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Abstract  

Seventy-three percent of U.S. business leaders identified that good human resource practices, 

such as acquiring, developing, and retaining employees, are essential to the efficiency and 

effectiveness of business operations. Based on the people capability maturity model (P-CMM) 

and transformational leadership theory, this qualitative multiple case study purpose explored 

successful strategies that leaders of small- and medium-sized businesses (SMBs) used to 

acquire, develop, and retain employees. The case population was comprised of five SMB 

leaders in the Cayman Islands who successfully used talent management strategies to 

acquire, develop, and retain employees for more than 5 years, as well as four employees who 

had worked with the SMBs for more than 5 years. The selected leaders participated in face-to-

face semistructured interviews, while the employees participated in a focus group. The data 

analysis process followed Yin’s five-phase analysis cycle; it entailed an analysis of interview 

responses from individual interviews, the focus group interview, and a review of related 

documents. Four themes emerged from the data analysis: conducting management 

assessments, following recruitment and selection guidelines, empowering and enabling 

employees, and fostering workplace loyalty. A recommendation is that SMB leaders prepare 

training manuals from their successful procedures to be used internally and for 

benchmarking with other SMBs. The study’s findings could contribute to positive social 

change by enabling leaders to improve employee development and retention for more 

productive employees and higher revenues to benefit society through employees becoming 

mentors and volunteers in local communities. 
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Introduction  

Business leaders who prioritize talent management strategies have expressed the need to successfully acquire, 

develop, and retain employees (Krishnan & Scullion, 2017), as talent management is a vital strategy for any 

organization. Prioritizing talent management strategies is a way to affect performance and reinforce strategic 

objectives (Glaister et al., 2018), which are essential to successful business leaders. The purpose of this study 

was to explore strategies used by small- and medium-sized business (SMB) leaders to implement effective 

talent management practices.  

In the United States, 73% of business leaders agreed that effective talent management strategies promote 

business effectiveness (Masa’deh et al., 2018), as SMBs continue to underperform because their leaders do not 

manage talent effectively. Therefore, identifying SMB leaders in the Cayman Islands who successfully 

developed and implemented efficacious talent management strategies to acquire, develop, and retain 

employees was a key study requirement.  

Conducting a study on talent management practices in SMBs was critical because human resources are 

essential to any organization, regardless of size. According to Claus (2019), acquiring the right talent and 

engaging efforts to maintain and retain talent can become problematic for leaders due to the competitiveness 

of globalization. This means that talent management strategic actions, taken by business leaders, are essential 

to supporting and facilitating success in the organizations (Krishnan & Scullion, 2017). Obtaining the right 

talent is essential to fulfilling the goals of organizations (Goswami, 2018). Using the findings from this study, 

SMB leaders may gain insights into successful talent management practices—those used to acquire, develop, 

and retain employees. 

Literature Review 

Extensive research was conducted to obtain information about published authors’ views on enhancing talents 

within SMBs, as there are different facets to consider when examining effective talent management strategies. 

This literature review includes a discussion of the composite conceptual framework using two theories: the 

people capability maturity model (P-CMM) and the transformational leadership theory.  

Capability Maturity Model (CMM) 

The predecessor of the people capability maturity model (P-CMM) is the capability maturity model (CMM), 

where capability refers to an individual’s ability to complete activities associated with their level of maturity 

(Proença & Borbinha, 2016). Originating from a computer science study, the CMM was used to improve 

software development (Proença & Borbinha, 2016), as developing and maintaining software became a priority 

for the software developers to ensure successful operations from a disciplined approach (Paulk et al., 1993). 

Developed in 1986, the CMM is a system of continuous activity and process improvement for the realization of 

optimal performance (Akhlaghpour & Lapointe, 2018), and it also provides strategies to enhance quality at all 

https://doi.org/10.5590/IJAMT.2023.22.1.01
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developmental process levels (Paulk et al., 1993). The CMM has become so versatile that its use is evident in 

various business disciplines transcending engineering and computer science (Paulk et al., 1993). For example, 

the use of CMM is appropriate for assessing a business leader’s readiness to initiate, plan, manage, evaluate, 

and engage employees (Nelson et al., 2015).  

Following the CMM, one strategy is to have performance-based funding for motivating worker participation 

and retention, as the CMM was the software maturity model that professionals used for depicting the stage for 

further development (Nelson et al., 2015). Humphrey (1989) postulated a rule basis to make software 

development predictable, with the development steps identified as (a) initial, (b) repeatable, (c) defined, (d) 

managed, and (e) optimized. These five levels of maturity allow organizations to assess current performance 

and determine the scope and focus for necessary improvements (Paulk et al., 1993). Humphrey (1989) 

described the five principles as useful to managers and business leaders in different areas by highlighting the 

effectiveness of the five levels used as leadership strategies to improve business operations. 

People Capability Maturity Model (P-CMM) 

Researchers have used the people capability maturity model (P-CMM) as the conceptual framework in 

exploring talent management strategies to acquire, develop, and retain talent. Curtis et al. (1995) introduced 

the P-CMM for Carnegie Mellon University, and it has been used to develop, classify, motivate, and retain 

human resources (Curtis et al., 1995). The P-CMM includes guidelines for talent improvement (depending on 

the level of maturity and its underlying themes): identifying and improving talents, developing teams to 

appreciate organizational culture, motivating and leading employees, and aligning the workforce to meet the 

organization’s goals and objectives (Curtis et al., 1995). The adaptation of these levels of maturity may provide 

significant benefits for firms.  

Surega (2019) and Chen and Wang (2018) noted that the five levels of the model are: initial, managed, 

defined, predictable, and maturity, and that leaders applying these five levels can significantly affect talent 

management within organizations. The philosophy behind the P-CMM is that human resources management 

practices exist in progressive stages when identifying, selecting, developing, and maintaining the workforce to 

align with an organization’s strategic goals for greater efficiency (Dutta et al., 2018). The P-CMM within any 

organization could influence the development and implementation of policies that result in human capital 

development in a strategic format (Vakaslahti, 1997). 

Although leaders and other professionals use P-CMM to foster continuous improvements for employee talents, 

criticisms of the theory exist. For example, Wademan et al. (2008) noted that even though the Carnegie Mellon 

University Software Institute’s goal was to develop the P-CMM for improving people management, the planned 

activities did not result in achieving predetermined goals. Still, planning is critical to advance any function 

(Wademan et al., 2008), as an efficient management structure system might signify leader proactivity within a 

competitive environment and result in minimized disruptions. Businesses could also experience continuous 

improvement in talent pools necessary for innovation and performance (Surega, 2019).  

According to Surega (2019), the use of the P-CMM could be essential in establishing an employee 

performance management system for SMBs that utilize the five levels as a major performance management 

strategy. Lee (2017) underscores its importance in identifying competencies in a talent pool: identifying ways to 

improve and maximize employee capabilities and suggesting that competent employees promote and improve 

the operations necessary to meet business goals and objectives.  

Malik et al. (2018) studied the significance of innovation adoption for business sustainability from leader 

perspectives in India’s information technology industry. A key finding was that people power, as the driving force, 

was critical for participating organization profitability. Therefore, the effective management of human resources 
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for achieving benefits that far outweigh the costs (Malik et al., 2018) should be enshrined in business models. 

Business leaders should realize that improving employee competencies is a significant feat in achieving enhanced 

performance (Shet et al., 2019). From a leadership style perspective, transformational leaders could be essential 

to promoting and improving the operations to meet the goals and objectives of the SMBs (Shet et al., 2019).  

Transformational Leadership  

The type of leadership adopted by an organization is a critical factor in securing success. Burns (1978) 

introduced the concept of transformational leadership as a synergy that results in employee performance for a 

common purpose. Bass (1999) posited that a leader should emphasize the derived value to all stakeholders 

upon the completion of assignments. Hetland et al. (2018) found that transformational leaders portray 

idealized influence, inspirational motivation, individual consideration, and intellectual stimulation. According 

to Burns (1978), the leader takes the follower from self-interest to inspiring and influences followers to bring 

about change for themselves—and others—who filter into the organization, the wider community, and society.  

According to Ng and Kee (2018), transformational leadership is a driving force that motivates subordinates to 

be the best at what they do and to become inspirational leaders. Transformational leadership also emanates 

influence and success for all stakeholders, which may be evident in leadership behavior and affect all aspects 

of the organization—whether a product, process, or behavior (Ng & Kee, 2018)—including employee 

confidence and output. Yıldız and Şimşek (2016) found that job satisfaction is largely dependent on the type of 

leadership, as it motivates employees to become confident in their role and increases self-trust, as well as 

mutual trust among leaders and employees. Transformational leaders often influence business culture 

(Ramsey et al., 2017), cultivating respect and confidence, and should be integrated and engraved in the 

policies of businesses, such as SMBs.  

The impact of transformational leadership on its followers depends on the extent to which a leader is 

transformational. For example, effective leadership might result in efficient resource management with 

appropriate remuneration consideration to motivate employees to meet business goals and objectives (Shabane 

et al., 2017). These views are supported by Krishnan and Scullion (2017) who introduced a system in which 

leaders prioritize human resources in their businesses and encourage employees to increase output with 

commensurate remuneration. Considering the positive results, the incorporation of talent management policies 

and practices could become standard practice in different industries. So, for effectiveness, leaders should 

embrace policies and practices that facilitate organizational development for the benefit of the stakeholders, as 

leadership style affects employee remuneration and retention within a business (Shabane et al., 2017). 

Transformational leadership is a fundamental premise that could form the basis for leadership strategies in 

SMBs. As Burns (1978) noted, transformational leaders help motivate employees to believe in themselves and, 

therefore, become more productive. Transformational leaders also seek to enhance their followers’ values, 

morals, and inspiration to advance individually, professionally, and socially (Burns, 1978). Furthermore, Bass 

(1999) argued that leaders should describe the role of value in the task, focusing on the organization and not 

on the individual. In addition, individuals should seek to satisfy needs at a higher level within a hierarchical 

pyramid of needs. 

When it comes to organizational performance, both professional and academic spheres place strong emphasis on 

transformational leadership. Transformational leadership is popular given the evidence in the volume of global 

articles that range from education to politics (Bush, 2018). Employee receptiveness to transformational 

leadership depends on leadership traits and attitudes (Aydogmus et al., 2016), as employees become proactive 

and efficient when they enjoy both the working environment and the assigned tasks. Identifying transformational 

leaders is one of the significant factors that influence employee satisfaction (Aydogmus et al., 2016).  
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In a study of 166 participants from organizations in different countries, Abelha et al. (2018) found no 

relationship between employees’ level of training or the type of organization and job satisfaction; however, 

transformational leadership significantly influenced job satisfaction. The results were not the same for 

participants of both genders. Female employees were more receptive to transformational leadership than their 

male counterparts (Abelha et al., 2018). According to Yıldız and Şimşek (2016), transformational leaders 

appear to be more influential for people harboring intrinsic motivators (such as, job satisfaction) rather than 

external factors (such as, the job itself). Nevertheless, transformational leaders seem to display characteristics 

that promote job satisfaction, depending on their leadership style. 

The positive effects of transformational leadership are not limited to specific industries or individual 

stakeholders. For example, Jordan et al. (2015) presented a synopsis of the benefits of transformational 

leadership in health-care units, where the effects extended to the patients. They also found that 

transformational leaders motivated employees, resulting in more employee enthusiasm and greater 

satisfaction to the patients. Gözükara and Şimşek (2015) also emphasized the benefit of transformational 

leaders who do not seek to be autonomous but, instead, work to enhance employee engagement to transform 

their followers. Gözükara and Şimşek (2015) also noted that the leaders led in such a way that brought about a 

change in organizational culture, and followers were more committed to the job. The satisfaction that inspired 

employees enjoyment could have a positive effect that could filter to other areas in the business (Gözükara & 

Şimşek, 2015). Gözükara and Şimşek showed that inspired employees may gain experience and remain 

committed as they serve in the SMBs. 

The composition of the dynamics in SMBs is dependent on several factors. Abdullah et al. (2015) examined 

the relationship between culture, organizational commitment, and transformational leadership among 

employees in SMBs and concluded that the effect a transformational leader has on organizational 

commitment is not associated with the organization’s culture. Abdullah et al. (2015), however, did not 

consider the mediating effect of organizational culture on transformational leadership and commitment. In 

another study, Mesu et al. (2015) examined the relationship between transformational leadership and 

employee commitment in service and manufacturing companies. They found a positive relationship between 

transformational leadership and commitment for service SMBs but not for manufacturing SMBs. In most 

organizations, regardless of the size, employee engagement could be critical to the organizational success 

made possible by transformational leaders.  

The level of employee commitment depends on the use of the transformational leadership style within the 

organization. There is a significant positive relationship between transformational leadership and employees’ 

affective commitment (Long et al., 2016). Employees admire and respect leaders influencing, empowering, 

and enabling employees to be productive individuals (Ribeiro et al., 2018). The transformational leadership 

theory therefore served as one of the conceptual frameworks for the current study on talent management 

strategies.  

Purpose of Study and Research Question 

The purpose of this qualitative multiple case study was to explore efficacious talent management strategies 

that SMB leaders used to acquire, develop, and retain employees. The targeted population consisted of five 

SMB leaders who had successful experiences using talent management strategies to acquire, develop, and 

retain employees. In addition to the SMB leaders, other participants consisted of a four-member focus group 

with a participant from four of the five SMBs.  
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Research Question 

Business leaders who prioritize talent management strategies have expressed the need to acquire, develop, 

and retain employees (Krishnan & Scullion, 2017). In the United States, 73% of business leaders agreed that 

effective talent management strategies used to acquire, develop, and retain employees promote business 

effectiveness (Masa’deh et al., 2018). The overarching research question for this study focused on the 

successful talent management strategies that SMB leaders used to acquire, develop, and retain employees to 

promote business effectiveness. 

Methods  

The goal of this study was to gain insights from an inductive method; therefore, the qualitative method was 

the most suitable approach. Qualitative researchers focus on induction to gather insight and patterns from 

data collected (Bansal et al., 2018). Qualitative research results in gaining greater insight into information 

gathering regarding participant feelings and behaviors (Queirós et al., 2017). Qualitative research can be an 

independent method or a complement to the quantitative approach as a mixed method (Bristowe et al., 2015).  

Regarding the research design for this study, the multiple case study design was used, which involves 

conducting in-depth research in real-life contexts (Elkatawneh, 2016; Ridder, 2017; Yin, 2018). Ridder (2017) 

posited that researchers use the qualitative case studies to explore a phenomenon in real-life contexts by 

interviewing participants. Although a case study design is not exhaustive, it is relevant to identifying strategies 

that shape specific functions within one or more case units (Patton, 2015). In a multiple case study, the 

researcher uses different cases to explore and compare the phenomenon among them from a contextual 

perspective (Thomas, 2015). The multiple case study design was ideal for this study because the goal was to 

explore the similarities and differences in talent management strategies that the participating leaders used to 

acquire, develop, and retain talent in SMBs. 

The determining factor for a sufficient sample size in qualitative research is data saturation, where even one 

participant can compellingly provide an informed decision for addressing a case study’s purpose (Boddy, 

2016). An adequate sample can be as small as two participants in qualitative research (Yin, 2018), although 

achieving data saturation was a crucial element in this qualitative study. The need for data saturation drives 

the determination of the sample size in qualitative research (Malterud et al., 2016). Fusch and Ness (2015) 

defined data saturation in a qualitative study as exhausting new material findings for the study. Data 

saturation is having exhausted all aspects of a category with no new themes arising (Nelson, 2016). Data 

collection from all participants in the interviews, the focus group, and the company documents occurred until 

reaching data saturation. 

Data Collection 

To gather pertinent data and for the purpose of methodological triangulation, we conducted semi-structured 

interviews, moderated a focus group, and reviewed company documents. We transcribed participant 

responses to interview questions to identify and verified themes through data analysis. The interviews, focus 

group, and document reviews allowed for data gathering from participants on talent management efficacious 

strategies to acquire, develop, and retain talent. To gather in-depth data, we used open-ended questions in 

semi-structured interviews.  

Using a member-checking protocol in the focus groups, we encouraged the group members to answer the 

interview questions. With focus groups, participation rates increase, so they are cost-effective when gathering 

essential qualitative data (Flynn et al., 2018). 
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Interview Questions 

The following open-ended interview questions were used during the semi-structured interviews with study 

participants: 

1. What strategies do you use to identify the talent needs of your business? 

2. What strategies do you use to recruit candidates for your business?  

3. What strategies do you use for your selection process? 

4. What strategies do you have in place to develop your employees?  

5. What strategies do you use to retain employees? 

6. What modifications, if any, did you apply to any strategy to acquire, develop, or retain 

employees?  

7. What were the main barriers to implementing strategies to acquire, develop, and retain 

employees? 

8. How did you overcome the key barriers to implementing strategies to acquire, develop, and 

retain employees? 

9. What additional information would you like to contribute about talent management strategies 

to acquire, develop, and retain employees in your business? 

Data Analysis 

Methodological triangulation is an essential concept in qualitative research designs (such as case studies) and 

involves gathering multiple types of data from multiple sources to study a phenomenon (Yin, 2018), which is 

beneficial for confirming findings, ensuring comprehensive data, increasing validity, and enhancing 

understanding of studied phenomena (Fusch & Ness, 2015; Heesen et al., 2019; Marshall & Rossman, 2016). 

Methodological triangulation also helps the researcher produce a thorough analysis of the phenomenon, even 

if the perspective is slightly different for each data collection technique (Drouin et al., 2015).  

In this study, the within method methodological triangulation was used, where the focus is on using only 

qualitative data sources (Yin, 2018). For the purpose of methodological triangulation, we gathered data from 

semi-structured interviews with five SMB leaders and a four-member focus group. We also gathered data 

from reviewing related company documents.  

To analyze the data for this study, we used thematic analysis, which deciphers meanings based on similarities 

from the data collected in qualitative research (Buetow, 2010). Buetow (2010) noted that patterns and 

recurrences were significant in developing the themes. Since thematic analysis reveals the depth of 

information obtained from participants regarding the phenomenon (Castleberry & Nolen, 2018), it is the most 

suitable data analysis approach for this study—guided by Yin’s (2018) five-phase analysis process. Yin 

identified five stages to conduct data analysis: data compilation, data separation into categories, 

contextualization, draw interpretation, and conclusion. 

Reliability and Validity 

Research quality depends on several factors. Reliability and validity are two criteria that researchers use to 

assure quality within a study (Patten & Newhart, 2017). Researchers are responsible for maintaining and 

demonstrating quality throughout the research process through reliability and validity (Bengtsson, 2016). 

Triangulation also plays a critical role in ensuring reliability and validity in qualitative studies (MacPhail et al., 
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2016). Dependability, credibility, confirmability, and transferability are criteria used to evaluate the quality of 

qualitative research (Healy & Perry, 2000). 

Reliability 
Researchers use various techniques to assure reliability in qualitative research. In qualitative research, 

reliability means replicability, dependability, and consistency (Lincoln & Guba, 1985; MacPhail et al., 2016). 

Yin (2018)—who had a similar view—also pointed out that researchers sought reliability to ensure consistency 

in the research process. Given that reliability relates to consistency in the research process (Lincoln & Guba, 

1985), ensuring consistent application of transcript reviews; using the interview protocol; and documenting 

research procedures to permit future researchers to follow, audit, and critique the research process are 

essential (MacPhail et al., 2016). Qualitative researchers use an interview protocol to enhance dependability 

and to ensure that the process is the same for all the participants (Silverman, 2017). In this study, interview 

protocols were developed and used with all participants to ensure consistency when conducting individual 

interviews and the focus group.  

Validity 
Qualitative researchers assure validity by establishing and demonstrating credibility, confirmability, and 

transferability of their studies’ findings (FitzPatrick, 2019). Credibility is the means of truthfulness 

(Bengtsson, 2016), and credibility in qualitative research is evident through member checking by ensuring 

that the researcher’s interpretation of the participants’ responses is accurate (MacPhail et al., 2016; Varpio et 

al., 2017). Through member checking, each participant had the opportunity to review the interpretive reports 

of the initial interviews to ensure accuracy.  

Qualitative data are not generalizable but are transferable from one context to another (Varpio et al., 2017). In 

qualitative research, transferability refers to the extent to which findings are transferable to different 

environments or contexts (Yin, 2018). To enable readers and other researchers to determine whether the 

findings from a study are transferable to other settings, people, and contexts, researchers must provide 

adequate and detailed descriptions of essential aspects of the study (Patton, 2015). Researchers can use the 

procedures of demonstrating the use of and findings from triangulation, member checking, and achieving data 

saturation to enable other researchers’ determination of transferability (Varpio et al., 2017).  

To enable readers to determine if the findings from this study are transferable, we provided a detailed 

description of the study participants, the research context, and the data analysis process. Five SMB leaders 

and four focus group members, with successful experience in talent management in the Cayman Islands, were 

selected as participants for this study. To gather data on the study topic, semi-structured interviews were 

conducted and secured, interview protocols were closely followed, and member checking and triangulation 

were also conducted.  

Confirmability refers to the extent to which the study findings are free from bias (Yates & Leggett, 2016). In 

addition, confirmability addresses the objectivity and accuracy of the data (Patton, 2015). One way to ensure 

accuracy and objectivity of the findings is through member checking (Yates & Leggett, 2016). Member 

checking was conducted by sharing with participants interviewer interpretations of participant responses to 

interview questions, which allowed participants to review, validate, and confirm the accuracy of such 

interpretations.  

Data saturation is the point in the data gathering and analysis process at which no new information is 

forthcoming (Saunders et al., 2017). Data saturation is critical in qualitative research. Data saturation is one 

essential way to ensure validity in a qualitative study (Fusch & Ness, 2015). The depth and richness of the 

data, not the length, enable researchers to reach data saturation (Burmeister & Aitken, 2012). For this study, 
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data saturation was achieved when additional data and information became repetitive as a result of data 

collection efforts.  

Discussion of Findings 

From the analysis of the data collected from the interviews, focus group, and the review of administrative 

documents, four main themes emerged: (a) conducting management assessments, (b) following recruitment 

and selection guidelines, (c) empowering and enabling employees, and (d) fostering employee loyalty. 

Conducting Management Assessments 

Conducting management assessments is very important in acquiring qualified employees. Two management 

assessments—business growth and job audits—played an essential role in enabling SMB leaders to acquire 

employees, and hiring decisions were made after senior management consultations were conducted. 

Business growth—a factor that drives the talent acquisition process in SMBs—was evident from increased 

customer demand, new clients, and new projects. With the increased demand, business operators 

encountered difficulty in running their activities efficiently without acquiring more personnel. Cascio and 

Boudreau (2016) postulated the necessity to conduct management assessments and plan accordingly, 

including determining recruitment needs arising from business growth. Recruitment strategies, resulting 

from this study, are consistent with the views Picken (2017) proposed: that qualified employee recruitment is 

positively related to business growth. Acquiring the necessary staff and conducting training are required 

strategies used to respond to the business growth. 

Conducting job audits is an essential part of the management assessment strategy, which involves relevant 

persons looking at all job requirements, as well as analyzing, designing, and implementing strategies 

systematically (Persellin et al., 2019). Job audits are also used to plan the workforce required and conduct job 

and needs assessments to complete different projects. Through the use of job audits, business owners become 

involved in daily activities and become aware of the need for additional personnel when workloads become 

excessive. Management assessments are categorized as a means for business leaders to determine the need to 

acquire workers. 

Following Recruitment and Selection Guidelines 

Tafti et al. (2017) described talent management as recognizing needed skills and abilities, as well as finding 

workers to meet the organization’s needs. According to van Zyl et al. (2017), manager roles and responsibilities 

in the recruitment and selection process need clear definitions, and effective business leaders must develop, 

implement, and follow recruitment and selection guidelines (Eva, 2018). The following six thematic areas of 

recruitment and selection guidelines emerged from this study: (a) advertising, (b) referral programs, (c) resume 

reviews, (d) candidate interviews, (e) candidate background checks, and (f) candidate selection.  

Business leaders adopt advertising as a strategy, using a variety of media. When business leaders are unable to 

find qualified employment applicants, business leaders consider hiring employees from other countries. Also, 

business leaders use referrals as a method of recruiting talent. For example, current and former employees 

can be used as an informal recruitment agency, as they can refer persons for work when additional personnel 

are needed.  

Resume review is another useful tool in guiding the recruitment process, as business leaders encourage 

potential job candidates to upload their resumes to an electronic portal, which increases their visibility and 
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begins the review process. Once resumes are reviewed, business leaders begin conducting interviews with job 

candidates.  

Once candidates are chosen, business leaders conduct background checks to validate the authenticity of their 

information. Then, business leaders select the candidates after several rounds of interviews. Finally, managers 

adopt effective methods for attracting highly skilled employees—and retaining such talent (Maamari & 

Alameh, 2016). 

Empowering and Enabling Employees 

Fostering employee empowerment and enablement, within the SMB, is an effective strategy that participating 

business leaders used to support talent management strategies. The benefits of employee empowerment and 

enablement far outweigh the costs, because providing opportunities for employees to become empowered and 

enabled is a motivating factor for both employees and business leaders. Business leaders use techniques to 

empower and enable employees, such as training, promoting, and communicating openly.  

Regarding training, business leaders use online training modules, on-the-job initiatives, and outside training 

such as the local chamber of commerce course offerings. Riyaldi and Auliya (2021) identified training as an 

essential element of empowerment and enablement within the workplace. Training is fundamental to 

promoting growth and employee development within an organization (Georgiadis & Pitelis, 2016). In terms of 

employee promotion, business leaders understand that employee promotion is essential to employee 

empowerment and enablement. Employees receive the reward of promotion when they dedicate themselves to 

the business, work hard to advance business operations, and engage in continuous improvement activities. 

Promoting human development and empowerment are strategic functions that facilitate the competitive 

advantage of businesses (Amarakoon et al., 2016).  

Effective and open communication is vital for employee empowerment and enablement. An open-door policy 

is an important strategy that the participating business leaders used to empower and enable employees. 

Business leaders ask their communication specialists to conduct personality tests, analyze communication 

styles, and deliver communication workshops. These activities provide employees with the confidence to be 

more vocal and better communicators, addressing the problems associated with employees disregarding 

authority and conflicts. Employees must value themselves and adopt the concept of being internal customers. 

Open communication between employees and their leaders is essential. Business leaders should strive to 

achieve strategic success by creating a work environment that supports employee empowerment and 

enablement through open communication (Abuzaid, 2018). 

Fostering Employee Loyalty 

The final principal theme identified was promoting employee loyalty through a cordial workplace atmosphere, 

mutual respect, compensation, social events, and rollover returns, which refers to persons who leave a country 

after their term limit expires and are allowed to return after a specified period. Business leaders must 

recognize the effect of a cordial workplace atmosphere on employee loyalty. A cordial organizational culture is 

an essential element that promotes employee loyalty (Saha & Kumar, 2018). Mutual respect is another critical 

aspect to foster employee loyalty. Mutual respect at the workplace leads to employee satisfaction and loyalty 

(Sharma et al., 2018). Business leaders must compensate their employees appropriately to foster employee 

loyalty. Akhigbe and Ifeyinwa (2017) discovered that regular compensation affected employees’ cognitive 

loyalty while incremental salary ensured active loyalty.  

At the SMB, organized social events are an avenue of fostering loyalty at the workplace. Business leaders 

facilitate staff meeting refreshments, birthday parties, Christmas parties, Friday evening happy hours, and 
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other events. When employees are allowed to socialize with each other, their job performance increases, and 

they develop loyalty to the organization (Tang et al., 2017). In the case of employees hired from other 

countries, a rollover policy was important to offer key employees the opportunity to stay in the United States 

for longer periods and to be able to return to the organization if immigration policy requires those employees 

to return home.  

Limitations 

One limitation of this study was the small number of participants. Obtaining data from five SMBs may not 

have provided insights into the problems that other SMBs experience and how they manage talent. Another 

limitation was that access to the businesses, at the outset, was difficult because of the COVID-19 pandemic, 

which delayed the data collection. Finally, one focus group member decided not to participate in the study. It 

is therefore not known whether the focus group participant who did not join the focus group would have 

provided information different from what the other participants shared in the focus group discussions. 

Because of these limitations, we do not recommend making generalizations and conclusions about the larger 

population. Future researchers should conduct quantitative studies to obtain data from a larger sample of 

SMBs or focus on particular types of SMBs. Future researchers should also conduct a comparative analysis on 

the effect of strategies to acquire, develop, and retain talent in SMBs versus large organizational strategies and 

processes.  

Conclusion 

The findings from this study may provide business professionals with information about strategies to use to 

develop employees, such as knowledge, competency, and promotion—which are critical factors used to 

achieve employee empowerment and enablement. Talent management practices, used to develop employees 

directly, affect satisfaction, creativity, motivation, and competency (Kaleem, 2019). Leaders should also 

ensure that they provide flexible developmental opportunities to meet varying employee schedules. The 

incorporation of strategies to enhance employee growth and promotion, within organizations, results in 

employer satisfaction and greater employee engagement and enablement (Sopiah et al., 2020). A significant 

value exists from employee training, whether on-the-job, online, or in a physical platform. Employees become 

more confident when open communication is fostered in a business organization.  

The findings in the current study may also provide business professionals with an approach to retain 

employees. In particular, fostering workplace loyalty is paramount to employee retention. Essential areas that 

secure commitment are a cordial culture, mutual respect, social events, compensation, and rollover returns. A 

friendly environment, in which mutual respect and ongoing social events exist, reassures employees of their 

value to the organization. A working environment with team spirit, attractive compensation and benefits, and 

a good working relationship with managers are critical to achieving employee loyalty (Khuong et al., 2020). 

Business leaders can use or adapt these strategies to heighten their awareness of effective measures for 

employee retention. Investing in employee development and using measures to retain the employees can 

increase employee engagement, secure employee loyalty, and increase productivity. 

Knowledge of effective strategies to acquire, develop, and retain employees could guide business leaders in 

planning and making sound managerial decisions. Sponsored organizational training is one aspect of 

employee empowerment and enablement that could exude into the wider community and society. More 

skilled and educated staff may result in increased employee earnings and enhanced benefits for individuals 

and society. Leaders use mentorship programs developed for children and youths to provide personal and 

social nurturing and life skills that strengthen the ability to succeed in career choices and recruitment in the 
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job market (Cunningham et al., 2020). Communities could benefit from similar programs by embracing social 

responsibility. 

Social impact on organizations and communities could arise from increased employee empowerment and 

enablement and loyalty. Receiving attractive remuneration and other benefits could result in a cordial culture 

with mutual respect, which should increase employee performance. Empowered and enabled employees are 

more assertive, as they take charge and provide feedback while building social networks (Yin et al., 2017). 

These employees build networks internally and externally for benefitting their organizations and 

communities.  

Strategies for employee development and retention produce more loyal employees, resulting in increased 

productivity (Sopiah et al., 2020). When there is a low turnover rate, employees tend to have greater job 

security with concomitant increase in loyalty to employers. This security is likely to improve employees’ work-

life balance and catalyze participating in civic engagement opportunities. 

  



  
Murphy et al., 2023 

 

 
International Journal of Applied Management and Technology 13 

 

References 

Abdullah, N. H., Shamsuddin, A., & Wahab, E. (2015). Does organizational culture mediate the relationship 

between transformational leadership and organizational commitment? International Journal of 

Organizational Leadership, 4(1), 18–20. https://doi.org/10.1166/asl.2015.6098 

Abelha, D. M., Carneiro, P. C., & Cavazotte, F. (2018). Transformational leadership and job satisfaction: 

Assessing the influence of organizational contextual factors and individual characteristics. Review of 

Business Management, 20(4), 516–532. https://doi.org/10.7819/rbgn.v0i0.3949 

Abuzaid, A. N. (2018). Employees’ empowerment and its role in achieving strategic success: A practical study 

on Jordanian insurance companies. Jordan Journal of Business Administration, 14(4), 641–660. 

https://doi.org/10.35516/0338-014-004-006 

Akhigbe, O. J., & Ifeyinwa, E. E. (2017). Compensation and employee loyalty among health workers in 

Nigeria. Archives of Business Research, 5(11), 10–26. https://doi.org/10.14738/abr.511.3778 

Akhlaghpour, S., & Lapointe, L. (2018). From placebo to panacea: Studying the diffusion of IT management 

techniques with ambiguous efficiencies: The case of capability maturity model. Journal of the 

Association for Information Systems, 19(6), 441–502. https://doi.org/10.17705/1jais.00498 

Amarakoon, U., Weerawardena, J., & Verreynne, M.-L. (2016). Learning capabilities, human resource 

management innovation and competitive advantage. International Journal of Human Resource 

Management, 29(10), 1736–1766. https://doi.org/10.1080/09585192.2016.1209228 

Aydogmus, C., Camgoz, S. M., Ergeneli, A., & Ekmekci, O. T. (2016). Perceptions of transformational 

leadership and job satisfaction: The roles of personality traits and psychological empowerment. 

Journal of Management and Organization, 24(1), 81–107. https://doi.org/10.1017/jmo.2016.59 

Bansal, P., Smith, W. K., & Vaara, E. (2018). New ways of seeing through qualitative research. Academy of 

Management Journal, 61(4), 1189–1195. https://doi.org/10.5465/amj.2018.4004 

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

Journal of Work and Organizational Psychology, 8(1), 9–32. 

https://doi.org/10.1080/135943299398410 

Bengtsson, M. (2016). How to plan and perform a qualitative study using content analysis. NursingPlus Open, 

2(2016), 8–14. https://doi.org/10.1016/j.npls.2016.01.001 

Boddy, C. R. (2016). Sample size for qualitative research. Qualitative Market Research: An International 

Journal, 19(4), 426–432. https://doi.org/10.1108/qmr-06-2016-0053 

Bristowe, K., Selman, L., & Murtagh, F. E. M. (2015). Qualitative research methods in renal medicine: An 

introduction. Nephrology Dialysis Transplantation, 30(9), 1424–1431. 

https://doi.org/10.1093/ndt/gfu410 

Buetow, S. (2010). Thematic analysis and its reconceptualization as “saliency analysis.” Journal of Health 

Services Research and Policy, 15(2), 123–125. https://doi.org/10.1258/jhsrp.2009.009081 

Burmeister, E., & Aitken, L. M. (2012). Sample size: How many is enough? Australian Critical Care, 25(4), 

271–274. https://doi.org/10.1016/j.aucc.2012.07.002 

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

Bush, T. (2018). Transformational leadership: Exploring common conceptions. Educational Management 

Administration and Leadership, 46(6), 883–887. https://doi.org/10.1177/1741143218795731 

https://doi.org/10.1166/asl.2015.6098
https://doi.org/10.7819/rbgn.v0i0.3949
https://doi.org/10.35516/0338-014-004-006
https://doi.org/10.14738/abr.511.3778
https://doi.org/10.17705/1jais.00498
https://doi.org/10.1080/09585192.2016.1209228
https://doi.org/10.1017/jmo.2016.59
https://doi.org/10.5465/amj.2018.4004
https://doi.org/10.1080/135943299398410
https://doi.org/10.1016/j.npls.2016.01.001
https://doi.org/10.1108/qmr-06-2016-0053
https://doi.org/10.1093/ndt/gfu410
https://doi.org/10.1258/jhsrp.2009.009081
https://doi.org/10.1016/j.aucc.2012.07.002
https://doi.org/10.1177/1741143218795731


  
Murphy et al., 2023 

 

 
International Journal of Applied Management and Technology 14 

 

Cascio, W. F., & Boudreau, J. W. (2016). The search for global competence: From international HR to talent 

management. Journal of World Business, 51(1), 103–114. https://doi.org/10.1016/j.jwb.2015.10.002 

Castleberry, A., & Nolen, A. (2018). Thematic analysis of qualitative research data: Is it as easy as it sounds? 

Currents in Pharmacy Teaching and Learning, 10(6), 807–815. 

https://doi.org/10.1016/j.cptl.2018.03.019 

Chen, Y.-C., & Wang, Y.-J. (2018). Application and development of the people capability maturity model level 

of an organization. Total Quality Management and Business Excellence, 29(3–4), 329–345. 

https://doi.org/10.1080/14783363.2016.1184568 

Claus, L. (2019). HR disruption—time already to reinvent talent management. Business Research Quarterly, 

22(3), 207–215. https://doi.org/10.1016/j.brq.2019.04.002 

Cunningham, R., Bunde-Birouste, A., Rawstorne, P., & Nathan, S. (2020). Young people’s perceptions of the 

influence of a sport-for-social-change program on their life trajectories. Social Inclusion, 8(3), 162–

176. https://doi.org/10.17645/si.v8i3.2828 

Curtis, B., Hefley, W. E., & Miller, S. A. (1995). Overview of the people capability maturity model (Version 

1.1). Carnegie Mellon University, Software Engineering Institute. 

Drouin, M., Stewart, J., & Van Gorder, K. (2015). Using methodological triangulation to examine the 

effectiveness of a mentoring program for online instructors. Distance Education, 36(3), 400–418. 

https://doi.org/10.1080/01587919.2015.1081735 

Dutta, K., Baruah, N., & Baruah, J. B. (2018). A rigorous study of P-CMM in Indian IT industry. International 

Journal of Engineering Research and Development, 14(1), 44–50. 

https://www.ijerd.com/paper/vol14-issue1/Version-2/H140124450.pdf 

Elkatawneh, H. H. (2016). The five qualitative approaches: Problem, purpose, and questions: The role of 

theory in the five qualitative approaches: Comparative case study. Social Science Research Network 

Electronic Journal, 1(1) 1–17. https://doi.org/10.2139/ssrn.2761327 

Eva, T. P. (2018). Recruitment and selection strategies and practices in the private sector commercial banks of 

Bangladesh: Evidence from human resource practitioners. European Business and Management, 

4(1), 28–38. https://doi.org/10.11648/j.ebm.20180401.15 

FitzPatrick, B. (2019). Validity in qualitative health education research. Currents in Pharmacy Teaching and 

Learning, 11(2), 211–217. https://doi.org/10.1016/j.cptl.2018.11.014 

Flynn, R., Albrecht, L., & Scott, S. D. (2018). Two approaches to focus group data collection for qualitative 

health research: Maximizing resources and data quality. International Journal of Qualitative 

Methods, 17(1), 1–9. https://doi.org/10.1177/1609406917750781  

Fusch, P. I., & Ness, L. R. (2015). Are we there yet? Data saturation in qualitative research. Qualitative 

Report, 20(9), 1408–1416. https://doi.org/10.46743/2160-3715/2015.2281 

Georgiadis, A., & Pitelis, C. N. (2016). The impact of employees’ and managers’ training on the performance of 

small- and medium-sized enterprises: Evidence from a randomized natural experiment in the UK 

service sector. British Journal of Industrial Relations, 54(2), 409–421. 

https://doi.org/10.1111/bjir.12094 

Glaister, A. J., Karacay, G., Demirbag, M., & Tatoglu, E. (2018). HRM and performance: The role of talent 

management as a transmission mechanism in an emerging market context. Human Resource 

Management Journal, 28(1), 148–166. https://doi.org/10.1111/1748-8583.12170 

https://doi.org/10.1016/j.jwb.2015.10.002
https://doi.org/10.1016/j.cptl.2018.03.019
https://doi.org/10.1080/14783363.2016.1184568
https://doi.org/10.1016/j.brq.2019.04.002
https://doi.org/10.17645/si.v8i3.2828
https://doi.org/10.1080/01587919.2015.1081735
https://www.ijerd.com/paper/vol14-issue1/Version-2/H140124450.pdf
https://doi.org/10.2139/ssrn.2761327
https://doi.org/10.11648/j.ebm.20180401.15
https://doi.org/10.1016/j.cptl.2018.11.014
https://doi.org/10.1177/1609406917750781
https://doi.org/10.46743/2160-3715/2015.2281
https://doi.org/10.1111/bjir.12094
https://doi.org/10.1111/1748-8583.12170


  
Murphy et al., 2023 

 

 
International Journal of Applied Management and Technology 15 

 

Goswami, A. (2018). Human resource management and its importance for today’s organizations. Journal of 

Advances and Scholarly Researches in Allied Education, 15(3), 128–135. 

https://doi.org/10.29070/15/57308 

Gözükara, İ., & Şimşek, O. F. (2015). Linking transformational leadership to work engagement and the 

mediator effect of job autonomy: A study in a Turkish private non-profit university. Procedia—Social 

and Behavioral Sciences, 195(1), 963–971. https://doi.org/10.1016/j.sbspro.2015.06.274 

Healy, M., & Perry, C. (2000). Comprehensive criteria to judge validity and reliability of qualitative research 

within the realism paradigm. Qualitative Market Research, 3(3), 118–126. 

https://doi.org/10.1108/13522750010333861 

Heesen, R., Bright, L. K., & Zucker, A. (2019). Vindicating methodological triangulation. Synthese, 196(8), 

3067–3081. https://doi.org/10.1007/s11229-016-1294-7 

Hetland, J., Hetland, H., Bakker, A. B., & Demerouti, E. (2018). Daily transformational leadership and 

employee job crafting: The role of promotion focus. European Management Journal, 36(6), 746–756. 

https://doi.org/10.1016/j.emj.2018.01.002 

Humphrey, W. S. (1989). Managing the software process. Addison-Wesley Press. 

Jordan, P. J., Werner, A., & Venter, D. (2015). Achieving excellence in private intensive care units: The effect 

of transformational leadership and organizational culture on organizational change outcomes. South 

African Journal of Human Resource Management, 13(1), 1–10. 

https://doi.org/10.4102/sajhrm.v13i1.707 

Kaleem, M. (2019). The influence of talent management on performance of employee in public sector 

institutions of the UAE. Public Administration Research, 8(2), 8–12. 

https://doi.org/10.5539/par.v8n2p8 

Khuong, M. N., Mai, T. P., & Phuong, N. T. M. (2020). The impacts of human resource management practices 

on employees’ motivation and loyalty. Management Science Letters, 10(11), 2673–2682. 

https://doi.org/10.5267/j.msl.2020.3.025 

Krishnan, T. N., & Scullion, H. (2017). Talent management and dynamic view of talent in small and medium 

enterprises. Human Resource Management Review, 27(3), 431–441. 

https://doi.org/10.1016/j.hrmr.2016.10.003 

Lee, A. J. (2017). Exploring the role of people capability maturity model and identifying people-related 

critical success factors in large-scale organization with agile practice [Doctoral dissertation, St. 

Gallen University]. St Gallen University Research Repository. 

Lincoln, Y. S., & Guba, E. G. (1985). Naturalistic inquiry. SAGE Publications. 

Long, C. S., Yong, L. Z., & Chuen, T. W. (2016). Analysis of the relationship between leadership styles and 

affective organizational commitment. International Journal of Management, Accounting, and 

Economics, 3(10), 572–598. 

https://www.ijmae.com/article_115522_ceceb396f20ba6e9024543bbea79ab3f.pdf 

Maamari, B. E., & Alameh, K. (2016). Talent management moderating the relationship between recruitment 

for the highly skilled and HR policies. Contemporary Management Research, 12(1), 121–138. 

https://doi.org/10.7903/cmr.14133 

MacPhail, C., Khoza, N., Abler, L., & Ranganathan, M. (2016). Process guidelines for establishing intercoder 

reliability in qualitative studies. Qualitative Research, 16(2), 198–212. 

https://doi.org/10.1177/1468794115577012 

https://doi.org/10.29070/15/57308
https://doi.org/10.1016/j.sbspro.2015.06.274
https://doi.org/10.1108/13522750010333861
https://doi.org/10.1007/s11229-016-1294-7
https://doi.org/10.1016/j.emj.2018.01.002
https://doi.org/10.4102/sajhrm.v13i1.707
https://doi.org/10.5539/par.v8n2p8
https://doi.org/10.5267/j.msl.2020.3.025
https://doi.org/10.1016/j.hrmr.2016.10.003
https://www.ijmae.com/article_115522_ceceb396f20ba6e9024543bbea79ab3f.pdf
https://doi.org/10.7903/cmr.14133
https://doi.org/10.1177/1468794115577012


  
Murphy et al., 2023 

 

 
International Journal of Applied Management and Technology 16 

 

Malik, A., Pereira, V., & Budhwar, P. (2018). Value creation and capture through human resource 

management practices: Gazing through the business model lens. Organizational Dynamics, 47(3), 

180–188. https://doi.org/10.1016/j.orgdyn.2017.09.002 

Malterud, K., Siersma, V. D., & Guassora, A. D. (2016). Sample size in qualitative interview studies: Guided by 

information power. Qualitative Health Research, 26(13), 1753–1760. 

https://doi.org/10.1177/1049732315617444 

Marshall, C., & Rossman, G. B. (2016). Designing qualitative research (6th ed.). SAGE Publications. 

Masa’deh, R., Yaseen, H., Shatnawi, Y., & Obeidat, B. (2018). Reviewing the literature of the effect of talent 

management on organizational effectiveness. Journal of Social Sciences, 7(2), 139–156. 

https://doi.org/10.25255/jss.2018.7.2.139.156 

Mesu, J., Sanders, K., & Riemsdijk, M. V. (2015). Transformational leadership and organisational 

commitment in manufacturing and service small to medium-sized enterprises: The moderating effects 

of the directive and participative leadership. Personnel Review, 44(6), 970–990. 

https://doi.org/10.1108/pr-01-2014-0020 

Nelson, J. (2016). Using conceptual depth criteria: Addressing the challenge of reaching saturation in 

qualitative research. Qualitative Research, 17(5), 554–570. 

https://doi.org/10.1177/1468794116679873 

Nelson, K., Clarke, J., Stoodley, I., & Creagh, T. (2015). Using a capability maturity model to build on the 

generational approach to student engagement practices. Higher Education Research and 

Development, 34(2), 351–367. https://doi.org/10.1080/07294360.2014.956694 

Ng, H. S., & Kee, D. M. H. (2018). The core competence of successful owner-managed SMEs. Management 

Decision, 56(1), 252–272. https://doi.org/10.1108/md-12-2016-0877 

Patten, M. L., & Newhart, M. (2017). Understanding research methods: An overview of the essentials (10th 

ed.). Routledge Press. 

Patton, M. Q. (2015). Qualitative research and evaluation methods (4th ed.). SAGE Publications. 

Paulk, M. C., Curtis, B., Chrissis, M. B., & Weber, C. V. (1993). Capability maturity model (Version 1.1). 

Institute of Electrical and Electronics Engineering Software, 10(4), 18–27. 

https://doi.org/10.1109/52.219617 

Persellin, J. S., Schmidt, J. J., Vandervelde, S. D., & Wilkins, M. S. (2019). Auditor perceptions of audit 

workloads, audit quality, and job satisfaction. Accounting Horizons, 33(4), 95–117. 

https://doi.org/10.2308/acch-52488 

Picken, J. C. (2017). From founder to CEO: An entrepreneur’s roadmap. Business Horizons, 60(1), 7–14. 

https://doi.org/10.1016/j.bushor.2016.09.004 

Proença, D., & Borbinha, J. (2016). Maturity models for information systems: A state of the art. Procedia 

Computer Science, 100(1), 1042–1049. https://doi.org/10.1016/j.procs.2016.09.279 

Queirós, A., Faria, D., & Fernando, A. (2017). Strengths and limitations of qualitative and quantitative 

research methods. European Journal of Education Studies, 3(9), 369–387. 

https://doi.org/10.5281/zenodo.887089 

Ramsey, J. R., Rutti, R. M., Lorenz, M. P., Barakat, L. L., & Sant’anna, A. S. (2017). Developing global 

transformational leaders. Journal of World Business, 52(4), 461–473. 

https://doi.org/10.1016/j.jwb.2016.06.002 

https://doi.org/10.1016/j.orgdyn.2017.09.002
https://doi.org/10.1177/1049732315617444
https://doi.org/10.25255/jss.2018.7.2.139.156
https://doi.org/10.1108/pr-01-2014-0020
https://doi.org/10.1177/1468794116679873
https://doi.org/10.1080/07294360.2014.956694
https://doi.org/10.1108/md-12-2016-0877
https://doi.org/10.1109/52.219617
https://doi.org/10.2308/acch-52488
https://doi.org/10.1016/j.bushor.2016.09.004
https://doi.org/10.1016/j.procs.2016.09.279
https://doi.org/10.5281/zenodo.887089
https://doi.org/10.1016/j.jwb.2016.06.002


  
Murphy et al., 2023 

 

 
International Journal of Applied Management and Technology 17 

 

Ribeiro, N., Yücel, İ., & Gomes, D. (2018). How transformational leadership predicts employees’ affective 

commitment and performance. International Journal of Productivity and Performance 

Management, 67(9), 1901–1917. https://doi.org/10.1108/ijppm-09-2017-0229 

Ridder, H.-G. (2017). The theory contribution of case study research designs. Business Research, 10(1), 281–

305. https://doi.org/10.1007/s40685-017-0045-z 

Riyaldi, R. P., & Auliya, Z. F. (2021). The role of employee empowerment, teamwork, and employee training 

on organizational commitment. Journal of Management and Islamic Finance, 1(1), 48–63. 

https://doi.org/10.22515/jmif.v1i1.3564 

Saha, S., & Kumar, S. P. (2018). Organizational culture as a moderator between affective commitment and job 

satisfaction: Empirical evidence from Indian public sector enterprises. International Journal of 

Public Sector Management, 31(2), 184–206. https://doi.org/10.1108/ijpsm-03-2017-0078 

Saunders, B., Sim, J., Kingstone, T., Baker, S., Waterfield, J., Bartlam, B., Burroughs, H., & Jinks, C. (2017). 

Saturation in qualitative research: Exploring its conceptualization and operationalization. Quality 

and Quantity, 52(4), 1893–1907. https://doi.org/10.1007/s11135-017-0574-8 

Shabane, Z. W., Schultz, C. M., & van Hoek, C. E. (2017). Transformational leadership as a mediator in the 

relationship between satisfaction with remuneration and the retention of artisans in the military. 

South African Journal of Human Resource Management, 15(2), 1–9. 

https://doi.org/10.4102/sajhrm.v15i0.923 

Sharma, A., Khandelwal, U., & Agrawal, R. (2018). Addressing workplace values in the organization: Learning 

from different perspectives. International Journal of Business Ethics in Developing Economies, 7(2), 

9–12. https://bit.ly/3YqfM90 

Shet, S. V., Patil, S. V., & Chandawarkar, M. R. (2019). Competency based superior performance and 

organizational effectiveness. International Journal of Productivity and Performance Management, 

68(4), 753–773. https://doi.org/10.1108/ijppm-03-2018-0128 

Silverman, D. (2017). Qualitative research. SAGE Publications. 

Sopiah, S., Kurniawan, D. T., Nora, E., & Narmaditya, B. S. (2020). Does talent management affect employee 

performance? The moderating role of work engagement. The Journal of Asian Finance, Economics, 

and Business, 7(7), 335–341. https://doi.org/10.13106/jafeb.2020.vol7.no7.335 

Surega, N. S. (2019). Application of people capability maturity model in business process outsourcing 

enterprises: A study with reference to Tamil Nadu. International Journal of Human Resource 

Management and Research, 9(1), 77–86. https://doi.org/10.24247/ijhrmrfeb20197 

Tafti, M. M., Mahmoudsalehi, M., & Amiri, M. (2017). Critical success factors, challenges and obstacles in 

talent management. Industrial and Commercial Training, 49(1), 15–21. https://doi.org/10.1108/ict-

05-2016-0036 

Tang, J., Liu, M., & Liu, W. (2017). How workplace fun influences employees’ performance: The role of 

person–organization value congruence. Social Behavior and Personality, 45(11), 1787–1801. 

https://doi.org/10.2224/sbp.6240 

Thomas, G. (2015). How to do your case study. SAGE Publications. 

Vakaslahti, P. (1997). Process improvement frameworks: A small case study with people capability maturity 

model. Software Process: Improvement and Practice, 3(4), 225–234. 

https://doi.org/10.1002/(SICI)1099-1670(1997120)3:4%3C225::AID-SPIP87%3E3.0.CO;2-8 

https://doi.org/10.1108/ijppm-09-2017-0229
https://doi.org/10.1007/s40685-017-0045-z
https://nam12.safelinks.protection.outlook.com/?url=https%3A%2F%2Fdoi.org%2F10.22515%2Fjmif.v1i1.3564&data=05%7C01%7Cjorge.gaytan%40mail.waldenu.edu%7Ce1da98f205e84e78080708db098cc16c%7C97fb1a0766ed498398cd2b41977edc25%7C0%7C0%7C638114273034621235%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=Kb%2FIeiH7%2F1Ky73GX7lUWEr1tTViyA2miGgz69fIHlD4%3D&reserved=0
https://doi.org/10.1108/ijpsm-03-2017-0078
https://doi.org/10.1007/s11135-017-0574-8
https://doi.org/10.4102/sajhrm.v15i0.923
https://bit.ly/3YqfM90
https://doi.org/10.1108/ijppm-03-2018-0128
https://doi.org/10.13106/jafeb.2020.vol7.no7.335
https://doi.org/10.24247/ijhrmrfeb20197
https://doi.org/10.1108/ict-05-2016-0036
https://doi.org/10.1108/ict-05-2016-0036
https://doi.org/10.2224/sbp.6240
https://doi.org/10.1002/(SICI)1099-1670(1997120)3:4%3C225::AID-SPIP87%3E3.0.CO;2-8


  
Murphy et al., 2023 

 

 
International Journal of Applied Management and Technology 18 

 

van Zyl, E. S., Mathafena, R. B., & Ras, J. (2017). The development of a talent management framework for the 

private sector. South African Journal of Human Resource Management, 15(1), 1–19. 

https://doi.org/10.4102/sajhrm.v15i0.820 

Varpio, L., Ajjawi, R., Monrouxe, L. V., O’Brien, B. C., & Rees, C. E. (2017). Shedding the cobra effect: 

Problematising thematic emergence, triangulation, saturation and member checking. Medical 

Education, 51(1), 40–50. https://doi.org/10.1111/medu.13124 

Wademan, M. R., Spuches, C. M., & Doughty, P. L. (2008). The people capability maturity model. 

Performance Improvement Quarterly, 20(1), 97–123. https://doi.org/10.1111/j.1937-

8327.2007.tb00434.x 

Yates, J., & Leggett, T. (2016). Qualitative research: An introduction. Radiologic Technology, 88(2), 225–231.  

Yıldız, I. G., & Şimşek, O. F. (2016). Different pathways from transformational leadership to job satisfaction. 

Nonprofit management and leadership, 27(1), 59–77. https://doi.org/10.1002/nml.21229 

Yin, K., Xing, L., Li, C., & Guo, Y. (2017). Are empowered employees more proactive? The contingency of how 

they evaluate their leader. Frontiers in Psychology, 8(1802), 1–11. 

https://doi.org/10.3389/fpsyg.2017.01802 

Yin, R. K. (2018). Case study research and applications: Design and methods (6th ed.). SAGE Publications. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The International Journal of Applied Management and 

Technology (IJAMT), sponsored by Walden University’s College 

of Management and Technology, is a peer-reviewed, online 

journal that addresses contemporary national and international 

issues related to management and technology. 

https://doi.org/10.4102/sajhrm.v15i0.820
https://doi.org/10.1111/medu.13124
https://doi.org/10.1111/j.1937-8327.2007.tb00434.x
https://doi.org/10.1111/j.1937-8327.2007.tb00434.x
https://doi.org/10.1002/nml.21229
https://doi.org/10.3389/fpsyg.2017.01802
https://scholarworks.waldenu.edu/ijamt/
https://scholarworks.waldenu.edu/ijamt/
https://www.waldenu.edu/

