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Abstract 

Given the increasing significance of employee turnover, administrative leadership in U.S. 

Southeastern hospitals stands at a critical turning point. The specific research problem is 

that leadership behaviors may create an intolerable environment for employees, leading 

to an intent to leave and turnover. The purpose of this descriptive phenomenological 

study was to explore administrative leadership behaviors that contribute to employee 

turnover, with a specific focus on leadership behaviors in U.S. Southeastern hospitals. 

The conceptual framework included grounded theory, which examines underlying social 

processes, and behavioral theory, focusing on leadership practices and behavior change. 

Fifteen administrative employees, four men and 11 women, were randomly selected from 

a pool of 30 participants across Southeastern U.S. hospitals. Colaizzi’s seven-step method 

guided the analysis of interview transcripts, leading to the emergence of seven themes: 

(a) leadership behavior, (b) job satisfaction, (c) advancement opportunity, (d) retention 

and turnover, (e) salary or pay, (f) communication, and (g) relationships. The findings 

revealed that negative leadership behaviors and traits such as partiality, lack of support, 

retaliation, rudeness, disrespect, unreliability, and poor communication were closely 

linked to employee turnover. Healthcare administrative leaders could implement these 

insights to inform the design of leadership development programs aimed at reducing 

employee turnover. The implications for positive social change include the potential for 

healthcare administrative leaders to focus on raising awareness, improving leadership 

practices, and enhancing understanding of turnover and retention in the healthcare sector.   
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Chapter 1: Introduction to the Study 

Leadership has been a major topic among all industries, especially in the 

healthcare sector. Unprofessional leader behaviors create job dissatisfaction, which in 

turn results in employees’ decision to leave the organization (Bakkal et al., 2019). 

Employers hire leaders to play a major role within any organization because they oversee 

conducting the mission, realizing the vision, and creating new, innovative ideas. 

Leadership behaviors contribute to turnover within the healthcare industry. Some nurses 

have described narcissistic behavior whereby leaders think they are always right, do not 

accept accountability, and are not transparent to staff (Labrague et al., 2020). This study 

is needed to assist healthcare organizations in eliminating costly turnovers and negative 

leadership behaviors in the workplace. Management should be concerned about employee 

turnover and positive behavior because the latter may improve productivity and job 

performance, decrease turnover cost, and create a better work culture. 

In this chapter, I present background information on the study, describe the 

purpose of the study, outline data collection, depict the social problem addressed by the 

study, explore leadership behaviors and turnover, and introduce the research questions 

and methodology. Healthcare leaders in a hospital setting impact not only employees, but 

also quality patient care. They make sure that employees are maintaining safe 

organizational practices. Hospitals' main priority is to take care of their patients’ needs 

with qualified leaders implementing processes and procedures. Healthcare leadership 

consists of clinical and administrative, or nonclinical leadership. Clinical leadership 
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consists of doctors and nurses. Administrative leadership consists of the CEO, human 

resources (HR) managers, and medical billing leadership.  

Leadership issues have been a major problem within hospitals globally, which is 

the reason that this study needed to be conducted. Research shows not much literature 

addressing administrative leadership but more information on clinical nurse leaders. 

According to Jian et al. (2022), research has proved that ethical leadership would reduce 

the employee’s intent to leave an organization. Administrative leadership behaviors in 

Southeastern U.S. hospitals that contribute to employee turnover was this research 

study’s topic. Leadership behaviors are a determining factor that may affect productivity, 

job satisfaction, and workplace relationships (Huyghebaert‐Zouaghi, et al., 2023; 

Labrague et al., 2020). Ineffective leadership in addressing hospital problems should be 

monitored due to potential employee turnover risks.  

This research study may promote positive social change and improve 

communities within the United States. There may be leadership programs and training to 

improve future leaders in healthcare. In healthcare institutions such as hospitals, there are 

clinical and administrative leadership roles. Administrative leadership roles may handle 

HR functions, food service, supplies, admissions, billing, coding, and finance, which do 

not require hands-on patient care. Clinical leadership such as nurse leadership handles 

direct patient care. People in all leadership roles must work together to achieve quality 

patient care to make the organization successful. The focus of this research is to explore 

administrative leadership behaviors that may create employee turnover. This study views 
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real-life experiences from an employee's perspective to bring awareness to the healthcare 

industry.  

Turnover within the hospital sector has been a major problem that has created a 

challenge. According to Ravangard et al. (2021), employee turnover may create costly 

expenses for hospitals such as those related to the hiring process, training, and retention. 

There may be several reasons that employees decide to leave an organization, such as no 

advancement opportunity, salary, benefits, job stress, job dissatisfaction, burnout, 

leadership issues, and job security. In previous literature, researchers have discussed the 

higher cost, whether direct or indirect, that organizations pay yearly. This cost has been 

shown to be in the higher thousands of dollars that are wasted due to turnover. 

Organizations may not track the cost of each employee who leaves and the reasoning 

behind turnover. Researchers have addressed the need for future research on leadership 

behaviors, leadership styles, employee turnover, job dissatisfaction, and burnout (Agazu, 

et al., 2022). In the review of previous literature, the authors have added new gaps and 

items that were recommended for further research. As a result, providing more education 

on leadership topics has created a need for social change globally.  

Many researchers have expressed the need for ethical leadership that will improve 

the employee’s intent to leave. In a recent study, Chang et al. (2021) expressed the 

recommendation for companies to include additional training and development on the 

value behavior theory within leadership. The VBL should be included in the processes 

and policy of the organization. In is imperative that organizations find new, innovative 

ways to maintain effective leadership and lower employee intent or turnover. This study 
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on behaviors has the potential to contribute to further research on leadership behaviors 

and the impact of turnover.  

Hospitals and healthcare facilities face challenges with retaining qualified 

employees for various reasons. This seems to be a global issue with turnover and 

retention of employees. Several research studies have addressed reasoning for leadership 

issues, but few have elaborated on leadership as why employees decide to leave an 

organization. According to NSI Solutions Inc. (2023), the cost of turnover within 

hospitals can be in the thousands and is considered an indirect or direct cost. 

Organizations spend time training and onboarding new employees with the necessary 

resources to be able to carry out their specified job duties. There are other costs such as 

health insurance, 401k, background checks, employment verification, and drug screening 

that organizations are also responsible for.  

Leadership must encourage, motivate, and assist with the development of 

employees. Organizations have employee appreciation days, recognition letters, free 

meals, team building events, and holiday bonuses to attempt to retain employees. Morale 

is a hot topic that organizations may want to pay closer attention to. Challenges with 

leadership and turnover intentions seem to be a continuous obstacle that hospitals may 

need to address now and in the future.  

In a study conducted by Kelly and Hearld (2020), an investigation was undertaken 

to explore the association between burnout and the leadership style exhibited by 

healthcare professionals in the mental health sector. Research approaches, such as mixed 

methods, quantitative analysis, and qualitative investigations, were utilized to examine 
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the correlation between leadership styles and burnout. Extant literature offers empirical 

evidence to substantiate the proposition that various leadership styles can significantly 

influence the manifestation of burnout. Employee burnout has been investigated in many 

research studies employing an analytic approach. The study's results suggest that 

applying leadership styles may be associated with the development of staff burnout. 

There is a pressing requirement for further research on the phenomenon of employee 

burnout and its relationship with different leadership styles, particularly within the 

healthcare sector.  

Background of the Study 

Healthcare leadership has played a major key role in today’s organizations, no 

matter what industry. There is a gap between organizations and literature that focuses on 

ineffective leadership that few organizations acknowledge. The majority reason that most 

employees leave their jobs is insufficient leadership. According to Fibuch (2011), a test 

of Google searches of failed leadership showed that 750,000 were in the healthcare 

industry. Leaders are in place to carry out an organization’s mission and vision, as well as 

to create innovation in the organization. Leadership creates the rise or fall of the 

organizational culture.  

 Favoritism and micromanagement represent a major issue within bad leadership 

behavior that causes employees' intent to leave. Leaders must perform a self-evaluation 

of their behavior, attitude, and lack of concern (Fibuch, 2011). Some of the qualities in an 

ineffective leader are lack of communication, inappropriate leadership style for the 

organization, bad integrity, and inability to adapt (Tracy, 2017). There has been some 
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literature on ineffective leadership that has been utilized to assist with ineffective 

leadership development programs in healthcare (Fischer et al., 2021; Groves, 2019). 

Leadership behaviors may negatively or positively impact employees, which creates a 

workplace environment. This will be discussed in this research study because leadership 

behaviors may be a reason why employees decide to leave that has not been addressed in 

depth in previous research. There are various reasons employees intend to leave, which 

indicated in previous research a need to expand further on leadership behaviors as a gap 

in the literature.  

There has been a major problem with efficient and effective leadership in 

hospitals. Previous literature from Bush et al., 2020; Lyu et al., 2018; Pedrosa et al., 

2021; Watkins et al., 2019 has failed to address all management issues and challenges 

within hospitals. Buriro et al. (2022) research study hospital employees in Pakistan 

exploring bullying in the workplace and its impact on turnover. The results showed 

employees were bullied more by leadership than their co-workers. The study indicated 

that employee turnover was due to leadership bullying and the company need to 

investigate the reasoning behind bullying. Turnover from bullying impacts the 

organization financial costs and quality patient care.    

 This study is needed and may help leaders of hospital organizations better 

understand leadership behaviors that could be detrimental to employees and the company. 

They may also create leadership training programs and competency tests for current and 

future leaders within the organization. Leaders must possess certain skills to be able to 

successfully maintain a positive workplace culture. Culture is a major part of what 
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leaders must understand because beliefs and values have an impact on the workplace 

environment. Language barriers could result in misunderstandings and communication 

issues. Leaders who have different leadership styles must remain ethical, motivate 

employees, listen to them, and encourage them. Leaders would benefit from exploring 

new cultures and other languages. Team building events can help bridge gaps and create 

relationships among leaders.  

 Leaders may need good analytical skills and be able to think outside of the box 

with innovation. Critical thinking would be a beneficial skill to help with decision 

making and environmental changes (Jenkins, 2012). Educating and leadership 

development programs may assist with critical thinking skills, which may result in better 

decision making. Organizations should invest in their leaders, which will help improve 

processes and new ideas of problem solving in the healthcare industry.  

 Leaders can provide successful ways of dealing with diversity, problems, global 

business, and good leadership skills. Social change is being able to make a positive 

difference in the community by helping others. Social change helps improve societal 

conditions with better opportunities (Lechner et al., 2017). This research study addressing 

different leadership styles’ effectiveness may help other organizations choose the best 

style to make the organization successful. Leaders may promote social change through 

experiences that can be shared to help upcoming leaders develop effective skills. Some 

organizations utilize a leadership competency assessment (LCA) to observe any potential 

needs for development that would improve relationships. An LCA can provide a detailed 

view of strengths and weaknesses of a leader, which will help with making improvements 
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(Ecoff & Stichler, 2020). The assessment was utilized on nurse leadership but could be 

used on administrative leadership in hospitals.  

Some previous research by Aurukawa and Kashiwagi (2021) and Mekonnen and 

Bayissa (2023) discussed leadership styles playing a role in job satisfaction, relationship 

building, and turnover with an organization. I have briefly mentioned leadership styles in 

order to give a brief overview of some characteristics that may be displayed by 

leadership. Behavior or leadership will be the focus of the research and how it contributes 

to employee turnover and intent to leave.  

Leadership styles play a role in effectiveness due to determining whether 

employees will be engaged, motivated, dedicated, and retained in the workplace 

(Mulenga et al., 2018). Leaders should inspire, motivate, and encourage their employees 

with positive behavior. There are different styles utilized in today’s organizations. Some 

may be effective in certain industries, and others may be the reason for failed 

organizations. Leaders can encourage, motivate, and guide employees, and help make 

organizations successful (Lazzari, 2018). Leaders must learn about their employees and 

determine what style of leaders they should use. Personalities will be different within the 

team, and leaders should always be a positive influence in the organization.  

 Autocratic leadership is a controlling factor type style, which is a more aggressive 

approach (Lazzari, 2018). For example, military life has this approach due to being told 

what to do and having limited power. As a former veteran, military life is not a normal 9–

5 civilian job that one can voluntarily quit. This style has led to retention issues, costly 
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turnover, job satisfaction problems, and slave-type work without feedback (Lazzari, 

2018).  

 The transformative leadership style seems to be more popular because leaders 

motivate, encourage, inspire, and create a whole picture for employees to follow (Lazzari, 

2018). Organizations need this type of style to help with the growth and development of 

employees. This will eliminate turnover and retention problems. Innovation is a goal of 

most organizations to maintain a competitive advantage. Healthcare organizations could 

benefit from this style because it shows a teamwork approach by helping others meet 

goals.  

 The participative style of leadership allows employee voice to be heard within 

making decisions in the organization (Lazzari, 2018). This allows the employee and 

leader to work together as a team. Employees will feel part of something, and it is good 

to know that their input matters in daily operations. This style may not work in all 

industries of business operations, but Toyota has used this approach to manufacturing 

automobiles Sayyadi and Provitera (2024). The leadership team believe in mentoring, 

good communication, developing future leaders that have the ability to maintain good 

leadership traits and behavior in the workplace. The leaders believe in allowing the 

employees to be involved in meetings and decision making in the organization.  

 The transactional style of leadership is a reward approach in which leaders look at 

the work of employees (Lazzari, 2018). The leader looks at the productivity of employees 

and either disciplines those doing bad work or gives incentives for good work. This type 

of leadership would be beneficial, for instance, in a collection agency organization that 
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depends on collecting revenue for past-due accounts. Hospitals may utilize this style if it 

is beneficial and improves organizational growth.  

According to Merriam-Webster’s Dictionary (2023), behavior is defined as the 

way a person conducts themselves or acts. When one thinks of behaviors displayed in the 

workplace, one thinks of employees/leaders working together to obtain organizational 

goals. Sometimes, behavior may not be pleasant and may create a difficult work 

environment. A previous study by Buriro et al. (2022) analyzed clinical leadership 

behaviors and employee turnover in a hospital setting.  

Employee turnover has had a negative impact on healthcare organizations. In a 

research study conducted by Collins et al. (2015), the cost of employee turnover for 

organizations in the United States ranged from the high thousands to billions yearly. 

There are direct and indirect costs associated with turnover, such as recruiting, 

unemployment fees, training, and a decrease in production workflow. Mathisen et al.’s 

(2021) research showed that turnover cost is high globally, with the United States 

showing turnover rates of 27%, which directly impacts the quality of patient care. The 

cost of turnover for organizations and retaining qualified employees. There are many 

reasons that employees intend to leave, and organizational stress is a key factor in 

decision making.  

Workplace stress, ineffective leadership, job dissatisfaction, burnout, family 

issues, desire for salary increases, lack of advancement opportunities, and location, 

among many other reasons, lead to the intent to leave or turnover. Previous literature 

assessed the reasons for turnover and indicated that further investigation is needed 
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regarding turnover or intent to leave. The methods of past research in the literature 

include quantitative, mixed methods, cross-sectional, and qualitative research. A cohort 

study conducted by Mathisen et al. (2021), which included 4,430 administrative leaders, 

administrative employees, and nurses, indicated a high turnover rate, which was the third 

highest for doctors and other healthcare employees in a 1-year timeframe. 

The behaviors of nurse leadership are self-awareness, advocacy and 

empowerment, decision making, quality, and safety and teamwork (Al Anwer Ashour et 

al., 2022). These behaviors are very important in the workplace because it creates a 

positive environment. Behaviors in a healthcare setting impact employees, leadership, 

and patient care. Hospitals create policies and procedures regarding employee rules 

within the workplace that apply to all employees. In my research study, I reviewed some 

of the behaviors from previous studies but from administrative leadership in hospitals. 

Previous research has demonstrated the need to further evaluate the different leadership 

behaviors in the healthcare industry.  

Leaders should encourage, motivate, inspire, maintain fairness, and treat everyone 

with respect in the teams that they are managing. Leadership behavior influences the 

group of employees and makes changes within the employees’ behavior (Demirhan et al., 

2020). There have been several research studies regarding leadership behavior but not 

relating to administrative leadership factors related to turnover. Most research has 

focused on nurse leadership within healthcare systems. Leadership is held to a higher 

standard to lead by example, communicate effectively, develop an expert skillset, and 

carry out company goals. The behavior displayed by leadership may positively or 
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negatively affect employee morale, which may allow an employee to make the decision 

to leave or stay with the organization. 

According to the NSI Solutions Inc.’s (2023) healthcare and RN staffing report, 

retention and staff recruitment have been a major problem within the healthcare industry. 

There was a national average among U.S. hospitals of a 22.7% turnover rate. Employee 

voluntary separation made up 94.7% within all hospitals. Employees may intend to leave 

an organization for various reasons, such as salary, staffing issues, advancement 

opportunities, and other reasons. In 2022, the turnover rate at Southeast region hospitals 

(AL, FL, GA, KY, MS, NC, SC, TN, VA, and WV) was high at 23.5% compared to 

North region hospitals (NSI, 2023).  

Hospitals may need to consider innovative ways to retain employees to reduce 

turnover. Leadership must control labor costs and focus on creating a positive work 

culture and environment. The cost of turnover can add to the direct and indirect costs of 

the organization. For example, according to NSI Solutions Inc. (2023), the cost of 

turnover for a RN position is $52,350, which has a huge impact on a hospital budget. 

Turnover and its cost have a detrimental impact on a hospital, and administrators must 

create strategies to lower turnover. There may be an impact on the quality of patient care 

due to the hospital turnover rate. The research study was needed to address the gap of 

administrative leadership in hospital settings that may decrease the employee turnover 

rate.  
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Problem Statement 

The problem addressed in this study was leadership behavior effectiveness and 

employee turnover, which have been a major issue within healthcare and hospital 

settings. Poor or ineffective leadership in hospitals may be costly, decrease efficiency, 

create dissatisfied staff, and decrease patient quality care (Asiabar et al., 2020). The 

social problem is that leadership has created a challenge among all industries, especially 

healthcare. The specific research problem is that leadership behaviors may create an 

intolerable environment for employees, leading to an intent to leave and turnover.  

According to Omanwar and Agrawal (2022), leadership behaviors and styles often 

contribute to employee turnovers. In this research study, employee turnover affects 

organizations’ resourcing and developmental costs, workforce stability, daily operations, 

care quality, and efficiency (Dechawatanapaisal, 2018).  

Managers who exhibit unprofessional behaviors create job dissatisfaction, which 

causes employees to leave (Bakkal et al., 2019). There have been previous studies on the 

relationship between poor leadership and job satisfaction, turnover, employee under- and 

nonpayment, and lack of growth opportunities (Omanwar & Agrawal, 2022; Pedrosa et 

al., 2021). Hospitals experiencing leadership problems may end up spending thousands 

due to employee turnover. 

Some employees face obstacles and mental health issues due to leaders in 

healthcare. Employee turnover impacts the whole organization, and factors such as abuse 

of power, favoritism, disrespect, and unequal opportunities to advance play a significant 
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role. Overall, hospital organizations have neglected to address the issues within 

leadership that cause turnover. 

Purpose of the Study 

The purpose of this descriptive phenomenological study was to explore 

administrative leadership behaviors that contribute to employee turnover, with a specific 

focus on leadership behaviors in U.S. Southeastern hospitals. The goal is to bring 

awareness to these issues so that hospital organizations may be better able to identify and 

prevent this problem. Exploring and analyzing this question will allow for a detailed 

review of the different traits or behaviors that commonly appear in healthcare industry 

leaders. It will also focus on poor leadership’s impact on an employee’s decision to leave. 

There may be other factors for employees to decide to leave an organization, but 

administrative leadership will be carefully investigated. In this manner, the study may 

bring awareness to the healthcare industry, help eliminate ineffective leadership behavior, 

and decrease costly turnovers. 

The target participants for this research study were employees in Southeastern 

U.S. region hospitals. Most research has examined the clinical side, but this research 

analyzed the administrative section of the hospital. Participants shared lived experiences 

within the workplace throughout their healthcare career. The participants included in the 

study needed to have at least 3 years of hospital experience and an age range between 25 

and 65.  

The research study may create positive social change and training opportunities 

within the healthcare industry, which could impact the community. There are numerous 
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research studies about nurse leadership behaviors but few explanations from 

administrative leaders within a hospital setting. Also, the geographic location of focus, 

the southeastern United States, is underexplored in the literature. Future research in other 

geographic regions is necessary to reform administrative leadership behaviors. Most of 

the literature addresses nurse leadership, which makes up the patient care aspect of a 

hospital, but there is not much research on administrative leaders who handle business 

operations. The leadership in the study are supervisors, managers, and midlevel managers 

who handle the administrative duties in healthcare. 

The purpose of the study was to explore administrative leadership behavior that 

contributes to employee turnover. The qualitative case study will collect hospital 

workers’ views of leadership behaviors and intentions to remain or leave the 

organization. Specifically, the target group consists of hospital workers with at least 3 

years’ experience. There will be 30 employee participants. The methodology for 

collecting their perceptions will consist of interviews and questionnaires within a case 

study.  

Research Question  

There has been a major problem with effective leadership in hospitals. To explore 

leadership in depth, it is necessary to ask pertinent questions.   

The primary research question was as follows: What contributing administrative 

leadership behaviors may result in employee turnover in Southeastern U.S. region 

hospitals?  
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To address this topic, I focused on reviewing the leadership styles, traits, 

behaviors, and experience level of administrative leadership. Employee perception was 

displayed and analyzed within the study and in reviewing previous literature. Employees 

provided real-life situations of how they perceived their leadership behavior portrayed in 

the hospitals to create their intent to leave or turnover. 

Conceptual Framework 

Conceptual framework of administrative leadership behavior that contributes to 

employee turnover such as favoritism, disrespect, job dissatisfaction, and limited to no 

advancement opportunities. Self-awareness, positive leader behaviors, and leadership 

effectiveness are key components needed that helped the framework for this research 

study (Devakirubai, 2020). The leadership theories of transformational, transactional, and 

participative correlate with effective positive leadership behaviors. Leadership 

competency will also allow a clear picture of what is needed to be an efficient and 

effective leader. In the previous chapter, there was a brief overview of the framework 

used in this research. The concepts will show the relevance within the healthcare leader 

within a hospital setting.  

Grounded theory will be utilized because it will help analyze the data collected 

regarding the contributing traits within the research study (Noguchi-Watanabe et al., 

2016). Grounded theory will retrieve the employee perspective or experiences that 

encountered administrative mismanagement traits and behaviors in the United States 

southeastern regional hospitals that result in turnover (Sherman, 2007). The original work 
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was performed by Upenieks in 2003 study that consisted of reviewing the effectiveness 

of leadership by reviewing the traits in the healthcare industry.  

The concept of utilizing grounded theory through the lived experiences of 

employees discussing leadership behaviors was conducted by Mousa et al. (2023), 

Torres-Landa et al. (2022), and Turesky et al. (2020). The theory allowed the participants 

to describe in-depth the ineffective leadership behaviors observed such as no 

supportiveness, not being a team player, limited management skills, lack of emotional 

intelligence and no communication skills, disrespectfulness, and favoritism. In a 

qualitative research study conducted by Turesky et al., 35 general surgeon residents 

participated in a focus group to investigate leadership behaviors displayed and reactions. 

Grounded theory was utilized with ineffective and effective leadership as the themes for 

the study. The effective leadership behaviors were great support, good management 

skills, team player, and empowerment. The results showed a positive influence on 

effective leadership behavior and negative for ineffective leadership behavior that 

impacts employee morale, performance, well-being, and intent to leave an organization.  

This study may show that maintaining leadership effectiveness is important to 

maintaining employees and having a positive organizational culture. This research study 

used grounded theory with real-life experiences to explore administrative leadership traits 

that contribute to employees leaving the organization. Leadership styles, culture, 

behavior and attitudes contribute to the failure of leadership success (Upenicks, 2003). 

The data obtained from the study were analyzed and used to assist with leadership 

programs in the healthcare industry. The goal of the study was to categorize the 
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leadership traits that have caused intent to leave and turnover for hospitals. Employee and 

leadership traits have been researched for nurses, but nonclinical or administrative leaders 

need to be researched. 

Nature of the Study 

The phenomenon of interest is individuals who have experienced mismanagement 

behaviors and other factors in a hospital setting. Having real-life views of people that 

have faced these issues to explain why it happens and how it can be changed. 

Phenomenology was the best suited for this research study. A study conducted by Urcia 

(2021) showed support that within a qualitative research study the grounded theory and 

phenomenology are the most popular utilized. It is very important to choose an 

appropriate research method that aligns with the research study.  

The investigation by Urcia (2021) explained the methods of grounded theory and 

phenomenology in which the best practices of utilization. The research study conducted 

will allow employee perception of their lived experiences within the workplace 

environment, which demonstrates the need for a phenomenology approach (Neubauer et 

al., 2019). Grounded theory within the study will analyze the type of interaction and 

leadership behaviors displayed to create turnover intention among employees.  

The study will explore why employees leave an organization because of their 

leadership. Turnovers and administrative leadership behaviors have been an issue in the 

healthcare industry which will be the research study variables. I have decided to utilize 

the basic qualitative inquiry using a framework approach. The reason the method was 
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chosen is because it was the best fit for having interviews and analyzing real life cases to 

have a better understanding of what is happening and why. 

According to Smith and Firth (2011) the framework approach is a vital key for 

data analysis within the healthcare industry for researchers. This approach allows a guide 

with the personal experiences of real-life events from the participants to be analyzed 

carefully. This would be beneficial in my research study in a hospital setting and having 

real life experiences. Administrative leadership and employees in hospitals in the 

Southeastern U.S. region participated in this research study. I plan to have a sample of 30 

participants from a hospital setting. Administrative employees and leadership were the 

intended population.  

Having interest in the participants is the major point of the aspect of the 

interviewing technique (Seidman, 2012). The interviewee should be comfortable sharing 

information and want to know that you care about their issues or concerns. I have 

managed to keep biases away from my research study by maintaining a neutral attitude.  

The target group of interest are people with at least 3 years of hospital experience. There 

will be a random sample of the first 30 participants that meet the inclusion guideline.  

The criteria will be at least years of hospital experience and between the ages of 

25-65. The random sample request will be performed via email contacting at least 60 

participants. The first 30 to respond, meet the criteria, and agree to participate will be 

included in the research study. The participants will be acknowledged by a number 

instead of names or demographic information to keep them protected. I intend to utilize 

content analysis and theme coding which is best for this research study (LaPelle, 2004). 
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The best method was fit with having interviews, analyzing real life cases to have a better 

understanding of what is happening and why. The research study conducted will be 

similar to a research clinical trial within the hospital systems. The outcome and data from 

the questions will be carefully reviewed, coded and kept in a secure location. The 

research study will allow further researchers the data and knowledge to continue 

investigate leadership behaviors related to employee turnover or intent to leave. 

Definitions 

Administrative leadership: This is also called nonclinical leadership that focuses 

on daily company operations, support clinical staff, Human resource functions, patient 

billing, and all other functions that do not require patient care (Hogan, 2020). 

Leadership Competency Assessment (LCA): LCA can provide a detailed view of 

strengths and weaknesses of a leader which will help with making improvements (Ecoff 

& Stichler, 2022). This has been used to observe the leadership effectiveness and may 

provide feedback to assist with changes. Leadership competency is a valuable tool that 

organizations use sometimes in pre-screening potential leaders.  

Leadership style: The type of behavior or characteristics that a leader displays 

with their employees and the organization. The style will vary according to the 

personality of the leader and will have a negative or positive impact on organizational 

culture. Mehrad et al. (2020) studied workplace interactions with different leadership 

styles and support that may create job dissatisfaction for employees. 

NSI Solutions INC Healthcare and RN Staffing Report (2023): Consists of over 

2,000 hospitals within the United States that participate in a survey to report employee 
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turnover, retention strategies, vacancy ratios, recruitment, and staffing planning. This is a 

yearly report that utilizes the data provided from the hospital facilities to inform, track 

trends, and assist with improvements.  

Assumptions 

The primary assumption is that a few hospitals in the United States Southeast 

Region would grant the approval to participant in the research study. Hospital 

organizations may not allow employee participation due to exposing truths within their 

leadership. They may feel that employee privacy may be violated by sharing personal 

experiences regarding leadership issues. HIPPA concerns with sharing personal 

experiences may be a concern because employees will expand on situations that 

happened within the workplace. An informed consent document will be provided to each 

participant and no employee name, date of birth, or address is needed to participate in the 

research study.  

Second, have adequate administrative employee participants that will meet the 

inclusion criteria to participate in the study. Making sure that the employees have worked 

for the organization for more than 5 years and experience with the job duties. I want to 

make sure that the employees provided the information previous work experience in the 

field such as revenue cycle management when checking claim status with insurance 

companies. Having qualified employees will make a difference in job satisfaction 

because they will have the knowledge base to maintain workflow processes. If a leader 

has to train an employee with no experience may create an obstacle if the employee is not 
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grasping the job functions. The assumption that an employee understands the task 

without proper training can decrease productivity among the team.  

Third, the assumption is that the study participants would provide truthful and 

detailed responses to the interview questions without feeling scared. To minimize the 

risk, I will promise the organizations that the research participants and locations will be 

kept confidential. Also, it will be comparable to a clinical research trial in which every 

participant will be acknowledged by a number instead of demographic information. All 

research study information will be locked and secured during and after the research study. 

Utilizing multiple facilities may provide more data for the Southeastern region. I plan to 

provide open-ended interview questions that will allow participants to share their story 

with confidence. Some employees may feel a sense of possible retaliation if they explain 

truth information that could be identified. This is understandable in the workplace due to 

the personality or behavior of the leader in charge. No names will be used, only numbers 

such a “#25884” showed a negative behavior to the team such as favoritism. This 

information will help support my research study and the data will be accurate in exposing 

leadership behavior displayed. 

Scope and Delimitations 

The theories and concepts utilized in the research study of exploring 

administrative leadership mismanagement traits and how they determine employee 

perceptions to leave the organization. The scope of this research study includes 

administrative employees working in Southeastern hospitals. The purpose of the research 

study is to analyze leadership behavior that may contribute to an employee’s intent to 
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leave the organization. Selection criteria delimited the research study utilizing random 

sampling method and inclusion criteria. Data collection consists of interviews and 

questionnaires.  

Exploring real life experiences from the view of employees in the hospital and 

assisting with costly turnover will allow educational opportunities for healthcare 

organizations. Leadership behaviors set the tone for the organizational culture and 

research assists with creating corrective action to avoid issues. The purpose of research is 

to bring awareness to hospitals and other healthcare organizations that have faced these 

challenges and have not fixed the detrimental issue. The qualitative research study of 

leadership mismanagement aligns with previous research and provides continued 

information on leadership behaviors. 

Limitations 

 Some limitations of the research study include having enough participants that 

will provide enough data for a good analysis and making sure that the information is 

accurate and consistent. Challenges could entail having face to face interviews due to the 

present pandemic in the world with COVID-19. Lastly, my background in healthcare 

leadership is for over 15 years in the administrative sector. To reduce the risk of bias, I 

documented my views in a journal and will refrain from any influence on participants and 

the research study. I have a mentor and committee that will observe my research 

throughout the dissertation process. Another limitation is making sure the participants is 

provided with enough time to complete the questions fully. 
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Significance of Study 

The research addresses the negative leadership behavior traits displayed that 

create an unhappy workplace for employees. The research will provide feedback from 

real-life people in the healthcare field which could be used in internal leadership classes 

to improve future leaders. Leadership effectiveness would be a great learning tool for 

other industries and what to look for in hiring new leadership. Organizations can take 

precautions and make changes to leadership roles and assist employees that are 

experiencing this type of treatment. This will create positive social change by educating 

and creating a better workplace environment in any organization. 

There have been many research studies on nursing leadership but not much on 

administrative leadership behaviors. Some of the behaviors from leadership may cause 

employees intent to leave or turnover within hospital systems. Ineffective leadership 

behaviors in hospitals may be costly, create low efficiency, dissatisfied staff, turnover 

and decrease patient quality care (Asiabar et al., 2020). Since this has been understudied 

which, the research may minimize the gap in administrative leadership behaviors in 

hospitals.  

Turnover is a major issue with hospitals globally and have previously researched 

to determine the contributing factors. Not much research that focuses on leadership 

behaviors displayed but job dissatisfaction, salary, benefits and more. Effective 

leadership may bring awareness to all leaders and future leaders within the healthcare 

industry. This study contributes to helping better understand and acknowledge leadership 

behaviors that are being displayed. 
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Significance to Theory 

Effective leadership behavior may lead to positive leader-member relationships, 

increase productivity, motivate employees to reach their goals, and increase longevity. 

Employees look up to leadership, have high expectations, and follow the lead by 

example. My study raises awareness of administrative leadership behaviors that 

employees perceive which may result in turnover. The research may allow hospitals to 

periodically evaluate their leadership team’s behavior. According to (Cantarino & 

Oliveira de Araujo, 2022). The theme of leadership behavior, characteristics, and styles is 

underdeveloped and needs more clarification of the technical skills. More awareness of 

leadership behaviors may contribute to leadership programs and training within the 

healthcare systems). 

Significance to Practice 

The study is expected to contribute to the professional body of knowledge using 

conceptual frameworks and empirical tests to explain how stakeholders influence the 

relationship between VSR and the CFP of the A&D industry. The study will focus on 

how researchers choose between variables and methods and their relationship proportions 

to sustainability activities. When organizations take care of diverse stakeholders, they 

respond positively and have an excellent assessment of the organization (Chen & Kelly, 

2015; Javed et al., 2020; Oruh, et al.,2020). According to Javed et al. (2020), the 

instrumental view of stakeholder theory explains why having favorable interactions with 

various stakeholders is advantageous. For the A&D sector, this study is anticipated to 

close the gap between SR and CFP. The primary goal of this study is to investigate the 
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stakeholder and legitimacy theory by linking the stakeholder effect on the A&D 

industry's performances. Nonetheless, few scholars have made considerable progress in 

the field of stakeholders' influence on CFP. By addressing the changes as part of CFP, the 

study's findings may advance knowledge and comprehension in support of professional 

practice in sustainability reporting by businesses. 

Significance of Social Change 

Walden University believes in helping and educating to provide positive social 

change within the communities. The research study may potently educate small and large 

hospitals around the world and could develop a great leadership program. The goal in the 

program is to create social change by educating my community which will create 

improvements. The research study presented may allow hospitals to make necessary 

improved leadership changes that improve organizational growth and help educate the 

community. Effective leadership may reduce stressful workplace, build healthy 

relationships with staff, and provide a positive influence within the organizational 

culture. Competent leadership and staff awareness within the healthcare industry may 

contribute to positive social change by providing education through this research for 

healthcare facilities. 

Summary and Transition 

The purpose of the study was to explore the factors of the leadership or managers 

behaviors employed in hospitals in the Southeast United States on the intent to stay of 

their followers. The turnover in United States Southeastern hospital will be analyzed and 

leadership behaviors that play a critical role. This research reviews leadership 



27 

 

competency and mentions the various leadership styles that are displayed by each leader. 

Reviewing previous leadership studies supported the need for this research study and will 

contribute to future research in leadership.  

The research study presented may allow hospitals to make necessary improved 

leadership changes that improve organizational growth and help educate the community. 

Walden believes in helping and educating to provide positive social change within the 

communities. My research will educate small and large hospitals around the world and 

could develop a great leadership program. My goal in the program is to create social 

change by educating my community which will create improvements.  

This research study will elaborate on the key factors of what may contribute to 

employee turnover as it relates to leadership behavior. Leaders portray different 

leadership styles, attitudes, traits, and behaviors that the employee have experienced that 

created the informed decision to leave or stay. Organizations have an obligation to 

maintain a healthy and safe work environment for all employees which is located in the 

employee handbooks which is a contract. Previous literature on behaviors will be 

carefully reviewed throughout this research study and observing the viewpoints of other 

researchers.  

Chapter 1 provided support an overview of the research study. The investigated 

background provided of previous research that may have contributed to the problem and 

identified the purpose of the study. The methodology and framework help show how the 

results will allow the original research question to be answered. The literature shows 

results from previous research that will allow more detailed information to elaborate on 
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why further research is needed in the healthcare industry. Chapter 2 will provide a closer 

view of leadership behaviors, leadership styles, retention and turnover intentions, and 

research literature on leadership within the healthcare sector. Chapter 3 will view a 

descriptive inquiry with the phenomenology methodology, hospital leadership, data, and 

ethics within the research sector.  
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Chapter 2: Literature Review 

Introduction 

This qualitative research study aims to explore administrative leader behaviors 

that contribute to employee turnover in Southeastern U.S. hospitals. The purpose of this 

study was to explore administrative leadership behavior that contributes to employee 

turnover leadership behaviors in U.S. Southeastern hospitals that may bring awareness 

and educate the healthcare industry. Employee turnover has been a challenging issue 

among hospitals. Healthcare leadership consists of a combination of administrative or 

nonclinical leadership and clinical leadership. The research question for this study will 

explore the various behaviors or traits of administrative leadership within a United States 

hospital setting that may have resulted in employee turnover or retention issues.  

Chapter 2 is an examination of previous and present literature on the problem of 

leadership behaviors, hospitals, and employee turnover. A detailed analysis of the history 

of administrative leadership behavior supports employee intent to leave an organization 

within a hospital setting review, justified with supportive literature. The literature will 

identify the gap in similar literature, which is why this study exists. Previous and current 

research literature (Jian al et al., 2022; Özkan 2022; Bush et al.,2020), focuses mainly on 

nurse clinical leadership rather than more on administrative or nonclinical leadership. 

Both leadership roles make up the entire hospital system.  

The literature review contains sections that clarify the concepts and theories 

related to the research study, supporting the conceptual framework approach. The chapter 

includes leadership competency, leadership behaviors and traits, self-awareness, turnover 



30 

 

or intent to leave, and relatability within the hospital organization. The literature review 

concludes with theories of leadership behaviors, competency, self-awareness, employee 

perceptions, and leadership behavior models.  

The literature expresses the detrimental impact of toxic leadership behaviors that 

lead to employee retention and turnover problems. For instance, Jantijies and Botha 

(2024) study investigated how toxic leadership behavior impacted employee retention 

and turnover relationships in a clinical research company. The findings showed that there 

was a huge impact of leadership behavior on employee turnover and the workplace 

environment. Some of the factors from employee perceptions were self-promotion, 

abusive supervision, narcissism, uncertainty, and authoritarian leadership that led to 

turnover. The study implied that organizations need to address this issue of toxic 

leadership behavior and develop programs to decrease retention and turnover. Periodic 

leadership assessments throughout the year and building better relationships with 

employees were mentioned in the study. Future researchers may analyze toxic leadership 

and turnover in different industries and various cultures. 

 Lee et al. (2024) study analyzed toxic leadership, team support, and social 

support and their relations with job performance, work needs, and engagement in the 

Malaysian organization. The findings showed that there was a negative influence on job 

performance but a good relationship with job demands. The study advised that employees 

need clear and precise role descriptions and responsibilities to be successful in their job 

roles. The toxic leaders are controlling and may create stressful job conditions for their 

employees. Some of the toxic leadership behaviors mentioned were intimidation, a 
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decline in employee growth, difficult goals, and job insecurity, which decreased 

productivity and job satisfaction. Team support allows employees the resources to 

perform great in their work roles and duties. 

The review of the literature on what employees perceive of administrative 

leadership behaviors in U.S. Southeastern hospitals contributes to employee turnover. 

The purpose of the research study is to explore leadership behavior. It may bring 

awareness to the healthcare industry, create programs to eliminate ineffective leadership 

behavior traits and decrease costly turnovers. The literature examines the psychological 

effects that abuse creates on clinical nurses in a hospital setting in China. According to 

Lyu et al. (2018), only a little previous research discusses abusive leadership in depth, 

reasoning why it occurs, and addresses the negative behaviors such as bullying, 

favoritism, stress from heavy workloads, nonexistent advancement opportunities, 

rudeness, and disrespect. The study's findings showed that psychological empowerment 

intercedes abusive supervision and turnover, which mentioned that the Chinese culture 

plays a role. Lyu et al. (2018) stated that reducing abusive leadership is essential in 

avoiding the intent for employes to leave. Upon review of the research, abusive 

leadership behaviors and styles affect employees' success in healthcare.  

The previous and current literature provides evidence of the significant problem 

of employee turnover related to leadership behaviors. Lyu et al. (2018) studied 1127 

nurse perceptions to determine the impact of abusive leadership and turnover. The 

research takes a closer look at the psychological effects that abuse creates on the clinical 

nurses within the healthcare industry. Lyu et al. (2018) suggest that future research must 
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explore an in-depth aspect of abusive supervision. This study is relevant to utilize the 

evidence related to leadership abuse within a healthcare system.  

In the research study conducted by Araujo and Figueiredo (2018) studied 171 

nurses and 274 nurse techs analyzed the work environment in Brazil hospitals that lead to 

job satisfaction, loyalty, and behavior within the nursing field. Araujo and Figueiredo 

(2018) study may contribute to leadership challenges and maintaining retention within 

the hospital organization. The research study found that displaying effective 

communication, clear goals, and objectives, and building healthy, trustworthy 

relationships contribute to positive behaviors and attitudes for nurse leadership. 

Leadership behaviors will allow organizations to view the leadership of their staff and 

what leaders should display to the employees.  

Leadership behavior is a continuous topic among researchers. Employee 

perception of leadership behavior is analyzed through multiple lenses of reviewing 

positive and negative aspects within different industries. Vadi and Kasemaa (2023) 

research study focused on hospital employees' perception of leadership behavior 

(transformational and Transactional style) and its impact on emotional intelligence. The 

study findings indicated that 231 healthcare employees' data showed a positive 

relationship with emotional intelligence and transformational leadership. Results showed 

that emotional intelligence skills help leadership behaviors and the skills to successfully 

manage employees. 

Behavior in the workplace should remain professional among all staff members. 

Leadership and employee relationships are very important to maintain a positive 
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organizational culture. Watkins et al. (2019) focused on abusive leadership behaviors 

toward employees, which include a lack of positive communication, manipulation, 

disrespect, and micromanagement in the organization. Watkins et al. (2019) studied how 

leaders perceive the contributing benefits of how abusing employees shapes their 

reasoning for the behavior. The research showed that leaders abuse employees to help 

with organizational goals. The research aligns with the significant problems of abusive 

leadership behaviors and the display of manipulative behavior toward employees. 

Leadership acknowledgment of displaying abusive behavior towards employees shows 

that negative leadership behavior exists in the workplace and the traits displayed in my 

research study. 

Organizations should focus on the culture of the departments and leadership styles 

that being displayed. A study conducted by Mehrad et al. (2020) explored the workplace 

interactions within different leadership styles and support that may create job 

dissatisfaction for employees. The research study found that transformational and 

transactional leadership style and support within the company showed a positive outcome 

in the organizational culture. The results showed the challenges among leadership and 

employees, which may create negative vibes in the workplace. Mehrad et al. (2020) 

stated that organizations should strive for continuous improvements within leaders, 

employees, and processes to create a healthy work environment. The evidence showed 

that having a great leadership team will assist with eliminating costly turnovers and 

negative behaviors in the workplace.  
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A study by Bush et al. (2020) studied the transformational, transactional, and 

passive-avoidant leadership styles, leadership outcomes, and self-efficacy, including 

nurse leadership, such as clinical supervisors and nurse directors in U.S. Regional 

Medical Facilities. The research found that the most widely used leadership style was 

transformational, a need for professional development that includes practical 

communication skills, respect for values and beliefs, company mission, and confidence in 

the organization. The research included forty nurse leaders using the Multifactor 

leadership questionnaire that showed the consistency of the leadership behaviors. The 

literature review supports my research study because it focuses on the problems and 

challenges employees face with negative leadership behaviors in the workplace, such as 

poor communication, favoritism, lack of respect, and lack of advancement opportunities 

in U.S. Healthcare Facilities. Bush et al. (2020) concluded that future studies may include 

more diverse races, a mixed age range of leaders, and administrative leadership.  

The COVID-19 pandemic changed organizational operations throughout the 

world. The research study by Yue et al. (2023) investigated empathetic leadership 

communication in relation to employee turnover, trust between leader and employee, and 

employee-organization relationships (EOR). The findings showed that leaders being 

empathetic by showing concern and caring towards employees during organizational 

changes make a huge difference in turnover and intent. The results showed that EOR 

quality was negatively related to employee intent to leave the organization. During the 

COVID-19 pandemic, leaders were concerned with the health and safety of employees by 

taking the necessary precautions. 
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The study by Caringal-Go al et. (2021) analyzed behavior and traits of leadership 

from employee perceptions during COVID-19 outbreak. Leadership competency 

determines how successful the rate will be. The study results showed that employee 

perceptions of leadership traits and behavior that existed included being supportive, 

prayerful, open communication, compassionate, truthful, consultative, collaborative, 

positive, and decisive. The employees expressed gratitude that their leader was flexible, 

provided face masks, decreased work hours, paid on time, and decreased job duties. This 

study recommends future research on leadership traits and behaviors during the stages of 

the COVID-19 pandemic or another crisis. Leadership programs within the organization 

need revamping to help improve leaders during crises or daily operations 

A research study conducted by Labrague et al. (2020) analyzed the poor 

leadership behaviors of nurse managers within the healthcare system utilizing 

psychometric testing using the ToxBH-NM scale. The research on toxic leadership views 

the behaviors that create toxic leaders within a 2-month data collection period. Labrague 

et al. (2020) found that using the ToxBH-NM scale resulted in viewing behaviors such as 

narcissistic, selfish, humiliating, favoritism, lousy communication, and excessive 

negative behaviors, which impacted the toxic behavior of nurse leadership. This research 

study is relevant to having an in-depth view of organizational leadership traits in 

hospitals among administrative leadership, which results in employee turnover.  

Leadership styles have been observed and researched to have a better 

understanding of the characteristics being displayed. Creel et al. (2021) research studied 

transformational and transactional leadership styles' relationship with employee safety 
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and turnovers in hospitals. The author mentions that organizational culture is determined 

by the leadership styles and behaviors displayed in the workplace. The findings include 

that transformational leadership improved employee turnover and safety results, but 

transactional showed adverse effects. This study justified continued leadership research 

to improve turnover in the hospital sector by having effective leadership. It relates to my 

study because analyzing the negative leadership behaviors that create turnover will assist 

with my problem statement.  

The organizational culture is maintained by the leaders and managers of the 

company. Pedrosa et al. (2021) studied factors of organizational culture that relate to the 

result of nurse turnover. The authors found that organizational and individual factors 

influence nurse turnover, such as organizational culture, climate, leadership style, 

communication, demographic information, and processes within the hospital. Pedrosa et 

al. (2021) recommend that turnover be taken seriously because it will impact production 

and patient care in the hospital as it relates to nurses. It relates to my research because 

leadership behavior is discussed and how it impacts employee turnover with many other 

causes. The evidence in the study is justified, and that future research in other regions is 

needed.  

Ethical behavior within the workplace should be displayed by all employees, 

especially leaders due to setting an example of your staff. Jian et al. (2022) studied the 

relationship between ethical leadership and turnover in hospitals in the Global South. The 

research results concluded that positive ethical leadership decreases employee turnover 

and their intent to leave. The research will assist with my study due to reviewing the 
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costly turnover rates resulting from bad leadership practices in a hospital setting. Jian et 

al. (2022) mentioned that healthcare turnover impacts different business components, 

such as employee retention, patient care, and loss of revenue. The study's evidence 

justifies continued research into leadership challenges and turnover in healthcare.  

Leader member exchange is important with building relationships because 

individual behaviors may impact the having a positive or negative outcome. Özkan 

(2022) research study investigates relationships between followers' intent to leave and 

abusive leaders in Turkey's hospital organization's culture. The study results found that 

abusive leadership and hostile work environments positively affect employees' intent to 

leave an organization. Özkan (2022) proposes that upper management should review 

abusive leadership within their organizations and provide corrective action. This study 

suggests that toxic leadership traits result in turnover in the healthcare industry. The 

evidence in the research shows justification to continue expanding on ineffective 

leadership behaviors that result in hospital turnover. The research in leadership behaviors 

will allow organizations to view the leadership of their staff and what leaders should 

display to the employees. Chapter 2's previous research discussion will include 

administrative (nonclinical) and clinical leadership roles within various hospital settings. 

Literature Search Strategy 

The study relates to the healthcare industry, and previous literature reviewed 

similar concepts in different global locations. Limited research studies focused on 

leadership behaviors of administrative leaders and turnover in the United States. 

Leadership is a significant concern and a hidden topic in the forefront of organizations. 
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The literature review keyword search included relevant databases such as Academic 

Search Premier, ABI/INFORM Global (ProQuest), Business Source Complete, and 

Health Science. Co, ProQuest Health & Medical Collection, and CINAHL Plus with Full 

Text, MEDLINE/PubMed, Business Source, CINAHL, PsycInfo, SocIndex, 

ScienceDirect, Google Scholar, Education Source, Gale Academic OneFile Select, 

Emerald Insight, Computers & Applied Sciences Complete, International Security & 

Counter Terrorism Reference Center, Communication & Mass Media Complete, Political 

Science Complete, ERIC, and Military & Government Collection. The search terms 

included but were not limited to leadership, management, administration, turnover, 

retention, hospitals, healthcare, health care, hospital administrat*, hospital manage*, 

self-awareness, leadership competency, phenomenology, leadership styles, human 

resources employees, non-clinical or nonclinical or non-clinical, leader* styles or 

leader* behavior, nurs* or doctors, job satisfaction, abuse, mistreatment, leadership 

behavior theory, grounded theory, mismanagement, toxic, qualitative, ethnograph, 

phenomen, lived experience, and healthcare facilities.  

The Walden University Library was the primary source for retrieving the peer-

reviewed articles and books. I reviewed and saved hundreds of sources found in the 

Walden University Library. Table 1 displays those sources included in this literature 

review, type of category, and the number of relevant documents. Several pieces of 

literature were reviewed that were not included in the literature because it lacked 

relevancy and dates were out of 5-year range. The research chosen is relevant and within 

the guideline of 5 years. The support previous literature allowed and assisted with my 
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research study evidence. There was more literature on clinical leadership behavior, and 

few focused on administrative leadership behaviors. 

Table 1 

Literature Source Categories 

Category Date range Number of sources 

Peer reviewed  2018 and earlier 

2019–2023 

75 

214 

Non-peer reviewed  2018 and earlier 

2019–2023 

18 

55 

Dissertations  2018 and earlier 

2019–2023 

40 

64 

Other 2018 and earlier 

2019–2023 

15 

23 

 

 

Conceptual Framework 

The theories and/or concepts that ground this study include a conceptual 

framework of the administrative leadership behavior contributing to employee turnover, 

such as favoritism, disrespect, job dissatisfaction, and limited to no advancement 

opportunities. Grounded theory will be utilized because it will analyze the data collected 

regarding the contributing traits within the research study (Noguchi-Watanabe, et al., 

2016). Grounded theory will retrieve the employee perspective or experiences that 

encountered administrative mismanagement traits and behaviors in the U.S. southeastern 
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regional hospitals that result in turnover (Sherman, 2007). Upenieks (2003) performed 

the original work study consisting of reviewing leadership effectiveness by reviewing the 

traits in the healthcare industry.  

My research study may demonstrate that leadership effectiveness is essential to 

maintaining employees and having a positive organizational culture. The research study 

will utilize grounded theory with real-life experiences to explore administrative 

leadership traits contributing to employees leaving the organization. Leadership styles, 

culture, behavior, and attitudes contribute to the failure or success of leadership 

(Upenicks, 2003, Mostafaet al., 2021, and Thompson, et al., 2022). The data obtained 

from the study will be analyzed and used to assist with leadership programs in the 

healthcare industry. The study aims to categorize the leadership traits that have caused 

intent to leave and turnover for hospitals. Employee and leadership traits have been 

researched for nurses, but nonclinical or administrative leaders need to be researched. 

Literature Review Related to Key Concepts 

Theories 

According to Kumar (2022), several leadership theories of what makes a leader 

successful have been discussed. The examination of behavioral theory, great man theory, 

trait theory, and contingency theory were reviewed. These theories all possess different 

aspects of what good leaders should possess. Great man theory implies that leaders are 

born and not made as if this comes naturally, which cannot be taught (Kumar, 2022). 

Trait theory suggests that traits are unable to be learned, such as being direct and the 

ability to adapt. Behavioral theory focuses on the leader's behavior and style that they 
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show. A similar research study analyzed by Azeez (2023) examined leadership theories 

such as transactional, transformation, contingencies, great man, behavioral, functional, 

and integrated psychology in Sub-Saharan Africa with comparable views to Kumar 

(2022). Leadership is continuing to face challenges around the world. The impact of 

leadership roles may dictate the success or failure of an organization. The author 

concluded that theories have pros and cons, but the healthcare industry struggles to 

maintain effective leadership. Behavior theory analyzes the behavior characteristics 

portrayed by leadership (Azeez, 2023). Leaders should be aware of behavior and promote 

encouragement among their employees.  

Leading by example is an excellent way for leaders to show employees that 

positive approaches and behaviors should be displayed within the workplace. Employees 

are paying close attention to the actions and behaviors of leadership, which have either 

positive or negative consequences. Trait theory believes that great leaders are born but 

can be trained, which could be more effective (Azeez, 2023). Theories provide support 

and evidence to the research study by analyzing characteristics of effective leadership 

from different angles. Contingency theory states that great leaders find strategies, no 

matter the situation, to handle employees effectively (Kumar, 2022). People have 

different personalities, values, and cultures that may impact their leadership abilities. 

Previous literature indicates the importance of maintaining a positive approach to having 

successful leaders within an organization. 
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Administrative Leadership 

Administrative leadership or nonclinical leadership is a role that handles the 

business operations within a hospital system, such as accounting, finance, billing, and 

human resources departments. Do the Human Resources department oversee the issues of 

ineffective leadership effectively, or does it get ignored? Exit interviews display what the 

former employee thought of ineffective leadership behavior. The research study 

displayed the characteristics of ineffective leadership but no corrective action. The 

organization must take responsibility for having an ineffective leader who displays 

terrible behavior. Organizations must be able to hire and maintain good leaders to 

conduct the mission and vision. Injurious behavior may harm employees and cause legal 

matters within the organization. 

Clinical Leadership 

Clinical leadership consists of nurses, doctors, and other clinical positions. These 

positions are responsible for maintaining quality patient care. According to Kumar 

(2022), effective leadership among clinical leaders is vital because they have complex 

roles and are responsible for treating patients and managing staff. The study by Zhou et 

al. (2020) examined the manifestation of Servant leadership behaviors in both work and 

family domains in China. Notably, the study shed light on prevalent issues such as the 

absence of positive behaviors and the adoption of harsh treatment towards employees. 

This research holds significance for my study as it will support my problem statement, 

which pertains to the detrimental effects of toxic leadership traits on employee retention 
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within organizations. This investigation may further incorporate the viewpoints of both 

leaders and employees.  

Evaluating leadership behaviors by leaders and members inside an organization 

will be an ongoing process to enhance and refine effective leadership practices. The 

authors demonstrated that influential leaders cultivate a pleasant work atmosphere and 

refrain from employing authoritarian leadership styles that dictate the actions and 

behaviors of their subordinates. In summary, this study and future investigations 

conducted by SLB may effectively address the existing gaps in the literature by including 

more factors and theories, thereby making valuable contributions to the field of research. 

Behaviors 

Previous research studies have examined and shown unacceptable leadership 

behaviors that have created job dissatisfaction, burnout, internal transfers to other 

departments, and turnover. Some behaviors among leadership or management may need 

to be more welcoming and could create a hostile work environment (Surawy-Stepney, et 

al., 2023). Behaviors in the workplace should remain professional and respectful and 

display teamwork to complete the organizational goals. Leadership oversees setting the 

tone and environment within the workplace. We will review several studies that will 

support the need for further examination of leadership behaviors within the hospital 

sector.  

Abuse can cause lasting negative impacts on employees, such as mental stress. 

Watkins et al. (2019) focused on abusive leadership behaviors from the leader's 

standpoint and found issues of abusive leadership, lack of positive communication, and 
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micromanagement. Furthermore, this is important concerning my study because it 

explains the problem of toxic leadership behaviors and employee views on ineffective 

treatment to make them leave the job. Watkins et al. (2019) reviewed abusive leaders, 

trying to determine the root causes. Abuse should never happen or be tolerated in any 

organization. Leaders who abuse employees should be reprimanded and terminated.   

Leaders may feel that this is a punishment, but it causes more harm than good. 

Leaders have stressful tasks to maintain daily operations and lead employees. 

Leaders are employees and should never display abusive behavior in the workplace at 

one point. Watkins et al. (2019) received feedback from leaders and employees about 

abusive behavior. Leaders are in place to motivate employees to achieve organizational 

goals. Organizations have policies explaining abuse and harassment. Some leaders feel 

that they are above the rules and regulations within the organization. 

Watkins et al. (2019) utilized social learning theory within the research, which 

may be expanded and utilized in other research studies. The leaders who display abusive 

behavior should be examined. Some leaders are not meant to lead people or do not like 

dealing with others. Teamwork being mandatory brings out some of the destructive 

behaviors of leaders and employees. The research closely aligned to abusive leadership 

behaviors portrayed to the employee turnovers. Watkins et al. (2019) argue that the 

reason for abusing the employees is to assist with organizational goals. Leaders may have 

other reasons for abuse, including personal gains. They challenged the motivation of what 

causes leaders to abuse their employees. Leadership behaviors have an impact on how 

they treat their employees.  
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Abuse is dysfunctional no matter what reasons are provided by leadership. 

Watkins et al. (2019 and Chang, et al.,2021). mention utilizing abuse to improve the 

employee's performance, which seems out of touch. Maslow's theory of needs includes 

safety and health promised within organizations. Mental health may impacted by abusive 

behavior. Watkins al et. (2019) have provided several reasons behind leadership abuse 

and attempted to clarify why it happens. Argue that there are benefits from abusive 

leadership because it causes negative actions. People should be treated equally and fairly 

in a work environment, especially with the Covid pandemic (Tolksdorf, et al., 2022). 

Organizations ignore the topic of abusive leadership as if it does not exist, and the 

employee is always considered the problem. In conclusion, research clarifies leadership 

mismanagement and experiences from the employee perspective, and future research is 

needed. Leadership abuse happens every day and should be examined closer to 

eliminating this behavior in organizations. 

Nursing is majority of the research literature in relation to leadership behaviors 

and its impact on employees. Labrague et al. (2020) research study analyzed the 

ineffective leadership behaviors of nurse managers within the healthcare system utilizing 

psychometric testing using the ToxBH-NM scale. The research on toxic leadership views 

the behaviors that create toxic leaders within a 2-month data collection period. Labrague 

et al. (2020) found that using the ToxBH-NM scale resulted in viewing behaviors such as 

narcissistic, selfish, humiliating, favoritism, lousy communication, and excessive 

negative behaviors, which impacted the toxic behavior of nurse leadership. This research 

study may relate to my research study to have an in-depth view of organizational 
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leadership traits in hospitals among administrative leadership, which results in employee 

turnover.  

Labrague et al. (2020) research consisted of 313 nurses focused on toxic nurse 

leadership behavior using psychometric testing. Results showed favoritism and neglect, 

lack of effective communication, and decline in quality patient care, which is vital 

concerning my study because it may explain the problem of effective leadership in the 

hospital system and the costly turnovers which helps support the need for future research. 

Labrague et al. (2020) research study analyzed the ineffective leadership behaviors of 

nurse managers within the healthcare system. The toxic leadership behaviors resulted in 

turnover and damage to the organization. Some leaders display unwanted negative 

behavior toward employees, according to the authors. Organizations must be cautious 

about whom they allow in leadership roles. This study was nurse leadership accountable 

for patient care, which may be damaging.  

Leadership is essential because it oversees the organization's mission and policies. 

According to Labrague et al. (2020), few research studies have discussed leadership 

behaviors. Unruly behavior should never happen to leaders or employees. This research 

study on toxic leadership may expand on negative leadership behaviors. Healthcare has 

critical tasks to take care of patients, and when leaders display ineffective behavior, it 

impacts essential tasks in the organization. Leadership behaviors may cost the 

organization revenue and may negatively impact its reputation. Aravena (2019) study 

analyzed an employee's standpoint of a destructive and immoral leader. The author's 

conclusion seems that harmful and destructive leadership is not the same.  
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Decision-making and ineffective treatment of employees create a toxic workplace 

environment. The study was concluded in an educational structure and used in the 

healthcare industry. As a result, organizations need to pay more attention to leadership 

traits and behavior. Leader-member exchange plays a considerable part in the perception 

of the relationship. Employee viewpoints on their leadership concluded that 

communication and fair treatment might create a better workplace environment. Aravena 

(2019) suggested leadership training, but only some leaders may be good leaders, which 

includes leadership practice with respect, effective communication, respect, and 

consistency, which makes employees follow their leaders positively.  

The research on toxic leadership views the behaviors that create toxic leaders 

within a 2-month data collection period, and the ToxBH-NM scale was utilized. Labrague 

et al. (2020) covered one region, which was a limitation due to not viewing toxic 

leadership behaviors in other regions. The behavior of leadership may create a negative 

or positive organizational culture. Organizations need to observe the behaviors and 

actions of their leaders. The results of the research study showed behavior issues such as 

favoritism, neglect, and unfair treatment, which created a toxic work environment. This 

scale may be utilized in a research study to have an in-depth view of hospital 

organizational leadership behavior.  

Aravena (2019) focused on destructive behaviors displayed by leadership within 

the learning environment and found three issues: toxic leadership behavior and attitudes, 

lack of decision-making and communication skills, and mistreatment of employees. 

Aravena (2019) qualitative study explored the ineffective behavior of leadership within 
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the educational industry. The behaviors are analyzed within the behavior trait test, but 

only if the individual is honest. The leaders who display destructive behaviors tend to 

hide it from their upper management leaders, but employees must deal with the negative 

behavior. Some employees will leave the organization or transfer to another department. 

Negative behaviors can happen, which result in a domino effect within the 

organization. In a study conducted by Michalak, Kiffin-Petersen, and Ashkanasy (2019), 

an exploratory investigation on the behaviors of individuals and how it impacts the 

organization observes in this qualitative study. Ineffective communication, disrespect, job 

dissatisfaction, and stress result from ineffective behavior that leaders and employees 

display. Organizations must hire and maintain good workplace behavior from qualified 

employees. Michalak et al. (2019), analyzed ineffective behavior and looked at effective 

corrective action. The study observed the negative behaviors and some of the causes.  

Leaders may display and cause more harm than good with the behavior. This 

research may expand to elaborate on the negative issues. This research study may be 

utilized in a study, and it would be helpful to view employee turnover. They failed to 

include a diverse population of gender by only including women in the research study. It 

was helpful to add to the literature regarding job satisfaction and stress within the 

workplace. Negative behavior of any kind may be detrimental to any organization. Future 

research will include more variables and gender to analyze deviant behavior. The 

research may utilize a leadership research study to analyze attitudes and behavior. 

Leadership may only take accountability for negative behavior once organizations realize 
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a significant problem. In conclusion, just as this research added to the literature, a study 

may help educate the leadership population.  

Van Kleeff et al. (2024) study analyzed the relationship between lean leadership 

behavior and employee engagement within a hospital from an employee perspective. The 

findings showed that lean leadership behavior influenced employee engagement, 

productivity, and job requirements through employee perception. Some of the leadership 

behaviors observed by employees were providing clear job roles and guidelines for tasks, 

mentoring, delegating, and pushing for change. Employees were able to have a clear 

direction and manage daily assignments with the help of their leadership, which created a 

positive relationship. 

Leadership behavior has been a challenge within the healthcare industry for years. 

The previous literature of Jian et al. (2022); Özkan (2022); Bush et al. (2020); Pedrosa al 

et. (2021); Creel al et. (2021) mention the adverse outcomes of leadership behaviors and 

styles such as ineffective communication, disrespect, and unable to effectively manage 

employees which results in costly turnovers for hospitals. The research will carefully 

review employee perception of their leaders with the support of previous literature of past 

experiences. There are many other reasons employees choose to leave an organization, 

such as lack of advancement opportunities, salary, job dissatisfaction, stressful workload, 

and relocating, which are other reasons not mentioned. The leadership behavior can 

create a negative or positive organizational culture.  

The clinical nursing sector has experienced behavior challenges globally. Silva 

Araujo and Figueiredo (2019) focused on conducting research on nurses in Brazil 
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leadership behavior and attitude within the healthcare industry, the authors found that 

negative behavior and attitude will devastate an organization, positive healthy workplace 

relationship, and leadership should display positivity with employees and patients, this is 

important about my research study because provides supporting evidence of a significant 

problem with leadership behaviors and toxic traits that displayed within the work 

environment. The research study viewed leadership behavior and the betrayed attitudes. 

The leadership behaviors will positively or negatively impact the company's 

organizational culture.  

This research study included a large population in Brazil among nurses but did 

not include demographic information of the participants which would have provided 

more details about the participants. Further research on behaviors and attitudes is needed 

and recommended by Silva Araujo and Figueiredo (2019). Leaders will continue to face 

challenges when dealing with multiple people personalities. Silva Araujo and Figueiredo 

(2019) research leadership behavior and managing people within a hospital setting. 

Leaders should remain positive and encourage the employees to achieve organizational 

goals. Teamwork will play a significant part in working together and building a good 

relationship. Leadership must treat the staff fairly and keep a positive outlook for the 

organizational culture. Silva Araujo and Figueiredo (2019) study focused on nurse 

leadership within the hospital but did not include administrative leadership behavior. The 

employee must be treated fairly and motivated to have job satisfaction. The leadership 

team should encourage organizational growth within the staff should be encouraged for 
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nurses by the leadership team. The research study was conducted in Brazil and may 

expand in the United States.  

Employee perceptions of their leadership is barely discussed but is necessary to 

assist with organizational changes. Heimann al. (2020) explored leadership behaviors 

from employee perceptions; some issues found a lack of positive relationships and 

communication, lack of skillset or experience, and ineffective leadership styles. These are 

important to my research study because they may help explain employee perception of 

leaders, destructive behaviors within leadership, and traits that create a hostile work 

environment. Heimann et al. (2020) research reviewed leadership behaviors via 

interviews with multiple participants, including subordinates. Rating leadership is a 

common task within organizations that view effectiveness and efficiency. Behaviors are 

sometimes better seen from the views of others because leaders may not recognize or 

accept their behavior. Leadership behavior may have a negative or positive impact on the 

organizational culture.  

Organizations must pay close attention to leadership behavior. Heimann et al. 

(2020) study reviewed behaviors but not attitudes of the leaders. Positive behavior is 

excellent for the organization and can influence a positive relationship with the 

employees. Leaders may create a toxic work environment when destructive behaviors are 

displayed. A leader's behavior will dictate the type of leadership style conducted. The 

research addressed the need for future research that may expand on leadership behaviors. 

Leader and employee relationships are vital to the success of the organization. It takes 
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teamwork to make a healthy work environment. The research of leader behavior should 

be included in all leader training and development programs.  

Leadership behavior may create a toxic environment if portrayed negatively. 

Heimann et al. (2020) confirmed those leadership behaviors but had limitations requiring 

further research. Some individuals are unaware of unruly behavior that continues 

throughout their careers. Assessments may bring to light the bad characteristics that a 

leader displays. Research has been going on for years regarding leadership, in which 

there has always been room for future research. The research will analyze leadership 

attitudes, behavior, and employees' perceptions of their leadership.  

The behavior and attitude of leaders drives the culture in which organizations 

must monitor to make sure goals are being reached. Zhou et al.,(2020) research focused 

on servant leadership behaviors within work and family life in China. Known issues 

include a lack of positive behavior and harsh treatment of employees. this is important 

concerning my study because it will support my problem statement of toxic traits with 

leadership, which may result in employees leaving the organization. Zhou et al. (2020) 

research study on servant leader behavior examines how this impacts their family and 

work life. Leaders must have a work-life balance to be able to succeed. Leaders have a 

responsibility to manage employees and maintain a family. They may become exhausted 

mentally by trying to help everyone.  

Zhou et al. (2020) explored the relationship and behavior of leadership. Mental 

issues have been a concern for years, and leaders must maintain healthy relationships. 

Most leaders and employees spend more time at work than at home. Work-family 
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becomes close, and leaders oversee maintaining this relationship. The research may be 

continued within other leadership styles to view the behaviors. Building relationships is 

essential in daily life and should remain positive. Employees depend on leadership, and 

family life does the same. Balance is sometimes hard to maintain, and leaders should take 

care of themselves also. Training and development may assist in leadership self-care. 

Behavior is the main focal point of why leaders behave positively or negatively. 

Zhou et al. (2020) study focused on the leader with Servant leadership behavior but 

reasons of employee treatment. Employees must maintain a work-life balance as well as 

leadership. Especially today, dealing with COVID-19 has been incredibly stressful for 

everyone. Researchers have focused on many different elements within leaders, and the 

study will take a closer look at the employees' perspective on leaders. Zhou et al. (2020) 

indicated different variables for future research and other methods to examine the 

research. The research evaluated in China has different laws and rules. This study may 

further include both leaders' and employees' perspectives. Leaders and member exchange 

will continually evaluate due to the need to improve good leadership behaviors. The 

authors showed that leaders must provide a positive environment and not dictate how 

they lead their employees. In conclusion, SLB presented in this research and future 

research may address gaps, such as other variables and theories to contribute to the 

research.  

In a recent study conducted by Al-Khasawneh and Abu Khadar (2021), an 

examination was undertaken to assess employee conflicts at Jordan Hospital that were 

attributed to leadership issues and subsequently led to employee attrition. Ravangard et 
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al. (2019); Peter, et al. (2020) conducted studies identifying leadership behavior and 

support as significant determinants. In their study, Al-Khasawneh and Abu Khadar 

(2021) examined eight private hospitals in Jordan, focusing on a sample of 289 

employees. 

Their research findings revealed that internal reasons were the predominant 

source of conflict inside these hospitals. The company's primary factors contributing to 

employee attrition were work stress and pressure, job stability, respect, and trust. These 

conflicts were more prevalent among top leadership and direct supervisors, indicating 

that organizational culture had a significant role in staff turnover within the hospital. 

This study can contribute to the current knowledge on leadership behaviors 

related to the contributing factors of employee turnover within hospital settings. The 

existing scholarly literature has identified significant concerns about the leadership traits 

and actions exhibited toward employees. Some factors contributing to employee turnover 

or resignation include employee disrespect, lack of trustworthiness, absence of support, 

instances of bullying, favoritism, and limited opportunities for career advancement within 

the organization. 

According to Burr et al (2022), research study analyzed different factors of 

burnout of the perception of respiratory therapists pertaining to their leadership. The 

findings showed majority of 66% of the participants in the study had a positive view of 

their leadership, and 34% had negative views of their leadership. Some of the employee 

perceptions were long hours, burnout, understaffing, missed work, and lack of 

communication. The leadership that was promoted received minimal to no training in 
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their new roles. Further research was recommended on leadership styles; leadership 

practice changes will improve burnout. 

Taking the ethical lead: Predicting the behavior of business leaders (2020); 

focused the research on ethical leadership and behavior displayed within the organization 

in China, some issues include unethical behavior, ineffective communication, little to no 

experience, and attitude problems; and this is important to my study it will provide more 

support to my problem statement. The authors utilized the Theory of Planned Behavior to 

observe leadership behaviors. Leaders' attitudes and behavior will determine the 

organizational culture within the department. Ethical leadership should be a priority, but 

sometimes, self-interest may hinder critical business decisions. Organizations have 

policies and procedures related to ethics that all employees must follow. Leaders who are 

unethical and portray ineffective behavior will make bad organizational decisions. 

Organizations such as Exxon with the oil spill of ineffective leadership decisions 

of ethics. Leadership must take accountability for their actions and positively represent 

organizations. Every business decision may not be in the organization's best interest. The 

authors focused on ethical leadership and utilized the Theory of Planned Behavior to 

analyze leaders and employees. The authors argued that there will be a unique 

perspective because people may not realize and acknowledge their behavior. Attitudes 

within an individual will predict how the day will go, which should never be negative. 

This behavior and attitude may spread to others within the organization. Leaders within 

organizations that have displayed unethical behaviors should be held accountable. 

Analyzing the author's research utilized an organization in China, which implies future 
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studies in other countries in other industries. Ethical leadership views the attitude and 

behavior in which training and development programs would be beneficial. Organizations 

can utilize this research and other leadership studies to help improve leaders. 

In conclusion, ethical leadership may be used in a research study to view 

behaviors and attitudes. A personality test would be a helpful tool to evaluate current and 

future leaders within organizations. An individual's behavior and attitudes will always 

vary, making an organization fail or succeed entirely. The previous literature explained 

leadership behaviors, traits, reasoning for intent to leave, and employee turnover.  

Review of the literature of another qualitative case study of organizational failure 

within the NHS hospital trust displayed poor leadership, organizational financial issues, 

and impaired performance as key factors of failure (Ravaghi et al., 2015). Leadership 

impacts the organizational culture, morale, communication, and workflow. This case 

managed to target the negative issues within the hospital setting, which were leadership 

issues that created a hostile workplace environment. There was an indication for future 

research on the research. The research indicated that employees need to be more trusting 

and confident in leadership. Employees want strong and consistent leadership that will 

support them. The literature highlights the critical concerns of poor leadership related to 

negative workplace behaviors. Leadership training programs are made available in some 

hospitals, but are they helping improve the skillset of the leader?  

Leadership in a hospital setting not only impacts employees but patient quality 

care is jeopardized. I was reviewing a research article in which poor leadership practices 

and being short-staffed resulted in the attempted murder of two patients in a hospital 
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(Duffin, 2006). Nurses have a job to maintain patient safety and quality care. Leaders 

oversee making sure employees are maintaining safe practices. This was very disturbing 

due to mistreatment of the patients. Hospitals main priority is to take care of their 

patients’ needs with qualified leaders implementing processes and procedures. Poor 

leadership in hospitals seems to be a discussion topic that needs to be in the forefront of 

hospital literature and policies. Leadership is a significant key role within any 

organization because they oversee carrying out the mission and vision and creating new 

innovative ideas. The literature displays the importance of good leadership practices, but 

do leaders display these behaviors in the organization. 

They reviewed a qualitative study that targets leadership effectiveness in hospitals 

in Iran among 30 managers (Asiabar et al., 2020). The study interviews managers to get 

their views on effective leadership. The results of the study display that the personality 

traits, skillsets, behaviors, and attitudes of the leaders were essential factors in leadership 

effectiveness (Asiabar et al., 2020). Leadership experience is something that 

organizations should investigate because it will determine qualified from not qualified 

leaders. There are several studies in other countries in which laws and policies are 

different than those in the United States. Leadership will be a continuous topic that can 

continuously be researched and improved. This study implicated further research is 

needed. Leadership effectiveness has been a concern and has a detrimental impact on 

organizations. My research study will contribute to the previous and current literature to 

examine contributing factors of administrative leadership behaviors related to employee 

turnover in U.S. Southeastern hospitals. 
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Leadership Styles 

There are many different styles that leadership portrays in a healthcare 

organization. Previous literature from Westbrook et al. (2022) and Mehrad et al. (2020) 

has shown which style is beneficial and which is not recommended for leaders. These are 

based on employee feedback and perceptions of how their leader or manager treats them. 

Leader and employee relationships are essential to the workplace environment. 

According to Westbrook et al. (2022), leadership behavior and styles influence employee 

intent to leave an organization. They observed that Servant leadership is more beneficial 

than authoritative to the employees. Servant leadership characteristics are encouraging, 

empowering, allowing employee decision-making, and assisting employees in reaching 

their goals.   

The challenges of leadership styles have been challenged for years due to 

employee retention and job satisfaction. A research study by Mehrad et al. (2020) studied 

the workplace interactions within different leadership styles and support that may create 

employee job dissatisfaction. The research study found that 

transformational/transactional leadership style and support within the company showed a 

positive outcome in the organizational culture. Westbrook et al. (2022) and Mehrad et al. 

(2020) both agreed that leadership styles have a result on employee turnover intentions; 

the results will assist with my research study because they will help view the challenges 

among leadership and employees, which may create negative vibes in the workplace. 

Mehrad et al. (2020) stated that organizations should strive for continuous improvements 

within leaders, employees, and processes to create a healthy work environment. The 
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evidence showed that having a great leadership team will assist with eliminating costly 

turnovers and negative behaviors in the workplace.  

Organizational culture takes teamwork and good behavior to maintain a healthy 

workplace. Mehrad et al. (2020) focused on leadership styles, behaviors, and the 

organization’s work environment and found issues such as a lack of influential leaders, 

ineffective communication skills, bad attitudes and behavior displayed, and unfair 

treatment to followers and the importance of my study because it explains ineffective 

leadership and the conflict it causes within the organization as it relates to employee 

intent to leave. Mehrad al et. (2020) observed the many leadership styles displayed within 

an organization and how they impact the workplace.  

Leaders' ineffective behavior can make organizations lose good employees and 

high-cost turnovers. The organization must hire and maintain qualified candidates with 

positive behavior to help grow the company. The review of leadership styles displayed is 

a significant factor in the treatment of employees, production, and workplace culture. 

Good leaders will allow teamwork and encourage employees to follow the organizational 

goals. Leadership is the organization's heart because they are supposed to help improve 

the company. Destructive behaviors should never be tolerated, but they exist in all 

industries. Leadership behaviors may be utilized in research to allow organizations to see 

the challenges this will create.  

The behavior and attitude of the leader are more important. The style of 

leadership will also depend on the organizational culture. Mehrad et al. (2020) explained 

that leadership styles play a huge role in managing people. Transformational leadership is 
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widely utilized and more successful among employees. Leaders must treat employees 

fairly and not result in unfair treatment, such as favoritism. The research mentions that 

future research is needed, and it will continue if leaders display negative behaviors. An 

employee's perspective of leadership sometimes is viewed as being a troublemaker. 

Improvements within the leadership spectrum are needed, and research will be added to 

the literature just as this study. There will always be a gap in research because we have 

different obstacles to view. In conclusion, leadership styles, behavior, and attitude will 

play a massive role in an organization's culture.  

The different styles of leadership seem to change according to the personality of 

the individual. Bush et al. (2020) studied the transformational, transactional, and passive-

avoidant leadership styles, outcomes of leadership, and self-efficacy that include nurse 

leadership, such as clinical supervisors and nurse directors in U.S. Regional Medical 

Facilities. The research found that the most widely used leadership style was 

transformational, a need for professional development that includes practical 

communication skills, respect for values and beliefs, company mission, and confidence in 

the organization. The research included forty nurse leaders using the Multifactor 

leadership questionnaire that showed the consistency of the leadership behaviors. Bush et 

al. (2020) concluded that future studies may include more diverse races, a mixed age 

range of leaders, and administrative leadership. The literature review supports this 

because it focuses on the problems and challenges employees face with negative 

leadership behaviors in the workplace, such as ineffective communication, favoritism, 

lack of respect, and lack of advancement opportunities in U.S. Healthcare Facilities.  
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This study needed a diverse population to see if the results would be similar. The 

study results showed that effective leadership is a significant issue within hospitals, and 

leadership programs will be more effective with having a more diverse outlook on 

leadership issues. Bush et al. (2020) utilized more Caucasian participants than other 

races. Some leadership behaviors and attitudes will impact how they will lead employees. 

The research study shows the different leadership styles that result in abusive leadership. 

Leaders must be able to lead by example and treat employees with respect. The research 

study consisted of only thirty-three nurses, most over forty-one, but a few younger nurses 

were included. The study limitations did not show that detailed transformational 

leadership factors proved to be more successful than the other leadership styles.  

Organizational culture is critical in ensuring that leaders communicate and 

provide professional development. Despite age, gender, education, and experience, the 

study showed that leaders might not have the communication skills to be influential 

leaders. Leadership training is recommended in the study to maintain great leaders. Bush 

et al. (2020) and Siangchokyoo, et al. (2020). found that transformational leadership was 

most effective compared to transactional and laissez-faire styles of leadership per. 

Hospitals must view leadership in other areas that impact communication, effective 

leadership, and professional development. The study limitations did not show that 

detailed transformational leadership factors proved to be more successful than the other 

leadership styles. Organizational culture is critical in ensuring that leaders communicate 

and provide professional development. There were few younger nurses in the study. 

Despite age, gender, education, and experience, the study showed that leaders might not 
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have the communication skills to be influential leaders, and Leadership training is 

recommended to maintain great leaders. The literature review supports my research study 

because it focuses on the problems and challenges employees face.  

Westbrook et al. (2022); Sungar et al. (2019); Mehrad et al. (2020) agreed that 

leadership styles have a result on employee turnover intentions. The results will assist 

with my research study because they will help view the challenges among leadership and 

employees, which may create negative vibes in the workplace. Mehrad et al. (2020) 

stated that organizations should strive for continuous improvements within leaders, 

employees, and processes to create a healthy work environment. The evidence showed 

that having a great leadership team will assist with eliminating costly turnovers and 

negative behaviors in the workplace.  

Sungar et al. (2019) agreed with Mehrad et al. (2020) that healthcare 

organizations must reduce negative occurrences and provide effective leadership to 

decrease the turnover ratio. The study investigation showed that employees' perception of 

their leadership showing empathy, caring, respect, and protection allows them to feel a 

sense of belonging to stay. The organization should value employee and leadership 

commitment and dedication. Furthermore, providing the necessary resources, structure, 

and professionalism will allow employees the security to decrease the intent to leave.  

A similar research study by Zaheer et al. (2021) indicated employees' preference 

for a participative leadership style with behaviors consisting of being team-oriented, 

approachable, good communicator, listening, and respecting employee feedback. The 

organization must hire and maintain qualified candidates with positive behavior to help 
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grow the company. Reviewing leadership styles is a significant factor in treating 

employees, production, and workplace culture. Good leaders will allow teamwork and 

encourage employees to follow the organizational goals. Leadership is the organization's 

heart because they are supposed to help improve the company. Destructive behaviors 

should never be tolerated, but they continue to exist in all industries. Leadership 

behaviors may be utilized in research to allow organizations to see the challenges this 

will create.  

Leaders must treat employees fairly and avoid unfair treatment, such as 

favoritism. The research mentions that future research is needed, and it will continue if 

leaders display negative behaviors. An employee's perspective of leadership sometimes is 

viewed as being a troublemaker. Improvements within the leadership spectrum are 

needed, and research will add to the literature just as this study. There will always be a 

gap in research because we have different obstacles to view. In conclusion, leadership 

styles, behavior, and attitude will play a massive role in an organization's culture.  

More research conducted by Bush et al. (2020) studied the transformational, 

transactional, and passive-avoidant leadership styles, outcomes of leadership, and self-

efficacy that include nurse leadership, such as clinical supervisors and nurse directors in 

United States Regional Medical Facilities. The research found that the most widely used 

leadership style was transformational, a need for professional development that includes 

practical communication skills, respect for values and beliefs, company mission, and 

confidence in the organization. The research included forty nurse leaders using the 

Multifactor leadership questionnaire that showed the consistency of the leadership 
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behaviors. Bush et al. (2020) concluded that future studies may include more diverse 

races, a mixed age range of leaders, and administrative leadership. The literature supports 

this because it focuses on the problems and challenges employees face with negative 

leadership behaviors in the workplace, such as ineffective communication, favoritism, 

lack of respect, and lack of advancement opportunities in United States Healthcare 

Facilities.  

Some leadership behaviors and attitudes will impact how they will lead 

employees. The research study shows the different leadership styles that result in abusive 

leadership. Sungar (2019) research agreed with Bush et al. (2020) that a positive 

workplace with effective leadership styles should be implemented to support all 

employees. Leaders must be able to lead by example and treat employees with respect. 

The research study consisted of only thirty-three nurses, most over forty-one but a few 

younger nurses. The study limitations did not show that detailed transformational 

leadership factors proved to be more successful than the other leadership styles.  

Organizational culture is critical in ensuring leaders communicate and provide 

professional development. Despite age, gender, education, and experience, the study 

showed that leaders might not have the communication skills to be influential leaders. 

Leadership training is recommended in the study to maintain great leaders. Bush et al. 

(2020) and Yao, J. J. (2021), found that transformational leadership was most effective 

compared to transactional and laissez-faire styles of leadership per. Bush et al. (2020) 

concluded that future studies may include more diverse races, a mixed age range of 

leaders, and administrative leadership. Hospitals must view leadership in other areas that 
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impact communication, effective leadership, and professional development. The study 

limitations did not show that detailed transformational leadership factors proved to be 

more successful than the other leadership styles. There were few younger nurses in the 

study. Despite age, gender, education, and experience, the study showed that leaders 

might not have the communication skills to be influential leaders, and Leadership training 

is recommended to maintain great leaders. The literature review supports this because it 

focuses on the problems and challenges employees face with negative leadership 

behaviors in the workplace, such as ineffective communication, favoritism, lack of 

respect, and lack of advancement opportunities.  

Employee Turnover 

Job satisfaction, stress, and burnout are also issues that employees encounter in 

the workplace that may contribute to the intent to leave. Pedrosa et al. (2021) studied 

factors of organizational culture that relate to the result of nurse turnover. The authors 

found that organizational and individual factors such as organizational culture, climate, 

leadership style, communication, demographic information, and processes within the 

hospital influence nurse turnover. Pedrosa et al. (2021 and Pillay, et al., 2022). 

recommend that turnover be taken seriously because it will impact the production of 

patient care in the hospital as it relates to nurses. Similar findings by McKenna and Jeske 

(2020) showed that hospital turnover proposes a high shortage of staff, low morale, and a 

stressful work environment that healthcare organizations must monitor to decrease 

turnover intention. Concerning my research study, leadership behavior investigated and 
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how it impacts employee turnover is a significant challenge. The evidence in the study is 

justified and that future research in other regions is needed.  

Ethical leadership practices within an organization may eliminate or decrease the 

turnover rates within the healthcare industry. A study by Jian et al. (2022) investigated 

the relationship between ethical leadership and turnover in hospitals in the Global South. 

The research results concluded that positive ethical leadership decreases employee 

turnover and their intent to leave. The research will assist with reviewing the costly 

turnover rates resulting from bad leadership practices in a hospital setting. Jian al et. 

(2022) mentioned that healthcare turnover impacts different business components, such 

as employee retention, patient care, and loss of revenue. The evidence in the study 

justifies continued research into leadership challenges and turnover in healthcare.  

A comparative study by Özkan (2022) investigated relationships between 

followers' intent to leave and abusive leaders in Turkey's hospital organizational culture. 

The study found that abusive leadership and hostile work environments positively affect 

employees' intent to leave an organization. Özkan (2022) proposes that upper 

management review abusive leadership within their organizations and provide corrective 

action. This study is imperative to my research to display the toxic leadership traits that 

result in turnover in the healthcare industry. The evidence in the research shows 

justification to continue to expand on ineffective leadership behaviors that result in 

hospital turnover. The behavior and attitudes relate to my study because they help support 

my study on ineffective leadership behaviors that result in turnovers. The research in 
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leadership behaviors will allow organizations to view the leadership of their staff and 

what leaders should display to the employees.  

Burnout can lead to turnover has been a problem in the healthcare industry. The 

study conducted by Johnson and Shamroukh (2024) with clinical and nonclinical 

employees on burnout and the hospital organizational culture. The researchers mentioned 

not much literature on employee burnout within the nonclinical roles compared to clinical 

employees. The results showed that the majority of the employees held administrative 

positions and indicated that the organizational culture can lead to burnout. The 

researchers mentioned that leadership should look for early signs of burnout, such as 

absenteeism and disengagement, to make improvements. 

The challenges faced by nurses are vast, from turnover to burnout has been 

addressed frequently throughout the years. In a recent study, McKenna and Jeske (2021) 

analyzed emotional exhaustion, work engagement, and intent to leave within nurses in an 

Irish hospital by viewing ethical leadership and decision-making. The results found that 

ethical leadership in the hospital proved to make a better workplace environment and 

decrease the intent to leave among nurses. McKenna and Jeske (2021) and Zaheer et al. 

(2021) stated that leadership styles and behaviors are essential in employee perception 

and leader-member exchanges. The research utilized eighty-nine participants using 

different scales such as Ethical leadership scales with questionnaires which showed that 

ethical leadership and decision-making were major factors that employees felt were intent 

to stay or leave an organization. Leadership styles and training may benefit hospitals 

within the study, and the results concluded that it would benefit hospitals to observe their 
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leadership. Leadership behaviors and styles have been discussed throughout the literature, 

which supports the need for further research. 

There are many factors that employees may intend to leave, but leadership 

behavior has been analyzed in several studies, which indicates that further research is 

needed. Peter et al. (2020) research consisted of over 3,000 healthcare professionals 

viewing job stressors and symptoms, job satisfaction, intent to leave the organization, and 

health issues in Swiss hospitals within a month. There is a strong relationship between 

burnout, the behavior of the leadership, unfair behavior, quality of leadership, lack of 

reward, clear job role, and job satisfaction that causes employees to leave. Peter et al. 

(2020), participants, including clinical employees who experienced work-related stress, 

concluded that leadership behaviors played a negative role and showed that leaders could 

contribute to helping reduce the effects of the stressors. Peter et al. (2020) indicated that 

more research could be obtained from different healthcare professions instead of the 

clinical employees, which is why administrative leadership may be analyzed to view 

behaviors and work stressors in more detail. The study indicated a strong need to improve 

leadership quality within the healthcare industry. 

Leadership support and empowerment can create a positive environment in which 

employees feel wanted may decrease turnover. Ravangard et al. (2019) research study 

explained the impact of social support and several factors, such as burnout, support of 

management, empowerment, and organization commitment to employees, which creates 

their intent to leave an Iran hospital. A similar mixed-method study by Zaheer et al. 

(2021) investigated the nurse's perception of leadership and showed that turnover hurts 
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patient care. The administrative and finance employees in the study showed that having 

good leadership behavior and support decreases job stress. This cross-sectional and 

descriptive-analytic research study utilized questionnaires for 61 employees within 11 

teaching hospitals.  

It showed a positive relationship with social support and company commitment 

Ravangard et al. (2019). The employees want to feel valued, cared for, and treated fairly, 

which, if negative behavior such as ignoring or no support, will increase turnover. The 

literature and others regarding leadership behavior play a vital role in employees' intent to 

leave an organization in the healthcare industry. The study by Omanwar and Agrawal 

(2022) employed a quantitative research approach to investigate the influence of servant 

leadership style on employee turnover. The research sample consisted of 226 participants 

from private hospitals in India. The study's results indicated that implementing servant 

leadership had a detrimental impact on employees' intention to remain within the firm. 

Prior studies have demonstrated that this type of leadership contributes to employee 

turnover within organizations. Similarly, Quek et al. (2021) conducted a study on the 

impact of distributed leadership on lowering turnover among nurses in UK hospitals. The 

findings of the research indicate that modifying leadership behavior has the potential to 

bring about a positive change in staff turnover rates. 

Other countries and the United States have faced multiple challenges with 

employee turnover rates. In Collins et al. (2015) research study within the United States 

investigated turnover within U.S. hospitals and concluded that healthcare leadership must 

take a proactive approach to decrease turnover. There was a clear indication that more 
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research is needed to understand turnover and the impact on healthcare facilities that 

reflect on leaders' competency level Collins et al. (2015). In the present day, turnover has 

shown to still be problematic, according to the literature. 

According to NSI Solutions INC. 2023, in United States hospitals the turnover 

rate is 19.5% which is a 1.7% hike from 2020. The 2023 NSI retention and staff report an 

increase in turnover rate in the United States Southeast Region of 23.5% which shows an 

increase from previous years. The statistics prove that there is a major problem of 

employee turnover in hospitals within the United States. The literature from (Sarabi al et., 

Safari, 2020; Labrague al et., 2020; Bakkal al et., 2019; Selma Demirhan al et., 2020) 

indicated a need for further research is needed on the problem of employee turnover and 

leadership behaviors.  

Layne et al. 2019 research has determined leadership adverse behaviors impacted 

employee job satisfaction, turnover, retention, performance, and others job functions. The 

results show that hospitals’ experience of leadership problems resulted in spending 

thousands due to employee turnover. Labrague, et al. 2021 stated limited research studies 

present mismanagement leadership as a topic which has been nonexistence and financial 

turnover problem in healthcare. According to Jian et al. (2022) found that leadership 

behaviors have contributed to the costly turnovers within the healthcare industry.  

Leadership Competency 

In a recent study conducted by Al-Khasawneh and Abu Khadar (2021), an 

examination was undertaken to assess employee conflicts at Jordan Hospital that were 

attributed to leadership issues and subsequently led to employee attrition. Ravangard et 
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al. (2019) and Peter et al. (2020) conducted studies identifying leadership behavior and 

support as significant determinants. In their study, Al-Khasawneh and Abu Khadar 

(2021) examined eight private hospitals in Jordan, focusing on a 0 of 289 employees. 

A further examination of relevant scholarly sources about a qualitative case study 

about organizational failure inside an NHS hospital trust revealed that inadequate 

leadership, financial challenges, and subpar performance emerged as significant 

contributing causes to the observed failure (Ravaghi et al., 2015). The influence of 

leadership extends to various aspects of a company, including its culture, morale, 

communication, and workflow. This case effectively addressed the adverse elements 

prevalent in the hospital context, namely, leadership deficiencies contributing to a 

detrimental work atmosphere. There was a suggestion for further investigation in the 

study. The existing body of literature highlights the primary difficulties associated with 

inadequate leadership, which are intricately linked to the manifestation of undesirable 

behaviors within the workplace. McKenna and Jeske's (2020) study proved that ethical 

leadership was a positive component of nurses' decisions to decrease exhaustion and 

intent to leave or turnover.  

Productivity and engagement in the hospital environment are vital for providing 

quality patient care and servicing the community. The provision of leadership training 

programs at certain hospitals raises the question of their efficacy in enhancing the skills 

of leaders. Their research findings revealed that internal reasons were the predominant 

source of conflict inside these hospitals. The company's primary factors contributing to 

employee attrition were work stress and pressure, job stability, respect, and trust. These 
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conflicts were more prevalent among top leadership and direct supervisors, indicating 

that organizational culture had a significant role in staff turnover within the hospital. 

This study can contribute to the current knowledge of leadership behaviors related 

to the contributing factors of employee turnover within hospital settings. The existing 

scholarly literature has identified significant concerns about scholarly literature has 

identified significant concerns of the leadership traits and actions exhibited toward 

employees. Some factors contributing to employee turnover or resignation include 

employee disrespect, lack of trustworthiness, absence of support, instances of bullying, 

favoritism, and limited opportunities for career advancement within the organization. 

A qualitative research study conducted by Wang et al. (2023) explored the CFO 

leadership competencies and responsibilities within a China hospital. Competency is vital 

to understand and make necessary revisions to improve healthcare development. The 

results showed, utilizing content analysis, that 17 competencies would assist in creating a 

better leadership plan. Hospitals may create training and development plans from 

research on effective leadership components needed to succeed. The study's leadership 

and manager competencies included critical thinking, communication, learning, 

organizing, expertise, knowledge management, and risk management. Previous literature 

has addressed leadership effectiveness and continues to be a challenging research topic.  

Healthcare 

Mehrad et al. (2020) studied the workplace interactions within different 

leadership styles and support that may create employee job dissatisfaction. The research 

study found that transformational/transactional leadership style and support within the 
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company showed a positive outcome in the organizational culture. The results will assist 

with my research study because it will help view the challenges among leadership and 

employees, which may create negative vibes in the workplace. Mehrad et al. (2020) 

stated that organizations should strive for continuous improvements within leaders, 

employees, and processes to create a healthy work environment. The evidence showed 

that having a great leadership team will assist with eliminating costly turnovers and 

negative behaviors in the workplace.  

Mehrad et al. (2020) observed the many leadership styles displayed within an 

organization and how they impact the workplace. Organizational culture takes teamwork 

and good behavior to maintain a healthy workplace. Leaders' ineffective behavior can 

make organizations lose good employees and high-cost turnovers. The organization must 

hire and maintain qualified candidates with positive behavior to help grow the company. 

Reviewing leadership styles is a significant factor in treating employees, production, and 

workplace culture. Good leaders will allow teamwork and encourage employees to follow 

the organizational goals. Leadership is the organization's heart because they are supposed 

to help improve the company. Destructive behaviors should never be tolerated, but they 

exist in all industries. Leadership behaviors may be utilized in research to allow 

organizations to see the challenges this will create.  

Leaders have stressful tasks to maintain daily operations and lead employees. 

Leaders are employees and should never display abusive behavior in the workplace at 

one point. Mehrad et al. (2020) explained that leadership styles play a huge role in 

managing people. The behavior and attitude of the leader are more important. The style 
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of leadership will also depend on the organizational culture. Previous research found that 

transformational leadership is widely utilized and more successful among employees. 

Leaders must treat employees fairly and not result in unfair treatment such as favoritism. 

The research mentions that future research is needed, and it will continue if leaders 

display negative behaviors. Improvements within the leadership spectrum are needed, and 

research will be added to the literature just as this study. There will always be a gap in 

research because we have different obstacles to view. In conclusion, leadership styles, 

behavior, and attitude will play a massive role in an organization's culture.  

Organizational culture is critical in ensuring that leaders communicate and 

provide professional development. Despite age, gender, education, and experience, the 

study showed that leaders might not have the communication skills to be influential 

leaders. Leadership training is recommended in the study to maintain great leaders. Bush 

et al. (2020) that transformational leadership was most effective compared to 

transactional and laissez-faire styles of leadership per. Bush et al. (2020) concluded that 

future studies may include more diverse races, a mixed age range of leaders, and 

administrative leadership. Hospitals must view leadership in other areas that impact 

communication, effective leadership, and professional development. The study 

limitations did not show that detailed transformational leadership factors proved to be 

more successful than the other leadership styles. Organizational culture is critical in 

ensuring leaders communicate and provide professional development. There were few 

younger nurses in the study. Despite age, gender, education, and experience, the study 

showed that leaders might not have the communication skills to be influential leaders, 
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and Leadership training is recommended to maintain great leaders. The literature review 

supports my research study because it focuses on the problems and challenges employees 

face with negative leadership behaviors in the workplace, such as ineffective 

communication, favoritism, lack of respect, and lack of advancement opportunities. 

A study performed by Aravena (2019) focused on destructive behaviors displayed 

by leadership within a learning environment and found three issues: toxic leadership 

behavior and attitudes, lack of decision-making and communication skills, and 

mistreatment of employees. The behavior trait test analyzes the behaviors, but only if the 

individual is honest. Leaders who display destructive behaviors tend to hide it from their 

upper management leaders, but employees must deal with the negative behavior. Some 

employees will leave the organization or transfer to another department. 

Does the human resources department oversee the issues of ineffective leadership 

effectively, or does it get ignored? Exit interviews display what the former employee 

thought of ineffective leadership behavior. The research study displayed the 

characteristics of ineffective leadership but no corrective action. The organization must 

take responsibility for having an ineffective leader who displays terrible behavior. 

Organizations must be able to hire and maintain good leaders to conduct the mission and 

vision. Injurious behavior may harm employees and cause legal matters within the 

organization.  

Aravena (2019) study analyzed an employee's standpoint of a destructive and 

immoral leader. The author concludes that harmful and destructive leadership is not the 

same. Decision-making and ineffective treatment of employees create a toxic workplace 
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environment (Hwang, et al., 2022). The study was concluded in an educational structure 

and used in the healthcare industry. As a result, organizations need to pay more attention 

to leadership traits and behavior. Leader-member exchange plays a considerable part in 

the perception of the relationship. Employee viewpoints on their leadership concluded 

that communication and fair treatment might create a better workplace environment. 

Aravena (2019) suggested leadership training, but only some leaders may be good 

leaders. Which includes leadership practice with respect, effective communication, 

respect, and consistency, which makes employees follow their leaders positively.  

Creel et al. (2021) studied transformational and transactional leadership styles' 

relationship with employee safety and hospital turnovers. The author mentions that 

organizational culture is determined by the leadership styles and behaviors displayed in 

the workplace. In similar research by Pedrosa, similar results indicated that turnover and 

leadership are significant challenges for healthcare organizations. Creed et al. (2021) 

findings include that transformational leadership improved employee turnover and safety 

results, but transactional showed adverse effects. This relates to my study because 

analyzing the negative leadership behaviors that create turnover will assist with my 

problem statement. This study justified continued leadership research to improve 

turnover in the hospital sector by having effective leadership.  

Pedrosa et al. (2021) studied factors of organizational culture that relate to the 

result of nurse turnover. The authors found that organizational and individual factors 

influence nurse turnover, such as organizational culture, climate, leadership style, 

communication, demographic information, and processes within the hospital. Pedrosa et 
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al. (2021) recommend taking turnover seriously because it will impact production and 

patient care in the hospital as it relates to nurses. This relates to my research because 

leadership behavior and how it impacts employee turnover with many other causes are 

discussed. The evidence in the study is justified, and that future research in other regions 

is needed.  

Michalak et al.’s (2019) research study on the behaviors of individuals and how 

they impact the organization were observed in this qualitative study. Negative behaviors 

can happen, which result in a domino effect within the organization. Ineffective 

communication, disrespect, job dissatisfaction, and stress result from ineffective behavior 

that leaders and employees display. Organizations must hire and maintain good 

workplace behavior from qualified employees. 

The authors analyzed the ineffective behavior and looked at strategies for 

corrective action. The study observed the negative behaviors and some of the causes. 

Leaders may display and cause more harm than good with their behavior. This research 

may expand to elaborate on the negative issues. This research study may be utilized in a 

study, and it would be helpful to view employee turnover. They failed to include a 

diverse population of gender by only including women in the research study. It was 

helpful to add to the literature regarding job satisfaction and stress within the workplace. 

Negative behavior of any kind may be detrimental to any organization. Future research 

will include more variables and gender to analyze deviant behavior. The research may 

utilize a leadership research study to analyze attitudes and behavior. Leadership may only 

take accountability for negative behavior once organizations realize a significant 
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problem. In conclusion, just as this research added to the literature, a study may help 

educate the leadership population.  

Özkan (2022) research study investigates relationships between followers' intent 

to leave and abusive leaders in Turkey hospital organizations. culture. The study found 

that abusive leadership and hostile work environments positively affect employees' intent 

to leave an organization. Özkan (2022) proposes that upper management review abusive 

leadership within their organizations and provide corrective action. This study relates to 

my research to display the toxic leadership traits that result in turnover in the healthcare 

industry. The evidence in the research shows justification to continue to expand on 

ineffective leadership behaviors that result in hospital turnover. The behavior and 

attitudes relate to my study because they help support my study on ineffective leadership 

behaviors that result in turnovers. The research in leadership behaviors will allow 

organizations to view the leadership of their staff and what leaders should display to the 

employees.  

The extant literature by Jian et al. (2022); Özkan (2022); Bush et al. (2020); 

Pedrosa et al. (2021); and Creel et al. (2021) highlights the adverse consequences 

associated with leadership behaviors and styles, including ineffective communication, 

lack of respect, and inadequate employee management. These adverse outcomes have 

been found to contribute to costly turnovers within hospital settings. The research will 

thoroughly examine employees' perspective of their leaders, drawing on existing 

literature and historical experiences as supporting evidence. Several additional factors 

prompt employees to go from a business, including limited prospects for career 
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progression, inadequate remuneration, discontent with job responsibilities, excessive 

work demands, and the need to relocate, among other unmentioned rationales. The 

behavior exhibited by leaders can potentially shape the company culture, either positively 

or negatively. 

The behavior exhibited by leaders possesses the potential to impact the company 

culture, either positively or negatively. The primary objective of this study endeavor is to 

conduct an in-depth examination of the perspectives of employees about their leaders. 

The results will be achieved by drawing upon relevant scholarly literature and historical 

cases as corroborative evidence. These detrimental outcomes have been found to 

contribute to costly turnovers within hospital settings. Additional factors contributing to 

employee turnover encompass limited prospects for career progression, inadequate 

remuneration, discontentment with job responsibilities, excessive work demands, and the 

need to relocate. This study aims to comprehensively examine the perception of 

employees and their leaders, drawing upon relevant literature to inform the analysis of 

previous experiences. 

Leaders' actions can potentially influence the company culture favorably or 

unfavorably. The primary objective of this study endeavor is to conduct an in-depth 

examination of employees' perspectives on their leaders. This will be achieved by 

drawing upon relevant scholarly literature and historical cases as corroborative evidence.  

Additional factors contributing to employee turnover encompass limited prospects 

for career progression, inadequate remuneration, discontentment with job responsibilities, 

excessive work demands, and the need to relocate. This study aims to comprehensively 
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examine the perceptions of employees and their leaders, drawing upon relevant literature 

to inform the analysis of previous experiences. In a study by, McKenna & Jeske (2021) 

analyzed emotional exhaustion, work engagement, intent to leave within nurses in an 

Irish hospital by viewing ethical leadership and decision-making. The results found that 

ethical leadership in the hospital proved to make a better workplace environment and 

decrease the intent to leave among nurses.  

McKenna & Jeske (2021) stated that leadership styles and behaviors are important 

in employee perception and leader-member exchanges. The research utilized eighty-nine 

participants using different scales such as Ethical leadership scales with questionnaires 

which showed that ethical leadership and decision making are major factors that 

employees felt were intent to stay or leave an organization. Leadership styles and training 

may benefit hospitals within the study, and the results concluded that it would benefit 

hospitals to observe their leadership. Leadership behaviors and styles have been 

discussed throughout the literature, which supports the need for further research. 

Peter et al. (2020) research consisted of over 3,000 healthcare professionals to 

view job stressors and symptoms, job satisfaction, intent to leave the organization, and 

health issues in Swiss hospitals within a month. There is a strong relationship between 

burnout, the behavior of the leadership, unfair behavior, quality of leadership, lack of 

reward, clear job role, and job satisfaction that causes employees intent to leave. Peter et 

al. (2020) participants including clinical employees who work related stress concluded 

that leadership behaviors played a negative role and showed that leaders can help reduce 

come of the number stressors. Previous research mentions unfair behavior and ethical and 
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leadership quality are stress factors contributing to employee turnover. There are many 

factors that employees may be intent to leave, but leadership behavior has been analyzed 

in several studies, which indicates further research is needed. Peter et al. (2020) indicated 

that more research could be obtained from different healthcare professions instead of the 

clinical employees, which is why administrative leadership may be analyzed to view 

behaviors and work stressors in more detail. The study indicated a strong need to improve 

leadership quality within the healthcare industry. 

Ravangard et al. (2019) research study explained the impact of social support and 

several factors such as burnout, support of management, empowerment, and organization 

commitment to employees which creates their intent to leave an Iran hospital. Leadership 

support and empowerment can create a positive environment in which employees feel 

wanted may decrease turnover. The administrative and finance employees in the study 

showed that having good leadership behavior and support decreases job stress. This cross 

sectional and descriptive analytic research study utilized questionnaires for 61 employees 

within 11 teaching hospitals showed a positive relationship with social support and 

company commitment Ravangard et al. (2019). The employees want to feel valued, cared 

for, and treated relatively, which if negative behavior such as ignoring or no support, will 

increase turnover. The literature and others regarding leadership behavior play a vital role 

in employees' intent to leave an organization in the healthcare industry.  

In a research study conducted by Al-Khasawneh and Abu Khadar (2021), an 

examination was undertaken to assess employee conflicts at Jordan Hospital that were 

attributed to leadership issues and subsequently led to employee attrition. Ravangard et 
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al. (2019) and Peter et al. (2020) conducted studies that identified leadership behavior 

and support as significant determinants. In their study, Al-Khasawneh and Abu Khadar 

(2021) examined eight private hospitals in Jordan, focusing on a sample of 289 

employees. 

Their research findings revealed that internal reasons were the predominant 

source of conflict inside these hospitals. The primary factors contributing to employee 

attrition within the company were identified as work stress and pressure, job stability, 

respect, and trust. These conflicts were more prevalent among top leadership and direct 

supervisors, indicating that organizational culture had a significant role in staff turnover 

within the hospital.  

This study can contribute to the current knowledge on leadership behaviors 

related to the contributing factors of employee turnover within hospital settings. The 

existing scholarly literature has identified significant concerns about scholarly literature 

has identified significant concerns about the leadership traits and actions exhibited 

toward employees. Some factors contributing to employee turnover or resignation include 

employee disrespect, lack of trustworthiness, absence of support, instances of bullying, 

favoritism, and limited opportunities for career advancement within the organization. 

The study by Omanwar and Agrawal (2022) employed a quantitative research 

approach to investigate the influence of servant leadership style on employee turnover. 

The research sample consisted of 226 participants from private hospitals in India. The 

study's results indicated that implementing servant leadership had a detrimental impact on 

employees' intention to remain within the firm. Prior studies have demonstrated that type 
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of leadership contributes to employee turnover within organizations. Similarly, Quek et 

al. (2021) conducted a study on the impact of distributed leadership on lowering turnover 

among nurses in UK hospitals. The findings of the research indicate that modifying 

leadership behavior has the potential to bring about a positive change in staff turnover 

rates. 

Heimann et al. (2020) explored leadership behaviors from employee perceptions; 

some issues found a lack of positive relationships and communication, lack of skillset or 

experience, and ineffective leadership styles. These are important to my research study 

because they may help explain employee perception of leaders, bad behaviors within 

leadership, and traits that create a hostile work environment. Heimann et al. (2020) 

research reviewed leadership behaviors via interviews with multiple participants, 

including subordinates. Rating leadership is a common task within organizations that 

view effectiveness and efficiency. Behaviors are sometimes better seen from the views of 

others because leaders may not recognize or accept their behavior. Leadership behavior 

may have a negative or positive impact on organizational culture.  

Heimann et al. (2020) study reviewed behaviors but not attitudes of the leaders. 

Organizations must pay close attention to leadership behavior. Positive behavior is 

excellent for the organization and can influence a positive relationship with the 

employees. Leaders may create a toxic work environment when destructive behaviors are 

displayed. A leader's behavior will dictate the type of leadership style conducted. The 

research addressed the need for future research that may expand on leadership behaviors. 

Leader and employee relationships are vital to the success of the organization. It takes 
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teamwork to make a healthy work environment. The research of leader behavior should 

be included in all leader training and development programs.  

Leadership behaviors have been a continuous research topic for years, which 

indicates a need. Heimann et al. (2020) confirmed those leadership behaviors but had 

limitations requiring further research. Leadership behavior may create a toxic 

environment if portrayed negatively. Some individuals are unaware of unruly behavior 

that continues throughout their careers. Assessments may bring to light the bad 

characteristics that a leader displays. Research has been going on for years regarding 

leadership, in which there has always been room for future research.    

The research will analyze leadership attitudes, behavior, and employees' 

perceptions of their leadership. In a similar research study by Zhou et al. (2020) focused 

on servant leadership behaviors within work and family life in China, known issues 

include a lack of positive behavior and harsh treatment of employees. This is important 

concerning my study because it will support my problem statement of toxic traits with 

leadership, which may result in employees leaving the organization. Zhou et al. (2020) 

research on servant leader behavior examines how this impacts their family and work life. 

Leaders must have a work-life balance to be able to succeed. Leaders have a 

responsibility to manage employees and maintain a family. They may become exhausted 

mentally by trying to help everyone.  

 Toxic leadership behaviors in the healthcare field have been a major problem. A 

study by Mrayyan (2024) explored toxic nurse leadership and its impact on turnover, job 

satisfaction, and engagement in Jordan hospitals. The study consisted of 384 nurses and 
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found that toxic nurse leadership exists in the workplace. There were a high number of 

nurses who intended to leave the hospital due to the poor work environment, heavy 

workload, leadership, and stress. Some of the behaviors of toxic leadership include 

micromanagement, lack of communication, favoritism, disrespect, and untrustworthiness, 

as mentioned by the study participants. The study indicated a need for leadership training, 

better communication, positive engagement, and building team relationships to decrease 

toxic leadership, turnover, intent, and job satisfaction within hospitals. 

Organizations have policies and procedures related to ethics that all employees 

must follow. Leaders that are unethical and portray ineffective behavior will make bad 

organizational decisions. 

The authors mention organizations such as Exxon with the oil spill of ineffective 

leadership decisions of ethics. Leadership must take accountability for their actions and 

positively represent organizations. Every business decision may not be in the 

organization's best interest. The authors focused on ethical leadership and utilized the 

Theory of Planned Behavior to analyze leaders and employees. Attitudes within an 

individual will predict how the day will go, which should never be negative. This 

behavior and attitude may spread to others within the organization. Leaders within 

organizations that have displayed unethical behaviors should be held accountable. 

Analyzing the author's research, utilized an organization in China which implies future 

studies in other countries in other industries. Ethical leadership views the attitude and 

behavior in which training and development programs would be beneficial. Organizations 

can utilize this research and other leadership studies to help improve leaders. 
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In conclusion, ethical leadership may be used in a research study to view 

behaviors and attitudes. A personality test would be a helpful tool to evaluate current and 

future leaders within organizations. An individual's behavior and attitudes will always 

vary, making an organization fail or succeed entirely. The previous literature explained 

leadership behaviors, traits, reasoning for intent to leave and employee turnover.  

Review of literature of another qualitative case study of organizational failure 

within the NHS hospital trust displayed poor leadership, organizational financial issues, 

and impaired performance as key factors of failure (Ravaghi, Mannion, and Sadat Sajadi, 

2015). Leadership impacts the organizational culture, morale, communication, and 

workflow. This case managed to target the negative issues within the hospital setting that 

were leadership issues that created a hostile workplace environment. There was an 

indication for future research on the research. Employees not trusting and not be 

confident in leadership was indicted in the research. Employees want strong and 

consistent leadership that will support them. The literature seems to point out the critical 

concerns of poor leadership, which relate to negative workplace behaviors. Some 

hospitals make Leadership training programs available, but are they helping improve the 

leader's skill set?  

Leadership in a hospital setting not only impacts employees, but patient quality 

care is jeopardized. I was reviewing a research article in which, due to poor leadership 

practices and being short staff, resulted in the attempted murder of two patients in a 

hospital (Duffin, 2006). Nurses have a job to maintain patient safety and quality care. 

Leaders oversee making sure employees are maintaining safe practices. This was very 
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disturbing due to mistreatment of the patients. Hospitals’ main priority is to take care of 

their patients’ needs with qualified leaders implementing processes and procedures (Pio 

& Lengkong, 2020). Poor leadership in hospitals seems to be a discussion topic that 

needs to be in the forefront of hospital literature and policies. Leadership is major key 

role within any organization because they oversee carrying out the mission, vision, and 

creating new innovative ideas. The literature displays the importance of good leadership 

practices, but do leaders display these behaviors in the organization?  

Reviewing a qualitative study that targets leadership effectiveness in hospitals in 

Iran among 30 managers (Sarabi Asiabar et al. 2020). The study interviews managers to 

get their views on effective leadership. The results of the study display that personality 

traits, skillset, behaviors, and attitude of the leaders were essential factors to leadership 

effectiveness (Sarabi Asiabar et al. 2020). Leadership experience is something that 

organizations should investigate because it will determine qualified from not qualified 

leaders. There are several studies in other countries where laws and policies differ from 

the United States. Leadership will be a continuous topic that can continuously be 

researched and improved. This study implicated further research is needed. Leadership 

effectiveness has been a concern and has a detrimental impact on organizations. 

Literature Related to the Methodology 

This research study utilizes a qualitative phenomenology descriptive approach by 

interviewing participants for their lived experiences. The current literature supported the 

use of a qualitative descriptive phenomenology study to provide a detailed in-depth view 

of the lived experiences (White, 2021; Oshodi al et., 2019; Nene, 2021; Muktar al et., 
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2022). This approach may provide the information needed to add to the current literature 

of administrative or nonclinical leadership and turnover within healthcare.  

In a similar qualitative descriptive phenomenology research study by Oshodi et al. 

(2019) exploring perceptions and experiences of autonomy from nurses working in a 

hospital in England. The results showed that to be properly supported these themes were 

needed that included being able to work independently, teamwork, professionalism and 

experience, engagement, clear boundaries and development of autonomy (Oshodi al et., 

2019). The 48 participants of nurses in the study concluded that further research is 

needed, and policies and procedures should be clear and provide additional training. The 

sole purpose for utilizing the descriptive phenomenology approach was to get an 

understanding of the nurse's experience within the workplace.  

Phenomenological study seems to be a common approach within the healthcare 

field especially with nurse’s experiences in hospitals. White (2021) conducted a 

phenomenological qualitative study that consists of 26 managers in U.S. hospitals during 

COVID to explore their experiences by interviews via audio and video teleconference for 

data collection. The pandemic has been a challenging time for not only nurses but for 

people all over the world. The results showed themes that were mentioned consisted of 

teamwork, challenges within leadership, coping skills, stress and issues, and finding 

strength to handle day to day activities. The study concluded that additional research is 

needed on the leadership challenges faced during this difficult time and staff perceptions 

of being afraid and uncertain. There were suggestions that administrative staff should 

provide an emotional support plan to assist staff.  
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Covid-19 has impacted healthcare and individuals drastically with higher 

medication costs, fear, and inflation, protective measures throughout the world, and 

change in labor. According to Owens 2023, Covid has changed the daily lives of 

healthcare employees and individuals to wearing protective mask and maintaining a 6ft 

distance from each other. Several businesses sent employees to work from home to 

minimize the spread of Covid-19 and still maintain productivity. Hospitals were not able 

to close due to increase of patients that contracted the Covid-19 virus. Even today, Covid-

19 still exists and still has a huge impact on healthcare and costs.  

There were two studies utilizing phenomenological qualitative research study that 

focused on challenges within leadership within the healthcare industry. Nene (2021) 

conducted a study exploring and elaborating on issues of nurse leadership in healthcare 

located in South Africa. In a similar study Muktar et al. (2022) wanted to explore and 

describe the experience of female leadership in the healthcare industry. They both wanted 

to collect data from shared experiences via interviews. In conclusion, reducing ineffective 

leadership behaviors and turnover is a priority to assist healthcare organizations, and 

patient care, and help employees and leadership work together in a positive manner.  

There were several qualitative research literatures relating to leadership behaviors 

and turnover intentions that showed that ethical leadership behaviors may reduce the 

turnover rate. According to yu al et., 2018; Watkins al et. 2019; Labrague, et al. 2020; 

Ozkan 2022; Cecchini et al. 2022 had different research methods but the study results 

showed that ineffective or unethical leadership within the nurses’ field will create a 

negative environment and has caused turnover. The qualitative research studies from 
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Tolli al et. 2021; Borde et al. 2022; Varga, 2023; Horstmann, 2019; Streeton, 2021 

explore leadership behaviors in one or more hospitals, leader skillset, competency level, 

experience, leadership styles were believed to determine success or failure. Several 

theories used such as self-concept theory, stakeholder theory, leader member exchange, 

leadership behavior in the research. 

Transformational leadership style was popular among the literature to address 

leaders that display characteristics of a good listener, supportive, mentor, motivate the 

staff are the essential elements needed in leadership behavior (Borde al et., 2022 and 

Varga, 2023). Healthcare turnover, retention rates, and leadership have been challenging 

for many years in the healthcare industry. In a study by Jian et al. 2022; Lyu et al. 2018; 

and Mckenna & Jeske, 2021 the 3 highest reasons shown in the study that employee leave 

are job dissatisfaction, inappropriate manager style, and advancement opportunities. They 

all recommend organizations to adapt a leadership program and training to assist with 

leadership competency. The reduction rate of turnover has been mentioned that 

employees must feel valued and not overwhelmed with stress to want to remain in the 

organization. 

Known and Unknown Aspects of Leadership Behavior 

Upon researching the literature, it is known that leadership styles, behavior traits 

and skillset play a huge role in the success of the workplace environment. It was 

mentioned that majority of the literature was employee perception, leadership self-

evaluation of clinical leadership from various global hospitals. Transformational 

leadership style showed to be the most successful with employees because the 
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characteristics were based on having good communication, motivating the team, mentor, 

great listener, expert skills, team oriented and creating a safe work environment.  

Mekonnen and Bayissa (2023) study results showed that when transformational 

and transactional leadership behaviors are displayed there is a positive organizational 

culture within the hospital. Within the literature, lassisez faire was the least leadership 

style due to the traits included (Bush et al., 2020). The turnover rates in healthcare have 

been overwhelmingly high for various reasons. The research literature showed that 

employee’s intent to leave or have left due to leadership behaviors. The turnover rates 

and the cost to organizations showed themselves to be in the thousands, which is a loss in 

revenue. The indications showed that to reduce the cost of turnover, leadership 

effectiveness is the key to obtaining success in healthcare organizations. Ethical 

leadership characteristics such competency, empowerment, caring about the employees 

and trustworthiness will increase productivity and satisfaction among the employees 

Varga et al. (2023). It is known that administrative leadership is understudied and not 

much research addresses this topic. Clinical leadership is the majority of the previous and 

current literature.  

The literature has indications for further research review in which some items are 

unknown such as limited information on administrative leadership with behaviors, 

turnover, self-awareness and competency. Clinical leadership is the majority and 

analyzing abusive behavior, turnovers, job satisfaction, competency, and patient care 

within healthcare. This issue exposed the literature gap of exploring administrator 

leaders’ behavior and being able to receive perceptions from employee intent to leave.  
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Upon reviewing multiple sources, the literature consisted of majority clinical leadership 

roles and not much administrative leadership such as Human Research and Billing 

leadership. In a study by Dupe et al. (2022), analyzed retention strategy from the 

leadership perspective included all clinical and nonclinical roles such as human 

resources. The team was able to evaluate employee experiences of retention, belonging 

and their wellbeing. The recommendations for leadership included staff engagement, 

available support and resources, effective communication, and establishing a trusting 

relationship with staff. Leaders must be self-aware and competent within their roles to 

understand the bigger picture of the organization culture.  

There are multiple departments and responsibilities within a hospital setting that 

work together to achieve the organizational goals. Most of the research studies were 

conducted in other countries with limited studies within the U.S. Southeast region. The 

research gap showed further research is needed within administrative leadership roles and 

the employee turnover within the hospitals in the Southeastern United States. The basis 

for this study is to educate, add to the literature, and help create leadership competency 

programs and training for possible turnover reduction.  

My research study will contribute to the literature to examine contributing factors 

of administrative leadership behaviors related to employee turnover in United States 

Southeastern hospitals. Turnover and leadership behaviors will remain an issue for 

healthcare organizations if they investigate and have a corrective action plan. Behaviors 

in the workplace create the culture and impact positive or negative consequences. 

Negative behaviors may create a hostile work environment and lead employees to 
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consider leaving the organization. An article by Rosentein (2023) investigated the 

disruptive behavior regarding physicians in stressful workplaces, and burnout as a result. 

Some negative behaviors displayed were bullying, mental abuse, screaming, belittling, 

harassment, and poor communication.  

These behaviors impact the organization, creating unnecessary turmoil for 

employees to leave and compromising quality patient care. Disruptive behaviors must 

never be tolerated within the workplace, no matter the industry. Leadership and 

employees should be educated regarding inappropriate behaviors and face disciplinary 

actions or terminations in severe cases. Organizations must make every staff member 

accountable for disruptive or inappropriate behavior. 

Summary and Conclusions 

The research study will contribute to the literature to examine contributing factors 

of administrative leadership behaviors related to employee turnover in United States 

Southeastern hospitals. Turnover and leadership behaviors will remain an issue for 

healthcare organizations if they investigate and have a corrective action plan. The 

literature review provided extensive and exhaustive overview of the concepts of 

leadership behaviors, competency, awareness understanding with themes, and theories. 

The competency levels that should be possessed by effective leadership to manage 

employees.  

This chapter addressed the dire need for efficient and effective leaders within the 

hospital system. Though research in the literature is massive, but previous researchers 

failed to include the population of administrative leadership and employee perception. 



94 

 

Competency with having the skills to manage the job and lead employee correctly has 

been a challenge throughout all industries. Behaviors and traits of leadership was 

discussed, and further research will be needed. This research study fills the gap in the 

healthcare industry with provided a better understanding of the administrative leadership 

population and bring awareness. In conclusion, reducing ineffective leadership behaviors 

and turnover is a priority to assist healthcare organizations, and patient care, and help 

employees and leadership work together in a positive manner. Chapter 3 will provide 

more details on the methodology, data collection, research design and rationale for this 

study.  
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Chapter 3: Research Method 

This qualitative study explores how administrative leadership contributes to 

employee turnover leadership behaviors in Southeastern U.S. hospitals that may bring 

awareness and educate the healthcare industry. The research question for this study will 

analyze the behaviors or traits of administrative leadership within a hospital setting that 

may have resulted in employee turnover or retention concerns. The themes mentioned in 

this research study have been included in previous other studies such as communication, 

leadership behavior, turnover, and leader-member relationships (Upadhyay, et al., 2022). 

This chapter discusses the rationale for selecting the descriptive phenomenological 

approach used in this research study. The chapter explains the research question and 

approach, presenting the sample participants used, the data collection method, and the 

analysis for the research study. Some theories, including Barney Glaser's grounded 

theory, Kurt Lewin's behavior theory, and social learning theory, will help support and 

align with the research study. 

The sample participants will be in a hospital within the Southeastern region to 

address the experience of leadership behaviors that created intent or turnover. Data 

collection is essential and will be done through interviews that will remain confidential. 

The qualitative study was the best option for retrieving participant data with open-ended 

questions. 

Research Design and Rationale 

The research question that guided this study was the following: What contributing 

factors administrative leadership behaviors result in employee turnover in U.S. Southeast 
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region hospitals? Addressing this question included experience, skill set, knowledge, 

ability, respect, and behaviors of leadership that administrative leadership and employee's 

perception of competency and experiential evidence. The research method used in this 

study is a descriptive phenomenological approach. The research study will view the 

human behavior of leadership through the lens of employees. The study may provide a 

deeper understanding of negative and positive behaviors and what contributes to turnover 

within the healthcare industry. Leadership competency, behaviors, effective leadership, 

and leadership styles in this study assist with the conceptual framework. A qualitative 

research study was found to be appropriate usage for evaluating leadership behaviors. 

According to Umanailo (2021), descriptive phenomenology describes the 

thoughts and actions of people in various situations. It was described as a three-step 

process that includes intuiting, analyzing, and describing to help elaborate on a better 

understanding of human being actions. This approach allows a guide with the 

participants' personal experiences of real-life events to be analyzed carefully. The 

research gap in Chapter 2 discussed the various behaviors or abuse received by 

employees that resulted in a decision to leave the organization—initially started with a 

basic qualitative approach method for this study. 

Qualitative research consists of data collection, recording, interpretation, and 

analysis of behaviors and experiences people have faced (Renjith et al., 2021). In 

healthcare industry research, targets have transparent results and evidence of current 

issues. Qualitative research is broad in that having a specific problem to address 
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contributes to the current research. After carefully reviewing the basic qualitative 

approach, the best choice for this study is a descriptive phenomenology approach. 

Qualitative research methods are utilized to gather a clear understanding of the 

life of people's behavior, interactions, life experiences, values or beliefs, and reactions. 

Bhangu et al. (2023) describe qualitative research as investigating and analyzing people's 

experiences with the hope of receiving an understanding. Most qualitative researchers 

utilize the phenomenology approach to view the lives of people, experiences, themes, and 

events that happened, which is always for the nonnumerical data to be collected. This 

study will include a phenomenology descriptive or transcendental approach by originator 

Edmund Husserl (Neubaur et al., 2019). This method has been advised to educate 

healthcare professionals about real-life experiences. Researchers have provided feedback 

from the leadership perspective, and including the employees' perceptions would be 

beneficial. 

Several researchers after Husserl, such as Heidegger, Vagle, Sartre, Merleau-

Ponty, and Van Manen, also utilized and discussed phenomenology within the literature 

(Van Manen, 2021). The study will utilize descriptive phenomenology to investigate and 

analyze the perceptions of employees' view of their administrative leadership behavior 

within the workplace, which may create turnover. The phenomenology approach is 

widely used and may continue to be analyzed in the future due to its ability to analyze 

people's life experiences, which could benefit other researchers in the field. 

There are different types of phenomenology studies by various philosophers, such 

as Heidegger's interpretive and hermeneutical phenomenology, which is how people 
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engage in life with their surroundings (Van Manen, 2021). Upon reviewing all the 

phenomenology approaches, descriptive was the best choice for this research study due to 

its analysis of leadership behavior and competency (Labre & Lauzier, 2021). Leadership 

behavior in the lens of an employee looks different when the leader must perform a self-

evaluation (Upadhyay, et al., 2022). Also, competency as a leader has many items to 

ensure the leader is experienced, influential, knowledgeable, tech-savvy, and can 

maintain professionalism throughout their tenure. 

Employees providing a descriptive interpretation of the experiences with their 

leadership is a reason Husserl's descriptive phenomenology was chosen among the others 

most used within the healthcare sector. The Husserl approach includes bracketing, which 

is no bias, opinion, or influence from the researcher, the initial phase, also called the 

transcendental stage (Neubaur et al., 2019). In contrast, Heidegger's hermeneutic 

phenomenology approach does not separate bias, past experiences, or the researcher's 

opinion but still views lived experience. This approach was not an appropriate choice due 

to researching the lived experience of others in the healthcare industry. 

According to Hassan (2023), findings of a phenomenological approach will 

conclude if the researcher fully understands the interpretation to the reader. The 

researcher must be able to provide clear and concise findings for future scholars in 

qualitative research. This approach would be beneficial in my research study in a hospital 

setting and having real-life experiences. I plan to have a sample of 30 participants from a 

hospital setting. I have included content analysis and theme coding, illustrated in my 

excel spreadsheet (LaPelle, 2004). The method was chosen because it was the best fit for 
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having interviews and analyzing real-life cases to understand better what is happening 

and why. 

Role of the Researcher 

Qualitative research has been included in previous works about healthcare 

leadership and turnover. According to Sofaer (1999) and Kibe, N., & Kihara , A. (2022)., 

qualitative research has been popular in the healthcare services industry and provides a 

clear view of complex phenomena, events, and experiences to incorporate theories. Bias 

must be removed from the qualitative study, and evidence that will not prove the 

beginning hypothesis must be provided. I have kept biases from my research study by 

maintaining a neutral attitude. Researchers have a task to investigate, analyze, not 

influence or have a bias, and the phenomena to the current literature to assist further 

researchers. Interest in the participants is the central point of the interviewing technique 

(Seidman, 2012). The interviewee should feel comfortable sharing information and want 

to know that you care about their issues or concerns. 

My career consists of over 20 years in healthcare leadership, which may influence 

or bias this study. Some participants are former co-workers or employees within the 

hospital and healthcare sector. I have kept biases from my research study by maintaining 

a neutral attitude. A few participants are friends and old supervisors from a regional 

hospital. I have been self-employed, owning my own medical business company and 

hiring employees to work under me, which has provided me with leadership knowledge 

at a young age. Also, working in hospital facilities, surgery centers, physician practice, 

and mental healthcare companies has created various knowledge and skills to lead people 
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and an organization. My experiences and observations with leadership behavior and 

competency have led to studying leadership to continue improving competency and 

bringing awareness to the healthcare industry. 

Leadership, continuous training, and development are essential to improve the 

changes over time. As the observer, it is important to ask open-ended questions to allow 

the participants to be comfortable sharing experiences from their leadership. Closed 

questions may provide less data, especially with yes or no answers. The participant's role 

is to provide feedback to the questions and feel confident that their experiences will not 

be shared. The study's participants are current or former hospital facility employees. 

The employees will share experiences with leadership that will add to the current 

literature. The topic is important to me because, in my healthcare career, I have faced 

unfair leadership behavior, which led to my decision to leave an organization. I voiced 

my concerns as an employee to bring awareness of the situation and to help others who 

have experienced negative behaviors from leadership. My situation impacted my mental 

health and over life balance. 

Some of the participants are former co-workers or employees. A few participants 

are friends and old supervisors from a hospital in the region. There are no issues of 

having the power of intimidation over any of the participants in the study. Having worked 

in the healthcare industry for over and a former employee of the hospital facility, biases 

will be eliminated from the study. There will be no influence on the participants, and my 

opinions will never be disclosed. To have a successful outcome, bias should be removed, 

and relationships are not compromised. 
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There are no issues of having the power of intimidation over any of the 

participants in the study. Having worked in the healthcare industry for years and being a 

former employee of the hospital facility, biases will be eliminated from the study. There 

will be no influence on the participants in the research study. I have recently transitioned 

my career to teaching math at a local high school. I no longer have a leadership role in 

healthcare, which will help eliminate bias or influence. The career change was a personal 

choice due to family obligations. 

In this research study, I will be heavily responsible for all aspects and analyze the 

data. As a previous healthcare administrative leader in the healthcare sector, I have 

benefited due to my prior experience, such as the healthcare business perspective and 

participants' views. After careful consideration, I have chosen to target participants from 

my previous hospital employer. My experience and knowledge of the healthcare system 

will impact the responses or results due to this being a great organization. It has been 

over 4 years since being employed, which means minimal risk and no harmful exposure 

to the participants. 

Methodology 

Participant Selection Logic 

The population for this leadership behavior research study will consist of 

administrative healthcare leaders and employees within a hospital facility. Several factors 

influenced the decision, including the population size due to being able to show the 

original healthcare system, the behaviors of leaders being understudied, the study being 

relatable, and providing growth opportunities within the healthcare industry. Since the 
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COVID-19 pandemic, zoom interviews are standard, saving time and money during the 

collection of data, and email interviews and personal experience have influenced the 

decision to include a hospital facility. The selection of hospitals in the U.S. Southeastern 

region provided a large number, but I limited it to the Atlanta, Georgia area, where my 

residence is 45 miles away. 

Participant selection included the target group of interested people with at least 3 

years of hospital experience. There will be a snowball sampling of the first 30 

participants who meet the inclusion guidelines. According to Gill (2020), snowball or 

chain sampling is currently individuals seeking others to agree to participate. I chose this 

method due to my previous experience with individuals willing to participate in the 

research study and have co-workers who may join. In healthcare, networking will allow 

you to meet hundreds of people from all walks of life and experiences. Gill (2020) 

mentioned utilizing more than one sampling method within a research study in which I 

may utilize purposive sampling for employees I have known for over 5 years. 

The criteria will be at least 3 years of hospital experience and between the ages of 

25-65. The random sample request will be performed via email, contacting at least 60 

participants. The research study will include the first 30 to respond, meet the criteria, and 

agree to participate. Qualitative research studies have a large population, but no sample 

size is suggested for a phenomenology study. The sample from the participants must be 

enough to achieve data saturation (Renjith et al., 2021). A 6-digit number, like a clinical 

research trial, will identify the participants in the study. A $10 gift card will be included 

for all participants who have completed the research study. The participants will sign an 
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informed consent to participate. I will provide an extra incentive for participants who 

elect for a face-to-face interview, allowing me to collect more data, such as body 

language and facial expressions. 

The intended population will consist of administrative leadership and employees. 

Administrative leaders are hospital staff who do not handle patient care but are 

responsible for business aspects such as human resources, food service, 

accounting/finance, maintenance, billing/collections, and information technology 

departments. The hospital system is extensive, with three regional facilities that handle 

over 1500 patients. I chose to utilize random sampling, which allowed for an increased 

sample size. According to Maxwell (2021 and Utama I K.A.B., & Wibawa I M.A. 

(2022), random sampling is complex due to the sample size, but I increased my sample 

size to ensure enough data was collected. According to (Shorey & Ng, 2022), there are no 

detailed guidelines for the sample size within a phenomenological study. 

A research study by Peng et al. (2023) found that providing possible populations 

or samples creates fewer errors, regardless of the sampling size. According to Gill (2020), 

no guideline or rule has been established for establishing a sample size, but the research 

question must be answered with the data collected within the study. Quality and reliable 

data should be obtained from each participant. Data saturation details that enough data 

has been found regarding the phenomenon studied that the researcher has presented 

(Renjith et al., 2021). The sample size and saturation within the study differ in having the 

correct number of participants and ensuring the research study can be completed. Table 2 
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presents some leadership competencies that will be evaluated within the research study of 

leadership behaviors. 

Table 2 

Leadership Competencies 

Motivating  Communication skills 

Mentorship Encouraging 

Conflict resolution Inspiring  

Innovative ideas  Respectful  

Offer advancement opportunities Delegating duties  

Coaching  Experience 

Listening skills Change management 

Positive role model  Compromise/Teamwork 

 

 

This research study is analyzing administrative leadership behaviors in 

Southeastern U.S. hospitals that contribute to employee turnover. The focus organization 

is a hospital in the Southeastern region of the United States. Leadership has a very 

important role within an organization. A hospital should hire competent and experienced 

leadership that will motivate employees to achieve organizational goals.  

Instrumentation 

This research study explored the lived experiences of handling leadership 

behaviors and intent to leave or turn via face-to-face or Zoom interviews. There are 

several ways to obtain data collection, including interviews, focus groups, videos, audio, 
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observation, and surveys (Renjith et al., 2021). Because I chose to perform a descriptive 

phenomenological study, in-depth interviews with open-ended questions were the best 

option. This allowed the participants to share more details regarding their personal 

experiences. Exploring the different leadership behaviors, styles, competencies, and 

awareness allowed the phenomenon to be subjected to an in-depth review. Due to 

COVID-19 still existing, emailed interviews were conducted to gather data. It was helpful 

to clearly understand the employee job description and expectations, some leadership 

feedback, and the experience level of all participants. 

Interview Guide 

Renjith et al. (2021) stated that in-depth interviews would provide more data with 

the personal real-life experiences of participants within the research study. The interview 

guide will give the participants an overview of the study, open-ended questions, and 

consent. The research questions will be presented to provide clarity for a better 

understanding of the participants. The guide will be able to assist the organization of 

responses and confirm that all participants are emailed or provided with detailed 

questions to assist with data saturation and accuracy. 

The interview questions listed below will be provided to each participant to 

answer according to their personal experience. Let us start with some challenges that you 

have faced as employees. 

1. Tell me how you were negatively impacted by your leader or manager and 

how did it made you feel? 
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2.  Tell me about a time when you experienced poor leadership. How did it make 

you feel? 

3. What are your intentions in staying within the organization? 

4. Tell me how is or was your relationship with your leader or manager. 

5. What would make you stay in the organization? 

6. How has your experiences impacted your daily life? 

7. What advanced opportunities were presented or that you have taken advantage 

of since your start of employment.  

Ethical Procedures 

Procedures for Recruitment, Participation, and Data Collection  

Initially, recruitment will be conducted via email flyer via social media because it 

may attract a larger audience in the area. Social media such as Facebook and Instagram 

have been a very successful tool for marketing. Word of mouth will be a valuable tool to 

recruit individuals to participate in the study. I am still connected within the healthcare 

industry through past co-workers and leadership who may participate. The inclusion 

criteria will be displayed and shared with everyone wanting to be included to ensure 

everything is transparent initially. 

The inclusion criteria will allow only the participants to be qualified to 

participate. I will highlight the importance of being transparent and remove any bias that 

may arise. The plan is to send out flyers via social media platforms and contact potential 

participants who will be great candidates. Once I have at least 60 inquiries, I will 

carefully review them to ensure they qualify for the research study. All participants will 
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be provided with a number in which they will be identified, and no legal names will be 

used for confidentiality. 

Since I have experience with clinical trials in healthcare, my participants will be 

protected similarly. The informed consent will detail any risks and the potential benefits 

that will occur. This form will be carefully read to the participants, and I will answer any 

questions or concerns. This process may assist with trust and building relationships to 

make participants comfortable with sharing their experiences. The names of the hospital 

organizations will not be disclosed. The data collection process will be the beginning 

phase of the research study for analysis and findings. This process will occur after 

receiving Institutional Review Board (IRB) approval from Walden University and the 

hospital facility. 

According to Clark and Veale (2018), qualitative data will include field notes, 

transcripts from interviews, journals, and themes that will be coded. These items should 

be organized and secure in a confidential place throughout the research study. Once 

approval is obtained, the data collection process begins with the participants chosen 

according to the criteria. The data collection will take approximately 3-6 weeks. The 

interviews could take between 30-60 minutes, depending on the participants' willingness 

to share in-depth experiences. 

Data collection may also have some challenges that researchers must be aware of 

during the study. Shrivastava and Shrivista (2023) stated that researchers may face trust 

issues, not receiving consent for the recording of data, and participants may choose to 

stop participation during the data collection. Clark and Veale (2018) and Magbity et al. 
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(2020) emphasized that the researcher is the main instrument of data collection, 

disclosing any biases or personal experiences, coding, analyzing, and presenting the 

research study. It shows that researchers must be mindful of the pros and cons throughout 

the research study. The goal is to follow all the necessary steps and precautions to obtain 

successful data collection. 

The plan is to create a flyer to be posted on social media and email participants 

who have shown interest. Once participants have met the study's criteria, I will set up a 

meeting to discuss the informed consent letter requiring their signature. The data will 

then be collected through email and interviews with the participants. Due to Covid 

concerns, telephone and Zoom sessions will be available. 

The backup plan for insufficient participants is offering eligible participants a $20 

gift card. Also, target other social media sites and place an ad in the local newspaper to 

recruit more participants. This technique may increase the number of participants if the 

participant count needs to be higher. Once the participants have completed the study 

requirements, there will be an exit interview advising them how their participation helped 

provide results for the study. Also, reiterating that the information provided will always 

remain confidential. I will sincerely thank you for participating and give them a gift card 

as a token of appreciation. Please contact me if any questions or concerns arise. If I have 

any questions, I will contact them within one week. These processes and procedures will 

be followed carefully throughout the research study. 
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Data Analysis Plan 

The qualitative analysis plan has different steps for the phenomenology utilized in 

the study. Collaizzi's seven-step descriptive phenomenology data analysis will be 

utilized. This details each step of the process, including getting data familiarity, verifying 

relevant participant statements, formulating meanings while bracketing misconceptions 

and cluster themes, highlighting the inclusive descriptions of phenomenology, developing 

fundamental structure by minimizing descriptions, and contacting participants to verify 

structures (Ataro, 2020). These steps provide a guide to maintain data and eliminate 

errors accurately. 

The data will be collected over the phone via conversations for the interview. I 

noted everything the participant stated in each question. The second interview will 

involve phone and email questions. The duration of data collection was 11/2 hours. There 

was an additional 2 hours to analyze the data received. The data was recorded in a 

journal/computer via handwriting and typing. The participants were debriefed by phone. I 

explained the details of the research and the interview process. I only used the 

participants' last name and email during the recruiting process. In the data collection 

processes, the participants were each given a number like a clinical research trial. The 

debriefing process only utilized the participant's number with no personal information 

included. 
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Table 3 

Interview Questions, Answers, and Themes 

Org ID Role ID Theme code 

Interviewer questions 

Interviewee answers Sequence# 

A 1 Challenges Interviewer: Let us start with some challenges 

that you have faced as employee. 

95 

A 1 Lack growth Lack of growth and development in certain 

areas. Everything I brought me with me I 

utilized. No educational growth was able to 

take educational prior to current leadership. 

Witnessing unfairness for lack of training for 

others that wanted to learn and grow. 

Positions were not equally displayed to 

everyone. 

94 

A 2 Negative impact Interviewer: Tell me how you were negatively 

impacted by your leader or manager and how 

did it make you feel?  

82 

A 2 Bad experience Someone received a job that they were not 

qualified for. My manager got the job but was 

not qualified. It made me not want to give 

100%. It cut my motivation down.  

Tell me about a time when you experienced 

ineffective leadership.  

During a meeting, a leader will answer 

incorrectly but will ask for assistance. They 

will not go to experienced people to help with 

the question.  

81 

A 3 Retention Interviewer: What are your intentions on 

staying within the organization? 

76 

A 3 Work/life balance 40 hours weekly, close to retirement, and it is 

a work life balance not taking work home. 

Plan on staying because only work 

75 

A 4 Relationships Interviewer: Tell me how is or was your 

relationship with your leader or manager. 

64 

A 4 Better exchange Now the relationship is good because she 

knows that I do my work and get it down 

efficiently 

63 

A 5 Intentions to stay Interviewer: What would make you stay in the 

organization? 

57 

A 5 Improvements A new manager, morale booster, encouraging 

things, and teamwork motivation  

56 

A 6 Life impact Interviewer: How has your experiences 

impacted your daily life? 

49 
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Org ID Role ID Theme code 

Interviewer questions 

Interviewee answers Sequence# 

A 6 Prayer and closure I pray a lot, and it get me through, and I am 

close to retirement. Light at the end of the 

tunnel.  

48 

A 7 Share information Interviewer: Please feel free to share any 

issues or concerns that I have not addressed 

that you feel is important. 

33 

A 7 Negative experiences Ineffective leadership should motivate 

everybody on the team and not play favorites. 

This may cause ill feelings. Do not train one 

person and not the whole.  

C32 

B 8 Challenges Interviewer: Let us start with some challenges 

that you have faced as employee. 

98 

B 8 Negative experiences I have faced many obstacles such as 

favoritism, racism, unfairness, no advance 

opportunities, and limited educational training 

opportunities. 

97 

B 9 Negative impact Interviewer: Tell me how you were negatively 

impacted by your leader or manager and how 

did it make you feel?  

85 

B 9 Bad experience I was negatively impacted by a supervisor, as 

a Generalist Registered Nurse (RN), of 

advancement opportunities and was 

disappointed. 

84 

B 10 Retention plan Interviewer: What are your intentions on 

staying within the organization? 

73 

B 10 Positive outlook My intentions to stay with the organization are 

twofold: to provide optimum patient care and 

to be an asset. 

72 

B 11 Relationships Interviewer: Tell me how is or was your 

relationship with your leader or manager. 

67 

B 11 Professionalism My relationship with my supervisor was 

professional. 

66 

B 12 Retention Interviewer: What would make you stay in the 

organization? 

54 

B 12 Dedication To provide optimum patient care and to be an 

asset. 

53 

B 13 Work/life balance Interviewer: How has your experiences 

impacted your daily life? 

25 

B 13 Impacts My experiences impacted my daily life 

informatively. 

24 
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The qualitative analysis plan has different steps for the phenomenology utilized in 

the study. Collaizzi's seven-step descriptive phenomenology data analysis will be 

utilized. This details each step of the process, including getting data familiarity, verifying 

relevant participant statements, formulating meanings while bracketing misconceptions 

and cluster themes, highlighting the inclusive descriptions of phenomenology, developing 

fundamental structure by minimizing descriptions, and contacting participants to verify 

structures (Ataro, 2020). These steps provide a guide to maintain data and eliminate 

errors accurately. 

The data will be collected over the phone via conversations for the interview. I 

noted everything the participant stated in each question. The second interview will 

involve phone and email questions. The duration of data collection was 11/2 hours. There 

was an additional 2 hours to analyze the data received. The data was recorded in a 

journal/computer via handwriting and typing. The participants were debriefed by phone. I 

explained the details of the research and the interview process. I only used the 

participants' last name and email during the recruiting process. In the data collection 

processes, the participants were each given a number like a clinical research trial. The 

debriefing process only utilized the participant's number with no personal information 

included. 

Issues of Trustworthiness  

Trustworthiness in qualitative research should show validity and the ability to 

replicate data (Pratt et al., 2019). No perceptions or personal opinions will be included in 

the research for a phenomenological study. The framework of the trustworthiness concept 
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from Lincon and Guba for qualitative research explained findings that the readers would 

possibly believe (Riazi et al., 2023). For the research to have interested readers, it must 

provide evidence and a clear picture of the topic (Vignato, et al., 2022). The four critical 

criteria, credibility, transferability, dependability, and confirmability are listed below to 

explain the importance of trustworthiness (Renjith et al., 2021). 

Qualitative researchers have utilized the Lincoln and Guba (1985) concept of how 

the research measures quality. The research must contain accurate and quality data to 

justify the preciseness of the research study. According to Ernest (2020), the validity of a 

qualitative research study prompted the utilization of measuring the criteria with 

trustworthiness, and the same is true for a quantitative study. Researchers maintaining 

trustworthiness is vital within a study to help prove the data is valid and provide a clear 

picture to the readers. 

Role of the Researcher 

Qualitative research has been included in previous works about healthcare 

leadership and turnover. According to Sofaer (1999) and Kibe, N., & Kihara , A. (2022)., 

qualitative research has been popular in the healthcare services industry and provides a 

clear view of complex phenomena, events, and experiences to incorporate theories. Bias 

must be removed from the qualitative study, and evidence that will not prove the 

beginning hypothesis must be provided. I have kept biases from my research study by 

maintaining a neutral attitude. Researchers have a task to investigate, analyze, not 

influence or have a bias, and the phenomena to the current literature to assist further 

researchers. Interest in the participants is the central point of the interviewing technique 
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(Seidman, 2012). The interviewee should feel comfortable sharing information and want 

to know that you care about their issues or concerns. 

My career consists of over 20 years in healthcare leadership, which may influence 

or bias this study. Some participants are former co-workers or employees within the 

hospital and healthcare sector. I have kept biases from my research study by maintaining 

a neutral attitude. A few participants are friends and old supervisors from a regional 

hospital. I have been self-employed, owning my own medical business company and 

hiring employees to work under me, which has provided me with leadership knowledge 

at a young age. Also, working in hospital facilities, surgery centers, physician practice, 

and mental healthcare companies has created various knowledge and skills to lead people 

and an organization. My experiences and observations with leadership behavior and 

competency have led to studying leadership to continue improving competency and 

bringing awareness to the healthcare industry. 

Leadership, continuous training, and development are essential to improve the 

changes over time. As the observer, it is important to ask open-ended questions to allow 

the participants to be comfortable sharing experiences from their leadership. Closed 

questions may provide less data, especially with yes or no answers. The participant's role 

is to provide feedback to the questions and feel confident that their experiences will not 

be shared. The study's participants are current or former hospital facility employees. 

The employees will share experiences with leadership that will add to the current 

literature. The topic is important to me because, in my healthcare career, I have faced 

unfair leadership behavior, which led to my decision to leave an organization. I voiced 
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my concerns as an employee to bring awareness of the situation and to help others who 

have experienced negative behaviors from leadership. My situation impacted my mental 

health and over life balance. 

Some of the participants are former co-workers or employees. A few participants 

are friends and old supervisors from a hospital in the region. There are no issues of 

having the power of intimidation over any of the participants in the study. Having worked 

in the healthcare industry for over and a former employee of the hospital facility, biases 

will be eliminated from the study. There will be no influence on the participants, and my 

opinions will never be disclosed. To have a successful outcome, bias should be removed, 

and relationships are not compromised. 

There are no issues of having the power of intimidation over any of the 

participants in the study. Having worked in the healthcare industry for years and being a 

former employee of the hospital facility, biases will be eliminated from the study. There 

will be no influence on the participants in the research study. I have recently transitioned 

my career to teaching math at a local high school. I no longer have a leadership role in 

healthcare, which will help eliminate bias or influence. The career change was a personal 

choice due to family obligations. 

In this research study, I will be heavily responsible for all aspects and analyze the 

data. As a previous healthcare administrative leader in the healthcare sector, I have 

benefited due to my prior experience, such as the healthcare business perspective and 

participants' views. After careful consideration, I have chosen to target participants from 

my previous hospital employer. My experience and knowledge of the healthcare system 
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will impact the responses or results due to this being a great organization. It has been 

over 4 years since being employed, which means minimal risk and no harmful exposure 

to the participants. 

Credibility 

Credible information from the collected data is critical in a research study. 

According to Ernest (2020), having confidence in your data collection and being able to 

provide clear interpretations is the basis of credibility. This will assist with the validity of 

each researcher's study and help others believe in the topic. After reviewing the strategies 

for credibility, I have chosen to utilize prolonged engagement, reflexivity, and member 

checks. Prolonged engagement by spending extra time collecting data assists with a clear 

understanding of the phenomenon, ensuring data saturation and helping with building 

trust (Ernest, 2020). Also, the reflexivity journal will assist with the entire start and finish 

of collecting data. This will allow self-reflection of any healthcare-related biases or 

experiences related to the topic. Renjith et al. (2021) emphasized that reflexivity focuses 

on self-awareness of bias, values, and opinions regarding the analyzed phenomenon. I 

would never influence or persuade any of the participants involved in the study. Keeping 

a journal to help organize the research study data and document my thoughts through the 

process is vital. 

Transferability  

According to Ernest (2020), Transferability is when the research study's findings 

can be transferred to other settings. This qualitative descriptive phenomenology research 

will utilize a thick description, which details the complete research process, including the 
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setup, transactions, and observations during the investigation. As a researcher, detailed 

analysis and observation will help with the validity of the research phenomenon. 

For example, the participants will be interviewed, and components of their lived 

experiences will be collected, leaving no room for speculation. I will conduct all 

interviews and record all data involved. 

Dependability  

According to Ernest (2020), this references the stability of the data in the future 

and any conditions that may change. Data from the participants must be reliable and 

accurate for the results to be dependable. I plan to utilize an audit trail to track the entire 

research study process. Transparent documentation, decisions, and recordings will be 

carried out in this study. As a previous healthcare auditor, the experience needed to 

evaluate data will be helpful. The detailed observations, concise field notes, and 

transcripts from the interviews will assist with providing accuracy. These strategies will 

help improve the dependability and quality of the research study. 

Confirmability 

According to Ernest (2020), this consists of individuals coming together for the 

accuracy and relevance of the participants' information provided. This research will 

include several strategies, such as reflective journals, interviews, and observations to help 

confirmability. Ernest (2020) suggested removing bias and opinions from the study to 

justify why this study is essential. There is a relevant methodology, research question, 

theories, journaling, and participants within hospitals that will strengthen this concept of 
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confirmability. All participant information will be carefully analyzed, and any bias will 

be excluded from this research study. 

Ethical Procedures  

The participants in the research study are fully protected by informed consent and 

ensure all documentation is kept safely locked away. The participants in the study will be 

provided with a consultation that will provide all details and processes of the research 

study first. I will provide the informed consent and ask participants for any questions that 

may arise. I will be transparent regarding the study and let them know this is voluntary. 

The participants in the study will be recognized by numbers, which is like a clinical 

research trial. The protection of all participants is a number one priority. 

Email-format Consent Form for Practice Interview (edits not permitted)  

 To be emailed to, the invited interviewee: You are invited to take part in an 

interview for a research course that I am completing as part of my doctoral program. The 

purpose of the interview is to help me hone my interviewing and data analysis skills.  

Interview Procedures:  

I am requesting that you permit me to conduct an audio-recorded interview for 

about 45 minutes. Transcriptions of interviews will be analyzed as part of my course. 

Copies of your interview recording, and transcript are available from me upon request.  

Voluntary Nature of the Interview: This interview is voluntary. If you decide to 

take part now, you can still change your mind later. Risks and Benefits of Being 

Interviewed: Being in this interview would not pose any risks beyond those of typical 

daily life. There is no benefit to you.  
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Privacy: Interview recordings and full transcripts will be shared with each 

interviewee, upon request. Transcripts with identifiers redacted will be shared with my 

university faculty along with my analysis. Please share any questions or concerns you 

might have at this time. If you agree to be interviewed as described above, please reply to 

this email with the words, “I consent.” 

Ask the participants if they have any questions or concerns.  

Start Interview Questions  

Participant #1001 

Let us start with some challenges that you have faced as employees. 

1.Tell me how you were negatively impacted by your leader or manager and how 

did it made you feel?  

2.What are your intentions in staying within the organization? 

3.Tell me how is or was your relationship with your leader or manager. 

4.What would make you stay in the organization? 

5.How have your experiences impacted your daily life? 

6.Please feel free to share any issues or concerns that I have not addressed that 

you feel are important. 

Conclusion 

This study may provide different perspectives and experiences of leadership 

behaviors within the hospital setting. Leadership plays a vital role in any organization and 

should be the backbone. Leaders have accountability to motivate, encourage, and mentor 

their employees. Ineffective leadership harms the entire organization, which could lead to 
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costly turnovers, decreased productivity, low morale, retention issues, and decreased 

patient care quality (Cziraki, et al.,2020). This research study could be utilized in 

leadership training programs to improve ineffective leadership. 

Closing Statement 

 Thank you so much for your time. Please feel free to contact me with any 

questions or concerns. Have a wonderful day.  

Peer Debriefing Feedback  

Review of Kim Steele’s Interviews 

Question 1. Did you read the entire informed consent form, even though it was 

emailed to them, or just highlights? 

Question 2. Asking for permission to record is important, so you might want to 

add a note in where that is appropriate. 

Question 3. Do you need to collect any demographic data? I did, but I asked it at 

the same time as the interview recording, but it might be better to do it on the 

initial contact phone conversation. This would give some time to tailor or adjust 

questions prior to the recorded interview. 

Summary 

The study aims to examine the factors of the leadership or managers employed in 

hospitals in the Southeastern United States with the intent to stay of their followers. What 

are the contributing factors for administrative leadership in hospitals in the Southeast 

Region intent to stay of their followers? The research study I presented will allow 

hospitals to make necessary leadership changes to improve organizational growth and 
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help educate the community. This chapter discussed this qualitative descriptive 

phenomenological study's methodology, IRB, ethical procedures, and research design. 

Emphasizing data collection and plans on how the study proposal will be conducted and 

the need for adding administrative leadership behaviors to the literature. The chapter 

provided a roadmap from the beginning to the end of the research study, allowing the 

organization and others to follow the research. 

The research study may provide positive social change through education. 

Walden believes in helping and educating to provide positive social change within the 

communities. My research will educate small and large hospitals worldwide and develop 

a great leadership program. My goal in the program is to create positive social change by 

educating my community, which will create improvements. 
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Chapter 4: Results 

Introduction 

In this study, I explored how administrative leadership behaviors may contribute 

to employee turnover in United States Southeastern hospitals. I analyzed the behaviors or 

traits of administrative leadership within a hospital setting that may have resulted in 

employee turnover or retention concerns. This chapter will include results from the data 

analyses illustrating participants lived experiences with administrative leadership 

behaviors. Tables are displayed with the themes and codes from the participants’ data. 

The data collection and analysis processes and research settings will be described. 

Evidence of trustworthiness will be also provided. I will then discuss the findings.  

The findings presented in this chapter encompass participants’ experiences and 

discussions of their views on leadership, turnover, behavior, life choices, and possible 

resolutions. The participants met the following eligibility criteria: have at least 3 years of 

hospital experience, be 25–65 years old, be an administrative employee, and live in the 

United States Southeast region. For confidentiality reasons, I gathered minimal 

demographic information. Furthermore, I assigned each participant a 6-digit number.  

During their interview, I asked seven open-ended questions to allow each 

participant the opportunity to share their experiences. The participants explained their 

experiences in detail. I used Colaizzi's seven-step process to analyze the transcripts from 

fifteen individual interviews and to identify codes and themes (Ataro, 2020). This process 

involved familiarizing myself with the data, verifying relevant participant statements, 

formulating meanings while bracketing misconceptions, clustering themes, highlighting 
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the inclusive description of phenomenology, developing fundamental structure, and 

contacting participants to verify structures (see Ataro, 2020). I carefully read and 

compared the collected data to establish the codes and identify the themes. I concluded 

that there were enough participants to meaningfully analyze the data and draw 

conclusions, which I will present in Chapter 5.  

Research Setting 

To collect data, I conducted face-to-face and videoconference interviews with 15 

participants about their experiences with leadership behaviors within the hospital setting. 

I posted flyers on Facebook and Instagram. The interviews were conducted from October 

2024 to February 2025. It was challenging scheduling interviews during the holiday 

season, and several participants asked to wait until the holidays were over.  

Participant 2 experienced a family death 2 weeks before the interview but was able to 

complete the interview process. Another participant had to reschedule the interview due 

to a family emergency and had to travel out of town. The participant was able to 

reschedule the following week.  

I conducted four of the 15 interviews in person at a scheduled time convenient for 

the participants in a private library meeting room. Participant 1 stated that they felt that 

this library location was private and felt comfortable expressing experiences they had 

while working at the hospital. They did not want me to record their interview, and I 

advised that it would be documented in a Microsoft Excel spreadsheet that is password 

protected. I conducted the other 11 interviews via videoconference utilizing Facetime and 
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Facebook Messenger. The participants whom I interviewed via videoconference all 

indicated that their interviews were convenient and fit their schedule.  

Participant 1 shared personal information about their family, career choices, and 

self-care options. This information helped me to develop a relationship with the 

participant, which made the interview process go smoothly. Building trust, relationships, 

and rapport allows the participants to feel that they can express themselves openly 

(Ernest, 2020). The remaining three face-to-face interviews were conducted at different 

library locations in private study rooms.  

Participant 2 shared some brief information about their career and goals that they 

want to achieve in 5 years. It was mentioned by Participant 2 that felt comfortable 

expressing their expressing in hopes that it will help someone else. The interview process 

went smoothly, and the participants provided background information on their journey in 

healthcare. They shared good and bad relationships with leadership in multiple 

organizations.  

The interview with Participant 3, took longer than 45 min because I asked some 

follow-up questions to provide more clarity. The participant had so many stories to share 

about their experiences with different leaders in the organization. I was able to capture 

the main points and details that were observed by the participants. I took notes and 

reviewed these after the interviews to analyze the collected data. The participant seemed 

excited to share their experiences. I feel confident that I maintained participants’ 

confidentiality and privacy. All data is stored on my personal computer in a Microsoft 
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Excel password-protected worksheet. The data are kept in a safe place and will be 

available for 5 years after the research study is complete. 

Participant 4 was a little shy during the introduction of the study. I provided brief 

details about myself and some background information about my education and career. 

The participants then began to share information about their career journey and family 

life. The participants talked about the start of the healthcare career until their recent 

experiences. We stopped for 10 minutes for the participant to take a break but continued 

shortly after. There were tons of emotions noted with the participant about their 

experiences with leadership. The interview went close to one hour and the participant 

were happy to share their experience and contribute to my research study. I will move 

now to the chapter summary. 

Demographics 

Thirty participants responded to the flyer but only 15 met the inclusion criteria. 

The 15 participants agreed and acknowledged or signed the informed consent form. The 

participants’ age range to participate is 25-65 years old. They must have at least 3 years 

of hospital experience within the U.S. Southeast Region. The research participants were 

administrative employees, including medical billers, HR employees, cafeteria employees, 

payroll, customer service employees, and more. To protect the research participants 

minimal demographic information was disclosed. The overall goal was to allow the 

participants to share their experiences with leadership or management. Table 4 shows the 

participants’ demographics. 
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Table 4 

Participant Demographics 

Demographics Number of participants 

Age 

25–35 

35–45    

55–65 

 

5 

7 

3 

Gender 

Male  

Female  

 

4 

11 

Hospital experience  

3–5 

5–10 

10–15 

20+ 

 

4 

4 

5 

2 

Years in healthcare  

3–5 

5–10 

10–15 

20+ 

 

2 

4 

7 

2 

Years in current position 

3–5   

5–10 

10–15 

20+ 

 

9 

4 

2 

0 

 

Data Collection 

Social media platforms such as Facebook and Instagram were utilized during the 

recruitment process with my flyer. The data collection took longer than expected due to 

holidays, family death, traveling. The time frame was October 2024–February 2025, 

which included initial and follow up interviews. I received private messages from a few 

interested participants, and I emailed the consent forms. The participants either signed or 

just replied that I consent via email. It took several weeks to months to get the interviews 

completed due to the Thanksgiving and Christmas holidays. I shared my flyer on 
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Facebook to my community page, which was approved. I had two participants reach out 

via messenger but didn’t meet all the criteria to participate in the study. They were 

working in the clinical aspect of healthcare and the research study consisted of 

administrative employees.  

I read each participant's consent form to ensure they understood the research 

study and requirements. I reminded each participant that they could discontinue the 

research study at any time and were not obligated to continue. The interviews were 

conducted at the participants’ availability and rescheduled if needed. The interview 

process was split according to participant preferences for videoconferences with no 

recording and face-to-face interaction. No participant wanted their interview recorded, so 

I wrote down the experiences of all participants. Due to the holidays, the interview 

process took longer than expected. Participants wanted to wait until after the holidays and 

experienced death in the family, personal illness, and other family obligations.  

The face-to-face interviews were conducted in a private, quiet library setting and 

in the home office without any interruptions or available times. Participants were 

interviewed from November until February, during which holidays impacted convenient 

days and times. Interviews were manually recorded on a password-protected Excel 

spreadsheet. The participant interview times ranged from 20-45 minutes. I advised 

participants that they would receive a copy of the transcripts of the interview.  

I re-read all the responses from each participant and reviewed my notes taken 

during the interview. I began color-coded words and similarities to find themes and 

coding. I read and read over the data collected carefully and began finding themes.  



128 

 

Before each interview, I started by introducing myself and the purpose of 

conducting the research study. I reassured the participants that this was confidential and 

private and that no names would be shared with anyone. They will be assigned a 6-digit 

number instead of using their names. I advised the participants not to say the name of the 

leader, manager, employee, or organization. I created an icebreaker before the interviews, 

so the participants feel comfortable and express their experiences with no judgment. The 

interview questions were open-ended to allow the participants to share their experiences.  

During the interviews, I carefully wrote responses, took additional notes, and 

observed facial expressions, voice tones, excitement, sadness, and frustration. I carefully 

listened and observed the behavior that was displayed during the interviews. I gained 

knowledge and understanding through the participant's lived experiences. I asked for 

clarification and re-read the responses to the participants for accuracy. After each 

interview, I re-read the questions and answers from the participant to create codes, 

themes, and categories. This process took longer due to going back and forth to minimize 

the themes.  

Data Analysis 

The data results in the research study contained lived experiences from 

participants who recalled their workplace experience with leadership or management. I 

utilized Colaizzi's seven-step Phenomenological data analysis for this research study. 

According to Praveena, K. R., & Sasikumar, S. (2021). phenomenology analysis consists 

of obtaining participant statements, placing them in categories, and gathering the 

meaning of the phenomenon. This approach was consistent with my descriptive 
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phenomenology research study. The Colaizzi (1978) data analysis process consists of 

these seven steps: 1. Read all the provided information, 2. Extract significant statements, 

3. Create meanings, 4. Group meaning into themes, 5—exhaust description of the 

phenomenon, 6. Describe the fundamental structure of the phenomenon, and 7. Validate 

information with the participants.  

Step one consisted of reading the transcript data a few times to understand the 

content better. Bracketing was used so that feelings, expressions, thoughts, experiences, 

ideas, and interactions with the participants did not impact the research study (Halcomb 

and Davidson, 2006). During this phase, I highlighted repeated words or phrases within 

the data collection of the first interview. I made additional notes in my journal of each 

interview and actions observed during the process.  

In the second stage, detailed statements from the data collection regarding the 

research participants' lived experiences were carefully identified (Colaizzi,1978). 

Observation and note taking was the key to capturing the participants’ experiences. 

Carefully making to repeat what was written down to make sure everything was being 

captured during the interview process for each participant. In step three, the meanings of 

the participant interview statements are carefully compared and found.  

In step four, themes and codes were created from the participant statements to 

look for similar meanings. Next is step five, which provides detailed themes and 

information on the phenomenon of a descriptive phenomenological research study. Step 

six is developing a fundamental structure by minimizing descriptions (Ataro, 2020). In 

the final seventh step, the study's findings were validated utilizing member checking.  
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Identification of Themes 

During this process of developing themes from the data collection provided 

elevated my understanding of the phenomenon of study. After deep diving into the data 

collected, several themes were found. Several interview responses were similar in nature. 

The questions allowed participants to share openly, and some experiences were different. 

Seven themes were found from the data, and a table is created below. I read the data 

multiple times to develop meaningful themes and to see the similarities and differences. 

The themes emerged with reviewing the research questions and observed experiences 

with leadership from the participants. I started out with the themes below and minimized 

themes after re-read the data. The sample table 5 shows the themes and descriptions 

provided for each. 

Table 7 shows the actual data of the participants mentioned of the themes listed. 

The number 1-5 describes how many times the participant discussed each item during the 

interview process. The data was carefully reviewed multiple times to capture the themes.  
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Table 5 

Example of Data Analysis Process of Identifying Themes 

Excerpt Category Code Theme 

Better support from my manager, better 

pay and obtaining the necessary 

equipment, wear that would make my 

job smoother. 

 

Management 5 Leadership behavior 

Support 

The relationship was horrible and he was 

intimidated and he did not like it 

 

Leader and member 

exchange 

2 Relationship 

I was negatively impacted by being 

passed over for jobs. 

I was trying to advance in my career, 

and although overqualified, I would 

never be considered or even given a 

chance to interview for some positions. 

 

Career 1 Advancement 

opportunity 

Respect and more pay are a major issue  Compensation 6 Salary 

 

Table 6 

Themes Identified by the Participants 

Participants 

Leadership 

behavior 

Job 

satisfaction 

Advancement 

opportunity 

Retention/ 

turnover 

Salary or 

pay Communication Relationship  

P 1 5 3 2 3 2 2 3  
P 2 2 4 2 3 2 2 2  

P 3 2 3 2 3 2 2 2  

P 4 1 2 4 3 3 2 2  
P 5 3 2 3 3 3 5 2  

P 6 1 1 3 1 5 5 3  

P 7 4 1 3 1 5 4 5  
P 8 3 1 2 4 4 3 2  

P 9 3 1 1 5 1 2 2  

P 10 3 1 1 2 1 1 1  
P 11 2 1 1 2 1 3 1  

P 12 1 4 0 1 2 2 1  

P 13 5 3 1 1 5 1 2  
P 14 5 3 1 0 4 1 3  

P 15 5 2 1 1 2 3 1  

Note. The numbers 1–5 represent occurrences of participants discussing the items listed in the chart. 
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Table 7 

Participants’ Feedback From Research Questions 

Leadership behavior P1: I quit a job packed up my stuff and gave away what I did not want because of a liar. I had 
a doctor appointment that I had been following up with for weeks waiting for this account to 

request a refund and that manager gave my account to someone else, and that person told the 

patient that I lied to them, This made me angry and disappointed in the manager.  
P2: When my leadership compare me to others in our department that exceeding but offers 

no proper training  

P4: I was impacted due to people some managers had a problem with authority and no 
communication and hostile environment, no teamwork. It made me feel bad that I gave it my 

all.  

P10: I was impacted by the upper manager makes me do more work for not upgrade the pay. 
I felt horrible and like I am not fighting for myself, but I need my job. 

P13: I applied for a manager's position due to a manager leaving. My manager felt that I 

didn't have enough experience but asked me to train a new manager. It irritated me a lot and I 
will not seek a manager role while this director was in position. It left a bad taste in my 

mouth 

 
Job satisfaction P2: It affects my daily life because I’m not comfortable with how this organization has our 

goals set up. It feels like it a set up for failure. 

 
Advancement opportunity P11: I was negatively impacted by being passed over for jobs. I was trying to advance in my 

career, and although overqualified, I would never be considered or even given a chance to 

interview for some positions. 
 

Retention/turnover P12: I left the organization because they would not allow me to transfer to another 

department. I was there 6 months and they wanted to hold me for a year. I put in a 2 week 
notice after 7 months.  

P4: At the moment, I’m staying put but also still applying for opportunities and a company 

that values their subordinates at a high level. 
 

Salary/Pay P10: I was impacted by the upper manager makes me do more work for not upgrade the pay. 

I felt horrible and like I am not fighting for myself, but I need my job. 
 

Communication P3: I applied for a manager's position due to a manager leaving. My manager felt that I didn't 

have enough experience but asked me to train a new manager. It irritated me a lot and I will 
not seek a manager role while this director was in position. It left a bad taste in my mouth P9: 

Currently there is distrust. Hiring practices have been into question as of late. I’m looking 

into how to confront an issue head on without being disrespectful. 
 

Relationship P12: The boss thought that I was listening to her conversation, and she called you in the 

office to reprimand me. You went over her head to her and complained. It made me mad and 
pointed the finger.  

P13: The relationship allowed me to function and allowed me to come up with processes. 

Previous managers were not open to watching me grow with the company. We had our 
issues. The new manager is a micromanager with physician billing but not hospital billing 

experience.  
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Evidence of Trustworthiness 

In qualitative research, trustworthiness is a very important factor and shows 

validity to other researchers in the field. According to Pratt et al. 2019 and Ermest (2020), 

the validity of the research study shown accuracy and replicating the data results. In this 

descriptive phenomenological qualitative study, trustworthiness was maintained and the 

four criteria's which include credibility, transferability, dependability, and conformability 

were taken into serious consideration. Lincoln and Guba (1985) trustworthiness concept 

is highly utilized in research studies to provide accurate data to the readers to show 

informational evidence. My bias or perceptions were eliminated throughout the entire 

research study. In this section, I explored and explain strategies utilized for the four 

criteria of trustworthiness.  

Credibility 

The credibility of data collection for this research study was based on the 

utilization of member checking, reflexivity, and prolonged engagement of data analysis 

throughout the interview process. In chapter 3, it was mentioned regarding member 

checking was a great tool to validate the findings and get clarification from the 

participants. This approach assisted with the accuracy and interpretation of the manual 

data collected (Ernest, 2020). The open-ended research questions allowed the participants 

to share as much of their experiences as desired. During the interview process, I repeated 

some of the answers to make them more transparent and ensured I captured all the 

information from the participants. A reflexive journal was used during the interview, and 

time was allowed for a response to each research question. The research questions were 
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repeated twice to each participant to provide clarity and make sure they understood what 

was being asked. Credibility is very important in a research study to provide readers and 

future researchers with accurate information from the data findings.  

Transferability 

I used a thick description during the data collection process of each research 

participant. According to Ernest (2020), transferability is when the research study's 

findings can be transferred to other settings. The findings of this phenomenological 

research may be transferable. The data analysis process was heavily documented by each 

participant and notes were gathered in my journal. Phenomenology is gathering a deeper 

understanding from people's lived experiences.  

Dependability 

During the research process, the utilization of multiple strategies improves the 

dependability and quality of this research study. According to Ernest (2020), 

dependability is the stability of the data in the future and any future changes that may 

occur. I tracked the entire research process from start to finish. I documented all 

interviews manually without any recording devices per participant request. Observation 

of each participant, including facial expression, voice tone, hand moments, and eye 

contact, was documented during the interview. I took detailed fields notes and did not use 

a transcription service. I have read the data collection multiple times, and no changes 

were made during the interview process.  
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Confirmability 

Methods utilized to strengthen the confirmability in this research study were 

detailed field notes and reflective journaling. According to Ernest (2020), this consists of 

researchers being able to follow the research process, check concise data, and understand 

the findings of the research study. It was helpful to capture the participant’s detailed 

experiences to include in the data analysis process. All data was carefully obtained, 

analyzed, and bias was removed in the process. Accuracy and relevance were obtained 

through direct quotes from each participant that will be included in the research.   

Study Results 

The research question: What contributing administrative leadership behaviors 

may result in employee turnover in United States Southeast region hospitals? My 

research study showed that leadership behaviors and treatment toward employees resulted 

in the intent to leave. The results of this research study may not be generalized due to the 

small sample size. Some of the behaviors and treatment that led to turnover included 

intimidation, disrespect, mistrust, lack of communication, bullying, talking down too, 

inexperience, and little or no relationship. However, other factors such as pay, 

advancement opportunities, and job dissatisfaction played a role with employees’ intent 

to leave. The conceptual framework showed relationships with the research question and 

leadership behaviors and employee intent or turnover decisions. This section includes the 

themes and participant feedback from the research study questions.  

In the process of developing themes in reviewing the research question numerous 

times, I analyzed and came up with several themes according to the participant data. I 
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made sure to remove any bias or influence from this research study. As a previous 

administrator in the healthcare field, it was important not to influence the participants but 

to obtain transparent in detail feedback from their experiences being an administrative 

employee working in the hospital setting. I made a mental note in my journal during the 

interview phase to keep a straight face minimal hand movements and don't include my 

personal views to the participants. 

After reviewing the data carefully looking at repeated words expressions 

descriptions, I noticed there were several categories in mind to include leadership, job 

satisfaction, advancement opportunity, retention, salary or pay, communication and 

relationships. Color coded all the data, which was a way to keep organization and make 

sure nothing was missing. The data sheet and notes taken during the process are password 

protected. The feedback received from the participants created noticeable themes listed 

below. I started out with 11 themes and re-read the data to minimize seven themes. 

According to Mishra and Dey (2022), themes are perceptions, feelings, experiences, 

values, and emotions that require in-depth interviews to detect.  

Theme 1: Leadership Behavior 

This theme was developed with question number 2, which addressed the 

unwelcoming experience with their leader and how it made them feel. This theme was a 

component in the researching question of leadership behavior of factors that may 

contribute to employee turnover. The 15 participants supported the results by 

experiencing leadership behavior issues that include unfair treatment and incompetence at 

a point in their career. Leadership behaviors from an employee perception are the reason 
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for this research study. The participants expressed their experiences with leadership and 

pointed out several different behaviors and treatments. Below is the direct participants’ 

feedback from the research questions that were asked during the interview process. These 

are direct quotes from 7 participants' statements regarding this leadership theme listed 

below.  

Participant 1: I have had many but one time I had a manager from the outside 

and she seemed to be a gem. However, I soon realized why the company could 

not keep anyone in that department. I was hurt and disappointed because I wasn't 

sure if she did what she did to secure him a position or if it was just who she was 

or both. The manager hired him and asked me to train him. I found out that he had 

no healthcare experience. I felt that this was favoritism, and she did not want 

really to like me.  

Participant 4: I was performing all the scopes of work as expected but when it 

came to my Lead performing my review, there were items in there that were not 

true and had not been discussed. This made me feel betrayed. 

Participant 7: I was impacted due to people who some managers had a problem 

with authority and no communication and hostile environment, no teamwork. It 

made me feel bad that I gave it my all.  

Participant 10: We had a lot of changes being made and tried to get a meeting 

with leadership about the changes. The leader refused to meet with the employees. 

I felt disrespected.  
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Participant 11: There were plenty of times where I experienced poor leadership. 

One time in particular, our system went down and there was no backup plan other 

than to hand write things out for over 500 patients throughout the entire hospital. 

It made me feel as though the leaders were not equipped to lead properly, 

especially without having a proper contingency plan in place. The leaders always 

seemed to think they knew all of the right answers without ever speaking with 

their staff to get the opinions of those who would be directly affected by their 

decisions and the ones who actually are doing the work. It has totally changed my 

outlook on how I view leadership and how I move to advance in my career 

through the organization/agency. I will not stay in the same position for more than 

2-3 years. I am more vocal and volunteer more to help the department and/or 

organization by speaking and working directly with leadership. 

Participant 12: The boss thought that I was listening to her conversation, and she 

called me in the office to reprimand me. She stated that I went over her head to 

her and complained. It made me mad, and she was pointing the finger at me. This 

situation made me angry.  

Participant 14: The leadership didn't want you to leave, and the organization had 

high turnover. Any little mistake made; the leadership would write you up. I knew 

that I could leave and not be miserable. I was always uncomfortable watching 

how leadership handled the department. 

During the interview phase participants identified leadership behavior and issues 

that have impacted employees wanting to remain in their jobs. Participant 14 mentioned 
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the high turnover rate and leadership presenting written disciplinary action to employees 

for minor mistakes within the organization. The participant expressed that leadership 

didn't want the employees to leave but was uncomfortable with how leadership was 

maintaining the department. There were several strong emotions throughout the interview 

process with each participant regarding leadership. The impact that leadership has on the 

organization is tremendous, and it is shown through the data that was collected during 

interviews. In every participant’s situation, they felt that leadership disappointed them, 

displayed displeasing behavior, lack of support, and lack of competence that led to 

turnover or retention issues. 

Theme 2: Job Satisfaction  

Several of the participants identified themselves as unhappy with their current job, 

duties, and responsibilities. Some of the feedback mentioned a need for growth within the 

organization. During the interview process, I made a note of each participant’s body 

language, tone of voice, hand movements, and the feelings they express regarding the 

question. Job satisfaction is the theme that was identified. Several participants provided 

feedback that the job has been stressful and they are currently looking for employment.  

Listed below is feedback from a few participants regarding their thoughts of job 

satisfaction in their roles.  

Participant 2: I have outgrown my current employer and am seeking growth 

from another company that will appreciate my experience and skill set.  

Participant 3: My experiences have impacted on my life by being patient with 

people, listening to what they have to say, just being empathic to people's 
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situations, and keeping an open mind. The job duties and extra responsibilities 

have made me really dislike working here. 

Participant 7: It made me angry, and I took the job home. I was upset daily 

which impacted me. They tried to provoke me, and I started disliking the job. My 

metal health was suffering due to me not wanting to go to work.  

Some of the participants expressed their issues of job dissatisfaction and some of 

the reasons. Job satisfaction is one of the key factors why employees remain in an 

organization. The research topic and this theme show from participant data that not being 

satisfied with job duties and not being challenged influenced decisions to look for other 

job opportunities. For example, Participant 2 stated that they outgrow the job and want to 

leave to expand their skills. This shows that employee planned to leave the job, which 

would create turnover for the organization.  

Theme 3: Advancement Opportunity 

Advancement opportunities became a theme after highlighted quotes all 

participants wanting to grow the wanting to grow within the organization, play some of 

the investment opportunities examples may include additional training, obtaining a 

certification, promotion a higher paying position, and transferring to a new department. 

During the data collection process, several words and sentences were highlighted 

regarding advancement opportunities on the job. Some engines there was no room for 

advancement and now there is what temperature steak advancement opportunities within 

the organization. Below is some feedback from six participants in regard to the theme 

created from the data regarding advancement opportunities. 
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Participant 2: I have attempted to move to other departments, but my manager 

has refused to allow me to go because of the need she has in her own department.  

Participant 7: I started as an employee and went to a lead within 8 months. I 

became the supervisor within 2 years. I was able to move up within the company.  

Participant 10: Work from home was the only opportunity that was presented. I 

would like to advance in my career, but this organization doesn’t have many 

options for me.  

Participant 11: There were no opportunities presented to me directly while there. 

I applied and tried to take advantage of many opportunities that were out there. In 

the 10 years I was there out of all the positions I applied for; I had one interview. I 

received that interview because I reached out to the director to inquire about the 

position, and she set up the interview for me with the manager. 

Participant 11: I was negatively impacted by being passed over for jobs. I was 

trying to advance in my career, and although overqualified, I would never be 

considered or even given a chance to interview for some positions. 

Participant 13: I applied for a manager’s position due to a manager leaving the 

organization. My manager felt that I didn't have enough experience but asked me 

to train a new manager. It irritated me a lot and I will not seek a manager role 

while this director is in the position. It left a bad taste in my mouth.  

Advancement in a career is a goal that most people work towards. In this study, 

Participant 11 was overqualified for other career opportunities within the company. This 

led to not advancing and being stagnant in a job in which this led to intent to leave to 
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pursue a career in another company. Participant 13 mentioned their leader did not see the 

experience of obtaining a manager position, which had a negative impact. The examples 

in this study lead back to the purpose of factors that may lead to turnover and displays of 

leadership behavior. Leadership is responsible for encouraging, motivating, mentoring, 

and allowing employees to growth within the organization. The lived experience of the 

participants explains some of the issues behind leadership and turnover issues that arise 

in a company.  

Theme 4: Retention/Turnover 

This theme developed from question number 3 that addressed the intentions on 

staying or leaving the organization. Turnover addresses the research question on how 

leadership behaviors may contribute to turnover. There were 10 employees that expressed 

their reason for leaving the organization or the intent to leave. The other 5 employees 

decided to stay for various reasons such as longevity, needing the job, and under new 

leadership. There are several things in common with each participant including wanting 

to grow feelings of outgrowing the organization leadership issues waiting on a better 

opportunity. After reviewing the data there were several similarities and some differences 

within the participants’ views. Listed below is the feedback from the participants and 

they are direct quotes. 

Participant 1: I quit my job, packed up my stuff and gave away what I did not 

want because of a liar. I had a doctor appointment that I had been following up 

with for weeks waiting for the is to be the account to request a refund and that 

manager gave my account to someone else, and that person told the patient that I 
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lied to them, This made me angry and disappointed in the manager. When I first 

came to that company, I wanted to move up the ladder and I felt it was a small 

department, so it works for my life. I say at least 2-4 years.  

Participant 2: I have outgrown my current employer and is seeking growth from 

another company that will appreciate my experience and skill set.  

Participant 3: If there is a new Administrator who cares about you and your 

wellbeing. Work life balance, flexibility, and a good environment.  

Participant 4: Now, I’m staying put but also still applying for opportunities and a 

company that values their subordinates at a high level. 

Participant 7: I would have stayed if we were about to work as a team and 

authority.  

Participant 9: Honestly, at this stage, more compensation would make me stay in 

the organization. 

Participant 10: I put so much time in the company and have gone back to school 

to further my education. I will stay until I finish school to find a better 

opportunity.  

Participant 11: I stayed for over 10 years, when I saw my chances to advance 

within my career were slim, I left the organization. 

Participant 12: I left the organization because they would not allow me to 

transfer to another department. I was there 6 months, and they wanted to hold me 

for a year. I put 

in a 2 week notice after 7 months.  
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Participant 13: I am going to stay but they have new leadership, and I like the 

organization’s culture. I have revisited moving back in leadership due to new 

management. 2 directors change within 2 years. The new director and I have 

worked together before. Bonuses, incentives, benefits such as invest in our 

culture, health classes, wellness class, music learning, Pay and office environment 

but only in the office once a month. Having a new director made a difference.  

Turnover and retention have been a huge problem throughout healthcare fields for 

many years. Employees perception of the reasons for leaving may not be displayed of 

discussed with Human Resource at the organization. Turnover impacts the organization 

as a whole and could cost thousands per year. Participant 1 left the job for a better 

opportunity after experiencing a situation with leadership in which she felt the leader was 

not transparent about the handling of a patient’s account. Participant 13 decided to stay 

after a change in leadership. Participant 11 is a long-term employee but doesn't see room 

for growth, which is the reason why they left the organization. These examples show why 

employees decide to stay or leave an organization. The turnover intent and leadership 

behavior that was experienced is a major reason for this study to show why this occurs.  

Theme 5: Salary or Pay 

Salary is a huge component to an employee at the beginning of hiring with the 

intent to have pay increases in the duration within the organization. During the interview, 

the participants expressed concerns over their financial compensation at the organization. 

Participant 2 has been at the organization for over 10 years and mention they would 

remain if they could make a higher pay in comparison Participant 10 was asked to 
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perform more duties without a pay increase join the interview, I made notes of the body 

language and tone of voice for each of the participants when they express their 

displeasure their salary. Below are their direct quotes of the theme salary or pay. 

Participant 2: Currently, I have been at the organization for 13 years and there 

has been no change. It would take more money to make me consider staying.  

Participant 10: I was impacted by the upper manager and made me do more 

work to not upgrade the pay. I felt horrible and like I am not fighting for myself, 

but I need my job. 

As the cost-of-living changes, people find employment to take care of their 

families with a high cost of rent, mortgages, gas, food, clothing and supplies. Increasing 

salary or pay is what organizations have in their processes to motivate employees to stay 

or join. This study showed the experiences of employees and reasons for intent to leave 

or leadership behaviors that contributed. Participant 10 did not receive more pay for 

doing additional job tasks but needed the job. This could eventually lead to this 

participant seeking employment at another organization in the future. This study provided 

the many factors that could lead to turnover and leadership behaviors displayed. The 

leader could have tried to advocate for the employee or look for a pay increase for their 

hard work. Leadership must display compassion and care about their employees' well-

being.  

Theme 6: Communication 

This theme emerged from the data of participants that expressed either little to 

none or a lack of communication with leadership. The objective was to connect 
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communication issues to employee retention or turnover intensions. The identification of 

communication was perceived by the participants as a major factor in the workplace. 

Several participants expressed the need for better communication among the staff and 

leadership. Communication is important because it provides clear and precise guidelines 

for work duties. Also, it helps when employees have personal and family issues to be able 

to communicate effectively with leadership. This theme was seen across all participants 

regarding the workplace and daily operations. Below is a list of direct quotes from 

participants regarding communication in the workplace environment.  

Participant 2: It affects my daily life because I’m not comfortable with how this 

organization has our goals set up. It feels like it was a set up for failure. The 

communication is terrible, and the leadership doesn’t ask for employee feedback. 

There is no open-door policy to express employee concerns without feeling that 

you will be negatively judged.  

Participant 3: Administrator that I had a couple of years ago would always forget 

everything. They never made it a point to communicate with doctors or any 

patients that he needed to. It was just not good leadership because there was no 

communication on his end, and it just made you feel bad and not want to be at 

work. 

Participant 9: As a new employee, I was added to a group where there was a lot 

of tension. The leadership used intimidation tactics versus open communication. 

The team would constantly complain about the things that were done, but no one 

ever addressed it. This experience helped to strengthen my confidence and 
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communications skills in a work environment. I attempted to communicate to no 

avail. I went to the next level with documentation and my concerns. It started on a 

bad note but led to changes. I felt empowered. Communication has improved. It is 

imperative to receive and distribute accurate information. There’s a cliché, that 

two things can be true at the same time. By using this logic daily, it allows more 

dialogue, more understanding and knowing that the same result can be achieved 

by utilizing various methods. 

Communication is an important part of our daily lives in the workplace, 

relationships with family or friends, and travel. The participants in this study expressed 

concerns about communication in the workplace. For Example, Participant 2 explained 

lack of communication with leadership which caused stress in daily living. This study 

explored factors of leadership behavior and turnover in which lack of communication 

with the leader is an issue. Participant 9 showed through experience that their leader used 

intimidation instead of open communication which creates problems and stress. 

Leadership must be able to have open communication with employees to effectively 

achieve organizational goals.  

Theme 7: Relationships 

This theme emerged from the participant data and may be a deciding factor of 

turnover intention from the research question. Identifying relationships as a theme was 

viewed in the data collection among the participant statements. Nine participants 

identified their relationships with their leadership as stressful, nonexistent, good, or bad. 

Building relationships between employees and leaders is very important. The leader and 
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employee should maintain a good quality work relationship to have a positive outcome 

(Afota, M.-C., Ollier-Malaterre, A., & Vandenberghe, C.,2024). If the relationship is not 

good, it could negatively impact workplace performance, the environment and may be a 

deciding factor of turnover. Below is feedback from the question asked, “how is your 

relationship with your leader or manager?”.  

Participant 2: I don’t have a good relationship with my manager due to several 

past issues. I do my job and try to stay out of her way.  

Participant 3: My relationship with my manager is a pretty good relationship, we 

work very well together 

Participant 4: At first, it was good but when I questioned certain actions of my 

manager, things began to take a turn for the worse. 

Participant 7: The relationship was horrible, and he was intimidated and he did 

not like it.  

Participant 9: Currently there is distrust. Hiring practices have been into question 

as of late. I’m looking into how to confront an issue head-on without being 

disrespectful. 

Participant 10: I have a good relationship with my immediate leader, and she 

understands because she is working hard and treats me accordingly.  

Participant 11: My relationship with my managers was good. It was not great, 

nor was it bad, it was just good. It could have been better in my opinion. 

Participant 12: The relationship was foggy because she accused me of something 

that I didn't do. I had to get from under her leadership.  
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Participant 13: The relationship allowed me to function and allowed me to come 

up with processes. Previous managers were not open to watching me grow with 

the company. We had our issues. The new manager is a micromanager with 

physician billing but not hospital billing experience.  

This showed from participant experience that some were good with their leader but some 

not so great. It is great to have a positive working relationship between leader and 

employee. In this study, Participants 3 and 10 have a good relationship with their leaders 

which makes the workplace and productivity better. It was not the case for Participant 2 

and 9, which had some trust issues and previous negative experience that caused a not so 

good relationship. As Participant 12 explained that they had issues with their leader and 

had to result in leaving due to accusations made by the leader. This study on leadership 

behaviors has shown that relationships can create positive or negative experiences. 

Sometimes the last resort is to leave the organization which is intent or turnover. This 

research showed participants experiences of leadership behavior that may result in 

turnover reasons.  

The Results in Relation to the Conceptual Framework 

The grounded and behavior theory approach was utilized in this study to obtain 

lived experiences from participants feedback on leadership behaviors, workplace culture, 

and intent to stay or leave the organization. The themes included leadership behaviors, 

retention communication, and training of development play a key role in addressing the 

research question. The data supported leadership behaviors as the theme communication 

and retention which was addressed in the previous section as a strong indicator from the 
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participants statements. Several participants indicated characteristics that leaders 

portrayed such as favoritism, no teamwork, lack of communication, Leadership refusing 

to meet with employees.  

Leadership behaviors were discussed among the participants during the 

interviews. There were several that went in depth regarding the leading behaviors they 

observed.  

Participant 14: As an employee that has been here for 5 years, I have noticed my 

leader displays negative behavior amongst the team of individuals that she does 

not like. However, show favoritism towards the employees that she does like. I 

have been impacted due to the employee that she does not like which is me in 

which I have to do more task, monitored more carefully, and I have been written 

up for small mistakes in my performance evaluation. My experience with my 

leader has been horrible Temperature transfer to a new department but my leader 

blocked my transfer I feel discouraged because I need my job to take care of my 

family. I have attempted to speak with HR regarding my feelings hoping that my 

situation with my leader will change. If the situation does not change, I will be 

forced to leave the organization. 

Participant 15: I have experienced my leader having an aggressive attitude, will 

talk down to you, and has little patience when asked the question”. This behavior 

has created a hostile environment amongst the team. The style of leadership is do 

as I say, and she doesn't ask employees opinions. I’ve never experienced this type 

of behavior until I came to this organization. I like to work in a good team and 
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provide input to make improvements. Due to the behavior of my leader, it has 

created strain and stress and lack of productivity. I attempted to speak with the 

leader in private regarding my concerns, but I felt the leader was not listening. I’m 

planning to start looking for new employment where there is a new positive 

environment. 

Participant 4: I worked for a company that their leadership was awful, I had to 

intervene and challenged them on certain scopes that required safety precautions. 

The work that was asked of me was not in line with OSHA safety regulations. 

Summary 

In this descriptive phenomenological research study, I explored the lived 

experiences of 15 administrative hospital employees to answer the question: What 

contributing administrative leadership behaviors may result in employee turnover in 

United States Southeast region hospitals? To analyze the data, I used Colaizzi’s seven 

step descriptive phenomenology approach (see Ataro, 2020). Throughout this detailed 

process of reviewing and analyzing the data, I was able to develop clarity in answering 

the research question. Leadership behaviors can be positive and negative. Some 

participants reported experiencing negative behaviors that resulted in turnover, and some 

of the participants decided to remain and are now under new leadership. Some of the 

behaviors mentioned by the participants were distrust, bad relationships, favoritism, lack 

of communication, poor attitude, and aggressive behavior. 

The data analysis yielded seven themes that include leadership behavior, job 

satisfaction, advancement opportunity, retention or turnover, salary or pay, 
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communication, and relationships. I initially had 11 themes but eliminated four themes 

leaving seven total themes. The findings from the study provided new insight knowledge 

on leadership behaviors that may contribute to turnover in hospital organizations. In 

Chapter 5, I will further discuss the findings in relation to the themes and the research 

question. I will present the interpretations of the findings, the limitations of the study, 

offer recommendations, consider the study’s implications for positive social change, and 

provide a conclusion to this research study. 
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Chapter 5: Discussion, Conclusions, and Recommendations 

Introduction 

The purpose of this descriptive phenomenological study was to understand how 

administrative leadership behaviors may contribute to employee turnover in U.S. 

Southeastern region hospitals. The study consists of participants who had experiences of 

negative leadership behaviors in a hospital that have resulted in intent to leave or 

turnover. The participants in the study are administrative employees. The exploration of 

employee perception of administrative leadership behaviors has minimal research, and 

most research pertains to clinical leaders, such as nurses. The study was conducted to 

expand research on administrative employees’ perception of turnover and leadership 

behaviors. 

In this qualitative descriptive phenomenological research study, I explored the 

lived experiences of 15 administrative employees who answered the research question: 

What contributing administrative leadership behaviors may result in employee turnover 

in United States Southeast region hospitals? Husserl's descriptive phenomenology 

approach was chosen in this research study (Neubaur et al., 2019). Husserl's descriptive 

phenomenology focused on people's lived experiences, which was appropriate for 

obtaining employee perception of leadership.  

Data were collected through four face-to-face and 11 videoconferencing 

interviews. During the interviews, employees described their workplace experiences with 

their leadership. The research participants shared detailed perceptions of leadership 

behaviors, relationships, and intention to leave or stay at the organization. Participants 
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contributed evidence to support knowledge of leadership behaviors that may contribute to 

employee turnover. They openly shared past and present experiences that contributed to 

answering the research question.   

The group of participants shared experiences that resulted in the creation of seven 

themes: leadership behavior, job satisfaction, advancement opportunity, retention or 

turnover, salary or pay, communication, and relationships. In this chapter, I will provide 

an interpretation of the themes. Also, I will present the limitations, recommendations, and 

implications of the study.  

Interpretation of the Findings  

This descriptive phenomenological qualitative research study confirmed and 

extended the research on administrative leadership behaviors’ contributions to turnover in 

U.S. Southeast Region hospitals from an employee perspective. The results of this study 

may not be generalized. This study consisted of a small sample size population of 15 

individuals. It may be beneficial to increase the samples to obtain generalization or by 

utilizing a quantitative study to include a greater sample size. The themes discovered 

within the data collected implicated the knowledge and nature of the phenomenon. 

Research results revealed that some of the leadership behaviors that may contribute to 

turnover from employee perception include favoritism, intimidation, lack of 

communication, relationship issues, disrespect, untrustworthiness, limited advance 

opportunities provided, bullying, and unfair treatment. In this study, a qualitative method 

allowed employees to share experiences through face-to-face and videoconference 

interviews in which data were obtained.  
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My study extends knowledge and understanding of how leadership behaviors may 

contribute to employee intent to leave or turnover. Every leader has different values, 

morals, and behaviors that are perceived in a positive or negative manner (Leider, et al., 

2021). Leadership behaviors such as building trust, being open to new ideas, listening to 

employees, showing respect, and making improvements to productivity may decrease 

turnover and improve job satisfaction (Moore & Hanson, 2022 and Majeed & Jamshed 

2021). Whether positively or negatively, leadership behaviors have a strong and direct 

impact on their employees and organization. The employee perception of leadership data 

obtained revealed new knowledge about behaviors and characteristics that led them to 

leave and may benefit the organization to make leadership improvements. 

Organizational culture is determined by the leadership styles and behaviors 

displayed in the workplace. A similar study by Creel et al. (2021) researched 

transformational and transactional leadership styles' relationship with employee safety 

and hospital turnovers. The findings include that transformational leadership improved 

employee turnover and safety results, but transactional leadership showed adverse effects. 

The research findings relate to my study because analyzing the leadership negative 

behaviors that create turnover will assist with my problem statement. This study justified 

continued leadership research to improve turnover in the hospital sector by having 

effective leadership. 

There have been toxic leadership in healthcare in which nurses have confirmed 

toxic leadership exist in the workplace. The major effect of toxic leadership of nursing 

leaders was on nurses' intention to leave (Mrayyan, 2025). This study showed that a 
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negative workplace environment resulted in employee turnover. The toxic leadership 

creates stressful situations, job dissatisfaction, impact on patient care, and turnover 

issues. The researcher suggests mediations with leadership and leadership training 

programs to reduce issues with leadership and turnover.  

The seven themes identified in this research study addressed the research question 

with the participants' feedback. The following leadership behaviors and characteristics 

were identified from the participants' feedback as potentially contributing to turnover: 

• disrespectful  

• untrustworthy  

• bad attitude 

• favoritism  

• lack of communication  

• intimidation  

• relationship issues  

• limit advancement opportunity  

• bullying  

• unfair treatment -(inexperience) 

• negative feedback with a lack of support  

Discussion 

The purpose of this research study was to identify leadership behaviors that may 

contribute to turnover from the employee's perception. The feedback of some of the 

participants included leadership not having a backup plan when things go wrong, 
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retaliation, unable to express feelings, no decision making in workflow process, negative 

attitude, lack of empathy, and no motivation. Leadership behaviors are important in 

healthcare industry whether it is positive or negative. A study by Li et al. (2024) analyzed 

negative leadership behavior in relation to nurses’ silence, turnover, and decline in work 

performance. The researchers mentioned that hospital should identify and corrective 

negative leadership immediately. The negative leader behavior included authoritative 

leadership, demeaning, abusive mentally, unsupportive, and destructive to the nurses. The 

nurses tended to be silent to not create unwanted criticism from leadership. This study 

concluded that hospitals need to be aware of negative leadership behavior which impact 

mental, emotional, mental health of staff and increase training to help improvements to 

leadership behavior  

Nurse turnover has been a major issue in the healthcare sector. According to 

Alsaleh et al. (2025), quantitative research study analyzed transformational, transactional, 

and passive-avoidant leadership styles effectiveness in hospitals. This study consisted of 

192 nurses in relation to intent or turnover. The findings showed that the nurses 

experienced challenges with the leader that implemented the passive avoidant style and 

have a greater turnover intent. The preferred leadership styles were transactional and 

transformational with less nurse turnover intent. This study provided a better 

understanding leadership behavior, workplace culture, and turnover.  

A study by Spector et al. (2025) analyzed employee perception with similar 

variables, job satisfaction, commitment, and trust of leadership in 3 studies in healthcare 

facilities using authentic leadership theory. The findings showed that additional 
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leadership training improved leadership behavior and trust in the hospital. However, it 

did not improve job satisfaction and commitment to stay in the organization. Some other 

variables in this quantitative study included balanced processing, kindness, relational 

transparency, vulnerability, and behavior. Some other individual leader behavior noted 

from the employees, honest feedback from leaders, consistency, mistake admission, 

employee input, and decision making that the employees mentioned from their 

experience. The future research indicated to obtain why new hires notice leadership 

behavior and treatment quickly and their commitment to stay or leave the organization 

compared to tenured employees.  

In the literature, several research studies analyzed leadership behaviors such as 

abusive behavior, manipulation, micromanagement, and how they impacted the 

organization, in which these previous researchers confirmed and mentioned, also factors 

by the research participants in this study (Araujo & Figueiredo, 2018; Heimann et al., 

2020; Jian et al., 2022; Labrague et al., 2020; Lyu et al., 2018; Watkins et al., 2019). The 

previous and current studies aligned with the participants' perceptions in this research 

study of the characteristics of leadership behavior being a huge contributing factor for 

turnover.  

Al-Khasawneh and Abu Khadar (2021) agreed with my study participants that the 

internal issues of upper leadership and supervisors' behaviors, respect, trust, and stress 

played a major role in the turnover rate. The participants in this study mentioned similar 

issues at the workplace, such as retaliation, overwork, distrust, and unfair treatment by 

the leadership, as a means for the intent of leaving or turnover. Further, the previous 
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literature from Zhou et al. (2020) and Heimann et al. (2020) agreed with my research 

participants that negative leadership behavior and toxic traits may create a toxic 

workplace environment. The participants in this study specifically identified issues 

concerning negative attitudes and conversations, unprofessionalism, and favoritism.  

Dyrbye et al. (2020) research study investigated the relationship of frontline 

leadership behavior and employee burnout and job satisfaction. The study consisted of 

39,896 healthcare employees excluding doctors. The study found that leadership 

behaviors have an adverse impact on employee daily lives and job satisfaction. It showed 

that younger and tenured employees had a higher number of signs of burnout and smaller 

chances of job satisfaction in the company. It was suggested that leaders should respect, 

engage, inspire, develop, motivate, encourage, and recognize their employees to have a 

better outcome with productivity, relationships, decrease burnout and job satisfaction. 

Leadership training programs in the organization may consider listening to the employee 

feedback to make necessary improvements. Since this study was conducted in the Mayo 

Clinic organization, recommendations to further research in other healthcare 

organizations and use other variables.  

The reason why I chose a qualitative research study is to get a better 

understanding of employee perception from their lived experiences of encounters with 

leadership in a hospital setting. I started with a quantitative study but not much literature 

on administrative employees in hospitals. It was important to share and describe human 

experiences rather than to test data. The participants would be allowed to express 

themselves so readers would be able to understand a different point of view regarding 
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leadership behavior and intent to leave organizations. Some of the themes in the study are 

general and the gap in the literature is administrative employee perception of leadership 

behaviors. The goal of this research is to provide an understanding of lived experiences 

that may create positive changes in healthcare and add to existing literature to assist 

future researchers.  

Job Satisfaction 

Job satisfaction was a determining factor in whether an employee chooses to 

remain in an organization. According to Labrague et al. (2020), Araujo and Figueiredo 

(2018), and Pedrosa et al. (2021), along with some research participants, job satisfaction 

may contribute to intent to leave. The previous literature by Peter et al. (2020) mentioned 

that employees must enjoy their workload, environment, and team for them to have job 

satisfaction. The participants in this study mentioned how the organization has goals set 

up, and it seems it is designed for failure. The work responsibilities and duties that 

participants mentioned seemed to complicate their daily lives. The research showed a 

similar response to the participants who were unhappy in their job positions and were 

thinking of leaving the organization. The research findings in this study were confirmed 

with previous research by Mehrad et al. (2020) and Araujo and Figueiredo (2018), further 

clarifying the reasons employees experience job satisfaction or dissatisfaction.  

Advancement Opportunity 

Some of the research participants mentioned that minimal or no advancement 

opportunities were presented. A participant mentioned that a leader blocked a transfer to 

a different department due to organizational needs, which created displeasure for the 
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employee. In previous literature, Ravangard et al. (2021) confirmed that little or no 

advancement opportunities may contribute to employee turnover. Comparing the 

participant feedback from my research to the Ravangard et al. study, both identified 

employees not having adequate opportunities for growth to advance in the organization as 

a fundamental problem. A participant mentioned that the leader would not provide a 

recommendation for a higher position in the organization. Advancement opportunities 

within an organization are what some employees strive for to achieve continued growth 

and development.  

Turnover and Retention 

This study confirmed and extended the research on employee turnover. The 

participants agreed that leadership behavior had an impact on their decision to leave the 

organization. Some participants chose to stay in the organization because they needed the 

income to care for their families until another opportunity became available. Participant 

data contributed to understanding the reason for intent to leave and turnover. According 

to Watkins et al. (2019), Labrague et al. (2020), Creel et al. (2021), Jian et al. (2022), and 

Pedrosa et al. (2021), leadership behaviors can result in employee turnover; this claim 

was further supported by the participants in my research. Thus, my study extends the 

research through highlighting the understanding of how leaders’ behavior may influence 

employee turnover. The employee’s perception of how they view their leadership 

provides awareness and understanding of how leadership may improve behavior within 

the workplace.  
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Employee perception of leadership increases understanding of concerns or issues 

that employees have that may help organizations should view to bring awareness. The 

employees are a potential component to how organizations grow their businesses. This 

study allowed participants to express their perception of leadership through their lived 

experiences, and it will contribute to the literature. According to Sarabi et al. (2020), 

Safari (2020), Labrague et al. (2020), Bakkal et al. (2019), and Selma Demirhan et al. 

(2020), behaviors that create adverse workplace include favoritism, lack of experience, 

lack of leader support, negative attitudes, retaliation, bullying, rudeness, and disrespectful 

treatment. Similar concerns were expressed by this study’s participants.  

Salary or Pay 

Salary or pay is a determining factor in accepting a job position. Some have the 

intention of climbing the ladder at the organization for increased financial compensation. 

One of my research participants mentioned that leadership increased the workload but did 

not upgrade the pay. Another participant had over 10 years at the organization but was 

not satisfied with the salary.  

Bush et al. (2020) and Martinussen, et al. (2020). confirmed in their research 

regarding advancement opportunities that pay increases for employees should be yearly. 

Pay increases are dependent on several factors relating to performance reviews and 

advancement opportunities. According to the 2023 NSI Healthcare &RN staffing report, 

salary has been found to be a reason that some employees decide to leave an 

organization. A few participants were currently looking for other employment 

opportunities due to wanting a pay increase due to recent inflation costs.  
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Communication 

Effective Communication is a key aspect of any relationship between individuals. 

This study’s participants mentioned issues of communication with their leadership, and 

Aravena (2019); Heimann et al. (2020), Mehrad et al. (2020), and Bush et al. (2020) 

agreed that lack of communication skills is a serious issue with leadership. The 

participants in this study mentioned that communication was limited and, and leaders 

were not always clear about work duties and responsibilities. A participant described 

their experience asking for a meeting with leadership to discuss their concerns, but it was 

declined and never happened. This experience made the employee feel undervalued and 

not able to express concerns openly and be heard by the leadership. As a result, the 

employee started looking for other job opportunities with other organizations. Pedrosa et 

al. (2021), Michalak et al. (2019), and Creel et al. (2021) agreed with my study 

participants that leadership should display good communication with their employees.  

Relationship 

The relationship was identified by several participants that created a theme. The 

participant in this research study mentioned “that their relationship with their leader was 

a good at one point but became nonexistent over time.” Some of the participant’s 

mentioned leadership was not honest and stopped sharing important work information. 

This impacted productivity and work relationships between the employee and leader. One 

employee mentioned that the leader thought she overheard her conversation and called 

her into the office to reprimand her. As a result, the employee escalated her concerns to 

upper management, which in turn created an unstable work environment between her and 
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the leader. Research studies by Ravangard et al. (2019) and Heimann et al. (2020) 

confirmed that relationships play a key role in leader member exchange and should be 

positive with mutual respect and employees being valued as a part of the team. 

Limitations of the Study  

The research study was conducted in the U.S. Southeast Region, which is a 

limitation of the study results. However, other regions and healthcare organizations may 

benefit from this research study. The research study discovered several limitations. I 

previously was concerned about not having enough participants as a limitation to have a 

good data analysis, but I was able to obtain adequate data from the 15 participants. 

During the participant interviews, I observed and documented the body language and 

emotions expressed. According to Pratt et al. (2019), trustworthiness shows validity and 

data replicate the information in the study. The open-ended questions allowed the 

participants to feel comfortable sharing their experiences with no restrictions.  

Another limitation involved my familiarity with the phenomenon. My personal 

experience as a former healthcare administrator posed a potential risk of bias. Another 

limitation was not having more face-to-face interviews. A few participants wore masks 

during the interview and disclosed that they have a weakened immune system. I did not 

have a problem with it because COVID-19 still is going around, and people still continue 

to contract the virus.  

More participants opted for the videoconference interview for many reasons such 

as convenience, time management, location, scheduling, holidays, and other family 

obligations. Another limitation was participants having enough time to answer the 
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research questions in their entirety. Some interviews required additional time, but clarity 

was needed on the questions, and more information was shared by the participants.  

The COVID-19 pandemic changed how organizational operations throughout the 

world. The research study by Yue et al. (2023) investigated empathetic leadership 

communication in relation to employee turnover, trust between leader and employee, and 

employee-organization relationship. The findings showed that leaders being empathetic 

by showing concern and caring towards employees during organizational changes make a 

huge difference in turnover and intent. The results showed that EOR quality was 

negatively related to employee intent to leave the organization. During the COVID-19 

pandemic, leaders were concerned with the health and safety of employees by taking the 

necessary precautions.  

Recommendations 

This qualitative descriptive phenomenological research study has several 

recommendations for further research. This study sample size consists of 15 

administrative employee participants that shared their experiences of administrative 

leadership behaviors and their contributions to turnover in the U.S. Southeast Region 

hospitals. This study may be replicated in the future research using a quantitative 

methodology and obtaining a greater sample size to generalize this research study. The 

study could be replicated in different regions with other administrative employees. A 

greater sample size may provide a more in-depth view of the research questions. It would 

be interesting to include some leader interviews doing a self-assessment of their behavior. 
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The leader may address some of the issues that contribute to turnover. It would be 

interesting to have other themes created within a future research study.  

The literature expresses the detrimental impact of toxic leadership behaviors that 

lead to employee retention and turnover problems. For instance, Jantijies and Botha 

(2024) study investigated how toxic leadership behavior impacted employee retention 

and turnover relationships in a clinical research company. The findings showed that there 

was a huge impact on leadership behavior on employee turnover and the workplace 

environment. Some of the factors from employee perceptions were self-promotion, 

abusive supervision, narcissism, uncertainty, and authoritarian leadership that led to 

turnover. The study implied that organizations need to address this issue of toxic 

leadership behavior and develop programs to decrease retention and turnover. Periodic 

leadership assessments throughout the year and building better relationships with the 

employees was mentioned in the study. Future researchers may analyze the toxic 

leadership and turnover in different industries and various cultures.  

In previous literature, Lyu et al. (2018) suggested that future research is needed to 

explore an in-depth aspect of abusive supervision. Bush et al. (2020) concluded that 

future studies may include more diverse races, a mixed age range of leaders, and 

administrative leadership. Further research on behaviors and attitudes is needed and 

recommended by Silva Araujo and Figueiredo (2019). Also, Heimann et al. (2020) and 

Mehrad et al. (2020) confirmed leadership behaviors as an issue but had limitations 

requiring further research. Sungar et al. (2019) agreed with Mehrad et al. regarding the 

need for further research on how healthcare providers’ effective leadership can decrease 
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turnover ratio. McKenna and Jeske (2021), Peter et al. (2020), and Zaheer et al. (2021) 

mentioned leadership behaviors and styles requiring further research. The 

recommendations of further research needed on leadership behaviors and turnover may 

continue to evolve and expand in the literature.  

Key recommendations are as follows: 

• leadership training programs that detail behaviors 

• psychological testing during hiring procedures 

• leader and employee team building events 

• advancement opportunity track during the onboarding process 

• webinars for relationship building in the workplace 

• weekly team meetings  

Implications 

This research may create positive social change within the healthcare industry by 

bringing awareness and understanding on leadership behaviors and turnover or retention 

from employee perception. My research study findings contribute to an understanding of 

what leadership behaviors may contribute to turnover within hospitals from the employee 

perception. This study may provide positive improvements in the community by 

educating individuals on leadership behaviors and turnover or retention. The employees 

expressed their lived experiences throughout their career journey in administrative 

positions. Healthcare organizations do improvement surveys on how to make things 

better, and this study may bring a deeper understanding of employees and reduction in 

turnover.  
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The study may allow organizations to implement new policies and procedures that 

will allow a positive leader member exchange program. This research study may provide 

positive social change and improve the communities within the United States and 

globally. Educating individuals, communities, and organizations on enhancing the work 

environment within this study may impact positive social change. Positive social change 

through providing evidence, experiences and literature may help support the need for 

change in hospitals, physician offices, dental offices, and other healthcare specific fields.  

The previous and current recommendations for further research are an indication 

of continued positive social change in the healthcare field relating to leadership and 

turnover. According to the 2023 NSI INC., National Healthcare Retention & RN Staffing 

Report, Healthcare organizations spend thousands each year on high turnover cost. 

Education is a great tool to bring awareness and training to healthcare organizations and 

individuals. Heimann et al. (2020) and Mehrad et al. (2020) mentioned that future 

research may assist with positive improvements with leadership programs in the 

healthcare industry. There may be future research on the study of leadership behaviors 

and turnover that may improve society as a whole. Positive social change can be created 

through leadership training programs, personality tests, open communication, and 

employee training programs (Chu, et al 2022 and Tsarouha, et al., 2021). The findings of 

my study showed that the behaviors portrayed by leadership may be improved to reduce 

retention and turnover intent. Improving leader and employee relationships in the 

workplace through positive exchanges and eliminating negative behaviors.  
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Positive social change within the community of the U.S. Southeast Region will 

allow organizations to have a deeper understanding of retention and turnover. This may 

decrease turnover costs in organizations and make room for improved hiring processes. 

Organizations may reorganize budgets and bring educators to help staff navigate issues or 

concerns. This study may allow states to create new laws protecting employees and 

organizations. Change is sometimes difficult but is necessary for improvements in 

society. I hope that my research study brings positive social change in the United States, 

globally, in the community, in the healthcare industry, and in other industries that have 

issues in leadership and turnover. The implications for positive social change include the 

potential for healthcare administrative leaders to focus on raising awareness, improving 

leadership practices, and enhancing understanding of turnover and retention in the 

healthcare sector.    

Conclusions 

This research study findings showed leadership behaviors that may contribute to 

turnover. This descriptive phenomenological qualitative study presented data through the 

lens of administrative employees regarding experiences with leadership in the hospital 

setting. The findings indicate a need for improvements in administrative leadership 

behaviors in hospitals to avoid costly turnover. This study focused on hospitals and other 

healthcare facilities such as physicians' practices and mental health facilities.  

The healthcare industry has a huge impact on the community that we live in. 

Leadership has a key role in organization and workplace culture. Leadership behavior 

should always serve as a role model, motivator, encourager, mentor, and support that 
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displays positive behavior Hattab, et al., 2022 and Khraim, 2023). This study supported 

evidence that leadership behaviors play a part in employee intent to leave and turnover in 

hospitals. The literature evidence shared within the study supported the need and helped 

address the gap of administrative leadership behavior in regard to turnover. This study 

contributes to bringing awareness through the lived experience of individuals that have 

faced obstacles in healthcare settings. Organizations should be aware of all employees' 

feedback, concerns, issues, and skills. The healthcare industry is continuing to grow and 

expand, which this study may support by facilitating necessary improvements in 

leadership and reducing employee turnover. This research study not only educates but 

brings awareness to the healthcare industry to reduce unnecessary costs and improve 

lead-member exchange.  

  



171 

 

References 

Afota, M.-C., Ollier-Malaterre, A., & Vandenberghe, C. (2024). The development of 

blended friendship in high leader-member exchange relationships: Mechanisms 

and consequences of a relational shift. Organizational Psychology Review, 14(4), 

519–541. https://doi.org/10.1177/20413866241269739  

Agazu, B. G., Birbirsa, Z. A., & Werke, S. Z. (2022). Leadership models and change 

management: A systematic review. https://doi.org/10.21203/rs.3.rs-2075522/v1  

Al Anwer Ashour, H. M., Banakhar, M. A., & Elseesy, N. A. E. (2022). Clinical 

leadership behaviors among critical care nurses in private and governmental 

hospital: A cross-sectional survey. International Journal of Nursing Sciences, 

9(3), 357–363. https://doi.org/10.1016/j.ijnss.2022.06.017  

Al-Khasawneh, A., & Abu Khadar, B. (2021). Organizational conflicts in hospitals and 

their impact on employee turnover: A case study of Jordan. Problems and 

Perspectives in Management, 19(2), 206–216. 

https://doi.org/10.21511/ppm.19(2).2021.17  

Alsaleh, K., Ali, T. M., Alhalafi, F., Ali, F., Alfotais, M., & Salem, O. (2025). 

Investigating the relationship between nurse managers’ leadership style and 

predicted nurses’ turnover. BMJ leader, leader-2024. 

Araujo, C. A. S., & Figueiredo, K. F. (2018). Brazilian nursing professionals: Leadership 

to generate positive attitudes and behaviours. Leadership in Health Services, 

32(1), 18–36. https://doi.org/10.1108/lhs-03-2017-0016  

https://doi.org/10.1177/20413866241269739
https://doi.org/10.21203/rs.3.rs-2075522/v1
https://doi.org/10.21511/ppm.19(2).2021.17
https://doi.org/10.1108/lhs-03-2017-0016


172 

 

Aravena, F. (2019). Destructive leadership behavior: An exploratory study in Chile. 

Leadership & Policy in Schools, 18(1), 83–96. 

https://doi.org/10.1080/15700763.2017.1384501  

Ataro, G. (2020). Methods methodological challenges and lesson learned from a 

phenomenological study about OSCE experience: Overview of paradigm-driven 

qualitative approach in medical education, Annals of Medicine and Surgery, 49, 

19–23. https://doi.org/10.1016/j.amsu.2019.11.013  

Azeez, T. A. (2023). Healthcare delivery in Sub-Saharan Africa: Exploring the impact of 

leadership theories and styles. Rwanda Medical Journal, 80(2), 69–87. 

https://doi.org/10.4314/rmj.v80i2.6  

Bakkal, E., Serener, B., & Myrvang, N. A. (2019). Toxic leadership and turnover 

intention: Mediating role of job satisfaction. Revista de Cercetare Si Interventie 

Sociala, 66, 88–102. https://doi.org/10.33788/rcis.66.6  

Bhangu, S., Provost, F., & Caduff, C. (2023). Introduction to qualitative research 

methods—Part I. Perspectives in Clinical Research, 14(1), 39–42. 

https://doi.org/10.4103/picr.picr_253_22  

Buriro, T. Z., Anand, V., Qureshi, M. N., & Shah, S. S. A. (2022). The role of perceived 

organizational support: Evidences from the horizontal and vertical workplace 

bullying. Employee Responsibilities and Rights Journal, 34(1), 41–54. 

https://doi.org/10.1007/s10672-021-09378-y  

Burr, K., Hinkson, C., Smith, B. J., Roberts, K., Strickland, S., Hoerr, C., Rehder, K. J., 

& Miller, A. G. (2022). Factors Associated with a Positive View of Respiratory 

https://doi.org/10.1080/15700763.2017.1384501
https://doi.org/10.1016/j.amsu.2019.11.013
https://doi.org/10.4314/rmj.v80i2.6
https://doi.org/10.33788/rcis.66.6
https://doi.org/10.4103/picr.picr_253_22
https://doi.org/10.1007/s10672-021-09378-y


173 

 

Care Leadership. Respiratory Care, 67(10), 1236–1245. 

https://doi.org/10.4187/respcare.10081 

Bush, S., Michalek, D., & Francis, L. (2020). Perceived leadership styles, outcomes of 

leadership, and self-efficacy among nurse leaders: A hospital-based survey to 

inform leadership development at a US regional medical center. Nurse Leader. 

https://doi.org/10.1016/j.mnl.2020.07.010  

Cantarino, G., & Oliveira de Araujo, F. (2022). Technical, behavioral and attitudinal 

competences of leaders/managers. Brazilian Journal of Operations & Production 

Management, 19(4), 1–8. https://doi.org/10.14488/BJOPM.2022.1558 

Caringal-Go, J. F., Teng-Calleja, M., Franco, E. P., Manaois, J. O., & Zantua, R. M. S. 

(2021). Crisis leadership from the perspective of employees during the COVID-

19 pandemic. Leadership & Organization Development Journal, 42(4), 630–643. 

https://doi.org/10.1108/LODJ-07-2020-0284 

Chang, S. M., Budhwar, P. & Crawshaw, J. (2021). The emergence of value-based 

leadership behavior at the frontline of management: A role theory perspective and 

future research agenda. Frontiers in Psychology, 12. 

https://doi.org/10.3389/fpsyg.2021.635106  

Chu, X., Zhang, L., & Li, M. (2022). Nurses’ strengths use and turnover intention: The 

roles of job crafting and self‐efficacy. Journal of Advanced Nursing, 78(7), 2075–

2084. https://doi.org/10.1111/jan.15124  

Clark, K. R., & Vealé, B. L. (2018). Strategies to enhance data collection and analysis in 

qualitative research. Radiologic Technology, 89(5), 482CT–485CT. 

https://doi.org/10.4187/respcare.10081
https://doi.org/10.1016/j.mnl.2020.07.010
https://doi.org/10.1108/LODJ-07-2020-0284
https://doi.org/10.3389/fpsyg.2021.635106
https://doi.org/10.1111/jan.15124


174 

 

Creel, J., Pearson, J. S., Dame, M., House, M. E., & Brooks, T. (2021). Weighing the 

issues of safety and employee retention (wiser) for leadership in healthcare. 

Journal of Business & Educational Leadership, 11(1), 17–30. 

Cziraki, K., Wong, C., Kerr, M., & Finegan, J. (2020). Leader empowering behaviour: 

Relationships with nurse and patient outcomes. Leadership in Health Services, 

33(4), 397–415. https://doi.org/10.1108/LHS-04-2020-0019 

Dechawatanapaisal, D. (2018). Nurses' turnover intention: The impact of leader‐member 

exchange, organizational identification and job embeddedness. Journal of 

Advanced Nursing, 74(6), 1380. https://doi.org/10.1111/Jan. 13552 

Dupe, B., Mitton, S., Hughes, L., Gross, E., Wong, C., Martina, K., Townsend, C., 

Savoie, J., Parzanese, M., & Di Prospero, L (2022) Investing in our human 

capital: Sharing the experience of implementing a retention strategy at a large 

academic hospital from a leadership lens, Journal of Medical Imaging and 

Radiation Sciences, 53(4). 100-106. https://doi.org/10.1016/j.jmir.2022.08.011  

Devakirubai, E. (2020). Quality in qualitative research: An overview. Indian Journal of 

Continuing Nursing Education. 21. 76. https://doi.org/10.4103/IJCN.IJCN_48_20  

Dyrbye, Liselotte N,M.D., M.H.P.E., Major-Elechi, B., Hays, J. T., Fraser, C. H., 

M.B.A., Buskirk, S. J., M.D., & West, Colin P,M.D., PhD. (2020). Relationship 

Between Organizational Leadership and Health Care Employee Burnout and 

Satisfaction. Mayo Clinic Proceedings, 95(4), 698-708. 

https://doi.org/10.1016/j.mayocp.2019.10.041  

https://doi.org/10.1108/LHS-04-2020-0019
https://doi.org/10.1016/j.jmir.2022.08.011
https://doi.org/10.4103/IJCN.IJCN_48_20
https://doi.org/10.1016/j.mayocp.2019.10.041


175 

 

Ecoff, L., & Stichler, J. F. (2022). Development and Psychometric Testing of a 

Leadership Competency Assessment. JONA: The Journal of Nursing 

Administration, 52(12), 666–671. 

https://doi.org/10.1097/NNA.0000000000001229  

Fischer, T., Amy Wei Tian, Allan Lee, & Hughes, D. (2021) Abusive supervision: A 

systematic review and fundamental rethink, The Leadership Quarterly, Volume 

32, Issue 6, 2021, 101540,ISSN 1048-9843, 

https://doi.org/10.1016/j.leaqua.2021.101540 

Gill, S. L. (2020). Qualitative Sampling Methods. Journal of Human Lactation, 36(4), 

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

Halcomb, E. J., & Davidson, P.M. (2006). Is verbatim transcription of the data always 

necessary? Applied Nursing Research, 19(1), 38-42. 

Hattab, S., Wirawan, H., Salam, R., Daswati, D., & Niswaty, R. (2022). The effect of 

toxic leadership on turnover intention and counterproductive work behaviour in 

Indonesia public organisations. International Journal of Public Sector 

Management, 35(3), 317–333. https://doi.org/10.1108/IJPSM-06-2021-0142 

Heimann, A. L., Ingold, P. V., & Kleinmann, M. (2020). Tell us about your leadership 

style: A structured interview approach for assessing leadership behavior 

constructs. The Leadership Quarterly, 31(4). 

Hogan, D. (2020). Making the move from clinical nursing to non-clinical leadership. 

Veterinary Record: Journal of the British Veterinary Association, 186(12), i–ii. 

https://doi.org/10.1136/vr.m1248 

about:blank
https://doi.org/10.1108/IJPSM-06-2021-0142


176 

 

           https://doi.org/10.1007/s40037-019-0509-2 

https://doi-org.ezp.waldenulibrary.org/10.1016/j.leaqua.2019.101364 

Huyghebaert‐Zouaghi, T., Morin, A. J., Ntoumanis, N., Berjot, S., & Gillet, N. (2023). 

Supervisors' interpersonal styles: An integrative perspective and a measure based 

on self‐determination theory. Applied Psychology, 72(3), 1097-1133. 

Hwang, J., Song, E. K., & Ko, S. (2022). Relationships among basic psychological needs, 

organizational commitment, perceived authentic leadership and turnover intention 

in Korean nurses: A cross‐sectional study. Journal of Nursing Management, 

30(7), 2176–2184. https://doi.org/10.1111/jonm.13546 

Jantjies, S. D., & Botha, P. A. (2024). Investigating toxic leadership’s influence on 

employee turnover intention in a clinical research organization. South African 

Journal of Human Resource Management, 22, 1–11. 

https://doi.org/10.4102/sajhrm.v22i0.2571 

Jian, Q., Wang, X., Al-Smadi, H. M., Waheed, A., Badulescu, A., & Samad, S. (2022). 

Proposing a Robust Model to Reduce Employees’ Turnover Intentions in an 

Ethical Leadership Framework: Empirical Evidence from the Healthcare 

Sector. International Journal of Environmental Research and Public 

Health, 19(15).  

Johnson, T., & Shamroukh, S. (2024). Predictive modeling of burnout based on 

organizational culture perceptions among health systems employees: a 

comparative study using correlation, decision tree, and Bayesian analyses. 

Scientific Reports, 14(1), 1–26. https://doi.org/10.1038/s41598-024-56771-2 

https://doi.org/10.1007/s40037-019-0509-2
https://doi-org.ezp.waldenulibrary.org/10.1016/j.leaqua.2019.101364
https://doi.org/10.1111/jonm.13546
https://doi.org/10.4102/sajhrm.v22i0.2571
https://doi.org/10.1038/s41598-024-56771-2


177 

 

Khraim, H. (2023). The impact of organizational change on employee turnover intentions 

at private hospitals: The moderating role of emotional intelligence. Problems and 

Perspectives in Management, 21(4), 52–62. 

https://doi.org/10.21511/ppm.21(4).2023.05 

Kibe, N., & Kihara , A. (2022). Change Management Practices and Performance of 

health sector in Kenya: A review of the literature. Journal of Business and 

Strategic Management, 7(2), 65–84. https://doi.org/10.47941/jbsm.942 

Labrague, L. J., Lorica, J., Nwafor, C. E., & Cummings, G. G. (2021). Predictors of toxic 

leadership behaviour among nurse managers: A cross‐sectional study. Journal of 

Nursing Management (John Wiley & Sons, Inc.), 29(2), 165–176. 

https://doi.org/10.1111/jonm.13130  

Labrague, L. J., Lorica, J., Nwafor, C. E., Bogaert, P., & Cummings, G. G. (2020). 

Development and psychometric testing of the toxic leadership behaviors of nurse 

managers (ToxBH‐NM) scale. Journal of Nursing Management (John Wiley & 

Sons, Inc.), 28(4), 840–850. https://doi.org/10.1111/jonm.13008  

Labre, J.-F., & Lauzier, M. (2021). Studying the Influences of Organizational Learning 

on Turnover Intentions, Absenteeism, and Organizational Performance among 

Employees Working in a French-Canadian Hospital. International Journal of 

Training Research, 19(1), 1–20. https://doi.org/10.1080/14480220.2020.1864439 

LaPelle, N. R. (2004). Simplifying qualitative data analysis using general purpose 

software tools. Preventive and Behavioral Medicine, 16(1), 1-20. 

https://doi.org/10.21511/ppm.21(4).2023.05
about:blank
https://doi.org/10.1080/14480220.2020.1864439


178 

 

Layne, D., Nemeth, L., Mueller, M., & Martin, M. (2019). Negative Behaviors among 

Healthcare Professionals: Relationship with Patient Safety Culture. Healthcare, 

7(1), 23. https://doi.org/10.3390/healthcare7010023 

Lee, M. C. C., Sim, B. Y. H., & Tuckey, M. R. (2024). Comparing effects of toxic 

leadership and team social support on job insecurity, role ambiguity, work 

engagement, and job performance: A multilevel mediational perspective. Asia 

Pacific Management Review, 29(1), 115–126. 

https://doi.org/10.1016/j.apmrv.2023.09.002 

Leider, J. P., Coronado, F., Bogaert, K., & Sellers, K. (2021). A Multilevel Workforce 

Study on Drivers of Turnover and Training Needs in State Health Departments: 

Do Leadership and Staff Agree? Journal of Public Health Management & 

Practice, 27(1), 30–37. https://doi.org/10.1097/PHH.0000000000001082 

Li, Z.-Y., Wang, Q., Chen, H.-X., Yang, Y.-P., & Tung, T.-H. (2024). The Relationship 

between Negative Leadership Behaviours and Silence among Nurses. Journal of 

Nursing Management, 2024. https://doi.org/10.1155/2024/4561005 

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

Lyu, D., Ji, L., Zheng, Q., Yu, B., & Fan, Y. (2018). Abusive supervision and turnover 

intention: Mediating effects of psychological empowerment of nurses. 

International Journal of Nursing Sciences, 6(2), 198–203. 

Magbity, J. B., Ofei, A. M. A., & Wilson, D. (2020). Leadership Styles of Nurse 

Managers and Turnover Intention. Hospital Topics, 98(2), 45–50. 

https://doi.org/10.1080/00185868.2020.1750324 

https://doi.org/10.3390/healthcare7010023
https://doi.org/10.1016/j.apmrv.2023.09.002
https://doi.org/10.1097/PHH.0000000000001082
https://doi.org/10.1155/2024/4561005
https://doi.org/10.1080/00185868.2020.1750324


179 

 

Majeed, N., & Jamshed, S. (2021). Nursing turnover intentions: The role of leader 

emotional intelligence and team culture. Journal of Nursing Management, 29(2), 

229–239. https://doi.org/10.1111/jonm.13144 

Martinussen, P. E., Magnussen, J., Vrangbæk, K., & Frich, J. C. (2020). Should I stay or 

should I go? The role of leadership and organizational context for hospital 

physicians’ intention to leave their current job. BMC Health Services Research, 

20(1), 400. https://doi.org/10.1186/s12913-020-05285-4 

Mathisen, J., Nguyen, T., Høy Jense, J., Rugulies, R. & Hulvej Rod, N. (2021). Reducing 

employee turnover in hospitals: estimating the effects of hypothetical 

improvements in the psychosocial work environment. Scandinavian Journal of 

Work, Environment & Health, 47(6), 456–465. 

https://doi.org/10.5271/sjweh.3969 

Maxwell, J. A. (2021). Why qualitative methods are necessary for generalization. 

Qualitative Psychology, 8(1), 111–118. https://doi.org/10.1037/qup0000173 

McKenna, J., & Jeske, D. (2021). Ethical leadership and decision authority effects on 

nurses’ engagement, exhaustion, and turnover intention. Journal of Advanced 

Nursing, 77(1), 198–206. https://doi.org/10.1111/jan.14591 

Mehrad, A., Fernández-Castro, J & Pau González Gómez de Olmedo, M. (2020). A 

systematic review of leadership styles, work engagement, and organizational 

support. International Journal of Research in Business and Social Science, 9(4), 

66–77. 

https://doi.org/10.1111/jonm.13144
https://doi.org/10.1186/s12913-020-05285-4
https://doi.org/10.5271/sjweh.3969
about:blank
https://doi.org/10.1111/jan.14591


180 

 

Michalak, R. T., Kiffin-Petersen, S. A., & Ashkanasy, N. M. (2019). "I Feel Mad, So I Be 

Bad": The Role of Affect, Dissatisfaction and Stress in Determining Responses to 

Interpersonal Deviance. British Journal of Management, 3, 645. 

https://doi.org/10.1111/1467-8551.12286  

Mishra, B., & Tikoria, J. (2021). Impact of ethical leadership on organizational climate 

and its subsequent influence on job commitment: a study in hospital context. 

Journal of Management Development, 40(5), 438–452. 

https://doi.org/10.1108/JMD-08-2020-0245 

Mishra, S., & Dey, A. K. (2022). Understanding and Identifying “Themes” in Qualitative 

Case Study Research. South Asian Journal of Business & Management 

Cases, 11(3), 187–192. https://doi.org/10.1177/22779779221134659 

Moore, J. R., & Hanson, W. (2022). Improving leader effectiveness: Impact on employee 

engagement and retention. Journal of Management Development, 41(7–8), 450–

468. https://doi.org/10.1108/JMD-02-2021-0041  

Mostafa, A. M. S., Farley, S., & Zaharie, M. (2021). Examining the boundaries of ethical 

leadership: The harmful effect of co-worker social undermining on 

disengagement and employee attitudes. Journal of Business Ethics, 174(2), 355–

368. https://doi.org/10.1007/s10551-020-04586-2 

Mrayyan, M. T. (2025). Effects of Nursing Leaders’ Toxic Leadership on Nurses’ 

Workplace Satisfaction, Job Engagement, and Turnover Intention: An Online 

Cross‐Sectional Study. Journal of Advanced Nursing (John Wiley & Sons, Inc.), 

1. https://doi.org/10.1111/jan.16923 

https://doi.org/10.1111/1467-8551.12286
https://doi.org/10.1108/JMD-08-2020-0245
https://doi.org/10.1177/22779779221134659
https://doi.org/10.1108/JMD-02-2021-0041
https://doi.org/10.1007/s10551-020-04586-2
https://doi.org/10.1111/jan.16923


181 

 

Neubauer, B.E., Witkop, C.T. & Varpio, L. (2019) How phenomenology can help us 

learn from the experiences of others. Perspect Med Educ 8, 90–97 (2019). 

https://doi.org/10.1007/s40037-019-0509-2  

Noguchi-Watanabe, M., Yamamoto-Mitani, N. & Takai, Y. (2016). How does collegial 

support increase retention of registered nurses in homecare nursing agencies? a 

qualitative study. BMC Nursing, 15, 1–8. 

NSI Solutions, Inc. (2023). National healthcare retention & RN staffing report. 

https://www.nsinursingsolutions.com/Documents/Library/NSI_National_Health_

Care_Retention_Report.pdf 

Omanwar, S. P., & Agrawal, R. K. (2022). Servant leadership, organizational 

identification and turnover intention: an empirical study in hospitals. International 

Journal of Organizational Analysis (1934-8835), 30(2), 239–258. 

https://doi.org/10.1108/IJOA-08-2020-2374  

Oruh, E. S., Mordi, C., Ajonbadi, A., Mojeed-Sanni, B., Nwagbara, U., & Rahman, M. 

(2020). Investigating the relationship between managerialist employment relations 

and employee turnover intention: The case of Nigeria. Employee Relations, 42(1), 

52–74. https://doi.org/10.1108/ER-08-2018-0226 

Owens, G. M. (2023). Challenges Facing the US Healthcare System in 2023 and Beyond: 

A Payer Perspective. American Health & Drug Benefits, 16, 6–8. 

Özkan, A. H. (2022). Abusive supervision climate and turnover intention: Is it my 

coworkers or my supervisor ostracizing me? Journal of Nursing Management, 

30(6), 1462–1469. 

https://doi.org/10.1007/s40037-019-0509-2
https://www.nsinursingsolutions.com/Documents/Library/NSI_National_Health_Care_Retention_Report.pdf
https://www.nsinursingsolutions.com/Documents/Library/NSI_National_Health_Care_Retention_Report.pdf
https://doi.org/10.1108/IJOA-08-2020-2374
https://doi.org/10.1108/ER-08-2018-0226


182 

 

Pedrosa, J., Sousa, L., Valentim, O., & Antunes, V. (2021). Organizational culture and 

nurse’s turnover: A systematic literature review. International Journal of 

Healthcare Management, 14(4), 1542–1550. 

Peng, S., Roth, A. R., & Perry, B. L. (2023). Random sampling of alters from networks: 

A promising direction in egocentric network research. Social Networks, 72, 52–

58. https://doi.org/10.1016/j.socnet.2022.09.004 

Peter, K. A., Hahn, S., Schols, J. M. G. A., & Halfens, R. J. G. (2020). Work‐related 

stress among health professionals in Swiss acute care and rehabilitation 

hospitals—A cross‐sectional study. Journal of Clinical Nursing (John Wiley & 

Sons, Inc.), 29(15/16), 3064–3081. https://doi.org/10.1111/jocn.15340  

Pillay, Z., Ramukumba, M. M., & Kerr, J. (2022). Nurse Managers’ Views of Measures 

to Improve Nurse Retention at a Selected Hospital in KwaZulu-Natal, South 

Africa. Africa Journal of Nursing & Midwifery, 24(1), 1–14. 

https://doi.org/10.25159/2520-5293/9022 

Pio, R. J., & Lengkong, F. D. J. (2020). The relationship between spiritual leadership to 

quality of work life and ethical behavior and its implication to increasing the 

organizational citizenship behavior. Journal of Management Development, 39(3), 

293–305. https://doi.org/10.1108/JMD-07-2018-0186 

Pratt, M. G., Kaplan, S., & Whittington, R. (2019). Editorial Essay: The Tumult over 

Transparency: Decoupling Transparency from Replication in Establishing 

Trustworthy Qualitative Research*. Administrative Science Quarterly, 65(1), 1-

19. https://doi.org/10.1177/0001839219887663 

about:blank
https://doi.org/10.1111/jocn.15340
https://doi.org/10.25159/2520-5293/9022
https://doi.org/10.1108/JMD-07-2018-0186
https://doi.org/10.1177/0001839219887663


183 

 

Praveena, K. R., & Sasikumar, S. (2021). Application of Colaizzi’s method of data 

analysis in phenomenological research. Medico Legal Update, 21(2), 914-918. 

Predictive Analysis Today. (2016b). Top 21 free qualitative data analysis software. 

https://www.predictiveanalyticstoday.com/top-free-qualitative-data-analysis-

software/ 

Quek, S. J., Thomson, L., Houghton, R., Bramley, L., Davis, S., & Cooper, J. (2021). 

Distributed leadership as a predictor of employee engagement, job satisfaction 

and turnover intention in UK nursing staff*. Journal of Nursing Management 

(John Wiley & Sons, Inc.), 29(6), 1544–1553. https://doi.org/10.1111/jonm.13321  

Ravangard, R., Dianat, S., & Shokrpour, N. (2019). The Factors Affecting Hospital 

Employees’ Turnover Intentions: A Case of Iran. Health Care Manager, 38(2), 

166–178. https://doi.org/10.1097/HCM.0000000000000258  

Renjith, V., Yesodharan, R., Noronha, J. A., Ladd, E., & George, A. (2021). Qualitative 

Methods in Health Care Research. International journal of preventive medicine, 

12, 20. https://doi.org/10.4103/ijpvm.IJPVM_321_19 

Sayyadi, M., & Provitera, M. J. (2024). What American Business Leaders Can Learn 

about Leadership Development from Toyota? Journal of Values Based 

Leadership, 17(1), 193–195. 

Shrivastava, S., & Shrivastava, P. (2023). Data collection process in qualitative research: 

Challenges and potential solutions. Medical Journal of Dr. D.Y. Patil Vidyapeeth, 

16(3), 443–445. https://doi.org/10.4103/mjdrdypu.mjdrdypu_871_21  

https://doi.org/10.1111/jonm.13321
https://doi.org/10.1097/HCM.0000000000000258
https://doi.org/10.4103/ijpvm.IJPVM_321_19
https://doi.org/10.4103/mjdrdypu.mjdrdypu_871_21


184 

 

Seidman, I. (2012). Interviewing as qualitative research: A guide for researchers in 

education and the social sciences (3rd). New York, NY, Teachers College 

Selma Demirhan, B., Gezginci, E., & Goktas, S. (2020). The Effect of Leadership 

Behaviours of Nurse Managers on Nurses’ Work Motivation. International 

Journal of Caring Sciences, 13(1), 381–391. https://www.merriam-

webster.com/dictionary/behavior Retrieved on May 2, 2023 

Sherman, RO, Bishop M, Eggenberger T, & Karden R. (2007). Development of a 

leadership competency model. JONA: The Journal of Nursing Administration, 

37(2), 85–94. https://doi.org/10.1097/00005110-200702000-00011  

Shorey, S., & Ng, E. D. (2022). Examining characteristics of descriptive             

phenomenological nursing studies: A scoping review. Journal of Advanced 

Nursing, 78(7), 1968–1979. https://doi.org/10.1111/jan.15244 

Siangchokyoo, N., Klinger, R. L., & Campion, E. D. (2020). Follower transformation as 

the linchpin of transformational leadership theory: A systematic review and future 

research agenda. The Leadership Quarterly, 31(1), 101341. 

Smith, J., & Firth, J. (2011). Qualitative data analysis: the framework approach. Nurse 

Researcher, 18(2), 52–62.  

Sofaer, S. (1999). Qualitative methods: what are they and why use them? Health services 

research, 34(5 Pt 2), 1101-18. PMID: 10591275; PMCID: PMC1089055. 

Spector, P. E., Howard, D. J., Eisenberg, E. M., Couris, J. D., & Quinn, J. F. (2025). The 

Impact of Authentic Leadership Behavior on Employee Trust, Job satisfaction, 

and Organizational Commitment: An Experimental Evaluation of a Workplace 

https://www.merriam-webster.com/dictionary/behavior
https://www.merriam-webster.com/dictionary/behavior
https://doi.org/10.1097/00005110-200702000-00011
https://doi.org/10.1111/jan.15244


185 

 

Intervention in a Healthcare Organization. Human Performance, 38(4), 196–220. 

https://doi.org/10.1080/08959285.2025.2522437 

Surawy-Stepney, N., Provost, F., Bhangu, S., & Caduff, C. (2023). Introduction to 

qualitative research methods: Part 2. Perspectives in Clinical Research, 14(2), 95–

99. https://doi.org/10.4103/picr.picr_37_23  

Taking the ethical lead: Predicting the behavior of business leaders. (2020). Development 

and Learning in Organizations: An International Journal, 34(4), 37–39. 

https://doi.org/10.1108/DLO-01-2020-0020  

           the experiences of others. Perspect Med Educ 8, 90–97 (2019).     

Thompson, S. C., Holmgren, A. J., & Ford, E. W. (2022). Information system use 

antecedents of nursing employee turnover in a hospital setting. Health Care 

Management Review, 47(1), 78–85. 

https://doi.org/10.1097/HMR.0000000000000308 

Tolksdorf, K. H., Tischler, U., & Heinrichs, K. (2022). Correlates of turnover intention 

among nursing staff in the COVID-19 pandemic: a systematic review. BMC 

Nursing, 21(1), 1–17. https://doi.org/10.1186/s12912-022-00949-4 

Tsarouha, E., Stuber, F., Seifried-Dübon, T., Radionova, N., Schnalzer, S., Nikendei, C., 

Genrich, M., Worringer, B., Stiawa, M., Mulfinger, N., Gündel, H., Junne, F.& 

Rieger, M. (2021). Reflection on leadership behavior: potentials and limits in the 

implementation of stress-preventive leadership of middle management in 

hospitals – a qualitative evaluation of a participatory developed intervention. 

https://doi.org/10.1080/08959285.2025.2522437
https://doi.org/10.4103/picr.picr_37_23
https://doi.org/10.1108/DLO-01-2020-0020
https://doi.org/10.1097/HMR.0000000000000308
https://doi.org/10.1186/s12912-022-00949-4


186 

 

Journal of Occupational Medicine and Toxicology, 16(1), 1–14. 

https://doi.org/10.1186/s12995-021-00339-7 

Upadhyay, S., Weech-Maldonado, R., & Opoku-Agyeman, W. (2022). Hospital Cultural 

Competency Leadership and Training is Associated with Better Financial 

Performance. Journal of Healthcare Management, 67(3), 149–161. 

https://doi.org/10.1097/JHM-D-20-00351 

Upenieks, V. (2003). Nurse leaders' perceptions of what compromises successful 

leadership in today's acute inpatient environment. Nursing administration 

quarterly, 27(2), 140–152. 

Urcia, I. A. (2021). Comparisons of Adaptations in Grounded Theory and 

Phenomenology: Selecting the Specific Qualitative Research Methodology. 

International Journal of Qualitative Methods, 1–14. 

https://doi.org/10.1177/16094069211045474  

Utama I K.A.B., & Wibawa I M.A. (2022). The Role of Adversity Quotient in 

Moderating the Effect of Work Stress and Work Motivation on Employee 

Turnover Intention: A Case Study of Bali Royal Hospital Denpasar. Russian 

Journal of Agricultural and Socio-Economic Sciences, 124(4), 34–44. 

Vadi, E., & Kasemaa, A. (2023). Healthcare workers’ perceptions of their managers’ 

leadership behaviour and emotional intelligence: a quantitative study in an 

Estonian hospital. Proceedings of the Estonian Academy of Sciences, 72(3), 239–

249. https://doi.org/10.3176/proc.2023.3.06 

https://doi.org/10.1186/s12995-021-00339-7
https://doi.org/10.1097/JHM-D-20-00351
https://doi.org/10.1177/16094069211045474
https://doi.org/10.3176/proc.2023.3.06


187 

 

Van Kleeff, R., van Harten, J., & Knies, E. (2024). Stairway to heaven or a placebo: the 

impact of lean leadership, through job demands, on hospital workers’ engagement 

and performance. Leadership in Health Services, 37(1), 130–146. 

https://doi.org/10.1108/LHS-05-2023-0034 

Vignato, J., Inman, M., Patsais, M., & Conley, V. (2022). Computer-assisted qualitative 

data analysis software, phenomenology, and Colaizzi’s method. Western journal 

of nursing research, 44(12), 1117-1123. 

https://doi.org/10.1177/01939459211030335  

Wang, H., Xiang, X., & Dong, L. (2023). Exploring a competency framework for the 

chief financial officer of a hospital: a qualitative study from China. BMC Health 

Services Research, 23(1), 1–12. https://doi.org/10.1186/s12913-023-09711-1  

Watkins, T., Fehr, R., & He, W. (2019). Whatever it takes: Leaders’ perceptions of 

abusive supervision instrumentality. The Leadership Quarterly, 30(2), 260–272.  

Yao, J. J. (2021). Predictors of Counterproductive Workplace Behavior of Nurses. Asia 

Pacific Journal of Health Management, 16(2), 39–44. 

https://doi.org/10.24083/apjhm.v16i2.489 

Yue, C. A., Thelen, P. D., & Walden, J. (2023). How empathetic leadership 

communication mitigates employees’ turnover intention during COVID-19-

related organizational change. Management Decision, 61(5), 1413–1433. 

https://doi.org/10.1108/MD-01-2022-0011 

Zaheer, S., Ginsburg, L., Wong, H. J., Thomson, K., Bain, L., & Wulffhart, Z. (2021). 

Acute care nurses’ perceptions of leadership, teamwork, turnover intention and 

https://doi.org/10.1108/LHS-05-2023-0034
https://doi.org/10.1177/01939459211030335
https://doi.org/10.1186/s12913-023-09711-1
https://doi.org/10.24083/apjhm.v16i2.489
https://doi.org/10.1108/MD-01-2022-0011


188 

 

patient safety – a mixed methods study. BMC Nursing, 20(1), 1–14. 

https://doi.org/10.1186/s12912-021-00652 

Zhou, D., Liu, S.-M., & Xin, H. (2020). Servant leadership behavior: Effects on leaders’ 

work-family relationship. Social Behavior and Personality: An International 

Journal, 3, 1j. 

Zia Ul Haq Kakar, Rizwana Rasheed, Aamir Rashid, & Salma Akhter. (2023). Criteria 

for Assessing and Ensuring the Trustworthiness in Qualitative 

Research. International Journal of Business Reflections, 4(2), 150–173. 

https://doi.org/10.56249/ijbr.03.01.44 

https://doi.org/10.1186/s12912-021-00652
https://doi.org/10.56249/ijbr.03.01.44

	Employee Perception of Administrator Leadership Behaviors in Southeastern U.S. Hospitals That May Contribute to Employee Turnover
	PhD Dissertation Template, APA 7

