach facilitates using an interview guide with
specific questions, providing a framework for the interview process while allowing for
adaptability in the order and phrasing of questions (Stuckey & Peyrot, 2020). Semi-
structured interviews also increased my discovery of thick data through follow up
questions. Follow-up questions provide deeper insights into the research topic through the
perspectives of interviewees (Roberts, 2020). Therefore, | conducted conduct
semistructured interviews. | also recorded the interview and took notes to ensure
accuracy. Accordingly, | also informed the participants of this intent. Additionally, my

participants preferred in person interviews.
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| also reviewed organizational documents to achieve triangulation. Data
triangulation is essential to mitigate the concerns of subjectivity in case study research.
For example, interviews serve as a primary data collection method in case study research,
yet the data from interviews as a single source could render a study unreliable due to the
expected lack of confidence and trust from the reader (Howard-Grenville et al., 2021).
Hence without data triangulation using other sources of evidence such as company
documents, the quality of research may be compromised.

Interviews and reviews of company documents may present disadvantages and
advantages. For example, in-person interviews advantageously allow for personal
connections, potentially resulting in richer data due to more candid and elaborate
responses (Davies et al., 2020). Additionally, researchers can observe both verbal and
nonverbal cues, providing a more authentic experience (Howlett, 2021). However, in-
person interviews may be more time-consuming and limit the inclusion of participants
who face geographical or mobility barriers (Shepperd et al., 2021). On the other hand,
virtual interviews offer advantages such as financial savings, reduced environmental
impact, and increased equity of access (Juang et al., 2023). They also facilitate
discussions on sensitive topics due to perceived anonymity and can yield data of similar
quality to in-person interviews (Shepperd et al., 2021). However, virtual interviews may
present challenges for participants in finding a private space for the interview and dealing
with electronic device issues (Upadhyay & Lipkovich, 2020). Additionally, Scholars
have highlighted some types of trust related difficulties that may be encountered with

interview participants. For example, Armstrong et al. (2022) highlighted that a lack of
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trust may cause participants to restrict information in providing short answers, as they
may perceive the questions to be invasive in some societal contexts. Meanwhile,
company documents as a data source could be disadvantages should access be restricted
(Khando et al., 2021). Accordingly, | mitigated these disadvantages by ensuring | have a
partner site agreement that facilitates access to company documents. Additionally, in
accordance with McGrath et al. (2018), I ensured that I built a rapport with my
participants to foster trust prior to the interview process. Moreover, | allocated sufficient
time resources to allow flexibility to address participant-initiated time and schedule
changes.

Member checking was incorporated into my data collections technique.
Researchers use member checking to optimize the reliability and validity of the interview
data (Motulsky, 2021). Therefore, the review was not limited to transcript corrections but
involved a discussion surrounding the emergent themes and how these themes informed
conclusions. Additionally, as part of member checking, | engaged with the participant
after the interview to share my interpretations of the interview with the participant and
solicited feedback to ensure that | have correctly interpreted my participants’ responses.

Data Organization Technique

In the field of research, it is essential to have robust systems for keeping track of
data and emerging understandings. The value of data management transcends the entire
research process and converges at several points, including ethics (Lobe et al., 2020).
Furthermore, data organization using a database supported creating a chain of evidence as

per Yin’s (2018) recommendations. A chain of evidence was critical to address my
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research question as my design was a multiple case study. However, multiple case studies
share common elements (Tomaszewski et al., 2020). Therefore, | ensured that evidence
remained specific to each case unit to increase transferability of the results.

Research logs, reflective journals, and cataloging systems are some of the key
tools used for this purpose. Research logs are systematic records of the research process
(Schreier et al., 2006). Reflective journals, on the other hand, provide researchers with a
space to record their personal reflections, insights, and interpretations of the research
process (Tahmasbi et al., 2022). Cataloging and labeling systems are essential for
organizing and managing the vast amounts of data generated in the course of research.
NVivo is a software commonly used for managing and analyzing qualitative research
data (Allsop et al., 2022). | used NVivo to streamline data organization from many
sources and aid in the analytical process. | labelled and categorized the data that were
gathered from the accounts of each participant. Additionally, I saved all files
encompassing transcripts, and audio recordings using file encryption software, and use of
codes in place of names. | will also diligently preserve all the handwritten notes and
communication, or any other confidential materials that have been involved in this
research for a period of 5 years. Additionally, I will destroy these files after 5 years.

Data Analysis
Since | used an interpretivist perspective to explore leadership strategies that hotel
managers use to address the turnover problem, | analyzed interview data and secondary
data such as company documents to determine converging patterns to gain a deeper

understanding of the business problem as communicated by my participants. Hence, the
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analysis process most appropriate to my DBA doctoral study is thematic analysis.
Doctoral researchers use other types of data analysis such as modified Van Kaam and
Van Maanen. The modified Van Kaam (Moustakas, 1995), or Van Maanen was not
suitable as | did not plan to analyze phenomenological data. My doctoral study involved
an inductive approach using a multiple case study design. Accordingly, | used
triangulation in my data analysis.

Case study researchers use triangulation during data analysis to preserve research
rigor (Yin, 2018). The concept of triangulation encompasses various types, including data
triangulation, methodological triangulation, investigator triangulation, and theoretical
triangulation (Collins et al., 2022). | used methodological triangulation for my study.
Methodological triangulation involves use of other data collection methods within
qualitative research (Natow, 2020). Since | used multiple data sources such as interview
data and company documents in my study, methodological triangulation was most
suitable for my study.

| used Yin’s (2018) five steps of data analysis process including: compiling data,
disassembling data, reassembling data, interpreting the meanings, and concluding the
data. The initial stages of this data analysis involved coding and thematic analysis.
Coding is a critical step in qualitative research. According to Braun and Clarke (2020),
researchers gain rich data when they produce codes that are exclusive to the interview
data. | developed the coding strategy for my analysis by firstly familiarizing myself with
the data. Byrne (2021) argued that the first step in generating codes involves data

familiarization to determine what data will be relevant to the research question. Interview
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transcripts contain a plethora of data; therefore, researchers must review transcripts using
several iterations to discover meanings (Stuckey ,2015) that are linked to the research
question, to support decisions on what to code (Deterding & Waters, 2021). Therefore, |
conducted the review of the interview transcripts and referred to my interview notes to
recall expressions and mannerisms that could assist me in gaining deeper meaning.

I used NVivo 14 to code and sort all data based on patterns. Alam (2021)
explained that NVivo is a popular tool that researchers use to code and organize data.
NVivo software was used for coding interview responses. Additionally, | analyzed the
semi-structured interview data using thematic analysis to address the research question.
Still, thematic analysis may be data driven where the researcher uses an inductive
approach in deriving themes from the data collected, having searched for the number of
occurrences (Saunders et al., 2019). Conversely, thematic analysis may be theory driven.
Byrne (2021) articulated that researchers may use a deductive approach where codes are
generated within the context of a conceptual framework.

While the deductive approach may support a conceptual framework informed
interpretation of the researcher, the inductive approach supports gaining a deeper
meaning from the research participants. However, it may be challenging for researcher to
use either a purely deductive or inductive approach. Since | used the lens of a conceptual
framework to view the problem, I included a deductive approach. However, | also used a
predominantly data driven approach in analysis. Therefore, | employed both deductive
and inductive approaches, in my thematic analysis to support my interpretivist

perspective. An inductive approach requires the researcher to derive meaning as
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communicated by the research participants (Byrne, 2021). Thematic analysis supports the
identification of patterns contextual to the research question (Braun & Clarke, 2020).
Therefore, thematic analysis supported my aim of exploring my research question
through meaning in the data provided by participants.
Reliability and Validity

Qualitative data analysis is an essential component of research reliability and
validity. Data quality supports research quality; however, in qualitative studies, the
researcher is the data collection instrument (Saunders et al., 2019) and is susceptible to
bias which negatively affects reliability and validity (Bradley et al., 2020). Within the
context of qualitative research, Morales et al. (2021), articulated that reliability and
validity is difficult to achieve due to the subjectivity and quality of data associated with
the methodology. Yet, despite these concerns, the researcher’s reputation, and the
viability of the researcher’s work hinge on reliability and validity (Morse, 2015).
Therefore, researchers must be able to identify sources of data quality issues that could
negatively impact a doctoral research study.
Reliability

In qualitative research, reliability in qualitative research involves repeatable steps
that minimize errors and perceived bias (Yin, 2018). Dependability is analogous to
reliability and refers to the consistency of the research results (Enworo, 2023).
Researchers use strategies such as member checking to enhance dependability in
qualitative research which increases consistency of research findings through seeking

participant feedback on the findings and interpretations (Cypress, 2017). Accordingly, |
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addressed dependability by ensuring that my interpretations of the interview data align
with the perceptions of the participants using member checking. Furthermore, reliability
within the doctoral study context can be increased through reflexivity. Scholars (Cypress,
2017; Peddle, 2021) have found that reflexivity increases reliability through increased
personal awareness and documentation of the research process. Additionally, Yin (2018)
recommended case study databases and using a chain of evidence to increase reliability.
Therefore, | further optimized reliability in the data collection and analysis by
establishing a database, chain of evidence, and a reflective journal to document research
analysis procedures, thus increasing the overall transparency of my work.

Validity

Validity involves transferability, credibility, confirmability, and dependability
criteria (Kane et al., 2023; Rose & Johnson, 2020). Transferability in a doctoral
qualitative study is determined by the reader applying the study’s results in other
situations (Johnson et al., 2020). Still, transferability can contribute to research validity
by providing thick data descriptions and adequate sample size (Cypress, 2017).
Additionally, credibility can contribute to validity through the researcher’s use of
triangulation, peer debriefs, and member checking (Houghton et al., 2013).

The notion of credibility in qualitative research pertains to the degree to which the
study findings and conclusions can be considered trustworthy (Nassaji, 2020). Therefore,
the researcher must ensure the accuracy of the conclusions and how well they represent
the data from the participant’s perspective. Accordingly, Nassaji (2020) recommended

member checking and triangulation to increase credibility. Methodological triangulation
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involves multiple data collection methods and sources to ensure an accurate
representation of the data (Yin, 2018). Accordingly, | optimized credibility using an
interview protocol and comparing the interview results with company documents.
Additionally, | ensured that participants were integrated into the review process to
support member checking.

| ensured that my results are confirmable to increase the validity of my study.
Confirmability can be assured by ensuring that data and interpretations of the findings
can be confirmed by other researchers (Nyirenda et al., 2020). Member checking also
increases confirmability (Korstjens & Moser, 2018). Researchers also use an audit trail to
increase confirmability (Shabangu et al., 2022). Therefore, | increased confirmability by
meticulously describing my research steps throughout the study process and maintaining
these records for at least five years after the study is published. I also conduct follow-up
member checking reviews to ensure that | have correctly represented the interview
outcomes.

Transferability refers to application apply to other contexts and situations
(Megheirkouni & Moir, 2023). The relevance of replication in qualitative research has
been questioned, and the concept of transferability has been suggested as a more suitable
alternative, referring to the degree to which the results of qualitative research can be
transferred to other contexts or settings, conducted among other respondents (Tuval-
Mashiach, 2021). According to Maxwell (2021), transferability is based on the reader’s
confidence in applying the study’s results in other contexts. Stenfors et al. (2020)

suggested providing a comprehensive account of the research's setting and how it
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influenced the results to increase transferability. Therefore, | provided thick descriptions
throughout my research process to allow the reader to determine context-based
applicability.

Data saturation indicates the point at which new data ceases to provide additional
insights or information, and additional themes cease to emerge (Alam, 2021; Mwita,
2022). Therefore, | followed my interview protocol using semi-structured interviews.
Moreover, | also used follow-up questions during interviews to ensure data saturation
achieved. Follow-up questions provide deeper insights into the research topic through the
perspectives of interviewees (Roberts, 2020). Moreover, Gill (2020) argued that data
saturation is influenced by the quality of information received from each participant and
number of interviews conducted with each participant. While I considered scheduling and
conducting follow up interviews, this was not necessary since, data saturation was
achieved.

Transition and Summary

In Section 2, I included an explanation of the role of the researcher, and discussed
participants, research method, research design, population and sampling, and ethical
research. | also discussed other items in my research process including data collection
instruments, data collection techniques, data organization technigues, data analysis, and
reliability and validity. In Section 3, I will present my findings, how my study applies to
professional practice, implications for social change, recommendations for action and
future research, reflections, and the overarching conclusion that was informed by my

findings.
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Section 3: Application to Professional Practice and Implications for Change
Introduction

The purpose of this qualitative multiple case study was to explore leadership
strategies hotel managers use to reduce employee turnover. The data were derived from
interviews with four hotel managers, journal notes taken during the interviews, and
review of company documents. Four themes emerged from analysis: (a) fostering a
caring and empathic culture, (b) creating a positive work environment, (c) promoting
employee training and development, and (d) implementing employee-centered
compensation and benefits. In this section, | present the findings, explain their application
to professional practice, and discuss implications for social change. Before concluding
the study, | make recommendations for action and further research as well as present my
reflections.

Presentation of Findings

The overarching research question for this study was: What leadership strategies
do hotel managers use to reduce employee turnover? To answer the research question, |
collected interview data from four managers of four hotels, referred to in the study as P1,
P2, P3, and P4 to maintain their anonymity. I then transcribed the recordings and emailed
summaries of my interpretation to the interviewees as part of member checking. There
were no corrections required. | also reviewed company documents to triangulate the data
in the interview transcripts. Yin’s (2018) five-step process was used to analyze the data.
Additionally, I used Nvivo to code and sort all data based on patterns. The coding system

was validated by comparing the code selections with existing literature. | also used
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existing literature to support my interpretation of the collected data in determining their
relevance to the research question. The frequency of analogous words and phrases was
then used to create codes in a thematic map to support the analysis. The word cloud in
Figure 1 depicts the frequency of words used based on the size of the word.

Figure 1
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Table 2 shows the four themes revealed during data analysis and their frequency:
(a) fostering a caring and empathic culture, (b) creating a positive work environment, (c)
promoting employee training and development, and (d) implementing employee-centered

compensation and benefits.
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Table 2

Emerging Themes and Frequencies

Themes % of participants Frequency
Fostering a caring and empathic culture 100 40
Creating a positive work environment 100 36
Promoting employee training and development 100 33
Implementing employee-centered 100 22

compensation and benefits

Theme 1: Fostering a Caring and Empathetic Culture

The first theme of leaders promoting a caring and empathetic culture emerged by
analyzing the interview transcripts. All participants emphasized the importance of
building a caring culture to increase employee loyalty and reduce employee turnover. P4
stated “keep them knowing that we care for them.” Similarly, P1 insisted, “We have
always had the philosophy to look after people who look after us.” At the same time, P2
used the words: “take care of them.” P2 and P3 explained how they achieved increased
institutional ownership when employees believed that leadership demonstrated care and
empathy. The literature also supports these assertions. For example, Namin et al. (2022)
posited that managers who foster a culture of employee care will benefit from reduced
turnover rates due to heightened positive emotional energy, less stress, and enhanced
organizational commitment. In keeping with the literature, P2 stated, “you can’t do
anything wrong with the hotel,” linking care and empathy to increased organization

ownership. Literature supports P2’s sentiments, where increased organizational
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ownership is associated with organizational citizenship behavior to lower employer
turnover (Jing & Yan, 2022; Zhao, 2022). The findings also reflect those of Mehra and
Srivastava (2024), who recently examined the relationship between empathy and
employee turnover, confirming that empathy is a fundamental tenet of strategies to
reduce employee turnover. Organizations prioritizing caring and empathetic leadership
will likely experience lower turnover rates.

Employees will seek employment elsewhere when leaders do not establish a
culture of care and empathy across the organization. P4 described a situation where there
was an unexplained increase in employee turnover, which an investigation eventually
attributed to supervisors establishing a subculture devoid of empathy and care for
employees. Notably, all participants highlighted decreased thresholds in employee
sensitivities post-COVID-19 pandemic, particularly around employees’ perception of
care. In a pertinent link to a growing body of knowledge on the subject, Kaiser (2024)
found that leader empathy has significantly impacted employee engagement since the
COVID-19 pandemic. According to Kaiser, the relationship between empathy and
engagement has strengthened. Within the literature review, Gupta and Gomathi (2022)
identified a link between employee turnover and engagement. However, P4’s explanation
highlights that in a postpandemic world, a culture of care and empathy is even now more
critical within the realm of employee engagement through its link with employee
turnover.

Establishing a culture of care and empathy extends beyond the confines of the

organization. According to P2, “It does not matter how much you know, it matters how
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much you care.” All participants emphasized the importance of employees perceiving
that the organization cared about their well-being outside contractual expectations. P2
stated, “when they’re at their lowest, you’re there supporting them,” while P1 explained
how that business helped employees address age-related health issues beyond the remit of
the employee health plan. P4 mentioned using care packages for employees in distress
during natural disasters. Additionally, P2 explained the effectiveness of a foundation
established by the organization, which, among other objectives, provides funding to
employees to assist with rebuilding after hurricanes. According to P2, these mechanisms
supported the operationalization and demonstration of care and empathy as perceived by
the employees and were linked to an increased willingness to remain with the
organization. The participants held the view that care and empathy transcended the
boundaries of formal contractual agreements and yielded long-tenured employees.
Similar views have been found in previous studies supporting these observations. For
example, Chen et al. (2024) explored several factors influencing employee turnover,
noting that perceived support for employees was linked to their reduced desire to leave.
Providing further support, this study’s literature review supports a link between
individualized consideration and empathetic actions. From this perspective, the findings
in this study show that leaders should consider demonstrating their commitment to
employee well-being in strategies to reduce employee turnover.

Hotel leaders create opportunities to reinforce commitment to care and empathy
by understanding various social and economic constraints employees face. P4 explained

an approach requiring a thorough understanding of the socio-economic background of
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employees. P4’s sentiments echoed those of all other participants who described the need
to remain updated on challenges that employees face, and it was an example of
individualized consideration. Illustrating this link, Matthews and Erickson (2024)
explained that individualized consideration behaviors supported gathering information,
assessing individual needs, and acting in support of followers. Hence, the findings
suggest that idealized influence allowed the participants to customize responses suited to
individual employees as part of a caring and empathetic culture. Additionally, P1 related
the use of effective and open communication to understand and respond to employee
challenges during the COVID-19 pandemic. Similarly, P3 outlined a strategy of visiting
employees throughout the day to have brief conversations to ascertain the level of their
mental and physical well-being.

This finding broadly supports the work of other studies in this area, linking
transformational leadership with empathy in the literature. Sharip et al. (2023) asserted
that transformational leaders connect with their followers on a deeper level through their
effective use of empathy. Salari and Nastiezaie (2020) established that transformational
leadership behaviors enable leaders to consciously react to the issues faced by employees
and attempt to address them. Additionally, P2 emphasized that frequent open
communication is critical to shaping a new culture. The link between communication and
transformational leadership is well elucidated in the literature. P2 and P3 explained that
leaders must demonstrate how to communicate with employees. P3 said, “Walk down to
the beach, talk to the beach, man,” indicating idealized influence. Supporting this

observation, Wilson Heenan et al. (2023) posited that transformational leaders serve as
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role models in demonstrating effective communication while articulating their vision.
Managers who frequently interact with employees positively influence an organization’s
caring culture.

Highlighting the benefits of demonstrated personal interactions with employees,
P3 stated “that’s where you develop the loyalty.” All participants articulated that
employees become more loyal to the organization and tend to remain when they perceive
that the leader understands and cares about them. The finding is supported in the
literature. Engelkes et al. (2024) reaffirmed that transformational leadership behaviors
elicit increased loyalty to organizational goals. Incidentally, Nam and Lan (2024)
validated the effectiveness of the findings in linking increased organizational loyalty to
reduced employee turnover. Based on the findings, practices that foster organizational
loyalty also reduce employee turnover.

Still, culture formation to support care and empathy could be a challenge
precipitated by the lack of buy-in from middle managers. For example, P2 and P4
highlighted issues faced by middle managers when they addressed the challenges they
had in implementing leadership strategies to reduce employee turnover. P2 and P4
explained that middle managers and supervisors often do not see the value in caring and
empathetic approaches to employees. To further explain, P4 stated that the education and
leadership qualifications of employees who get promoted organically into management
often limit their ability to lead effectively and significantly contribute to change
resistance and lack of buy-in from managers. These claims are supported by Jun and

Eckardt (2023), who argued that hotel employees tend to possess comparatively lower
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levels of education and qualifications. P2 and P4 further elucidated the issue in
identifying manager insecurity as the source of reluctance to support strategies that
involve care and empathy culture formation. Incidentally, Grgnvad et al. (2024) identified
middle manager insecurity as a source of change resistance. Nevertheless, P2 addressed
the issue by focusing on recruitment and selection of managers to ensure job fit
contextual to the culture formation. Meanwhile, P4 found that performance and talent
management practices effectively minimized middle management disruptions to culture
formation. The education and qualifications of middle managers and supervisors affects
leaders’ attempts at culture formation to reduce employee turnover.

Participants overwhelmingly praised the efficacy of family inclusion and support
in their efforts to reduce employee turnover. P1 stated, “loyalty is something you have to
build with the entire family,” and P2 commented, “know what was happening with
families.” Participants believed that employees’ perceptions of care extend to how the
organization supports their families. In illustrating their approaches, P4 stated, “we give
scholarships to their kids.” Meanwhile, P3 and P4 alluded to staging family events on the
property throughout the year. Furthermore, all participants emphasized that in times of
crisis, their organization’s policies supported a response to employees’ families beyond
the remit of established benefits. In supporting this notion, Meacham et al. (2025)
asserted that organizations’ policies should proactively focus on support to families to
reduce employee turnover in high workload environments. Observably, all interviewees
unanimously agreed that family support policies tailored to the needs of employees

resulted in increased employee loyalty and reduced the likelihood of these employees
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quitting. The statements from the participants evidenced recognizing the unique needs of
each employee and their families, which further illustrated the centrality of individualized
consideration in their attempts to promote a caring and empathetic culture.
Theme 2: Creating a Positive Work Environment

Work environment emerged as a central theme in the study and extended the
discussion from the literature review. Participants statements supported the notion that a
positive work environment which emphasizes employee well-being reduces employee
turnover. For instance, P2 stated, “We ensure that working conditions mimic guest
facilities.” Similarly, P3 said, “It’s a human thing, you being able to let employees feel
comfortable and part of the business.” At the same time, P4 mentioned creating a family
effect at work, which was also echoed in all participants’ comments. The participants’
statements reflect an employee-centric approach to creating a positive work environment.
Literature has identified a growing trend where leaders adopt employee-centric
approaches in business. For example, in their review, Pandey and Mahesh (2023)
explained that businesses have increasingly considered people as a source of competitive
advantage. Further validating the work of Pandey and Mahesh, P3 explained that staff is
the hotel’s greatest asset and is critical for the business to remain viable. The evidence
presented suggests a pertinent role for a people-centered environment within strategies to
reduce employee turnover.

Further amplifying the sentiments of other participants, P2 explained that the
work environment must promote job satisfaction. P2’s comments were unsurprising,

given that research has linked the potency of the work environment in reducing turnover
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to job satisfaction; however, there are divergent opinions on the role of job satisfaction in
employee turnover. For example, in their correlational study, Syarif et al. (2024) found
that job satisfaction and a positive work environment did not modify intent to leave.
According to the researchers, other factors external to the work environment may have a
more substantial influence that could effectively outweigh the benefits of job satisfaction.
However, Elrayah and Mabkhot (2023) had previously contended that job satisfaction
and environment affected employee turnover. Moreover, P3 also joined P2 in
emphasizing the potency of a positive work environment. The sentiments of the current
study participants suggest that despite the assertions of researchers, such as Syarif et al.,
the work environment reduces employee turnover. Notably, Syarif et al. highlighted the
importance of an environment that fosters open communication to help leaders
understand factors that may impact the employee-centric environment. Incidentally, three
participants emphasized the criticality of open communication in the work environment.
All participants highlighted open communication as a key element of the work
environment. P4 stated, “What we also do, which I think matters a lot, is that we have an
open door policy.” P4 continued to say, “open up all lines of communication.” All
participants delineated strategies where open communication was promoted so they could
understand issues that affect employees within and external to the business. Similarly, P3
outlined a strategy in which one-on-one conversations with staff were part of a daily
routine. This finding is also supported in the literature. For example, Phan Tan and Pham
Xuan (2024) posited that open communication helps leaders cultivate a sense of trust and

support that reinforces employees’ affinity with the organization. P4 also used open
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communication with employees, allowing employee communication with leadership as a
feedback mechanism. Literature suggests that P3 and P4 employed grassroots
communication. According to Urbancova et al. (2024), grassroots or employee
communication from below fostered a positive work environment and reduced employee
turnover. Hence, grassroots communication is potent in creating a work environment to
reduce employee turnover.

Social events are a potent factor in promoting a positive work environment. P1
explained that social events supported the creation of a positive organizational climate
and increased employee loyalty to the business. P2 explained the benefits of increased
employee ownership of the organization due to promoting constructive competition
integrated with social events such as in-house sports competitions. P4 and P2 described
how social engagement created an atmosphere of employee-level collaboration and self-
management. These findings can be corroborated by previous work of scholars such as
Georganta and Montgomery (2022). These scholars say social events support a positive
environment, increase trust, and reduce employee turnover. Still, recent literature
(Birmingham et al., 2024) has offered an important clarification suggesting that leaders
must understand individual employee variations when using social events as part of their
strategy. Notably, the literature review linked understanding individual employee
differences to individualized consideration. Therefore, Birmingham et al.’s link between
leadership understanding individual employees provides a significant conceptual

advancement that explains the experiences of P4 and P2 in this study, where
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transformational leadership behaviors are necessary when leaders use social events to
create a positive environment.
Theme 3: Promoting Employee Training and Development

The responses from all participants indicated that they successfully reduced
employee turnover through promoting training and development opportunities and
advances the body knowledge in the literature review. All participants used the words
“employee development.” P3 described employee development as a key component in
successfully reducing employee turnover as this increased employee perception of the
organization's interest in their improvement. P2 and P3 explained that employee training
instills pride and increases organizational loyalty. These statements also align with the
literature review. For example, the Bharadwaj (2023) report showed that employees with
opportunities for growth and skill enhancement are more likely to feel valued and
satisfied in their roles, leading to higher organizational identification and reduced
employee turnover. Based on the literature and evidence from the interviews, the
increased organizational loyalty resulting from promoting training and development
opportunities was potent in reducing employee turnover.

Comparison of these findings with those of other recent studies confirms the role
of training and development in reducing employee turnover. Abdallah Yassine and
Jacobs (2024) recently correlated employee training and development with reduced
employee intention to leave. A central point of their work was to examine the extent of a
moderated/mediated relationship closely. Notably, unlike similar reports such as

Bharadwaj (2023), the researchers noted that individual differences, such as perceived



98

benefits, affected the effectiveness of training and development initiatives. The findings
also justify the assertions of Abdallah Yassine and Jacobs. For example, P3, concerning
the execution of training and development initiatives, stated that “overall, people want to
feel you're making them better.” P2, in a similar vein, expressed that helping employees
to get certified in their disciplines created a “feel-good nature.” The significance of these
statements and the results of recent research demonstrate that hotel managers must
consider the impact of individual factors on the efficacy of employing training and
development to reduce employee turnover.

Research has elucidated the complexities associated with employee development
as part of strategies to reduce employee turnover. Previous research (Martini et al., 2022)
within the literature review mentioned concerns surrounding the development paradox.
However, Ng et al. (2024), in their meta-analysis of over 1,000 reports, highlighted the
efficacy of employer-sponsored career development in countering developmental
paradox. In their quantitative investigation, Akintayo and Balogun (2024) found a link
between integrated talent management strategies and employee turnover. According to
the authors, employer-sponsored development complemented integrated talent
management strategies to reduce employee turnover. Consistent with recent literature, all
participants stated they provided sponsored training programs and mentorship in
successful strategies to reduce employee turnover. Therefore, hotel leaders must consider
creating sponsorship opportunities as part of employee development initiatives to reduce

employee turnover.
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The theme of promoting employee training and development conforms with the
individualized consideration component of the transformational leadership theory. The
individualized consideration dimension pertains to the leader mentoring followers and
nurturing their development (Tang et al., 2024). The study participants’ use of employee
training and development is in accordance with previous studies that linked the theme to
the transformational leadership theory. Illustrating this, Khalil and Sahibzadah (2021)
previously argued that leaders use individualized consideration to foster personalized
guidance and mentorship. Confirming these assertions, P2 emphasized the importance of
leaders encouraging personalized training and development suited to each employee as
part of their strategies to reduce employee turnover. P2 also mentioned providing self-
paced learning tools suited to their development within individual disciplines. According
to the participant, the strategy results in the employees perceiving increased loyalty and
lower turnover, as they perceive the leader cares about their advancement. Therefore,
hotel leaders should consider showing genuine concern for the interests of employees
when dividing strategies to reduce employee turnover.

Job rotation formed part of development strategies to reduce employee turnover.
P2 stated, “you need a certain amount of rotation.” According to P2, employees will be
“stuck in the same position” without rotation and eventually become dissatisfied. This
finding is consistent with that of Bai et al.’s (2023) study, in which job rotation was
found to reduce employee turnover intention. While the body of knowledge currently
supports the favorable outcomes of job rotation, one observer previously drew attention

to the emergence of a paradox in the consequences of job rotation. Foroutan et al. (2021)
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linked job rotation with emotional exhaustion, increased turnover intentions, and service
sabotage. Foroutan et al.’s perspectives precipitate the need for caution in interpreting the
observations resulting from P2’s experience with job rotation, nevertheless supported by
literature.

One of the current discussions provides important clarity. In explicating Foroutan
etal.’s (2021) claims, Alizadeh Majd et al. (2024) found that the adverse effects of job
rotation could be mitigated by the implementation of role fit analysis, training,
mentorship, and comprehensive understanding of employees’ personal interest in roles.
Incidentally, understanding the interests of employees is linked to individualized
consideration (Bergh & Hoobler, 2022). P2 mentioned the importance of creating
rotations to foster opportunities for employee promotions instead of forcing rotations,
thereby enabling staff to participate based on personal interest instead of forcing
participation in a rotation. P2 said, “You must know which employee likes to do what.”
This statement shows that P2 employed individualized consideration when implementing
job rotation strategies. In line with Alizadeh Majd et al.’s assertions, transformational
leadership behaviors mitigate the potential adverse effects of job rotation as part of
strategies to reduce employee turnover.

Staff empowerment was key to developing the workforce and reducing employee
turnover. Notably, all participants insisted that staff empowerment is critical to reducing
turnover. For example, P2 mentioned “empowerment to make them independent,”
“enable staff,” and “that’s when you build the organization led by the employees.”

Furthermore, P3 spoke about enabling workers to create solutions instead of instructing
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them, while P2 commented, “free thinkers.” Based on the discourse from the literature
review, these leaders exhibited inspirational motivation, a behavior linked to reduced
employee turnover (Gagné et al., 2020). Additionally, P4 mentioned initiatives to teach
employees how to invest money. Notably, P1 and P2 described a strategy that involved
encouraging employees to start a noncompeting business toward financial empowerment.
According to all participants, employee empowerment results in increased organizational
ownership.

Incidentally, Nawaz et al. (2024) linked the encouragement of employees to the
intellectual stimulation dimension of transformational leadership. Furthermore, the
finding expands the literature review and aligns with the current body of knowledge. For
example, Al Zeer et al. (2023) posited that empowerment increased employees’
perception of feeling valued, thereby enhancing their commitment to the organization and
intent to remain. Understanding the complexity of staff empowerment and employee
development is vital. Accordingly, Jena and Nayak (2023) quantitatively elucidated the
moderating role of employee empowerment in the association between employee
retention and employee development. Taken together, the findings and literature support
the notion that staff empowerment is synergistic with transformational leadership
behaviors and is a key factor in employee development to reduce turnover.

Theme 4: Implementing Employee-Centered Compensation and Benefits

Compensation was a common theme that emerged in this study. The finding
extends the literature review, demonstrating that compensation does not unilaterally

affect employee turnover. All participants identified compensation as a critical element in
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reducing employee turnover. However, they all used compensation as part of a situation
and time-based support strategy for employees in times of need. “Further illustrating the
prevalence of the theme, P4 highlighted a strategy in which bonuses were paid to staff
twice per year during holiday periods. Additionally, all participants explained how they
applied bonuses and stipends to employees' salaries at the beginning of the school year.
For example, P2 stated, “I pay that out just before school starts.” The actions of the
participants suggest that the compensation strategy reflected their understanding of
individual circumstances and further demonstrates the efficacy of transformational
leadership behaviors in developing compensation approaches.

Supporting the finding, Khan et al. (2024) posited that employee requirements
must guide compensation policies. Moreover, all participants insisted that their
compensation strategy resulted in greater organizational loyalty and commitment. As P2
stated, “They are now vested in the company.” P2’s experience can be linked to a
supportive and empathetic compensation strategy. Mori et al. (2024) also supported this
view and wrote that a supportive and caring approach promotes increased employee
loyalty. The evidence reviewed here explains the efficacy of employee-centric
compensation in reducing employee turnover.

Participants reported novel approaches to compensation driven by post-COVID-
19 behavioral trends. The problem was summarized as a shift in employee behavior
towards entrepreneurship and a willingness to explore other types of jobs. For example,
P1 stated, “people pursuing the entrepreneur route” postpandemic. Meanwhile, P4

exclaimed, “The pandemic made people realize other ways of making money.” These
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comments serve to expand the literature review related to the existing body of knowledge
on pandemic-related resignations. Related to these sentiments, all participants explained
that post-COVID-19 pandemic trends have nullified the effect of traditional
compensation and benefits in reducing employee turnover. Regarding the pandemic's
effects, P4 stated, “Turnover has just multiplied exponentially.” In this regard, the
participants highlighted how they were forced to devise novel approaches to
compensation. In responding to the crisis, P2 and P1 described a strategy in which
employees were empowered to start non-competing businesses as a benefit while still
employed at their hotels. P2, in a further step, promoted a policy where employees were
allowed to work in similar industries during the slow periods, commenting, “usually my
slow period,” and “they come back more well trained, more disciplined.” Based on
existing literature, the participants integrated moonlighting policies into their approach to
compensation and benefits.

In expanding on the result of the approach, P2 explained the benefits in
statements, such as “they come back and train the rest of the team,” and notably, “they
never pressure me for money.” Along the same lines, P1 mentioned allowing staff to be
entrepreneurs, while P4 correspondingly allowed employees to benefit from other work,
again indicating moonlighting. At first glance, the findings of this study do not support
the previous research. For example, the work of Rispel et al. (2014) linked moonlighting
with increased turnover. However, there is evidence of a subtle change in the discourse
related to moonlighting over time. Markedly, Charma et al. (2021) observed Covid-19

pandemic-related changes in employees’ attitudes toward work and concluded that
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employees showed increased proclivity toward secondary sources of revenue. Notably, a
recent study by Sharma and Rautela (2024) supported the actions of study participants in
reporting that leaders should adopt procedures to streamline moonlighting activities with
organizational interests, considering the post-COVID-19 workforce behaviors. An
implication of the finding is embedded in growing support for recent literature where
leaders should revisit their approach to compensation and benefits and consider how
moonlighting as a benefit could help address employee turnover in a post-pandemic
environment.

Participants P2 and P4 described how the organization focused on benefits
structure to attract and retain employees. Of significance, all participants stated that
paying more money does not reduce employee turnover. For example, P2 stated:
“Compensate them, but not pay them cash,” while P4 explained that paying money never
retains staff. Accordingly, the participants articulate a focus on benefits integrated within
remuneration driven by an understanding of employees’ needs and interests. Moreover,
P1 linked benefits to increased loyalty from employees. All participants explained how
the benefits structure was derived based on their understanding of the unique situations of
their employees. Illustrating this, P2 stated, “people are more for benefits than salaries
particularly among particular groups.” P2 also stated that employees have become
increasingly sensitive to work schedules and are more likely to quit due to dissatisfaction
with work schedules. The significance of this statement is evidenced in the work of
Shtembari et al. (2022). The scholars noted that COVID-19 had changed the attitude of

employees toward work and found that a flexible work schedule was now seen as a top
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benefit. Along these lines, P2 used flexible work schedules as a customized benefit based
on individuals’ needs to reduce turnover. Hence, the finding updates the literature
supporting the idea that leaders must develop compensation and benefits packages while
considering the post-pandemic workforce preferences.

Applications to Professional Practice

The findings of this study have several applications to professional practice as
they address the specific business problem that some hotel managers may lack in terms of
leadership strategies to reduce employee turnover. Recent developments in the
phenomenon of employee turnover have led to renewed interest from scholars,
particularly related to new workforce behaviors precipitated by the COVID-19 pandemic.
COVID-19 accelerated the proliferation of adverse organizational environments with
reduced focus on employment wellbeing and new employee sentiments towards
organizations which in turn accelerated that rate of workforce resignations (Batiste, 2024;
Meyer et al., 2024). Taken together, these studies show that leaders must devise new
strategies to reduce employee turnover, given the new pandemic-induced workforce
sentiments.

The study distilled four themes, which were supported by extant literature. The
elements of individualized consideration, inspirational motivation, and idealized
influence were evident in the participants’ successful approach to reducing employee
turnover. A significant finding in this study was that hotel managers must promote a
caring and empathetic culture within the organization to reduce employee turnover.

Meyer et al. (2024) attributed a recent global trend in employee turnover to leaders’
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increased focus on business efficiency and less on caring about employees' holistic well-
being. Hence, there is a definite need for hotel managers to reframe their approach to
employee turnover. According to the study’s participants, hotel managers should show
concern for employees by leading by example, open communication, and using the
knowledge gained to tailor responses to their needs to develop a culture of care and
empathy throughout the organization. Based on the findings, hotel managers could
consider including these behaviors to address employee well-being, which has become
increasingly important to reduce employee turnover in a post-pandemic era.

Employee training and development forms a crucial part of strategies to reduce
employee turnover. The study showed that individual employee preferences and interests
must inform training and development. The result can be explained through the lens of
Vroom’s (1964) expectancy theory, which alludes to an individual's motivation being
influenced by expected results and the intensity of their effort being propelled by the
perception that their effort yield desired outcomes. Hence, the study’s findings dictate
that hotel managers must avoid a generic employee training and development approach.
Instead, they should consider policies where training and development initiatives are
tailored to employees' interests and expectations and where employees perceive their
participation in such initiatives to be worthwhile. Additionally, the study shows that
employees derive a sense of pride from receiving certificates. According to the
participants, certificates instill a sense of accomplishment and pride within the workforce.
Organizations should consider including certificate courses in employee training and

development initiatives. Additionally, job rotation was revealed as a potent mechanism in
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employee development but must be guided by employees’ intertest. The literature review
linked interesting work to increased job satisfaction. Therefore, organizational
policymakers should also consider aligning employees’ preferences within job rotation
strategies. Taken together, these types of policies require leaders to apply individualized
consideration behaviors when devising training and development initiatives.

The third theme aligns with the extant literature and updates applications to
professional practice regarding the work environment, particularly around discourse
related to communication. Importantly, practitioners should consider using bottom-up or
grassroots communication when attempting to foster a desirable work environment.
Additionally, the results show that social events, while effective in creating a positive
work environment, must be planned with an understanding of individual variations
among employees. Again, transformational leadership behaviors are crucial in gaining
this insight. The results of the study also point to a family atmosphere at work. Though
not supported in the literature, all participants successfully included promoting a family-
like atmosphere at work to reduce turnover. Therefore, organizations should consider
reframing policies to become more employee-centric in factoring in creating a family-like
atmosphere at work.

Organizations typically recognize the importance of compensation and benefits in
reducing employee turnover. However, one significant contribution of the study is
underpinned by unanimous agreement from all participants that increasing salaries as part
of compensation does not reduce employee turnover. The study shows that hotel

managers should instead focus on a benefits strategy informed by individual needs. The
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research demonstrated that the compensation and benefits strategy must include timing to
support employees when their need to support their families peaks throughout the year.
One way that leaders can facilitate this process is to gain an understanding of employees'
needs through frequent, meaningful interaction. Additionally, hotel managers should
consider moonlighting as a benefit in response to post COVID-19 precipitated attitudes
towards work. The study's findings also shed light on the emergence of flexible work
schedules as a crucial benefit also resulting from a post-pandemic rest of workforce
behaviors. Leaders should consider reframing policies to prioritize work schedules
synergistic with employees’ personal goals and objectives. Overall, the research
implication revolves around the need for organizations to recognize rapidly evolving
employee expectations and behavioral shifts toward employees’ well-being and
motivation. Accordingly, transformational leadership behaviors provide leaders with a
conduit to better understand and reorient themselves with the post-pandemic workforce
as they devise strategies to reduce employee turnover.
Implications for Social Change

The study’s findings directly affect positive social change. Hotels in the
Caribbean support fenceline communities and provide revenue for governments to
provide social support for the most vulnerable within Caribbean societies. The post-
COVID-19 pandemic environment is characterized by employees showing an increased
interest in self-fulfillment. A common thread in this study supports the need for leaders to
recalibrate strategies to become employee centric. Furthermore, this research provides

new information to hotel leaders to address new workforce trends that have contributed to
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increased employee turnover. There is a growing body of literature that alludes to the
importance of employee wellbeing in sustainable development. Illustrating this, Cooke et
al. (2022) argued that employee-centered approaches, as demonstrated in this study,
improve individuals and communicate toward achieving the United Nations Sustainable
Development Goals. The study also demonstrates that employee support extends to their
families, representing a further step towards sustainable development. Accordingly, this
study’s findings could provide tangible improvements to advancing sustainable
development within the Caribbean.
Recommendations for Action

The study addressed successful leadership strategies hotel managers use to reduce
employee turnover. According to the results, the post-COVID-19 workforce presents new
challenges requiring a novel approach beyond contemporary paradigms. The four themes
distilled from the study will allow organizations to reframe policies to reduce employee
turnover in this new theatre. Forming a caring and empathetic culture, though a
significant theme, could be challenging. However, in line with the study’s results,
Nguyen et al. (2023) found that transformational leadership behavior was positively
associated with culture formation. Therefore, hotel managers should consider using
transformational leadership behaviors to address the culture formation challenge and
promote a culture of care and empathy. Specifically, managers should consider
establishing meaningful relationships to better understand employees’ socio-economic
circumstances and inform the organization’s approach to employee wellbeing. Managers

should also lead by example by demonstrating open communication and promoting their
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vision of care and empathy. Additionally, strategic hotel leaders must consider
establishing programs that support families in times of unforeseen crisis. Furthermore,
human resource practitioners should avoid promoting employees to managerial positions
based on tenure. Instead, they should implement robust recruitment, selection, and
doctrine to ensure managers are qualified and capable of executing the organization’s
cultural vision.

Hotel managers should consider streamlining contemporary approaches to
training and development and work environment to align with employees’ interests.
Additionally, human resources management practitioners should integrate training
development into talent management and consider accredited company-sponsored
training courses that support career advancement. Such methodology should not be
limited to types of skills development associated with the current job role but must be
perceived by the employee as personalized overall career advancement. Additionally,
managers should use intellectual stimulation and inspirational motivation behaviors to
generate free thinking. Moreover, as part of a paradigm in addressing the post-pandemic
workforce, managers should promote entrepreneurship among employees as a part of
empowerment and demonstrate commitment to their interests. Furthermore, managers
must create an employee-centric work environment. Operationalizing this, managers
should consider that hotel employees’ facilities mimic those of guests. Managers should
also promote policies that support grassroots communication. Additionally, managers
should encourage open communication by eliminating barriers within the hierarchy

where employees can engage directly with the highest levels of hotel managers.
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The study shows that increasing employees' salaries does not reduce employee
turnover. Instead, compensation and benefits should be synergistic with employees'
needs. Managers should first seek to understand each employee’s circumstances by using
individualized consideration behavior. The next steps should be guided by timing, where
employees can access stipends, bonuses, and other forms of monetary compensation at
times throughout the year when they are required to provide above-normal support for
their families. Benefits are more potent in decreasing employee turnover than monetary
compensation. Hence, human resource practitioners should consider supporting flexible
work schedules that suit the employees' personal objectives. Finally, though historically
controversial, the study shows that hotel managers should adopt policies that allow
employees to moonlight to address the post-pandemic workforce paradigm.

Leaders in other industries and sectors that have experienced high employee
turnover post-COVID-19 could benefit from my study. The study’s results will be
published in the ProQuest database and be accessible to scholar-practitioners who are
interested in reducing employee turnover. Additionally, I will share a copy of the
research with my study participants to support discussions within their organizations.
Furthermore, the study results may also be disseminated through podcasts, LinkedIn, and
other appropriate media.

Recommendations for Further Research

The current study is not free of limitations. Future research is required to solve the

limitations of the study. The multiple case study was bounded within the hotel industry in

the Caribbean. Therefore, the findings are not generalizable across other industries and
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geographies. The cultural and economic context of the Caribbean may result in the
findings not applying to other contexts. Accordingly, future research could improve this
limitation by exploring other industry managers' leadership strategies to reduce employee
turnover in other geographies. Additionally, the findings highlighted moonlighting as a
strategy to reduce employee turnover. However, such methods require paradigm shifts in
conventional organizational approaches to benefits. Therefore, future research should
further investigate how moonlighting is operationalized. Additionally, future research
could also include investigations from employees' perspectives on the effectiveness of
leadership strategies to reduce turnover intent, a precursor to turnover.
Reflections

I have always been interested in the topic of employee turnover and the myriad
destructive impacts the phenomenon generates in business and within the wider society.
Accordingly, I have consistently sought avenues to understand the issue better. Obtaining
a doctoral degree enabled me to study employee turnover and provide tangible solutions
to the problem. Recognizing my passion for the topic guided by an interpretivist view, |
also acknowledge the potential for bias. Therefore, | applied the lessons learned from my
coursework in using reflexivity to mitigate bias in all research process stages.

Nevertheless, the process was not without challenges. Increased climate-related
events recently impacted my study population and delayed my data collection schedule.
The key takeaway is that climate events that negatively impact participants can
significantly hamper research, mainly when using purposive sampling. Therefore, as

climate-related events continue to increase, researchers must consider mitigations within



113

the research process to ensure that the research is not compromised. Despite the
unforeseen hurdles, the data gained was unique and provided new perspectives on
employee turnover.
Conclusion

Employee turnover remains a substantial issue in the hotel industry, impacting
business viability and threatening Caribbean tourism-based economies. Through the lens
of the transformational leadership theory, this multiple case study explored leadership
strategies hotel managers use to reduce employee turnover. The guiding research question
was: What leadership strategies do hotel managers use to reduce employee turnover?
New trends characteristic of a postpandemic workforce mindset have necessitated new
approaches to reduce employee turnover. The participants used novel people-centered
strategies to reduce employee turnover. According to the results, the participating hotel
managers reduced employee turnover by using strategies that included: (a) fostering a
caring and empathic culture, (b) creating a positive work environment, (¢) promoting
employee training and development, and (d) implementing employee-centered
compensation and benefits. Managers must first understand the new paradigms that have
resulted from the post-COVID-19 workforce behaviors and the tendency for the factors to
significantly increase turnover when managers use traditional methodologies to reduce
turnover. Hence, the study demonstrates the need for business leaders to become
realigned with the new workforce priorities, which have shifted exponentially toward
employee wellbeing. Hotel managers play a role in positive social change since

Caribbean nations depend on the viability of hotels. In supporting this mission, the
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study's results can provide hotel leaders with updated information required to design

novel approaches to reduce employee turnover.
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Appendix: Interview Protocol

Participant Code:

Introduction

1. Begin with personal introduction, brief overview of the research topic, importance

of the study. Inform the participants that the interview will be recorded and notes
taken and advise of approximate length of interview.

Explain member checking and transcript review procedure. Reiterate that
participation in the study is voluntary and that they can withdraw at any time by
communication of this intention orally or written and allow time for any questions
Provide participant with consent form and explain the contents and explain their
rights as part of ethical research. Confirm if there are any questions prior to
signing the form. Finally, have the participants sign the consent form and provide

them with a copy of the form.

Pre- Interview

1.

Conduct a test of the audio recorder equipment and confirm permission to record
the interviews and take notes.

Plan approximately 30-40 minutes for participants to respond to my interview
questions.

Plan time to include probe and follow-up questions.
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4. Confirm with participants that they are comfortable and remind them of right to

withdraw from study at any time

Interview process
1. Ensure recorder is on.
2. Start conducting the interviews. Record the date, time, location, and the
alphanumeric code for the participants.
3. Note non- verbal cues such as expressions and mannerisms throughout interview.
4. Complete the sequence of questions
5. Follow up with further questions based on responses or observations.
6. Thank the participant at the end of the interview and confirm participant’s contact

information for possible follow-up member checking interviews.
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