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Abstract
High employee turnover rates in the U.S. manufacturing firms create significant
operational and financial challenges. Leaders of U.S. manufacturing firms seek to address
employee turnover, which threatens productivity, profitability, and long-term
sustainability. Grounded in the competing values framework, this qualitative pragmatic
inquiry project aimed to identify and explore manufacturers' efficient management
strategies to reduce employee turnover. The participants were five individuals who work
in different management roles within the manufacturing industry and have assisted in
developing successful employee retention strategies. Data were collected using
semistructured interviews and a review of organizational information. Four themes were
identified during qualitative coding analysis: (a) communication, (b) employee
engagement, (c) leadership, and (d) teamwork. A key recommendation for manufacturing
leaders is to develop strategies prioritizing communication while promoting teamwork to
ensure employee engagement. The implications for positive social change include the
potential for manufacturing leaders to enhance employee retention, benefiting employees

through job stability and improving local communities’ socioeconomic conditions.
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Section 1: Foundation of the Project
Background of the Problem
The manufacturing sector has been the backbone of growth, development, and
innovation in the United States since the beginning of the Industrial Revolution (Wenah,
2016). While manufacturing has been critical to the country's economy, there has been a
shift as manufacturing organizations have struggled to maintain skilled labor and are
consistently fighting employee turnover. The manufacturing industry contributed 12.0%
of the total United States Gross Domestic Product (GDP) in 2021 by contributing $2.3
trillion to the economy. If direct and indirect value is included, that contribution increases
to 24% of GDP (Thomas, 2023). Between 2000 and 2017, the manufacturing industry's
employment dropped by approximately 5.5 million jobs, most of which occurred before
the Great Recession of 2008. The manufacturing jobs in the United States peaked at
38.7% in 1944 and have steadily declined, with manufacturing jobs at 8.5% at the end of
2019 (Blanchflower & Oswald, 2020). Manufacturing organizations' difficulties retaining
skilled labor have generated unneeded costs, which can translate to higher consumer
costs. The manufacturing industry has begun to increase jobs in the United States since
2020 as the industry recovers from the COVID-19 pandemic (see Figure 1 below). While
the COVID-19 pandemic event strength could decrease employee turnover intention from
negative perceptions of external employability, it could also increase intentions if
employees perceive little to no personal growth within the organization (Deng et al.,
2022). This growth has been credited to the enactment of three significant pieces of

legislation introduced in 2021 and 2022:



1.

2
The Infrastructure Investment and Jobs Act (IIJA): This act focuses on rebuilding
America’s infrastructure, addressing transportation needs, broadband access, clean
water, and energy infrastructure, aiming to enhance long-term economic growth
and competitiveness.
The Creating Helpful Incentives to Produce Semiconductors (CHIPS) and Science
Act: This legislation is designed to boost the production of semiconductors in the
United States, strengthen supply chains, and support scientific research and
technological innovation, promoting economic resilience and technological
leadership.
The Inflation Reduction Act (IRA) aims to reduce inflation by lowering energy
costs, investing in clean energy, and improving healthcare affordability while
implementing measures to decrease the federal deficit.

These three laws have resulted in new construction spending in the manufacturing

industry of $201 billion (Coykendall et al., 2024). Along with the job increases, the
manufacturing industry still deals with supply chain disruptions and maintaining skilled
labor (Zimmer, 2023). Quality is another issue that is impacted by increased employee
turnover. Product field failures increase from 6.6% to 7.7% in employee turnover post-
payday peaks (Moon et al., 2022). As the number of jobs in the manufacturing industry
increases, it becomes more and more critical that organizations develop strategies to

maintain skilled labor to reduce costs and stay competitive in the market.

Management strategies can mediate organizational culture and job satisfaction,

which can directly correlate to employee turnover (Brouwers & Paltu, 2020). Several



internal and external factors can contribute to employee turnover. However, a few of the
top contributing factors to employee turnover in manufacturing are organizational
commitment, employee engagement, job design, employee burnout, and individual role
performance (Shah et al., 2020). Each of these factors can directly influence management
strategies. Li et al. (2019) claimed that transformational leadership has a significant effect
on mitigating employee turnover. However, transformational leadership can be extensive
and encompass various management strategies. Due to a wide range of personality types
and factors that drive individuals, it is necessary to narrow down what management
strategies are the most effective when retaining skilled labor in the manufacturing
industry.

Figure 1

United States Manufacturing Jobs (Statista, 2024)
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Note. The number of manufacturing jobs in the United States is shown in the millions
from 1990 to 2023 with a visible trendline displaying a steady decline in jobs during this

period.



Business Problem Focus and Project Purpose

The specific business problem that I addressed in this study is that manufacturing
companies need more efficient management strategies to reduce employee turnover and
costs connected with employee turnover. I identified and explored the efficient
management strategies manufacturers use to reduce employee turnover and the costs
connected with employee turnover. The target population for this study was multiple
manufacturing organizations that have implemented management strategies to mitigate
employee turnover. The study included a sample of five participants. Eligible participants
were individuals in management roles within the manufacturing industry and oversee
employees who report directly to them.

The conceptual framework for this study was the competing values framework
(CVF), first developed in 1999 by Cameron and Quinn (Cameron & Quinn, 2006). Due
to the dynamic business environment issues, including employee management, power
crisis, and the need for development, CVF is the appropriate framework for my pragmatic
inquiry study (Zeb et al., 2021). CVF can also be quantitative and qualitative, identifying
cultural aspects that affect an organization's success (Cameron & Quinn, 2006).

Research Question
What effective management strategies do manufacturing organizations implement

to decrease employee turnover and associated costs?



Assumptions and Limitations

Assumptions

Assumptions are unverified facts that allow concluding observations (Arpino,
2013). I made several assumptions in this study. First, I assumed the participants in this
study would represent the population associated with the purpose of this study. I assumed
that the participants in this study would provide honest and truthful answers without
being influenced by external factors. Third, I assumed that the participants would all be
qualified to participate in the study and be employed as current members of management
with a manufacturing organization.
Limitations

Limitations are potential weaknesses that I generally cannot control. These
limitations may be influenced by research design, model constraints, funding, or other
factors (Theofanidis & Fountouki, 2018). This research study included several
limitations. First, any unwillingness of the participants to be upfront regarding their entire
experience with management strategies or not divulging information would have been a
limitation. Second, management strategies used in manufacturing to mitigate employee
turnover may work differently in other industries. Third, conducting phone interviews
meant that [ could not observe the participant's body language. This study was conducted
with manufacturers in the Midwest United States and may not reflect other areas based on
different beliefs and economic challenges. A more extensive study that would include

manufacturers across the United States could result in different outcomes.



Transition

In this section, I outlined the need for management strategies in the manufacturing
industry to mitigate employee turnover. A management strategy must align with an
organization's overall objective and the employees' performance to achieve the
organization’s success (Alefari et al., 2020). The success of a manufacturing organization
involves several factors, but retaining skilled labor is critical to the foundation of the
overall operations. Highly dedicated and engaged employees are less likely to leave and
seek other employment (Lyons & Bandura, 2021). The proper management strategies of
the organization can assist in ensuring employee dedication and mitigate employee
turnover to reduce overall costs within the organization.

In this section, I also discussed the study’s problem statement, purpose, research
question, assumptions, and limitations. Section 2 includes the literature review and its
application to the applied business problem. Section 3 includes the research project
methodology, which will include the project ethics, nature of the project, data collection,
and analysis process. Section 4 includes my data analysis, research findings, and
recommendations for other researchers and leaders of manufacturing organizations as
they search for strategies that will assist them in reducing employee turnover and the

costs associated with employee turnover. I will also cover my reflections on my study.



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

I conducted a comprehensive literature review and discovered a research gap
concerning management's strategies in manufacturing to alleviate employee turnover.
Manufacturing leadership and human resources must strategize reducing organizational
employee turnover, thereby increasing profitability. Lowering employee turnover rates
can lead to higher organizational commitment and job satisfaction, positively impacting
overall performance.

The literature review contains insights into various management strategies
employed across different industries. In my research question, I focused on identifying
which management strategies are essential for ensuring the success of a manufacturing
organization in a competitive market. By pinpointing effective strategies, manufacturing
organizations can have the necessary tools to reduce employee turnover. Implementing
these strategies throughout the organization should lower employee turnover-related costs
and increase performance to enhance profits and ensure the organization's success.

I examined research from peer-reviewed articles, dissertations, books, periodicals,
and online sources pertinent to the business issue. The peer-reviewed articles and
dissertations were sourced from databases including Sage, Emerald Management
Journals, ABI/INFORM, IBISWorld, EBSCO, IEEE Xplore, Science Direct, and Google
Scholar. For my search, I used the following keywords: manufacturing leadership,

transformational leadership, employee turnover intention, manufacturing employee



turnover, manufacturing and economy, effective leadership models, manufacturing
leadership strategies, management strategies, and competing values framework.

Through reviewing the literature, three consistent themes became apparent:
management strategies, organizational commitment, and job satisfaction. In the
manufacturing industry, effective management strategies must align with the overall
organizational strategy. Organizational commitment has a direct influence on employee
turnover intentions, alongside job satisfaction. An increase in job satisfaction has a
positive correlation with organizational commitment. The company's management
strategies directly impact these factors. Manufacturing organizations operate within a
complex and competitive culture where the interplay of organizational culture and
processes is prominently observed.

There were 101 total references used in the study, of which 88 of the references
(87.1%) were published between 2019 and 2024. There was a total of 84 peer-reviewed
articles representing 83.2% of the references, and of those peer-reviewed articles 77 were
published between 2019 and 2024. The 101 sources contained 12.9% of sources that were
dated prior to the year 2019, including seven (8.3%) peer-reviewed articles, four books,
and two web articles.

Conceptual Framework

The CVF is used by researchers to characterize individuals and the organization's
management (Quinn & Rohrbaugh, 1983). The CVF was designed to assess organizations
within complex contexts, encompassing the profiling of human resources, comprehension

of leadership challenges, and adaptation of leadership strategies (Kan & Ismail, 2021).



The CVF emphasizes two main dimensions. The first dimension compares the
significance of flexibility, discretion, and dynamism with stability, order, and control.
The second dimension contrasts internal functionality, focusing on integration,
collaboration, and unity, with external functionality, emphasizing differentiation,
competition, and rivalry (Cameron et al., 2022). Due to its complexity, the CVF is an
ideal conceptual framework for evaluating and exploring management strategies within
the manufacturing industry. Joseph and Kibera (2019) acknowledged that an
organization's culture is a pivotal asset influencing performance. The CVF posits that
organizational complexity results in various culture types, suggesting that no single
culture defines an organization.

Leadership is a vital management function within any organization, crucial for
enhancing competitiveness by aligning people, timing, and resources with the overall
business strategy (Alrowwad et al., 2020). In today's increasingly complex and
competitive manufacturing industry, there is a heightened emphasis on innovation and
competitiveness (Arabeche et al., 2022). Manufacturers must cultivate a company culture
that attracts and retains skilled labor to thrive in this environment. Retaining skilled
employees sustains competitiveness and enhances innovation and overall organizational
performance.

The CVF emphasizes the significance of internal capabilities, such as employee
development, alongside external factors, such as market opportunities and competitors
(Hartnell et al., 2019). This framework has been instrumental in explaining various

organizational phenomena, including culture, leadership, and human resource
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management (Weber et al., 2022). Widely recognized for its reliability and validity, the
CVF serves as a valuable model for examining an organization's culture (Jamali et al.,
2022).

Manufacturing organizations should exhibit a requisite level of adaptability,
bolstered by management strategies implemented through leadership and executive teams
(Quinn & Rohrbaugh, 1983). Two key ideas emerged when analyzing leadership in the
manufacturing industry. First, management develops strategies, and the followers' beliefs
must align with the organization's overall development strategy. Second, there must be a
balance between maintaining organizational performance and delivering services and
products while retaining a skilled labor force (Alefari et al., 2020). Managers should view
the CVF as one of many perspectives for understanding management and organizational
strategies. Instead, they must employ various strategies depending on the specific
situation. The CVF serves as an optimal conceptual framework for this study due to its
applicability in guiding manufacturing organizations to improved strategies for
management (Jamali et al., 2022). The competing values identified in the research are
central tenets of the Quinn and Rohrbaugh CVF model (Quinn & Rohrbaugh, 1983).
Management strategies in the manufacturing industry can encompass each significant
section of the CVF.

In this study, my goal was to identify leadership management strategies within the
manufacturing industry. Effective management strategies have the potential to enhance
organizational performance and reduce employee turnover in manufacturing

environments. Using the CVF and existing research, I identified and analyzed effective
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management strategies within organizational culture. Abu Tayeh and Mustafa (2022)
conducted a detailed study outlining the CVF of leadership. Figure 2 provides a
simplified example illustrating the CVF and its four organizational types.
Figure 2
Organizational types of CVF (Abu Tayeh & Mustafa, 2022).

Flexibility

R

Clan Adhocracy

Internal External

Hierarchy Market

—

Control

The CVF was initially developed with four distinct organizational culture types:
clan, adhocracy, hierarchy, and market culture (Zeb et al., 2020).

1. Clan Culture: Emphasizes teamwork, organizational commitment, and employee
participation. Management strategies in this section prioritize flexibility and
integration.

2. Adhocracy Culture: The primary emphasis is on innovation, creativity, and risk-
taking. This section encourages adaptability and operates with an entrepreneurial

mindset.
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3. Hierarchy Culture: Centers on organizational standards, processes, and stability.
Management strategies here emphasize efficiency and adherence to established
norms.

4. Market Culture: Characterized by competitiveness and goal-driven performance.
This culture values competition as a measure of success and fosters solid external
relationships with vendors and customers (Arabeche et al., 2022).

The CVF framework integrates leadership types, managerial strategies, organizational
structures, and overarching focuses. The CVF framework provides a structured approach
to examine leadership roles within organizations and evaluate the effectiveness of
management strategies in enhancing overall performance and retaining skilled labor
(Rickley & Stackhouse, 2022).

Contrasting Theory

Extensive research has been conducted regarding how transformational
leadership, characterized by inspiring and motivating employees, reduces employee
turnover intention and enhances organizational performance. Conversely, transactional
leadership, which focuses on rewards and punishments, has shown mixed effects on
employee turnover intention and performance. Laissez-faire leadership, marked by a lack
of direction and involvement, generally correlates with higher employee turnover
intention and lower organizational performance. Among these styles, transformational
leadership has emerged as particularly influential. Transformational leadership has gained

popularity across various organizations (Lubbadeh, 2020). It is credited with increasing
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organizational commitment, job satisfaction, and overall performance metrics while
reducing organizational employee turnover intention (Goestjahjanti et al., 2022).

Bass (1999) introduced transformational leadership as a strategy that enhances the
maturity and self-actualization of employees and contributes positively to the
organization and society. Research indicates that transformational leadership fosters
employee commitment and psychological empowerment, reducing employee turnover
intention (Donker et al., 2022). However, while transformational leadership effectively
enhances employee commitment and performance, there could be more suitable
conceptual frameworks for this study. Critics argue that transformational leadership
remains theoretical in practice and is primarily focused on the behaviors of leaders,
potentially leaving some individuals within the organization needing to be more inspired
(Asbari, 2020). Bass and Avolio (1993) extended the transformational leadership model
by incorporating four essential elements: idealized influence, inspirational motivation,
individualized consideration, and intellectual stimulation. However, Khatri (2005)
highlighted ambiguities and overlaps in these definitions, particularly distinguishing
between the components.

Transformational leadership combines charisma and vision into a single model,
which can lead to confusion because charisma ideally serves organizational goals while
vision should align with organizational values (Khatri, 2025). Additionally,
transformational leadership should provide a comprehensive view of organizational
culture, which is essential for understanding and implementing effective managerial

strategies that fit within the organizational context. Therefore, while transformational
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leadership can be considered a management strategy, it partially served as the conceptual
framework for this study, which required a broader perspective encompassing
organizational culture and various managerial strategies.

Review of Current Research
Manufacturing Employees
Wage Employees
Wage employees factors include:
e Paid based on the hours worked.
o Eligible for overtime pay beyond 40 hours per week.
e Health insurance coverage may not be guaranteed.
o Enjoy better work/life balance as they can leave work when their shift ends.
e Vulnerable to hours being cut during company cutbacks.

The employees in manufacturing organizations typically consist of two main
categories: wage and salaried employees. Wage employees, also known as production
employees, encompass blue-collar workers who may be skilled or unskilled laborers.
These employees are paid hourly and often benefit from overtime opportunities,
contributing to a better work-life balance as they can disengage from work when their
shift ends (Lichtenstein, 2024).

According to Copus et al. (2019), a significant motivational disparity exists
between wage and salaried employees, with wage employees generally exhibiting lower
motivation levels. One drawback of hourly wage employment is the vulnerability to

fluctuations in work hours, which can occur when organizations seek to cut costs.
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Reductions in work hours can also impact employees' access to healthcare and other
benefits. To counter these challenges, one effective strategy for hourly employees is
union membership. Unions can provide a collective voice for employees, advocating for
better wages, benefits, and working conditions. Unions also offer protection against
arbitrary work-hour reductions and help ensure employees are treated fairly and
consistently (Lichtenstein, 2024).

In summary, while hourly wage employment in manufacturing offers advantages
like overtime pay and work-life balance, it also comes with risks such as work hours and
benefits fluctuations. Union membership can serve as a mechanism to mitigate these risks
and enhance hourly employees' overall well-being and job security. However, many
companies pay fair wages and offer a wide variety of benefits to avoid having a union
representing the employees (Macdonald, 2021).

Salaried Employees

Key features of salaried employees include:

e Receive a fixed annual salary.

e Not eligible for overtime pay.

o Typically receive better benefits, including more secure healthcare coverage.

e You may need to work longer hours for project completion deadlines or other
tasks without receiving further compensation.

o Longer working hours can hurt work/life balance because of the need to prioritize

work commitments.
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In manufacturing, salaried employees typically encompass management,
engineering, and other administrative roles. These individuals make policy decisions and
oversee wage employees on production lines. Salaried employees receive an annual
salary and are paid a fixed amount for each pay period, regardless of the hours worked
(Lichtenstein, 2024).

Overall, while salaried employees in manufacturing benefit from more predictable
pay and often better benefits, they may face challenges related to longer working hours
and potential impacts on work/life balance compared to their hourly counterparts.

Unions

Labor unions play a significant role in representing wage employees across many
manufacturing industries. Employees who join a union typically pay a membership fee,
allowing the union to negotiate a labor contract with the organization on behalf of its
members. These contracts cover various aspects such as benefits, pay rates, schedules,
and retirement plans. In addition to negotiating contracts, unions provide political
education and engagement opportunities for their members, enhancing civil participation
and awareness (Macdonald, 2021).

Historically, unions like the United Auto Workers (UAW) have been influential in
securing favorable working conditions and compensation for their members. However,
the decline in manufacturing employment has decreased union membership from its peak
in the 1970s. For instance, the UAW, which once had over a million and a half members,

now has fewer than 400,000 members (Lichtenstein, 2024). Despite this decline,
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manufacturing industries maintain a higher unionization rate of 7.9% compared to 6% in
other industries (Statista, 2024).

While unions can improve working conditions and wages, conflicts between
unions and organizations may lead to strikes, resulting in loss of wages and production
disruptions. Moreover, research by VanHeuvelen and Brady (2022) suggests that unions
may also have adverse economic effects in areas with dense union membership,
potentially impacting poverty rates among union and non-union families. While unions
play a vital role in advocating for workers' rights in manufacturing, their influence and
membership have declined over the years, affecting industry dynamics and local
economies.

Leadership Skills

Lubbadeh (2021) emphasized the significance of emotional intelligence (EI) in
leadership, highlighting that leaders with high EI demonstrate empathy towards their
followers and can discern their thoughts and emotions through verbal and non-verbal
cues. Individuals with strong EI are adept at building positive relationships with diverse
individuals and exhibit greater adaptability in various situations. Similarly, Alat and Suar
(2020) explored flexible leadership theory, which posits that leaders significantly
influence the success of an organization’s financials by responding effectively to
situational demands and fostering an environment that encourages innovative thinking
and risk-taking among employees. This adaptability is increasingly crucial in the
manufacturing industry as it evolves amidst complexity and competitive pressures (Ullah

& Mirza, 2020). Innovation is a core competency for manufacturing organizations,



18
pivotal in their success within dynamic and competitive markets. Leaders who foster an
environment conducive to innovation and possess the ability to adapt to changing
circumstances are well-positioned to drive their organizations forward in such
environments.

Employee Skills

The success of a leader is significantly influenced by employees' contributions to
the organizational relationship. Kane et al. (2019) highlight the importance of employees
having the necessary education and training to fulfill their assigned tasks effectively and
adapt to organizational changes. Skilled labor often requires specific training, which can
be acquired through trade schools or on-the-job training, depending on the organization's
policies. Organizations determine which skills are necessary for employment and which
can be developed during employment.

While competitive wages are crucial, employees also value other benefits. These
include involvement in decision-making processes, access to health and safety programs,
work-life balance, and opportunities for personal and professional growth. Organizations
that invest in employees' skills development and provide a supportive work environment
with these additional benefits tend to foster more robust employee engagement and
contribute positively to leadership effectiveness and organizational success.

Leadership Influence in Manufacturing
Strategies
Leadership strategies extend beyond the purview of the leadership team alone,

encompassing the executive team's involvement and human resources within an
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organization. The executive team is encouraged to implement a top-down approach to
ensure that suitable leadership strategies robustly align with organizational strategies and
goals (Fikry et al., 2020). An organization's culture is critical in aligning with its goals
and competitive strategy, thereby maintaining or expanding its position within the
industry. Cultivating a culture that supports the organization's goals is essential. Programs
fostering organizational learning contribute to employee growth and satisfaction (Lin &
Huang, 2021).

Effective management strategies and leadership are pivotal in creating a learning
environment that enhances overall performance and productivity (Goestjahjanti et al.,
2022). Factors such as firm productivity are influenced by individual values and
capabilities within management (Dabic et al., 2023). Human resources also play a crucial
role in developing strategies to mitigate employee turnover. Accurate reporting of
employee turnover rates and retention metrics enables organizations to analyze the
reasons behind employee departures (Mahadi et al., 2020). By collaborating on strategies,
including leadership development, organizational culture alignment, learning programs,
and retention strategies, the executive team, leadership teams, and human resources can
collectively enhance employee retention and foster growth within the market. This
integrated approach strengthens organizational resilience and competitiveness in a
dynamic business environment.

Employee Retention
Employee retention is crucial for organizational profitability, particularly in the

competitive global manufacturing industry, where high employee turnover rates can
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severely impact overall performance (Al-Suraihi et al., 2021). Work-life balance and
different leadership styles directly influence employee retention (Bajaba et al., 2022).
Leadership, in particular, significantly influences organizational culture, affecting
employee satisfaction and retention by leveraging and preserving employee knowledge
and experience to enhance productivity (Gjerlov-Juel & Guenther, 2019).

Research by Igbal et al. (2022) underscores the direct correlation between
leadership styles, such as despotic leadership, and employee retention, highlighting the
critical role of leadership in fostering organizational trust and satisfaction. Organizations
employ various strategies to mitigate employee turnover, such as noncompete contracts,
which historically aimed to retain talent by restricting employees from joining
competitors within the same industry for a specified period. However, noncompete
clauses have faced criticism for potentially contributing to low wages, stifling innovation,
and limiting industry dynamics (Federal Trade Commission, 2024). In response to these
concerns, the Federal Trade Commission recently announced that noncompete clauses are
illegal and unenforceable as of April 23, 2024. The Federal Trade Commission prompted
organizations to reconsider employee retention strategies and focus more on realigning
organizational cultures to foster loyalty and commitment. This regulatory decision
underscores the importance of organizations adopting sustainable retention practices that
promote a positive work environment, support professional growth, and enhance
engagement, which contributes to the organization's long-term success and

competitiveness in the marketplace.
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Workplace Environment

The work environment is crucial in retaining skilled labor within the
manufacturing sector. Management is responsible for creating a supportive environment
that prioritizes safety, offers continuous training, and provides ongoing employee
motivation (Al-Suraihi et al., 2021). This supportive approach is essential in fostering
employee engagement and satisfaction, contributing to higher retention rates.

Das and Canel (2023) emphasize the importance of aligning an organization's
competitive strategy with its external environment through an efficient technical,
administrative, and organizational infrastructure. While adapting to external market
dynamics is vital, it is equally crucial for organizations to focus on the internal work
environment that directly impacts employees. Research by Deegahawature and Lakmali
(2021) highlights that the workplace environment significantly influences employees'
perceptions and emotional well-being, affecting job performance and organizational
commitment. A positive work environment enhances employee morale and reduces
employee turnover intention by creating a conducive atmosphere where employees feel
valued and motivated. Therefore, organizations must prioritize creating a positive and
supportive work environment that addresses external competitive pressures and internal
employee needs. By doing so, they can effectively mitigate employee turnover intention
and foster long-term employee retention, thereby enhancing organizational stability and

performance in the competitive manufacturing industry.
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The profitability of manufacturing organizations hinges significantly on customer
purchasing decisions and several internal factors within the organization's control. While
external factors like market stability, commodity prices, and global events such as the
COVID-19 pandemic can impact profitability, internal strategies such as fostering
customer loyalty and retaining skilled labor are pivotal (Kharub et al., 2022).

Skilled labor forms the backbone of manufacturing operations, directly
influencing product quality and efficiency. Retaining these skilled employees is critical
for maintaining production standards and reducing employee turnover costs. Customer
loyalty plays a crucial role in driving sales growth and revenue. Organizations
prioritizing customer satisfaction and loyalty programs can increase repeat purchases and
profitability.

To enhance profitability, organizations must cultivate an adaptable environment
that encourages innovation. Effective leadership is essential in fostering a culture of
innovation among employees, empowering them to contribute ideas that improve
processes and products. This approach enhances productivity and ensures that the
organization remains competitive and responsive to market changes.

In conclusion, while external factors pose challenges, manufacturing
organizations can optimize profitability. The optimization of profitability requires an
organization to focus on internal factors such as retaining skilled labor, fostering
customer loyalty, and promoting innovation through effective leadership strategies. These
efforts strengthen the organization's competitive position and contribute to sustained

growth and profitability in dynamic market conditions.
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Innovation

Many manufacturers adopt Total Quality Management (TQM) strategies to
deliver high-quality products to their customers consistently. Bouranta (2020) discusses
how management can support TQM implementation by encouraging critical thinking,
fostering innovation, and promoting organizational creativity. These elements are crucial
because innovation serves as a critical competitive advantage in the complex landscape of
the manufacturing industry.

Leadership is pivotal in enhancing innovation efficiency by facilitating the
organization's generation, dissemination, and application of knowledge (Gachanja et al.,
2020). Effective leadership is essential for promoting a culture that values and supports
innovation, which has become fundamental to organizational success. Strategic
management approaches are needed to enhance operational efficiency and cultivate
behaviors that drive innovation (Ullah & Mirza, 2020). Alrowwad et al. (2020)
emphasize the pivotal role of embracing innovation in attaining organizational success,
particularly in a time marked by swift technological advancements, shifting customer
expectations, and increasing recognition of intellectual assets.

In conclusion, integrating TQM practices and nurturing a culture of innovation.
This integration is done through effective leadership and management strategies that are
vital for manufacturing organizations seeking to sustain competitiveness and achieve
long-term growth in today's dynamic market environment. These initiatives improve
product quality and customer satisfaction and foster operational excellence and

innovation capability, positioning the organization for continued success.
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Other Employee Turnover Factors
Employee Turnover Intention

Employee turnover intention refers to an employee's inclination to leave the
organization and is a proactive indicator of potential employee turnover. Once employee
turnover occurs, the organization has already lost the employee, becoming a statistic
(Ganji et al., 2021). Employee turnover can significantly impact an organization,
resulting in costs associated with losing talent, severance pay, recruitment, employee
training, and replacing skilled labor (Guzeller & Celiker, 2019). Jian et al. (2022)
identified multiple psychological components that connect leadership styles with
employee turnover intention, such as job satisfaction, organizational commitment,
citizenship, and motivation. Poor leadership, inadequate compensation, and a lack of
alignment with organizational goals are common factors influencing an employee's
decision to leave.

Mitigating employee turnover intention often involves straightforward strategies.
While research typically shows a direct relationship between employee turnover and
organizational performance indicators, De Winne et al. (2019) suggested a U-shaped
relationship. The suggested relationship implies that a moderate level of employee
turnover might benefit an organization by reducing labor costs and introducing new
ideas. However, excessive employee turnover can lead to declining performance as the
costs outweigh the benefits.

Jolly et al. (2012) found that offering job variety can be an alternative to higher

pay by enhancing employees' sense of value within the organization, thereby boosting
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organizational commitment. Effective management strategies are crucial in reducing
employee turnover by addressing these factors and fostering a supportive work
environment. Understanding and addressing employee turnover intention through
appropriate management strategies are essential for organizations aiming to enhance
retention, maintain organizational stability, and improve overall performance in a
competitive environment.

Organizational Commitment

Organizational commitment reflects the extent to which employees feel connected
to and valued by their organization. High organizational commitment reduces employee
turnover intention as employees are motivated to remain with the organization while
making effective and loyal contributions to the company (Allozi et al., 2022). Effective
strategies that managements develop significantly influence organizational commitment.
For instance, Alrowwad et al. (2020) found that transactional leadership, which focuses
on rewards and punishments, can diminish personal and organizational growth by
lowering job satisfaction and organizational commitment. In contrast, ethical leadership
has been shown to reduce employee turnover intentions by enhancing employee
commitment to the organization (Athanasiadou et al., 2023).

The management strategies an organization selects play a crucial role in nurturing
commitment among the workforce. Commitment to an organization is shaped by its
achievements and the satisfaction employees experience in their roles and interactions
with leadership teams (Dewi & Nurhayati, 2021). Research consistently demonstrates a

direct link between organizational commitment and employee turnover.
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Effective communication is essential in cultivating organizational commitment.
Open lines of communication ensure that employees feel heard, valued, and informed,
strengthening their commitment to the organization. This approach aligns with the need
for strategic management practices prioritizing employee engagement and satisfaction,
ultimately contributing to reduced employee turnover and enhanced organizational
performance.

Employee Job Satisfaction

Job satisfaction encompasses various aspects of organizational psychology,
including pay, promotion opportunities, relationships with coworkers, the nature of the
job itself, and managerial style (Torlak et al., 2019). Employee empowerment
significantly contributes to job satisfaction, as evidenced by Ganji et al. (2021), who
found a positive correlation between an ethical organizational environment and overall
job satisfaction. A conducive organizational environment empowers employees to strive
for higher job performance, enhancing organizational commitment.

Employees seek a quality work life that fulfills personal and professional needs,
reducing their intention to leave the organization (Els et al., 2021). Effective management
strategies should incorporate open lines of communication between leadership and
employees. By involving employees in decision-making processes, organizations can
enhance job satisfaction by making employees feel integral to the organization's success.

Kurniawaty et al. (2019) highlight the importance of addressing the work
environment's physical and non-physical aspects. Physical aspects such as noise levels,

quality of air and lighting, exposure to toxins, environment, and aesthetics can be
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managed through ergonomic initiatives and effective maintenance. Other nonphysical
aspects include injury rates, communication, fatigue, errors, and stress, requiring
proactive management by leadership teams. Building rapport and trust with employees

are crucial for addressing these nonphysical issues effectively.

Organizational trust, encompassing trust in the organization, management, and
colleagues, is essential for fostering a positive work environment (Erdal & Budak, 2021).
Mutha and Srivastava (2021) underscored that trust is paramount, followed closely by
effective leadership, in enhancing job satisfaction and organizational commitment. These
insights emphasize the critical role of positive management strategies in engaging the
workforce and ensuring high levels of job satisfaction.

Organizational Performance

Organizational performance in the manufacturing industry hinges on the cohesive
functioning of all organizational elements toward achieving strategic goals. Continuous
innovation and adopting cutting-edge technologies are crucial for maintaining
competitiveness (Verma et al., 2022). Many organizations are turning to Total Quality
Management (TQM) models to integrate stakeholders, resources, equipment, and
procedures, aligning efforts toward strategic objectives.

Organizational culture significantly influences performance by providing a
competitive edge and as the bedrock for enhancing competitive advantage (Joseph &
Kibera, 2019). Employees, who are integral to manufacturing operations, play a pivotal

role in organizational performance. As Alrowwad et al. (2020) highlighted, innovation is
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a crucial driver of enhanced organizational performance, necessitating leadership's role in
fostering innovative ideas and encouraging employee risk-taking (Zeb et al., 2021).

Effective management strategies are paramount in driving innovation and growth
within organizations. These strategies also build employee trust and enhance
organizational commitment, ultimately improving performance. Organizations can
achieve sustainable growth and competitive advantage in the dynamic manufacturing
landscape by promoting a culture that values innovation and empowers employees.

Transition

In Section 2 of the literature review within this doctoral study proposal, there was
a significant emphasis on the necessity for effective management strategies in the
manufacturing industry. Challenges lie in balancing the conflicting demands of
profitability and enhanced performance while ensuring the retention of skilled labor.
Retaining skilled labor will assist in the reduction of unnecessary overhead costs.

Section 3 of the proposal contained delineating the role of the researcher and
outlining ethical considerations governing the research. This section emphasized the
researcher's commitment to conducting the study with integrity and transparency,
adhering to ethical guidelines and principles. Additionally, it detailed measures to protect
the participants involved in the study, ensuring their confidentiality, privacy, and
informed consent throughout the research process.

Section 4 encompassed the presentation of research findings and a comprehensive
data analysis. This section highlighted key insights from the study, drawing correlations

between managerial strategies, employee turnover, and organizational performance.
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Recommendations for future research directions are provided to fill gaps in current
knowledge and enhance understanding in the field.

Moreover, Section 4 included practical strategies for manufacturing leaders to
mitigate employee turnover rates and address associated costs effectively. These
recommendations are grounded in the study's findings and aimed at fostering a supportive
organizational culture that promotes employee retention and sustainable growth. Lastly,
Section 4 includes the researcher's reflections on the study, offering insights into the
process, challenges encountered, and the significance of the findings. This reflective
component adds depth to the research narrative, providing a holistic perspective on the

study's outcomes and implications for academia and industry.
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Section 3: Research Project Methodology

In this section, I will discuss my role as the researcher, the study population,
sampling, study participants, interview questions, data collection process and
organization, data analysis techniques, study reliability and validity, and nature of the
study. I used semistructured Zoom or phone interviews with participants as the primary
method for data collection. I reviewed public documents or publicly available data on the
organizations that employ the participants. Once the data were collected, I reviewed and
analyzed the data along with the literature review and responses from the study
participants. The interviews of at least three to five manufacturing managers were
sufficient to reflect effective management strategies within the organizations to retain
skilled labor.

Project Ethics

As the researcher in this study, I collected participant data. Yin (2018) explained
that the researcher is critical to the data collection process. It was imperative that I acted
with transparency, rigor, trustworthiness, and credibility when conducting the data
collection process (Shufutinsky, 2020). The responsibility for the ethical integrity within
the study falls on the researcher, and should ethics fail, then the data quality is
compromised (Taquette and Borges da Matta Souza, 2022). The data collected in this
study followed the highest standards to protect the integrity of me, the study, and the
academic institution.

I have worked within the manufacturing industry for 13 years and have been

exposed to large and small manufacturers. Throughout my career, I have dealt with
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analytics and project management within new product development, requiring high
confidentiality. I have been responsible for conducting market research and the
development of new processes and procedures while managing project teams. I have
excluded any employees or organizations I have personally dealt with during my career
and have no personal or professional relationship with the participants.

Researchers must ensure that there is a high level of accuracy involved in the data
collection process. During a qualitative study, the researcher will develop a unique
perspective of the data collected with a potentially varying interpretation of the results
(Shufutinsky, 2020). Due to the complexity of qualitative research, the ethical guidelines
must be understood as processual, relational, situational, and emergent. At the same time,
the researcher acts preventively and with reflexivity to respect and protect the rights of
the participants (Taquette & Borges da Matta Souza, 2022). During the data collection
process, I was mindful of personal bias that could lead to the skewing of the study results,
nor did [ misrepresent the data during the analysis process. Increasing the study's
accuracy ensured that I did not interfere with the interview process and interject personal
influence into the interview.

Each participant received the same questions during interviews, and the procedure
for each interview remained the same to ensure integrity in the data collection process. I
provided the reliability and quality of the data obtained during the interviews by utilizing
member checking to ensure that everything is transparent in the information obtained
from the participants (Saunders et al., 2019). Interview protocols are used by researchers

so that the focus can remain on the research problem (Yin, 2018). The interview
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protocols included a specific script that consisted of the interview questions and
instructions on how to set up and close the interview with the participants. Interview
protocols also included obtaining informed consent from the participants and how to
ensure clarification of the data collected.

Ethical practices in qualitative research directly impact principles such as
informed consent, confidentiality, privacy, social justice, and practitioner research (Shaw,
2023). Following ethical guidelines will increase credibility and protect the data during
the data collection. Ethical research must include participant consent, risk-to-benefit
analysis, and the participant's ability to withdraw consent (Saunders et al., 2019). This
study consists of the following areas of ethical research: consent process, confidentiality,
participant guidelines, and the use and storage of analytical software.

Researcher’s Role Related to Ethics and the Belmont Report

I followed all Walden University research guidelines and ethical standards. I will
comply with the standards in the Belmont Report (National Commission for the
Protection of Human Subjects of Biomedical and Behavioral Research, 1979), and I have
completed the Protecting Human Research Participants training by the National Institute
of Health (NIH) Office of Extramural Research (Certification Number: 5600303,
Appendix D). Safeguards should be included in any research involving human
participants due to the ethical challenges (Hillbrinks & Jucks, 2019). Moral research is
obtained through ethical standards followed during the data collection (Singh et al.,
2022). The researcher protects the participants and the organization by following strict

confidentiality guidelines.
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I maintained compliance with the Walden University Institutional Review Board
(IRB). My IRB approval number is 08-06-24-1167215. Compliance with the Belmont
Report was achieved by doing the following: acknowledging the dignity and autonomy of
the study participant and being aware of protection for those individuals with diminished
autonomy, protecting participants from harm through maximizing benefits and
minimizing the risks, the distribution burdens of research (Belmont Report, 1974). Using
the Belmont Report's ethical processes allowed me to meet the moral standards required
for my research.
Participant Consent, Incentives, and Withdrawal

Ethical research requires obtaining informed consent that is genuine and
voluntary, using a simple form, and using the proper language to meet the participants'
cultural, psychological, and social requirements (Yin, 2018). Obtaining voluntary
informed consent from the participants increased the data's validity and maintained the
study's ethical standards. I located study participants using social media applications such
as LinkedIn. I screened those interested in participating in the study to ensure they met
the criteria for the proposed research study. Once I determined the participant's
eligibility, I contacted the participant via email with an attached informed consent form.
Informed consent included the process for withdrawal, incentive disclosure, and how the
data was secured. The consent form clearly stated that participation is voluntary and
confidential, and a participant could withdraw without penalty. Other sections of the
consent form included the participant's rights, the research question, the research method,

and the benefits and risks of participation. All participants returned a signed consent form
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via email. Should the participant have needed the means to upload a signed digital copy
of the consent form, the participant could present it in person or return it via mail. I
secured a copy of the consent form and provided a copy to the participants.

Once consent was granted, the participant and I discussed an acceptable time and
day for either an in-person interview or an interview via software such as Zoom or
Microsoft Teams. Before the meeting, I sent a letter of introduction to the participant via
email. Adequate time was set aside for the interview to address any questions the
participant may have had. The interviews were conducted per the policies and guidelines
set forth by Walden University and the Belmont Report to ensure ethical standards. At
the start of the interview, I addressed any issues or concerns the participant had. I
reiterated the study's purpose and methodology for data collection. I also reminded the
participants that their involvement in the study was voluntary, and participant withdrawal
may occur at any given time during the interview process. The consent letter included the
process for withdrawing from the study and may have been done in writing or verbally.
Upon withdrawal, participants could have requested all interview notes and recordings to
be disposed of as they see fit. No incentive was garnered in this study to increase
participation. The semistructured interviews were face-to-face or through video software
such as Zoom or Microsoft Teams to allow the researcher to witness the participant's
body language during the interview. Once the study was complete, a complete copy was

provided to the participants upon request.
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Confidentiality and Participant Protection

I had sole access to all stored physical data in a locked safe and all digital data
and information in a password-protected laptop with a USB drive backup. Any personal
information that could identify the participants possessed a confidentiality risk.
Therefore, participants were assigned coded identifiers (P1, P2,...), and each company
was also assigned coded identifiers (C1, C2,...) to protect the participants' identities in
any transcripts involved with the study. During data collection, any information regarding
dates, identification information, and signed forms were contained within a password-
protected Excel spreadsheet. All data collected for this study was destroyed at the end of
5 years after receiving Chief Academic Officer (CAO) approval.

Before the interview, participants were explained the following: the identity of all
participants were to remain confidential, and the final study did not include any
identifiers such as names or organizations; data as not duplicated or made public to
protect participants' identity, data was stored in a safe and password protected laptop that
is only accessible to the researcher, and all data was destroyed after 5 years after
completion of the study. All interviews were transcribed using Microsoft Word, and
transcripts were uploaded to Atlas Ti software. Atlas Ti software assisted in qualitative
data analysis and data management. Data analysis included triangulation and persisted

until data saturation was achieved.
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Nature of the Project
Research Method

I used a qualitative pragmatic inquiry for this study. Qualitative research provides
a crucial framework for analyzing and contextualizing data, offering a more nuanced
approach than traditional analytical methods (Zilber & Meyer, 2022). By employing
qualitative methodologies, it is easier to investigate the multifaceted impact of
management practices on employee turnover intention and profitability. Such methods
facilitate a deeper understanding of how ethical or transformational leadership
frameworks influence employee turnover intention and socioeconomic dynamics within
specific organizational settings (Dabic et al., 2023). This approach enables researchers to
explore the intricate implementation of leadership strategies and their broader
implications for local communities and economic factors.

Quantitative research diminishes the emphasis on judgment and prioritizes
established procedures (Firestone, 1987). Using this methodology, researchers
concentrate on data analysis and exploring the relationship between independent and
dependent variables, which could pose challenges in establishing and assigning these
relationships within this study. Mixed methods, integrating both qualitative and
quantitative approaches, including data analysis and analytical procedures, were
inappropriate for this study.

A qualitative study can be conducted using various designs, such as case studies,
grounded theory, ethnography, phenomenology, pragmatic inquiry, and narrative

approaches (Walden, 2022). Ethnography, as described by Magnat (2018), focuses on the
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publication and study of culture, which needs to align with this study's primary problem
and purpose. Arslan and Kiral (2022) noted that phenomenology is used to explore an
individual's experience with a specific phenomenon, which does not apply to
management strategies. Grounded theory is used to develop theories grounded in
individual data, while narrative approaches involve personal experiences that are
irrelevant to this research. The design I chose for this study was pragmatic inquiry, which
involves interviewing multiple manufacturing company managers. Pragmatic inquiry is
the most suitable approach for this study, because researchers use this design to
understand a phenomenon in its natural context using current real-life data.

Research Design

[ used a pragmatic inquiry in this study to promote social value through social
research and explore the phenomena experienced in everyday life (see Cutchin et al.,
2020). In a pragmatic inquiry, the researcher can focus on three main principles for the
design approach to research: actionable knowledge, recognizing the link in experience,
and experiential process. I used pragmatic inquiry to explore the connections between the
participants' knowledge and their actions easier.
Population, Sampling, and Participants

This study's population included individuals with experience developing and
executing management strategies within a manufacturing organization. The participants
were five individuals currently holding managerial roles with a manufacturing
organization in the United States. Upon Walden Institutional Review Board (IRB)

approval, I located and determined the eligibility of individuals for the study. Once I had
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identified possible participants for the study through social media platforms such as
LinkedIn, I sent out informed consent letters. The sample of participants needed to be
sound and capable of achieving data saturation, along with data collected on the
organization in which the participant was employed (Yin, 2018). Once the participants
were vetted and informed consent has been signed, an introduction letter was sent to them
(see Appendix B). A period of 2 days was allowed for responses from the participants
before a follow-up email is sent. I call the participant if I had not received a response
after two emails. If the participant did not respond after two voicemails, the participant
was removed from the study two days after the last voicemail.

Data Collection Activities

I was the primary means of data collection for this study. The data collection was
critical for an exploratory design to ensure that the data are adequately explored
(Saunders et al., 2019). Interviews were scheduled with each participant using
conferencing software such as Zoom or Microsoft Teams should in-person interviews are
not feasible. The interviews were recorded on audio once permission had been received
from the participants. Any information collected during the interview was confidential,
and consent was granted through written or verbal consent from the participant. I used
my experience in the manufacturing industry to develop a working relationship with the
participants. A positive working relationship allowed for further insight and conversation
in data collection (Kaekungwal & Adams, 2019). Integrity was critical to the data
collected during the interviews, and the researcher acted preventively and remained

reflexive to find solutions to issues that arise to protect the research process while still
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respecting the rights of the participants (Taquette & Borges da Matta Souza, 2022). The
data collected was further improved by establishing a working relationship with the
participants (Yin, 2018). Taquette and Borges da Matta Souza (2022) stated that ethical
principles should be based on the assurance of human freedom and dignity. Since
qualitative research is dynamic and occasionally unpredictable, it was critical to maintain
a high ethical standard in protecting the participants 'rights. The data collection of my
study, used a semistructured interview technique, and involved semistructured interviews
that will be approximately 45 minutes long and recorded using a digital recording device,
along with organization documents. I ensured the use of identifiers when taking notes
during the interview to protect the participants' identities.

Data Collection Instruments

Interviews was the primary source of data for this study. Along with the data
collected from the participant interviews, data was collected through documentation that
includes the organizations’ processes, strategies, financials, and employee turnover rates
to achieve triangulation in the data. Yin (2018) stated the importance of multiple data
collection methods to increase the validity and reliability of the data collected for a study.

The study participants were allowed to correct any information that may include
errors due to the researcher's interpretation. Saunders et al. (2019) stated that member
checking involves participants reviewing the information collected to identify possible
researcher bias and adds clarification to the data collected. The participants were allowed

to review the transcripts for clarification to increase the credibility of the data.
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Data Collection Techniques

One-on-one semistructured interviews, using a semistructured interview
technique, were used to examine the experiences and perceptions of the study participants
(Yin, 2018). The data collected from the interviews was combined with data collected
through the organization's document collection. Interview questions were open-ended to
ensure that the information provided by the participants is about their experiences and not
guided by researcher bias. Data collection started once IRB approval was received from
Walden University.
Semistructured Interviews

Using a semistructured interview technique this pragmatic study consisted of
semistructured interviews with individuals employed as managers in a manufacturing
organization. One of the benefits of qualitative inquiry is the building of a theory that
requires data richness by obtaining descriptions of experience through the participants'
experiences (Shufutinsky, 2020). The interviews consisted of open-ended questions that
were be the same for each participant to minimize any variation in the participants'
responses (Yin, 2018). The interview started with an introduction and a brief explanation
of the purpose of the study. The researcher also ensured that the participants understand
that the interview was recorded and that their identities remained confidential (see
Appendix A). Using a semistructured interview technique, some follow-up questions
were asked based on the participant's answers and was only done for clarification.

Member checking was utilized to mitigate researcher bias and clarify data. Participants
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were provided with copies of transcripts before the transcripts were loaded into Atlas Ti
and an analysis completed.

Organization Document Collection
The review of organizational documents was necessary to achieve data
triangulation. The interviews explored the participants' personal experiences, while the
collection of organizational data assisted in determining how healthy strategies were
implemented throughout the organization. Yin (2018) stated that collecting secondary
data are necessary for triangulation and increases the accuracy of the analysis. While the
researcher can interpret secondary documentation differently, the data collected should
only be information that directly assists with complementing the data collected through
the interviews.
Interview Questions
The participants were asked the following open-ended questions during the interview.
1. What management strategies have you developed to decrease employee turnover?
2. What results have been witnessed when implementing a different management
strategy?
3. What difficulties have there been in carrying out a new management strategy?
4. What feedback has the workforce provided after implementing a new
management strategy?
5. What training plan did you utilize for the management teams to ensure that the
management strategy is effectively implemented?

6. What are the roles that you have managed within a management hierarchy?
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7. How did the different roles impact the front-line workforce that reported to their
hierarchy?
8. How was your team’s performance affected by employee turnover?
Data Organization and Analysis Techniques
All data collected for this study was stored in a specified folder on a password-
protected laptop with a Universal Serial Bus (USB) drive backup. The USB drive and all
physical documentation is stored in a safe within the confines of my home that is only
accessible by the researcher. All data, including physical documentation, was organized
in a digital file, and references are in an Excel spreadsheet. Using Excel allowed the
researcher to quickly sort and organize the digital data for quick reference during the data
analysis. Analyzing narrative data required the data to be synthesized and algorithms
applied to the data for proper analytical results (Yin, 2018). All data related to this study
was maintained and secured for 5 years from the completion of the study and then
destroyed accordingly, with no replication possible.
The narrative data collected was analyzed using Atlas Ti software. Utilizing Atlas
Ti assisted in coding and categorizing the data. During an analysis, coding is essential for
organizing data into sections, facilitating rearrangement and retrieval based on assigned
codes (Saunders et al., 2019). Data organization and thorough analysis using Atlas Ti
contributed to the reliability and validity of the results.
Reliability and Validity
Reliability and validity are critical components of qualitative research (Yin,

2018). Researchers will need help with reliability, validity, and objectivity when they fail
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to follow a research framework (Marshall et al., 2021). Saunders et al. (2019) expressed
four factors affecting data reliability; participant error, participant loss of trust, researcher
error, and researcher bias. These factors were addressed by building a working
relationship with the participants and ensuring they were comfortable with the interview
process and understand that they could withdraw at any given time. I also ensured that I
was prepared for the interviews, rest, and conducted the interviews with the highest
professional standard. Participants were also allowed to review their interview transcripts
before analysis to ensure the highest accuracy and mitigate researcher bias.

Validity

Strengthening validity within a study requires triangulation within the data
sources (Yin, 2018). This study determined validity if I had surmised the most relevant
managerial strategies for retaining skilled labor in a manufacturing organization. Yin
(2018) explained that content validity is the point of understanding a measure and how it
pertains to the different aspects of a concept. The validation of this study was achieved
through triangulation by utilizing secondary data through organizational documentation
and member checking along with semistructured interviews. Detailed steps, recordings,
and interview transcripts were documented throughout the study. Member checking was
used to mitigate researcher bias and ensure the quality of the data collected.
Transferability

Transferability is using the methods and results of one study and applying them to
another context (Yin, 2018). The data I collected could make it difficult to generalize on

a larger scale or other cultural areas. Transferability allows the reader of the study to
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decide if the methods of the study are applicable and can be transferred to another setting.
The researcher provided detailed information so the reader can assess whether the
analysis was similar to other studies.

Confirmability

According to Nassaji (2020), confirmability refers to the degree to which other
researchers can verify the interpretations and conclusions made by the researcher. The
role of the researcher is highlighted in qualitative research. The researcher is responsible
for describing the data and the analysis results so that the accuracy can be confirmed by
others, which can be accomplished through researcher records and rationalizing steps
within the study (Nassaji, 2020). I maintained an auditing process to record each step
throughout the study to ensure the accuracy of the data and results. This process was
detailed and capable of being confirmed by other researchers.
Credibility

Qualitative research credibility is regarding whether the research analysis results
and conclusions are believable (Nassaji, 2020). Credibility can be achieved through data
triangulation and data saturation (Saunders et al., 2019). I followed a process for the
interviews and complete member checking to ensure the quality and credibility of the
data. I also utilized triangulation by collecting organizational documents for the interview
process. Using more than one source of information and triangulation helped to ensure

credibility in the study.
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Data Saturation

When the researchers can no longer discover new information within the data,
they have achieved data saturation (Yin, 2018). I identified themes in the data collected in
the interviews and organizational documentation during the data analysis until I could no
longer identify any additional themes. Once I could no longer identify new information, I
achieved data saturation (Yin, 2018). Saturation was also possible using data
triangulation and multiple sources for data acquisition.

Transition
In my study, I intended to identify and explore manufacturers' different management
strategies to mitigate employee turnover and associated costs. I conducted a qualitative
pragmatic inquiry, and using a semistructured interview technique, I analyzed data
collected through semistructured interviews and research organizational documentation.
The data was collected through interviews with individuals that are in management roles
within the manufacturing industry.

In Section 2 of the study, I stated the purpose statement and defined the role of the
researcher. The selection and eligibility process for the participants was explained along
with the selection process. This proposal covers ethical research standards and data
collection, including techniques, organization, and data analysis. The purpose of
achieving reliability and validity was detailed through achieving credibility and
confirmability through data saturation. Section 4 of the study, the purpose statement is be

reviewed, and the following is included: study results, application to business, study's
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effect on social change, and recommendations for further research. I then concluded my

study with personal reflections and considerations.



47
Section 4: Findings and Conclusions
Presentation of the Findings

Some leaders of U.S. manufacturing companies lack the strategies required to
reduce employee turnover. The purpose of this qualitative pragmatic inquiry study was to
explore the different strategies that leaders in the manufacturing industry use to decrease
employee turnover and the costs associated with employee turnover. The research
question was: What effective management strategies do manufacturing organizations
implement to decrease employee turnover and associated costs?

The study included interviews with five participants in leadership positions in
different manufacturing organizations who have successfully implemented strategies to
decrease employee turnover within their organizations. I completed the data collection
using semistructured interviews. Each interview consisted of eight open-ended questions
with five different manufacturing leaders within the United States. Each of the interviews
was scheduled to last no longer than one hour. The interview timeframe allowed the
participants time to answer the questions along with any follow-up for clarification. The
participants were also allowed to include any other information that they felt would
benefit the study. Member checking and triangulation were used to ensure the credibility
and dependability of the study.

Using member checking and triangulation, I could solidify the study's reliability
and validity. Janssen et al. (2023) claimed that triangulation is a critical strategy to
reinforce further a qualitative study's dependability, credibility, and transferability. I

verified that each of the participants had implemented strategies that were aimed at the
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decrease in employee turnover. While semistructured interviews were used,
methodological triangulation was also utilized by comparing transcripts, interview
questions, media articles, and public company information to bolster the validity of the
data. Figure 3 is a bar graph depicting the saturation of interview data.

Figure 3
Data Saturation
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Anonymity was guaranteed to the participants of the study. I used alphanumeric
characters to replace the names of the study participants with Participant 1 (P1),
Participant 2 (P2), Participant 4 (P4), and Participant 5 (P5). Once the data collected were
transcribed, member checking was completed by emailing the interview transcripts to the
prospective participants for verification and clarification of the information that they
provided during the interview process. The participants were then contacted to ensure
that the information within the transcripts was accurate and complete. The participants

were allowed to revise their statements or add information for clarification. Member
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checking is used to increase credibility through the presentation and review of transcripts
within a qualitative study to either a portion or all the participants (McKim, 2023). The
purpose of completing the member checking was to ensure that nothing was omitted from
the interview and to accurately validate the information the interviewers provided. The
use of qualitative coding and member checking brought four major themes in the study:
(a) communication, (b) employee management, (¢) leadership, and (d) teamwork.

P2 and P3 were both plant managers for large national manufacturing operations.
P1 and P3 were both Supervisors within large national manufacturing operations. P4 was
a supervisor for a smaller localized manufacturer. The participants worked with different
operations levels and dealt with different manufacturing markets.

During the analysis and qualitative coding, the interviews showed that each of the
identified major themes had a direct relationship with the other themes. The main theme
of communication directly affected the success of the other three themes. While
employee management resulted in improved teamwork, the leadership strategies involved
had a direct correlation to both.

Theme 1: Communication

Communication was the primary theme that appeared in each of the interviews.
Each participant believed that success in connecting with employees through building
relationships and trust within the workforce and ensuring engagement was through
transparency and proper communication of the company's goals and expectations. When
leaders use proper communication, employees would feel more engaged. Employee

engagement would lead to strengthened employee loyalty along with an increase in their



50
self-value within the company. An employee who felt increased value would remain
engaged with the organization. The increase in employee engagement would foster
loyalty, and employees would be less tempted to find employment with another
organization. P2 spoke clearly of the results of proper communication with the workforce
in their organization:

I can see people with smiles on their faces who would want to tell me what is

going on because they knew [ was going to listen, and I tell them upfront that I

might not be able to fix everything, but I can sure fix some things if you let me

know. They would open up and tell me what was happening, good or bad. The
more we talked, the more good things I heard and the better they felt about what
they were doing out on the shop floor and how they were being treated.

P4 added to the communication theme:

We want to hear from our employees. We want to make sure that they know that

they're being heard. We also make it known that our employees have just as much

influence on how things are run as management does.

Manufacturing has faltered over the years when handling employee retention and
proper communication and how these strategies can assist in holding onto key employees
by improving loyalty. This loyalty comes through ensuring that employees are heard and
stay engaged in the organization's everyday operations. Companies need to recognize that
communication is critical to employee satisfaction (Montano, 2023). Proper

communication increases employee morale while decreasing tensions between frontline
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employees and management. Employees with improved morale and who feel the
company values them are less likely to seek employment with other organizations.
Theme 2: Employee Engagement

Employee engagement is directly affected by the initial theme of communication.
Through employee engagement, workers develop a sense of meaningfulness and are less
likely to participate in deviant behaviors (Rosle et al., 2023). Leaders who actively foster
high levels of employee engagement enable individuals to express themselves through
their work authentically. This facilitation of engagement strengthens employees'
psychological and emotional connections to the organization and their colleagues and
enhances their sense of personal investment in and presence within overall performance
outcomes (Houston et al., 2024). Achieving high employee engagement involves a type
of leader willing to stay engaged with the employees and maintain a high level of
communication. Employees with a higher level of engagement are more willing to do
what is necessary to achieve the organization's goals. P3 spoke clearly of employee
engagement:

Treat people how you want to be treated, and it is probably the simplest and

easiest thing, and you'll usually retain almost 100% of your employees. By caring
for people, I noticed we just had more engagement. We were able to work through
issues easily. COVID was a weird monster. I had to engage my teams to keep
teams as we worked through long hours and lost people through layoffs and

attrition.
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P3 maintained high engagement with his employees during one of the most
difficult times for businesses in recent history. It proved effective as they banded together
to keep the organization functional and achieve company goals. Companies made
numerous adjustments during the COVID pandemic to maintain employee engagement.
PS5 spoke about several of the adjustments that their organization went through to
maintain employee engagement:

We used to have in-person all-employee meetings on a bi-weekly basis to

communicate company goals and directions and encourage feedback from the

employees. During COVID, we moved to send out weekly updates, including a

calendar of weekly events and other general announcements. We also created a

group of individuals we called the Employee Ambassador Group, which consisted

of wage, salaried, and engineering employees from all over the factory to meet
with executive leadership and communicate the needs of the frontline workers.

While we all could not meet in person, we could still give employees an avenue to

express concerns to factory leadership.

Each of the interviewees had their own opinions and experience of employee
engagement. Throughout the different interviews, proper employee engagement allowed
employees to feel like they were part of the company's greater goals and provided a sense
of involvement in the organization's success. The more involved employees are with the
organization’s success, the less likely they are to look elsewhere for employment since

company loyalty will improve.
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Theme 3: Leadership

Leadership plays a pivotal role in employee retention. While communication
directly affects employee engagement, proper communication begins with the correct
type of leadership. The responsibility of organizational leaders is to cultivate a healthy
work environment that supports employee engagement by serving as a source of
motivation and contributing to overall job satisfaction (Cin & Sonmez, 2024). An organic
leadership model is critical in the manufacturing industry. Organizational leaders can
exhibit different qualities indicative of leadership strategies, such as inclusive, ethical,
and transformational leadership. Alat and Suar (2020) concluded that flexible leadership
theory was the most effective. Situational leadership theory places a heavy focus on the
maturity of the followers. Leaders must be able to determine the maturity level of their
followers so they can adapt their appropriate leadership strategies to increase employee
motivation (Mawardi & Azzahra, 2025). This type of leadership is flexible and changes
as the situational demands within the organization change. Since the manufacturing
industry continuously evolves due to a complex and competitive market, having an
adaptable leadership model will encourage engagement that promotes innovation. P1 was
able to provide an example of flexibility:

The key is working with employees one-on-one to determine what will work best

with your individual teams since all employees will be different. You will have to

figure out what works best for every employee. Not every employee will thrive in

an environment where they're more autonomous and working independently.

Some employees need more direction to be successful. You need to gain feedback
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from the employees to learn what will work best for them and then try to
implement new ideas across the board to look at the whole team and what will
benefit them the most.

P1 went on to further explain how communication and leadership qualities can affect
team change and innovation:

I am trying not to be too confrontational, but I want to make sure that the point

gets across to the whole team that [ am not happy with the status quo. Well, this is

how it has always been, so it will always be like this. So, if we want to have any
impact or be that change, we cannot have the same mentality coming into it from

a team aspect. We have got to find ways to present the information, so this is the

first time I have gone through more of a professional team charter and laid out

roles for all the employees. Purpose goals: Find metrics that we can use to help
drive support initiatives that we are doing.

Flexible leadership allows employee engagement to thrive. However, good
leadership qualities can foster employee engagement through proper communication with
the workforce. While each theme plays a critical role in employee retention, employee
engagement is an action the workforce takes. It is a direct reflection of an employee's
loyalty to the organization.

Theme 4: Teamwork

Teamwork emerged as the fourth prominent theme identified in the research

findings. However, teamwork is one of the more critical aspects of achieving

organizational goals in the manufacturing industry. The manufacturing industry initiates
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its processes through the development of new innovations and the enhancement of
existing products. Developing new innovations requires teams to make a concept a
reality. Multidisciplinary teams comprising engineers, technicians, specialists, and other
professionals transform conceptual ideas into tangible products assembled on the
manufacturing line by a separate group of skilled personnel. A manager is required to
have several qualities but must also be able to communicate and effectively coordinate
through teamwork (Fernando & Wulansari, 2021). Employees who share a goal are
likelier to work effectively and efficiently as a team. Collectively, teams are more
cohesive when leadership recognizes team efforts and individuals within the group,
leading to the group's success. P5 spoke of a program that they implemented at their
facility to help build teamwork through recognition:

We have a process where we can recognize people who demonstrate core values
or go above and beyond. An employee can nominate a peer or supervisor that they
feel deserves to be recognized for their efforts. The nomination plan was a
program that came from the frontline production teams and kept people engaged
with the organization and their teams. The program has helped move the needle
toward better overall employee retention.
P2 also described the importance of not only engagement but reward as a team and how
individual reward can affect the entire team:
Change management controls complexity, so that was the first thing I came back
with and taught my leadership teams. However, leadership has to challenge the

current process, inspire a shared vision, and model the desired behavior. You have
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to engage people in that behavior, and then you must reward it. When they try,
even if they are not successful, if they are trying, then that is a success. We will
ultimately figure out how to make it happen when they try.

Teamwork is a critical factor in the success of manufacturing organizations,
contributing significantly to producing high-quality products with optimal efficiency.
Effective leadership involves recognizing the unique characteristics of individual team
members and fostering cohesion by promoting open communication and active
engagement. Celebrating individual success promotes teamwork. When a team member is
celebrated, morale increases and furthers employee engagement.

Themes and Review of the Literature

The potential themes derived from the reviewed literature include work/life
balance, organizational commitment, and the use of emotional intelligence in leadership
skills. The literature review primarily focused on leadership styles employed in
manufacturing and other industries to reduce employee turnover. The different leadership
strategies included various theories, from transformational to ethical and inclusive
leadership models.

Although other themes, such as employee benefits and union involvement, were
explored, the themes discussed in this study were overlooked mainly and primarily
derived from leadership structures. Ganji et al. (2021) concluded that organizations with a
positive ethical environment enhance employee job satisfaction. Torlak et al. (2019)
concluded that job satisfaction is derived from different organizational factors, including

pay, promotions, managerial styles, and other factors. While each of these definitions and
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conclusions holds its validity, the results of this study show a direct correlation between
the primary four themes, with communication being the root of each theme.

The reviewed literature indicated that the leadership model employed is the most
significant factor influencing employee retention. Leaders can affect many different
aspects of the organization, such as the workplace environment and the alignment of the
organization’s overall strategy. Poor leadership can result in high employee turnover and
low morale, which promotes a lack of teamwork and engagement in the workforce.
Reducing employee turnover is a top priority for manufacturers, with the literature
highlighting strategies such as enhanced leadership, particularly the adoption of
transformational leadership, as the most effective model. I also explored other factors,
such as organizational commitment and job satisfaction. Each strategy examined is
influenced by multiple factors and variables that affect its effectiveness upon
implementation.

The themes identified in this study reflect the direct actions of both leadership and
employees. Findings indicate that effective leadership is not confined to a single strategy
but must remain adaptive and responsive to organizational changes. However, those
changes must be expressed through effective communication with the workforce. The
findings of this study suggest that effective communication is the primary determinant of
a leadership strategy’s success in promoting employee engagement and teamwork.

Themes Relating to the CVF Conceptual Framework
Competing Values Framework (CVF) was the framework for this study, which

originated in 1983 by Quinn and Rohrbaugh. Kan and Ismail (2021) believed that CVF
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was best used with organizational assessment utilizing complex contexts, profiling
human resources, understanding leadership challenges, and adaptation. The themes
identified in this study demonstrate a clear correlation with the Competing Values
Framework (CVF), highlighting how organizations utilize leadership strategies and
communication to strengthen relationships between management and employees. The
CVF is a valuable model that is reliable and valid for closely inspecting an organization's
culture (Jamali et al., 2022). The interviews in this study demonstrated a positive
relationship between organizational culture and the level of communication that
facilitates employee engagement and teamwork. When leaders establish communication
channels promoting employee engagement and teamwork, organizational culture among
employees strengthens over time.

While CVF has proved valid in this study, it could also be complemented by
using other methodologies to track the effectiveness of different leadership models, such
as Key Performance Indicators (KPI). The information provided by the interviewees
includes evidence that communication is the critical theme in retaining employees
through increased employee engagement and teamwork. Leadership is one of the key
factors in communication. The utilization of KPIs would assist in further understanding
the leadership types that most affect good communication and the type of communication
strategies most effective for the other themes.

Business Contributions and Recommendations for Professional Practice
The themes identified in this study can assist leaders of manufacturing companies

to increase employee retention and mitigate employee turnover. Leaders in
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manufacturing organizations can utilize the identified themes to refine their leadership
strategies by adopting a flexible leadership style that prioritizes communication with the
workforce. Implementing strategies aligned with the identified themes can enhance the
attraction of new talent and the retention of qualified employees within the organization.

Manufacturing leaders who implement communication-focused strategies will
gain a deeper understanding of the requirements of frontline workers. By enhancing
teamwork and increasing employee engagement, organizational leaders can reduce the
costs of training and developing new staff. Additionally, this approach enables improving
training programs for current employees, further contributing to higher retention rates.
These strategies can enhance teamwork, drive innovation, and contribute to greater
success within the manufacturing sector. As the organization prospers, it will strengthen
employee loyalty and attract a more qualified pool of potential employees eager to
contribute to the company's continued success.

This research was distributed to each participant so they can share the research
findings with their peers and leadership teams within their organizations. I also utilized
the findings in numerous business distribution channels, including public speaking
seminars and training sessions for manufacturing organizations. This study was published
in the ProQuest database for future use by individuals in their academic careers.

Implications for Social Change

The implications for social change include providing manufacturing organizations

with a framework for developing strategies that enhance employee engagement, reduce

employee turnover intentions, and ultimately increase profitability (Goestjahjanti et al.,
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2022). These improvements can also positively impact the socioeconomic conditions of
the communities in which these organizations operate. Lemoine et al. (2019) ascertained
that a company's leadership strategy is pivotal to its success and broader societal welfare.
Manufacturing plays a crucial role in driving economic growth within a region by
offering employment opportunities that typically provide higher-than-average wages.
These wages contribute to the local economy as employees are able to purchase homes
and spend within the community. Additionally, manufacturing employees contribute to
local tax revenues through homeownership, supporting municipal infrastructure, and
funding public services such as education.

The manufacturers can also provide an outlet for other services in the community.
Banks and local investment companies rely on the organization for revenue.
Manufacturers also depend on external suppliers for materials and resources, generating
additional employment opportunities and enhancing the revenue potential of other
businesses within the region. As the success of manufacturing organizations grows, it can
stimulate further expansion, create additional job opportunities and fostering broader
community development.

Social change can happen with small groups or the whole of society.
Manufacturing companies tend to hire diverse individuals with a wide range of education
and experience within the industry. Companies like John Deere attract people from all
walks of life worldwide due to their reputation in the agricultural industry. Smaller

manufacturing companies, such as Co-Line, also play a vital role in the success of their
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surrounding communities by providing job opportunities and having a leadership model
that not only retains but attracts new talent to their organization.

Recommendations for Further Research

I defined four limitations of this study in Section 1. The willingness of the
participants to participate and divulge information was going to be a limitation. Another
limitation was that the strategies used in the manufacturing industry to mitigate employee
turnover could be different from those of other industries. Third, conducting interviews
over the phone would limit the researcher’s ability to examine the interviewee's body
language to have a clearer understanding of what was being explained. Fourth, the study
was conducted with manufacturing leaders in the Midwest United States. Different parts
of the country could involve different cultural beliefs and economic challenges.

[ utilized a pragmatic inquiry for this study to explore different strategies
manufacturers in the Midwestern United States used to limit employee turnover. The
sample I used was comprised of five individuals who are leaders of manufacturers within
the stated geological area. Using a semistructured interview technique, I conducted
semistructured interviews via telephone and Zoom meetings using open-ended questions.
Initial contact with the participants was through personal connections, emails, and
LinkedIn. Research bias was thoroughly considered throughout the process, and a
conscious effort was made to not influence any answers through pre-approved open-
ended questions and the option of being able to opt out of the study at any time or not to

answer a question that was given prior to the beginning of the interviews.
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Future research should focus on a larger and more diverse sample size. Four out
of the five interviews were from leaders in large, nationally recognized manufacturers.
Future research should focus on a more diverse sampling of large and small
manufacturers. Since this study was conducted in the Midwest United States, another
recommendation is to study other geographical locations to avoid generalization of the
study. Phone interviews should be avoided and conducted only with video conferencing
software or in person.

This study could also be replicated in other industries in the United States or other
foreign countries. If replicated with other manufacturers, a more diverse sample from
other regions of the country should be included since each state and region has different
cultural beliefs and socioeconomic factors. A future study could result in a more in-depth
analysis with a different method from a pragmatic inquiry.

Conclusion

The interviewed individuals provided valuable insights and raised further
questions regarding manufacturers' ongoing challenges in achieving continuous
improvement amidst increasing industry innovations. While some of the strategies the
interviewee provided aligned with previous research, the answers to the interview
questions also provided more in-depth information on how different strategies are formed
and how the different themes are correlated to improve work conditions and decrease the
loss of essential employees. I look forward to presenting the information to as many
organizations as possible and providing a different point of view on employee retention

for future researchers. My primary objective with this study was to offer a fresh



perspective on the manufacturing industry and contribute to existing research on
strategies for enhancing organizational profitability through workforce retention.
Manufacturing is an industry that drives so many aspects of a region's
socioeconomics and the country's overall economy. As new innovations emerge,
members of leadership will play a critical role in their organization’s ability to recruit,
reward, and retain a skilled workforce capable of sustaining success in a continually
evolving market. The success that organizations seek will depend on their ability to
change their strategies to include the four themes that I have identified in this study:
communication, employee engagement, leadership, and teamwork. A comprehensive
understanding of these interconnected themes and their integration into a cohesive

strategy is essential to organizational success.

63
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Appendix A: Pragmatic Inquiry Protocol

Exploring Strategies in Manufacturing to Reduce Loss of Workers and the Costs
Associated with Turnover

Interview questions:

1.

2.

What management strategies have you developed to decrease employee turnover?
What results have been witnessed when implementing a different management
strategy?

What difficulties have there been in carrying out a new management strategy?
What feedback has the workforce provided after implementing a new
management strategy?

What training plan did you utilize for the management teams to ensure that the
management strategy is effectively implemented?

What are the roles that you have managed within a management hierarchy?
How did the different roles impact the front-line workforce that reported to your
hierarchy?

How was your team’s performance affected by employee turnover?

Interview Procedure

1.

Contact participants prior to the interview to confirm and ask if they have any
further questions.
Arrive for the interview on time. Interviews will be conducted in person or

through meeting software such as Zoom or Microsoft Teams.
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Record the meeting and verify permission to record verbally with the participant
before moving forward with an interview. Explain that the participant understands
that recording the interview is for generating transcripts for data analysis.
Ensure that the interview is approximately 45 minutes and, at most, 60 minutes
long to respect the participant's time.
Ask the participant the ten questions and any follow-up questions to clarify
responses.
A copy of the interview will be sent to the participant 5 days after the interview
for accuracy and member checking. Participants must give written or verbal
approval of the transcript prior to analysis.
Schedule a follow-up meeting with the participant after providing enough time for

the participant to review the transcript for approval.
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Appendix B: Confidentiality Agreement

Date: [Insert Date]
Subject: Invitation to Participate in Study

Dear Participant,

I am Aaron Sterrett, a Doctor of Business Administration (DBA) student at Walden
University, researching management strategies to retain skilled labor in the
manufacturing industry. As manufacturing companies struggle to retain skilled labor, new
management strategies must be explored and implemented for organizations to remain
competitive. As an individual who has been involved with the manufacturing industry for
over a decade, I understand how critical it is for an organization to maintain a skilled
workforce to mitigate the costs of replacing those employees. One of my program's
requirements is that the University requires an interview to collect the necessary
information I need to answer my research questions.

I am pleased to invite you to participate in a voluntary research study on identifying
manufacturers' management strategies to retain skilled labor and decrease employee
turnover costs. I am looking to interview experts in their field who have applied the
necessary management strategies to improve employee turnover and mitigate employee
turnover costs. Please read through the consent for this research to understand the
purpose of the study. Singing an informed consent form indicates that you understand the
protocols of participating and will voluntarily participate. You are free to withdraw from
the interview and the study at any time you see fit without answering any questions. If
you agree to participate in this research project, please indicate with a reply to consent.
Thank you very much for your participation.

Best Regards,
Aaron L. Sterrett, MBA
Walden University Doctorate (DBA) Student
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