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Abstract 

Educated and trained workers represent the primary critical success factor needed for all 

organizations to achieve their mission. Organizations depend on a constant flow of educated 

applicants competing for their jobs at any given time. Traditionally, public, private, and charter 

schools prepared U.S. citizens for college, trade schools, military, or university, enabling them to 

then compete successfully for jobs of the era. Today, a myriad of problems face these schools, 

including disruptive change, uninvolved parents, lack for funding, teacher unions, politics, 

school overcrowding, COVID-19, outdated training methods, security, race issues, and more. 

The result is that this education model is in decline and the flow of skilled workers into 

companies is affecting the United States, which risks losing its ability to compete locally and 

globally. Consensus that transcends party politics, religious infighting, and greedy decision-

making must be reached in time to analyze this big-picture problem. The United States has 

reached a strategic inflection point and must respond to this disruptive change by developing 

creative, innovative, and state-of-the-art solutions to this problem, or she may not fulfill God’s 

will for this country. Companies strive to reach critical mass where they are self-sustaining, but 

this cannot be done without a change in how people are educated in the United States, which 

may require business and education to collaborate to reach the same goals, combining education 

and opportunity. This qualitative case study examined the problem that organizational leaders in 

the United States face, and specifically the challenges they encounter when strategically planning 

initiatives that will ensure a pool of educated, skilled, and talented workers available to their 

organizations now and in the future. Semi-structured interviews with the working population in 

Eastern Tennessee provided insights to this problem facing organizations across the spectrum.  

Key words: strategic management, organizational culture, education, competition, collaboration 
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Section 1: Foundation of the Study 

Strategic managers play an indispensable role in business as strategic management is an 

ongoing endeavor in the pursuit of organizational success and aims to secure a robust future, 

systematically and consistently for the long term. In order to optimize strategic management, 

strategic planning is the cog in the organizational wheel (George, 2020) in which leaders and 

managers commit to well thought-out possibilities to help them decide how to compete against 

their rivals in the market (Gamble et al., 2021). There are many choices that organizational 

leaders have to make, among them choices of how to create products or services, how to position 

their company, how to develop and deploy resources, how functional parts of the business will 

operate, and what skillsets will improve valuable competitive capabilities. However, the effect of 

strategic planning is hard to determine (George, 2020). The skills that strategic leaders need in 

order to fulfill the numerous roles organizations have to function and compete robustly are 

becoming more difficult to find; people cannot be trained fast enough to meet the demands of the 

market. Industry 4.0 and its signature digital technologies are transforming all industries, and 

although there are many benefits to this, the potential disruption to the current workforce and 

unknown skill development requirements have caused concern among employees, managers, and 

organization-wide (Ozkan-Ozen & Kazancoglu, 2022).  

As change is constant and often overwhelming to organizational leaders, as well as 

difficult to predict or anticipate, employees take training matters into their own hands by 

continuously improvising to meet market demands (Mannucci et al., 2021), but this does not 

allow them to reach the fullest potential to maximize innovation propensity. There is a link 

between the diversity of a firm’s internal resources and the propensity to innovate (Bello-Pintado 

& Biachi, 2021). Bello-Pintado and Bianchi (2021) added that the diversity of people in the 
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workforce, knowledge, and resources are all part of the resource collection of a firm that has a 

greater opportunity for growth and innovation. The diversity of educational backgrounds 

throughout the organization contributes positively to all organizational processes and outputs. 

Diversity of internal resources and workers with varied educational backgrounds are the base of 

evolutionary economics and strategic management activities (Bello-Pintado & Biachi, 2021).  

Bello-Pintado and Biachi (2021) stated that the results of their research proved that 

educational backgrounds are important for innovation. Out of all the choices organizational 

leaders must make, collaboration with outside entities may be the most difficult. Businesses of 

all sizes face constant challenges to adapt and survive changes in this fast-paced environment. 

Change is the order of the day in most industries. School administrators must be able to 

reposition themselves to attract resources from governments and corporate institutions without 

compromising their identity or independence (Fusheini & Salia, 2021). The machinations of 

growth and innovation are constant, and in order to meet the demands for skilled labor in the 

current and future economy, schools and businesses may look at how they can strategically 

provide complementary services or collaborate on educational efforts to keep the United States 

competitive.  

There is a lack of research targeting the separation of the business community and 

academia, impacting the effects both entities have on the next generation of workers preparing to 

enter the workforce. Resources and skills offer organizations a competitive edge over their rivals 

and are a critical success factor in strategic management (Zehir et al., 2019). Strategy execution 

is difficult to measure, and there is little academic research about measuring strategy execution 

(Bianchi et al., 2019). However, it is critical to make progress in this arena. There are numerous 

strategic challenges that these two sectors face in joining strategic forces to elevate the 
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preparation of Americans for jobs now and in the future. In this study, I investigated corporate 

contributions to the education, training, and development of students preparing to enter the 

workforce ready upon graduation from their respective academic institutions.  

This research aimed to identify how collaborative efforts across the business community 

and academia may better serve U.S. citizens to prepare them for work, transcending the current 

model of education in the United States. Due to the rapid changes around the globe, businesses 

open every day but approximately 50% of all businesses fail within the first 5 years (Quansah, 

2019). This is due to a lack of skills needed to propel organizations into a competitive arena and 

to stay there. This research also sought to identify and evaluate current approaches and strategies 

used by businesses to catapult skill development of the U.S. workforce to ensure a steady flow of 

skill-ready workers. Radical innovation will help companies and academia cope with future 

upsets in their strategic capabilities (Urbinati et al., 2022). Finally, this research explored 

whether a seismic shift in the business and academic sectors, and their joining of forces in the 

education of U.S. citizens, might serve the population better.  

The qualitative case study presented in this research focused on the general problem I 

addressed: the failure of organizational leaders to develop strategic initiatives in education, 

resulting in the decline of a skilled and competitive workforce. More specifically, the research 

study focused on the specific problem of the challenge of organizational leaders in Eastern 

Tennessee in gaining support when planning and developing strategic initiatives in education, 

resulting in the decline of a skilled and competitive workforce. Interviews from employees 

involved in different roles across a landscape of varied industries supported the identification of 

themes and insights which may facilitate the success of current and future organizational leaders 

as they are continually challenged while they strategically lead their organizations.  
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Section 1 forms the foundation upon which the whole study rests. The first part of this 

section contains the background of the problem , the problem statement, the purpose statement, 

and the research questions which guided the study. The second part addresses the nature of the 

study, which outlines how this researcher approached the study through a discussion of the 

research paradigms, research design, the research method used, and triangulation methods. The 

conceptual framework section lays out the key constructs, concepts, actors, and theories that 

guided the study, in both diagram and narrative formats. To understand this study better, a 

definition of terms section is provided, along with the assumptions, limitations, and delimitations 

of the study. The significance of the study highlights how the findings can reduce gaps in the 

literature, reflect a biblical worldview, and benefit business practices and the field of strategic 

management. Finally, Section 1 includes a thorough review of the professional and academic 

literature, focusing on business practices, the problem, concepts, theories, related studies, and 

anticipated and discovered themes. All of these sections formed the foundation of this study. 

Section 2 is titled “The Project” and describes the research in greater detail, focusing on 

how the researcher conducted the study outlined in Section 1. Section 2 reiterates the purpose 

statement from Section 1 and addresses the role of the researcher, the research methodology, a 

discussion of the participants, the population and sampling method, the data collection and 

analysis plan, and how the researcher addressed the reliability and validity of the project. 

Sections 1 and 2 together prepared this researcher to conduct Section 3 of this qualitative case 

study research successfully. 

Section 3, the “Application to Professional Practice,” includes an overview of the study, a 

presentation of the findings, their application to professional practice, recommendations for 

further study, and reflections. Section 3 concludes the study. Section 3 allowed this researcher to 
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reflect on the overall research study process, review the findings that emerged during the data 

analysis, share what was new and what was learned, and highlight any new insights gained from 

this study. 

Background of the Problem 

The aim of this flexible, qualitative single case study was to understand the challenges 

organizational leaders face in gaining support when planning and developing strategic initiatives 

in education, resulting in the decline of a skilled and competitive workforce. This phenomenon 

had not been studied fully. The existing literature focused on public school closings in the United 

States due to a lack of funding and discussed the frequency of this over the last 10 years 

(Miserandino, 2017). Studies over the last half century show declining enrollments, building 

erosion and dangerous conditions, ongoing budget issues, and poor academic performance, all of 

which contributed to district decisions to develop strategies to improve fiscal health through 

school closures (Bierbaum, 2020). According to Bodin and Frieman (2021), the COVID-19 

pandemic exacerbated this situation. Bodin and Frieman (2021) explained that the guidelines 

from the federal government created a myriad of different programs that public schools operated 

under, such as school alternative, virtual alternative, and hybrid alternative programs, but none of 

these programs met most of the students’ and families’ needs to be able to continue their 

education. Additionally, during the height of the COVID-19 pandemic, 14 million or more 

homes did not have internet access, and this resulted in an increased rate of school dropouts 

(Bodin & Frieman, 2021). Also, during the COVID-19 pandemic, 20 million plus people filed 

for unemployment benefits and reported a loss of insurance (Inserro, 2020). What will public 

schools look like if property taxes are where the bulk of school funding comes from? Once 

people have lost their jobs and businesses, many families may not be able to own homes or 
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robustly add to the tax base that supports public schools. This increases risks related to the ability 

of the United States to compete globally.  

This researcher believed that the immediate future will not look stable for U.S. schools 

and communities unless businesses start to partner with local schools, creating programs that 

boost needed skills that will get people jobs. There may be hope through the shared value aspect 

of organizations’ stakeholders, including stockholders, customers, employees, the community, 

the environment, and the public at large, all of which are represented by corporate social 

responsibility through corporate policies (Anantharaman et al., 2022). Businesses have a need for 

a steady influx of employees that are skill-ready in technology, design, arts, math, science, 

accounting, finance, economics, and more. Schools are struggling to keep up with the constant 

changes and requirements of the job market. This may get worse, especially when over half of 

the jobs of the future are not known yet.  

There is a gap signaling a failure to educate students in the United States to be workforce-

ready, and this could be filled by partnerships and collaborative initiatives within the business 

community. Delivering quality educations for all people is based on sustainable infrastructures 

(Fusheini & Salia, 2021). Hadfield and Ainscow (2018) discussed an idea in which school 

districts are offered more flexibility to improve their systems. This in turn could lead to 

sustainable improvements, as it may be time to push aside all politics and turn to community 

engagement in school system and business community transformation; this area is ripe for 

research. A seismic shift may be necessary in the current paradigm, as drawing funding from 

federal and state governments is not going to be able to continue producing robust school 

systems in the United States (Fusheini & Salia, 2021). This is the opportune time for 

organizational leaders in Eastern Tennessee to develop strategic initiatives in education in order 



7 

to increase and enhance the skillsets needed for Americans to be workforce-ready now and in the 

future. 

Problem Statement 

The general problem the researcher addressed was the failure of organizational leaders to 

develop strategic initiatives in education, resulting in the decline of a skilled and competitive 

workforce. According to Ainslie and Huffman (2018), organizations’ failure to develop 

educational initiatives has adverse effects to profitability, productivity, and innovation, which are 

essential for the success of all businesses, leading to the decline of a skilled and competitive 

workforce. According to Amegah (2021), organizations fail to develop educational initiatives, 

which leads to upper secondary-school learners being disadvantaged and having fewer desirable 

skills in the marketplace, leading to a decline of a skilled and competitive workforce. According 

to Hosseini et al. (2021), organizations failure to develop educational initiatives leads to a lack of 

relationship-building in communities, leading to a decline of a skilled and competitive 

workforce. According to Lafee (2017), organizations’ failure to develop educational initiatives 

has caused a shortage of skilled workers, contributing to the decline of a skilled and competitive 

workforce. The specific problem the researcher addressed was the challenge organizational 

leaders face gaining support when planning and developing strategic initiatives in education, 

resulting in the decline of a skilled and competitive workforce. 

Purpose Statement 

The purpose of this flexible design single case study was to add to and expand the 

understanding of reasons behind the challenges organizational leaders face in gaining support 

when planning and developing strategic initiatives in education, with a focus on Eastern 

Tennessee, contributing to the decline of the skilled and competitive workforce in the United 
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States. The researcher sought to determine the driving factors in the lack of skilled labor to meet 

the United States’ drive for global competition. The researcher conducted an in-depth qualitative 

study to explore the specific problem of how organizational leaders are contributing to this 

possible collision through their lack of educational initiatives. 

Research Questions 

The research questions in this flexible, qualitative design single case study were crafted 

to help explore if businesses have any responsibility in the education of citizens in the United 

States. The specific problem addressed concerned the challenges organizational leaders face in 

gaining support when planning and developing strategic initiatives in education, with a focus on 

Eastern Tennessee, resulting in the decline of a skilled and competitive workforce. The research 

questions kept the research on point and acted as a perimeter, keeping the researcher from 

spending time on things that did not make an impact on the research. Research questions give 

direction and help focus the efforts of the research (McCartan & Robson, 2016). The research 

questions were qualitative and worked together to address the problem statement by identifying 

leadership strategies that contribute to the lack of initiatives in education, leading to decreased 

organizational productivity and innovation, weak community relationships, a shortage of skill-

ready workers, and a less skilled and competitive workforce. 

The research questions (RQs) were the following: 

RQ1: What is the role of leadership in planning and developing strategic initiatives in 

education? 

RQ1a: What indicators influence leadership’s actions and behaviors that contribute to 

planning and developing strategic initiatives? 
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RQ1b: What indicators influence leadership’s actions and behaviors that contribute to an 

inability to plan and develop strategic initiatives? 

RQ2: What organizational strategies can leaders use to plan and develop initiatives in 

education in Eastern Tennessee? 

RQ3: How do organizational strategies lead to a more skilled and competitive workforce? 

Discussion of Research Questions 

RQ1, RQ1a, and RQ1b addressed how leaders developed strategic initiatives in education 

in Eastern Tennessee. Profitability, productivity, and innovation are of great importance to all 

organizational leaders, and different strategies help leaders achieve this for their firms. 

Leadership actions and behaviors contribute to the success or failure of educational initiatives. 

RQ1, RQ1a, and RQ1b addressed what makes leaders unsuccessful when strategically planning 

and developing educational initiatives to gain a competitive advantage for their organizations.  

RQ2 asked how leaders can utilize a number of organizational strategies to gain an 

advantage over rival firms by developing educational initiatives. Educational initiatives boost the 

employability of K–college students. RQ2 addressed what strategies organizational leaders can 

incorporate to boost the skillsets of students to ensure sustainable jobs in Eastern Tennessee. 

RQ3 addressed how organizational leaders may have the opportunity to create greater 

value for their shareholders and stakeholders by demonstrating how important focusing on the 

future workforce is now, thereby creating partnerships with schools through corporate shared 

value (CSV) or by corporate social responsibility (CSR) management opportunities. RQ3 

addressed how organizational strategies can lead to a more skilled and competitive workforce. 
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Research Questions and the Specific Problem Statement 

Taken together, the research questions and subquestions fully addressed the specific 

problem statement. The specific problem was addressed in RQ1, RQ1a, and RQ1b, which 

inquiring into what leadership’s roles, actions, and behaviors may or may not create challenges 

for organizational leaders looking to gain support when planning and developing strategic 

initiatives in education in order to lead to a skilled and competitive future workforce. In RQ2, the 

consequences of this specific problem were addressed by exploring how organizational 

leadership can utilize available strategies or develop new strategies to gain competitive 

advantage over rival firms while also addressing the declining skillsets of workers in Eastern 

Tennessee. RQ3 addressed the specific problem as leadership can successfully incorporate 

educational initiatives with strategies such as CSR or CSV and create greater value for 

stakeholders by helping the citizens of Eastern Tennessee be workforce-ready at all times. 

Summary of Research Questions 

Together, RQ1, RQ1a, and RQ1b proposed that leaders within an organization encounter 

challenges in gaining support when planning and developing strategic initiatives in education, 

which has a direct effect on profitability, productivity, and innovation. Leadership actions and 

behavior contribute to the success in creating educational initiatives. Organizational leaders are 

not developing socially responsible strategic initiatives due to a possible communication gap 

concerning the benefits of social responsibility, as there is a lack in empirical evidence 

demonstrating previous CSR outcomes or impacts (Kim, 2017). There is a need for more 

empirical evidence to demonstrate to corporate decision-makers that investment in partnerships 

with local schools and training centers may help keep the skilled and competitive workforce in 

the United States from declining.  



11 

RQ2 addressed what strategies organizational leaders can incorporate to boost the 

skillsets of students to ensure sustainable jobs in Eastern Tennessee. Understanding the key 

drivers in organizations is key to understanding what drives organizational leaders to set goals 

and objectives for their organizations (Lanteri, 2021). Understanding these key drivers will help 

organizations understand how to develop the skillsets that the future workforce needs to focus on 

today for success tomorrow. RQ3 explored how organizational leaders may have the opportunity 

to create greater value for its shareholders and stakeholders by demonstrating how important 

focusing on the future workforce is now, thereby creating partnerships with the schools through 

CSV opportunities. Masood et al. (2021) detailed the strong interest in CSV in many top Fortune 

500 corporations as well as the interest and support it has gained in academia and industry. 

Nature of the Study 

The researcher’s worldview, philosophy, or paradigm is the driver for how knowledge 

and truth are interpreted. The paradigm affects the research design used, the general and specific 

problem statement that was addressed, the purpose statement, and the research questions that 

were put forth to guide the exploration of the research. In this study, the researcher wanted, 

through their pragmatic paradigm, the study to align with the practical analysis of data and 

evidence flexibly collected through a variety of sources to then provide a greater understanding 

of a real-world problem. Pragmatism is not equated to any single research philosophy and can 

adopt a multitude of data collection and data analysis methods (Bloomberg & Volpe, 2019).  

The purpose statement of this flexible design single case study focused on adding to and 

expanding the understanding of the challenges organizational leaders face in gaining support 

when planning and developing strategic initiatives in education, with a focus on Eastern 

Tennessee, contributing to the decline of a skilled and competitive workforce in the United 
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States. This purpose statement aligned with a qualitative research approach. Specifically, the 

researcher used a case study to address the “how” and “why” research questions posed for this 

study. As Yin (2018) suggested, case studies are relevant when the researcher’s questions are 

derived from “how” or “why” inquiry and may require a deep dive study into a particular social 

phenomenon. Therefore, this researcher believed that the best methodology to employ in order to 

address the problem statement, purpose statement, and research questions for this study was a 

flexible, qualitative, single case study research design. 

Discussion of Research Paradigms 

There are four philosophical assumptions of qualitative research: ontology, which is the 

researcher’s view of reality; epistemology, which is how the researcher knows reality; axiology, 

which is the value perspective taken by the researcher; and methodology, being the procedures 

that the researcher used in this study (Creswell & Poth, 2018). The way research is conducted is 

affected by the philosophical worldview or paradigm of the researcher. In research, a paradigm is 

used to describe what is commonly known as a worldview or perspective that drives or informs 

the meaning of the research data (Kivunja & Kuyini, 2017). When research is approached 

without an understanding of philosophical constructs that create the framework of the research, 

the execution will be disorganized, disorderly, and possibly lead to meaningless or illogical 

findings (Bloomberg & Volpe, 2019). The researcher’s paradigm is unique and personal to the 

individual and determines the overall research design, meaning the way the researcher plans for, 

develops, and communicates the action plan for the study. In the present study, this researcher’s 

worldview affected the way they conducted this research, asked questions, analyzed, and 

presented findings. 
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The main research paradigms are positivism, post-positivism, constructivism, and 

pragmatism. Positivism as a paradigm is aligned with the hypothetico-deductive model of 

science, approaching studies in the natural sciences and social sciences in the same way. This is a 

circular process of research that begins with a theory (theory-hypothesis-operationalizing 

variables-experimentation, and then back to theory). Positivism believes that all knowledge can 

be obtained from observation. It seeks to discover laws of nature and then reveals them through 

theory description (Park et al., 2020). Postpositivists examine causes that have a direct impact or 

influence on outcomes. Researchers who are postpositivist are concerned with causal 

relationships but not strict causal relationships, believing more in all cause and effect could be a 

possibility that may or may not happen (Creswell & Poth, 2018). Bloomberg and Volpe (2019) 

suggested that constructionists sit in opposition to the scientific-realist assumption and try to 

understand social phenomena through context-specific data collection. Often, researchers in this 

paradigm favor describing the process of interaction among interviewed individuals or focus on 

specific contexts in which people live or work in order to understand the nuances of the research 

being conducted. Pragmatist researchers use multiple methods of data collection along with a 

variety of data sources to explore and understand the practical implications of the research being 

conducted. In so doing, they highlight the importance of carrying out research that best addresses 

the research problem (Creswell & Poth, 2018). 

This researcher identified with a pragmatic paradigm. Creswell and Poth (2018) 

explained that researchers that hold an interpretive framework based on pragmatism focus on the 

outcome of the research. Their primary concerns are actions, situations, and consequences of 

inquiry rather than prior conditions. A pragmatic approach to shedding light on this problem 

allowed the researcher opportunities to utilize many different strategies and tools to answer the 
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research question posed for this study. A pragmatic approach to exploring the challenges 

organizational leaders face in gaining support when planning and developing strategic initiatives 

in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled and 

competitive workforce, provided a comprehensive understanding of how human and social 

behaviors drive management decisions and shed light on ways to mitigate or diminish the 

problem. 

Through a pragmatic perspective of the specific problem addressed, this researcher’s 

epistemological quest was to gain a greater understanding as to why organizational leaders make 

the decisions that they do, and how these affect generations of students from being adequately 

prepared to compete in business globally. Pragmatism entails implanting thought into the 

networks of activity that are embedded into a person’s entire being, that is, their postures, 

gestures, and actions (Bridge, 2020). A pragmatic approach to research is gathering information 

until an understanding of the problem is derived. 

A pragmatic approach to solving this problem allowed the researcher opportunities to 

utilize many strategies and tools to answer the research questions. According to Guven-Uslu 

(2017), the pragmatic paradigm is useful to examine and explore organizational actions and 

behaviors to gain insight to the problem of what challenges organizational leaders face when 

planning and developing strategic initiatives in education. Pragmatism informs the study with 

what is known and seen, how it was gathered, and what sources it was gathered from. Williams 

(2018) stated that pragmatism is a naturalistic philosophical movement, emphasizing the oneness 

of human beings with nature. Williams (2018) also explained that brains are machines that 

predict and are constantly hyper-seeking to match sensory inputs to already known or to model-

based predictions of such inputs. 
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Discussion of Design 

The research design is a structured plan to study a scientific or social real-world problem. 

The main research designs or approaches for strategizing and conducting research are the fixed 

design, flexible design, and mixed-methods design. Each research design is used for a specific 

research method or research tool. Within each research approach, there are specific methods that 

the researcher may employ. After the problem statement and specific problem were identified 

and defined, the researcher articulated the purpose of the research, formulated the research 

questions for the study, and selected the appropriate design to use for the research.  

Fixed designs are used with quantitative research methodologies, allowing the researcher 

to test objective theories and hypotheses (McCartan & Robson, 2016). The researcher is usually 

detached from the project in order not to influence the study through researcher bias. The design 

of the study is fixed before the data collection phase begins; the issue/s of interest are most often 

quantified. McCartan and Robson (2016) pointed out that fixed designs are theory-driven. This is 

because, most often, researchers have a known theory with which they are testing certain 

phenomena. Fixed designs require that the exact procedures that will be used in quantitative 

testing are known in advance (McCartan & Robson, 2016). Therefore, there is a need for a 

specification of the design prior to the researcher collecting data for the study. There are many 

ways in which the fixed design is being used in business, such as in advancing service design 

research through design science research, opening future research pathways in software 

engineering, and helping resolve challenges brought on by artificial intelligence (AI), robotic 

technology, and the Internet of Things (IoT; Jorge et al., 2019). Organizations use quantitative 

methods to evaluate the impact of CSR performance. Organizations use fixed design research in 
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innovation management to develop interventions for challenges in this field (Auernhammer, 

2020). Fixed designs can use small amounts of qualitative data (McCartan & Robson, 2016).  

Flexible designs use qualitative methods and start with assumptions, not theory. 

According to McCartan and Robson (2016), this research design allows for flexibility because 

the design emerges and develops during data collection, yet it is still very rigorous. It is a one-of-

a-kind do-it-yourself design and is customized as the researcher proceeds through the research 

and drill down to answer the research questions. Flexible designs are a work in progress and start 

with an idea or problem that the researcher wants to understand better; they are not used to 

discover causal relationships or compare groups. Flexible, qualitative designs can provide rich 

insights to business processes (Bouncken et al., 2021). Qualitative research involves a 

relationship between the researcher and the phenomenon under study, launching an exploration 

into the unknown to develop a better understanding of how a person/people connect meaning to 

social experiences. Flexible designs can use small amounts of quantitative data (McCartan & 

Robson, 2016). 

Mixed methods designs uses quantitative and qualitative methods; they are a combination 

of both in equal amounts (Liberty University Dissertation Guide, 2022). An example of this type 

of research was demonstrated by Durgun et al. (2021), who use quantitative and qualitative 

methods in their research on the high rates of COVID-19 transmission among nurses. It is 

common for this type of design to have a flexible phase followed by a fixed phase, but this is not 

prescribed (McCartan & Robson, 2016). A mixed-methods approach can be helpful to 

researchers as holistic pictures can emerge from a new phenomenon when combining 

quantitative and qualitative methods in research (Lee et al., 2019, 2020). 
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The present study incorporated a flexible design using a qualitative method. A flexible, 

qualitative approach was appropriate for addressing the real-life problem this research addressed, 

which sought to understand the challenges organizational leaders face in gaining support when 

planning and developing strategic initiatives in education, with a focus on Eastern Tennessee, 

resulting in the decline of a skilled and competitive workforce. The flexible design using a 

qualitative method was best to answer the open-ended research questions. The research questions 

the researcher posed were qualitative and worked together to address the problem statement by 

identifying leadership strategies that contributed to the lack of initiatives in education, leading to 

decreased organizational productivity and innovation, weak community relationships, a shortage 

of skill-ready workers, and a less skilled and competitive workforce. A fixed design using 

quantitative methods would not have been appropriate to explore this problem, as a fixed design 

is used when looking for causal relationships or a correlation between variables. 

Discussion of Method 

The current social climate signals constant outcries for social justice, and qualitative 

research is an emergent and fluctuating field of inquiry. According to Bloomberg and Volpe 

(2019), there is pressure across all qualitative traditions or genres for work that supports social 

change and awareness by assuming an active posture towards social structures that affect the 

population individually and collectively. Recent trends in qualitative research can be described 

as having a strong activist agenda, pushing past prevailing assumptions, understandings, and 

norms, refuting the status quo, and having a powerfully collective concern for change across 

communities. The researcher selected this qualitative research design after identifying the 

problem, communicating the purpose for the study, and developing the research questions. It was 
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only then that the researcher knew which of the qualitative research design methods was best 

suited for this study. The six main approaches to qualitative research design are discussed below. 

Case studies are used in flexible design research and entail an in-depth exploration into a 

bounded social phenomenon or multiple social phenomena, which can be a social unit or system, 

an event, an organization, or a community (Bloomberg & Volpe, 2012). Multiple perspectives 

are utilized in the open-ended exploration. Case studies can also cross disciplines. Yin (2018) 

suggested that a researcher may favor a case study if the research questions start with a “how” or 

a “why,” if there is little or no control over behavioral events of the study, and if the focus of the 

study is contemporary, not historical. Case studies can be multiple- or single case studies. The 

purpose of this case study was to develop deep insights that may be used to inform practice, 

policy development, and community or social action. 

Ethnography is used in flexible design research when the researcher seeks to capture how 

a group, organization, or community lives, experiences, and makes sense of their surroundings or 

their world. The word ethnography means writing about a group. With ethnographic research, the 

researcher becomes part of the surroundings of the selected group; therefore, the researcher is 

immersed in the setting of the group for pure participant observation (McCartan & Robson, 

2016). When the researcher is immersed in the group, they are more apt to become part of the 

culture, which encompasses the shared norms, attitudes, language, values, perspectives, and 

artifacts that help to develop an understanding of the group being studied. Ethnography focuses 

on culture-sharing groups, which could be small, such as a few students, or large, such as 

teachers in a school, but the primary cog in this wheel is that the group is comprised of people 

who have interacted over time. 
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Phenomenology is used to research the lived experiences of people who have experienced 

a specific phenomenon. According to Bloomberg and Volpe (2018), the purpose of 

phenomenological research is to understand the core of the phenomenon as described by the 

research participants in a study. Bloomberg and Volpe (2018) explained that a newer type of 

phenomenological research has developed, which is interpretive phenomenological analysis 

(IPA). IPA is being used to target how people in a group interpret their own perspectives of an 

experience. 

Grounded theory research focuses on developing a theory from data that has been 

collected for the study (McCartan & Robson, 2016). Grounded theory is usually used in studies 

where little is known about a phenomenon. It is used as an overall approach to inquiry with the 

purpose of generating theory directly from the data that is collected in the research (Bloomberg 

& Volpe, 2019). The grounded theory methodology enables inductive theory, allowing the 

researcher to develop a hypothesis of the general features of a topic (Wieshe et al., 2017). 

Grounded theory must fit the data to be useful, and the theory must be clearly stated and 

understandable by all. It should be general and not too specific. In order to be worthwhile, the 

practitioner who applies the theory must have some control over the phenomenon that is 

explained (Bloomberg & Volpe, 2019). 

Narrative researchers explore not only the stories told by individuals of interest but also 

the social, cultural, familial, linguistic, and institutional narratives within individual experiences 

as they were, are now, or how they were shaped and developed (Creswell & Poth, 2018). This 

type of research requires extensive data collection over long periods of time. Narrative research 

examines participants telling their stories from their lived experiences. Narrative research does 

not lead to conclusions or certainty (Bloomberg & Volpe, 2019). There may be challenges in this 
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type of research, as it may be difficult to check the accuracy of the individual stories. Artifacts, 

photographs, artwork, and document analysis may be other ways to fact-check individual stories 

being told by participants in narrative research. 

Critical theory assumes that society is structured in any number of ways, such as by class, 

sex, ethnicity, gender, and the like. Critical approaches are driven by assumptions that humans 

exist in a power-laden world. Critical theorists challenge absolute truth and dominant ideologies, 

and they are interested in historical inequity (Bloomberg & Volpe, 2019). Researchers usually 

aim at universal truths or historical bedrocks, and they are focused on changing the economic, 

social, racial, cultural, and gendered relations of power that are stuck in the status quo. Yan and 

Hyman (2018) claimed that critical historical research methods can establish the truthfulness of 

historical evidence and are very different from historical realism. Yan and Hyman (2018) used 

critical research to explain marketing-related phenomena that are shaped by social context. 

The present research study was conducted with a flexible design using qualitative 

methods. Specifically, the researcher used a single case study. Choosing this methodology for 

this study was appropriate for studying the research problem as this research was intended to 

gain greater understanding as to what challenges organizational leaders face when planning and 

developing strategic initiatives in education, and this required an exploratory examination of the 

problem. Flexible design allows for the course of exploration to change during the research 

phase due to unexpected findings. Using a flexible design gave the researcher the ability to fine-

tune the data from the research and help make sure the research was on the right track. 

According to Yin (2018), case study research is a qualitative approach in which the investigator 

explores a “real-life, contemporary bounded system (case) or multiple bounded systems (cases) 

over time, through detailed, in-depth data collection involving multiple sources of information 



21 

(e.g., observations, interviews, audiovisual material, and documents and reports), and reports a 

case description or case themes” (p. 96). This flexible design, qualitative, case study addressed 

the problem of the challenges that organizational leaders face when planning and developing 

strategic initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a 

skilled and competitive workforce. 

This methodology was well suited with use of a pragmatic paradigm or the basic set of 

beliefs that guided the research (Creswell & Poth, 2018). Scholars using a pragmatic approach 

use multiple methods of data collection along with a variety of data sources to try to understand 

the practical implications of the research, and they also highlight the importance of carrying out 

research that best addresses the research problem (Creswell & Poth, 2018). The present study 

was conducted with a flexible design using qualitative methods, specifically a flexible design 

single case study, and thus the construction of the research questions reflected the “how” and 

“what” of a qualitative inquiry. The pragmatic paradigm was the underlying driver to the 

investigation that took place through a detailed and in-depth system of data collection that 

answered the research questions.  

According to Yin (2018), case study researchers provide an in-depth understanding of a 

case or cases. Using a qualitative method allows researchers to rely on various data sources to 

conduct an exploratory case study; these data sources include interviews, documents, field notes, 

observations, and more depending on what is being explored in the case study (Haamann & 

Basten, 2019). Abushaikha et al. (2021) conducted a case study of the Za’atari refugee camp in 

Jordan and was able to leverage data collected in interviews, archival sources, and through direct 

field observations. Bouncken et al. (2021) explained that it is fully possible to combine rigor 

with a high level of flexibility. Using a flexible design, the present qualitative case study 
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addressed the research questions, which allowed the researcher to lead the exploration into how 

organizational leaders affect profitability, productivity, and innovation; how organizational 

leaders who do not develop educational initiatives lead high school learners to be disadvantaged 

in the marketplace; how the lack of educational initiatives in organizations lead to poor 

relationships in communities and a shortage of skilled workers, all leading to the decline of a 

skilled and competitive workforce. The researcher addressed each of these questions with this 

methodology, and it fit with the pragmatic paradigm as this qualitative approach was used to 

extract relevant information, analyze the data drawn from observation, analyze the information 

from the current body of literature, and collect data by interviewing research participants on their 

feelings, interpretations, and intuitions that maximized the potential to draw conclusions about 

the problem. The data collected was organized, analyzed, and reduced into themes to shed light 

on the complexity of the case presented (Creswell & Poth, 2018). 

Discussion of Triangulation 

A qualitative researcher’s main objective is to define, shed light upon, and interpret 

unclear phenomena using nonnumerical methods of measurement that hyper-focus on meaning 

(Fusch et al., 2018). Ultimately, whether a researcher is conducting qualitative research from any 

position, such as postpositivist, postmodernist, or any other paradigm, it is critical that they are 

able to self-assess their own position in the research, such as addressing biases, and show or 

demonstrate the trustworthiness of the research. Mitigating bias through triangulation means 

using multiple sources of data in research (Fusch et al., 2018). Triangulation is one method that 

researchers can use to enhance validation in their studies and to improve rigor (Robson & 

McCartan, 2016). 
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Triangulation is all about trustworthiness in qualitative research. Triangulation is carried 

out by the researcher by making use of different sources and methods that are part of the research 

plan or part of the study’s methodology (Bloomberg & Volpe, 2019). According to Denzin 

(1970, 1978), there are four types of triangulations: data triangulation, investigator triangulation, 

theory triangulation, and methodological triangulation. Researchers use different triangulation 

strategies to address their concerns regarding validity with the concept of reliability, which 

remains constant over time.  

Data triangulation can be explained best as Denzin (2009) described it as correlating the 

three points of people, time, and space as data points, not methods. These data points take place 

over time, are interrelated, and are ongoing, leading the researcher to discover commonalities 

and interactions within different settings. Investigator triangulation is explained by having more 

than one investigator or researcher exploring the phenomenon. Mitigation of bias is 

accomplished by different researchers observing the same data, who will either agree or disagree 

on its interpretations (Denzin, 2009; Bloomberg & Volpe, 2019). Theory triangulation is when 

the researcher uses more than one theory, and possibly alternative theories, in the process of 

exploring and interpreting the phenomenon under study (Denzin, 2009; Jackson, 2018). 

Methodological triangulation can be defined as a process that researchers use to validate 

knowledge, which is accomplished two ways. The first is by cross-checking results within a 

method, different data sources within one design, such as a qualitative case studies using 

interviews, observations, documents, and so forth. The other is through mixed-method studies 

and method triangulation, which combines the use of quantitative and qualitative techniques to 

bring about in-depth understanding of the phenomenon (Denzin, 2009; Restivo & Apostolidis, 

2019). 
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In the present qualitative case study, the researcher used multiple data-gathering 

techniques to develop a more complex understanding of the phenomenon under study. More than 

one type of triangulation was used in this research, but investigator triangulation is not used in 

dissertations (Bloomberg & Volpe, 2019). For this case study research, the researcher used 

methodological and theory triangulation strategies . The triangulation of data included using 

multiple interview sources to corroborate the emergent themes and perspectives, as well as three 

different theories: strategic management theory, real options theory (ROT), and leadership 

competency theory. This researcher planned to utilize whatever data collection techniques were 

necessary to extrapolate enough data to shed light on and gain a better understanding of the 

phenomenon under study. This researcher planned to provide validity through a convergence of 

findings, sources, or methods (Farquhar et al., 2020).  

Summary of the Nature of the Study 

The specific problem the researcher addressed was the challenge organizational leaders 

face in gaining support when planning and developing strategic initiatives in education, with a 

focus on Eastern Tennessee, resulting in the decline of a skilled and competitive workforce. The 

flexible, qualitative case study research design was the most appropriate research methodology 

to study the problem statement and research questions that the researcher planned to guide this 

study. A pragmatic approach using flexible design and qualitative methods, and specifically a 

single case study, was used to explore the specific problem addressed. As this pragmatic 

researcher probed into this real-world problem using a flexible design and qualitative methods, 

the in-depth case study research exploration helped the researcher develop a greater 

understanding of this problem and answer the research questions posed. 
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Conceptual Framework 

Conceptual frameworks more clearly explain, either graphically or narratively, the topics 

that are going to be studied in a research study (McCartan & Robson, 2016). The main points of 

the study, meaning the key factors, constructs, or variables, should be shown and the researcher 

should delineate the existing and potential relationships of the elements in the framework (Khan 

et al., 2021). It matters not if the framework is rudimentary or elaborate; the idea is to get the 

point across of what is happening and why it is happening. Concepts help build theory in order to 

develop possible solutions to real-world problems. After theories are built, they are implemented 

in a variety of ways to understand real-world research through data collected, which leads to 

findings and assertions. 

In research, a research problem can often be intimately researched not in reference to a 

theory but to concepts within a theory. In this case, as Bloomberg and Volpe (2019) pointed out, 

a researcher may synthesize existing views in the literature that are available pertaining to the 

problem, both from theoretical and empirical findings. In this way, a conceptual framework 

emerges that is built from an integrated view of the concepts derived. A conceptual framework is 

the result of bringing together related concepts. The concepts that fit together illustrated 

relationships in this study. 

This research framework used concepts, theories, actors, and constructs to determine the 

approach used and the right methods to apply to study the challenges organizational leaders face 

in gaining support when planning and developing strategic initiatives in education, with a focus 

on Eastern Tennessee, contributing to the decline of skilled and competitive workforce in the 

United States. This researcher was able to justify the investigation conducted, so a clear 

understanding of what is currently known and not known about the topic that led to the 
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investigation was understandable. It also helped the researcher and others that have a need to 

know to have a visual of how the research activities were structured and carried out. Frameworks 

introduce the agenda which forces the researcher to think through the study design before 

starting research (Tobi & Kampen, 2018). The research framework built the understanding that 

the specific problem shed light on, and the researcher then applied this understanding to real-

world situations, as this was flexible design single case study. Figure 1 represents the conceptual 

framework used for this research study. 

 

 

Figure 1. Conceptual framework. 
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The concepts the researcher studied related to the challenges organizational leaders face 

when planning and developing educational initiatives through CSR policies, how resource 

allocation can affect educational initiatives in education, and what relationship the Balanced 

Scorecard has on organizational decision-making concerning initiatives being developed in 

education. There are multiple challenges that face organizational leaders as they plan and 

develop initiatives in education, even if there are eager stakeholders supporting the initiative or 

CSR policies in place within the organization. These related concepts provide a broader 

understanding of the phenomenon of interest or the research problem (Bloomberg & Volpe, 

2019). 

Relationship Between Developing Educational Initiatives and CSR. Concepts used in 

research are generated from particular facts or ideas based on phenomena that researchers seek to 

study. In Figure 1, the concept of substantive CSR policies supported the specific problem by 

confirming that leaders who fail to invest in and analyze their clear intent to incorporate CSR 

policies into organization’s values, culture, and context make less of an impact through 

educational initiatives in the communities in which they exist. According to Graafland and Smid 

(2019), companies must analyze their intent to incorporate CSR and develop CSR policies that 

fit an organization’s values, culture, and context as there can be confusion within an organization 

as to its purpose. This concept was related to the specific problem statement as a lack of CSR 

policies that make an impact may reflect the way in which organizational leaders make decisions 

about educational initiatives.  

This CSR concept in Figure 1 influences the organizational success of a company 

negatively or positively, as the consequences of the lack of educational initiatives in a 

community contribute to the decline of a skilled and competitive workforce. Barnett et al. (2020) 
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highlighted the fact that after years of studying CSR, there is still no proof that CSR delivers on 

its promise. The tenets and intentions of CSR may be seen as questionable, as many people 

believe that the primary responsibility of business is to return value to shareholders. This concept 

in Figure 1 helped shed some understanding on leadership’s lack of development of educational 

initiatives through strong CSR policies. 

The CSR concept in Figure 1 allows the problem to be explored further as CSR in itself is 

considered confusing and often controversial (Zerbini, 2017). Some scholars claim that 

discretionary investments in social welfare take away scarce resources from successful profit-

making investments and hamper performance. There is a question whether CSR initiatives reflect 

an internal moral problem with a firm, with managers pursuing personal goals over those of the 

shareholders’ interest (Barnett et al., 2020). Again, this concept in Figure 1 helped the researcher 

probe into the problem by asking if CSR initiatives provide the value they promise. Currently the 

scholarship on this question is vague, but it drove the researcher’s exploration as to challenges 

organizational leaders face when developing initiatives in education. 

The processes through which entrepreneurial opportunities emerge in companies are 

attracting greater interest. This concept in Figure 1 led to a greater understanding of how leaders 

may strategize better, thus developing more initiatives in education and helping to develop a 

more skilled workforce simultaneously. The CSR concept in Figure 1 allowed this research to 

explore the top-down planned processes and bottom-up processes that organizations follow to 

explore entrepreneurial opportunities. Where do organizational leaders fit into the process best? 

It was necessary for the researcher to discover if leadership engaged in developing initiatives in 

an organization, whether there were ethical issue involved, issues of a lack of knowledge, if 
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leaders simply needed to sign off on initiatives, or if they were directly involved in the process of 

opportunity extrapolation (Barney et al., 2018).  

The Leader’s Ability to Allocate Resources and the Success of Initiatives. Another 

concept in Figure 1 was resource allocation, which greatly impacts the success of an 

organization. This concept of resource allocation addressed the specific problem and its 

consequences, as when leadership does not develop strategic initiatives in education or fails to 

utilize its resources and capabilities towards initiatives in education, the CSR policy lacks 

reaching its full potential for an organization. This concept is related to strategic management as 

firms must develop dynamic capabilities to manage their resources, especially considering 

dynamic or disruptive change (Gamble et al., 2021). This concept related to the specific problem 

as leadership needs support to work through the challenges of developing new and more flexible 

strategies in order to achieve adaptive efficiencies to keep up with the internal and external 

environment.  

The relationship between the success of educational initiatives and financing is a huge 

hurdle to achieving quality education for school-going people in less developed countries. Now, 

many corporate institutions are helping inject needed funding into educational initiatives through 

CSR policies. These institutions are becoming government partners which allow financing in 

education sector projects (Fusheini & Salia, 2021). By improving education programs with an 

investment in technologies, universities and organizations are believed to benefit from growing 

CSR initiatives and develop skill-ready talent for the future (Thomas et al., 2020). CSR is 

intertwined with a firm’s strategic approach to competing in the market based on economic and 

legal circumstances, ethics of work, and internal and external stakeholders of the organization 
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and it is related to the concept in Figure 1 through which resource allocation can be strategically 

planned in order for the implementation of educational initiatives to be successful. 

Budgeting and resource allocation, the decision on the number of expenditures, and the 

division of resources among organizational units and subunits is a key organizational process and 

has become the central arena where steering and governance take place (Lapori et al., 2012). 

This critical organizational process is closely related to choices concerning strategic priorities 

and resources acquisition strategies. The resource allocation concept in Figure 1 is critical as the 

resources firms allocate to CSR are limited and the needs that society has worldwide are not 

limited (Barnett et al., 2021). This concept in Figure 1 shed light on how organizational leaders 

can develop effective educational initiatives with better resource allocation so that a greater 

societal good can be generated through global problem-solving and so that firms can 

simultaneously be more profitable. This concept presented challenges to organizational leaders.  

Organizational Outcomes Are Related to Educational Initiatives. The final concept in 

Figure 1 was the balanced scorecard (BSC) and objectives and key results (OKRs) that related to 

the specific problem, as BSCs and OKRs work in tandem to focus on remaking companies into 

networks rather than traditional pyramids (Gobble, 2018). This concept related to the specific 

problem statement as leadership cannot perform optimally if it does not have systems in place to 

help with the decisions it must make, especially when it comes to organizational strategy. 

This concept in Figure 1 helped shed light on what, why, and how organizational leaders 

are making decisions concerning initiatives. Currently, performance management focuses 

primarily on financial measures and not on key success factors (KSF) and determinants of long-

term sustainable growth, improvements in internal processes, innovation, and learning and 

growth (Sayed et al., 2021). The BSC approach is based on KSF and is becoming a very popular 
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performance management tool with long-term benefits, as it balances financial and nonfinancial 

performance metrics, allowing for a more transparent picture of an organization at any given 

time (Moores et al., 2022). 

The BSC concept in Figure 1 may become more dynamic with the possibility of a digital 

BSC, enabling an organizational leader to develop initiatives in education. Digital BSCs 

incorporate the range of technologies that are available to most businesses currently. These 

technologies range from mobile work to cloud computing, IoT, big data analysis, AI, 

robotization, 3D printing, 5G networking, no latency, and remote capabilities (Fabac, 2022). A 

company’s strategy is defined by its key performance indicators and AI can help determine 

which outcomes to measure, how to measure them, and how to prioritize them better and faster 

(Kiron & Schrage, 2019). 

Performance measurement holds center stage in the deployment of an organizational 

strategy. The achievement of goals set by an organization and the creation of value is 

accomplished by strategically aligning operational and nonoperational objectives logically 

(Sayed & Lento, 2018). Previous performance measure techniques have focused primarily on 

financial measures, which has not allowed a company to learn, grow, and innovate optimally.  

The BSC along with the use of strategy maps with feedback loops has emerged to help 

organizations with performance management and to serve as a strategic management tool 

(González et al., 2019). The BSC can be used as a tool for management to translate the 

organizational mission and the vision, along with strategic objectives, in an array of systems. 

Along with this, the BSC can provide a strategic framework and measurement methodology to 

help management. This concept in Figure 1 helped lead the exploration of the problem and 

answer the research questions posed in this study. 
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Theories 

Ensuring that organizational leaders have fewer challenges to face when making strategic 

decisions for their respective organizations is critical for leaders. Organizational leaders must 

hyper-manage their competitive positions in the market in order to be able to position their 

organizations to compete globally. Three theories with valid applications to this research were 

real options theory (ROT), strategic management theory, and leadership competency theory. 

Each theory included powerful foundational aspects to influence organizational leaders and 

provided perspective and insight on the problem.  

Real Options Theory (ROT). In Figure 1, ROT was one solution to the specific problem 

that was addressed regarding the challenges organizational leaders face in developing strategic 

initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled 

and competitive workforce. ROT is a right, not an obligation to make a future specified action 

for a specified cost. ROT has distinct ties to strategic management in the areas of market entry 

timing, modes of entry, mergers, and other organizational forms such as joint ventures, 

acquisitions, and so forth. (Trigeorgis & Reuer, 2017). This theory related to the specific 

problem in that organizational leaders must be flexible to stay abreast of ways to strengthen a 

company’s competitive position. Leaders depend on information from management, accountants 

and other staff, and the Board of Directors to help them make decisions in order to keep an 

organization strategically in the ready position, but the final decisions are up to organizational 

leaders. 

Subjectivity, complex problems, and uncertainty are daily challenges organizational 

leaders face when making decisions for their organizations. Managerial, marketing, and 

organizational studies have been investigating ways that managers can support decision-makers 
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in organizations to gain a better understanding of how to manage the emerging complexity of 

social and economic dynamics (Alinasab et al., 2021). ROT may be complicated, but it was 

necessary for the researcher to explore as it led to answers about the problem and helped answer 

the research questions with a thick description of what is causing the problem or why the 

problem may be happening. 

Utilizing ROT to analyze what challenges organizational leaders face when planning and 

developing initiatives in education can be complicated due to the complexity of ROT, making 

the theory difficult to explain and measure. According to Tailan et al. (2019), ROT is a right that 

is free from obligation to take a specific future action, specifically regarding the cost of tangible 

and intangible assets, expanding or divesting a production facility, expanding or repairing 

necessary equipment, acquiring a partner’s ownership share, or a number of complicated 

decision-making scenarios. ROT allows the decision-maker to gather new information and act if 

it is beneficial to do so, even in the face of uncertainty, as it gives the decision-maker new 

information to inform their decisions. ROT in Figure 1 was critical for the researcher to explore 

the challenges that organizational leaders face. 

Keil (2022) discussed what can happen when good theories backfire and sent out a 

warning to be careful not to get carried away with theories as a researcher because theories 

borrowed from other fields do not always produce desirable results in every domain. Keil (2022) 

said that theories may produce undesirable outcomes, but also that there are opportunities to 

expose the boundary conditions of such theories and contribute to the scholarly literature. Keil 

(2022) was specifically talking about the project management field in his study and used ROT, 

Goal-Setting Theory, and Mindset Theory. Using an example of the field of project management, 

escalation phenomenon, and ROT, Keil (2022) said that, on the one hand, ROT is a great way to 
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manage projects, but, on the other hand, if there is no fixed time by which options should be 

exercised, then projects may not be terminated when conditions indicate to do so, thereby 

causing additional problems for the project.  

Strategic Management Theory. Strategic management theory encompasses many 

different theoretical perspectives and is included in Figure 1 as another solution to the specific 

problem of challenges leaders face when planning and developing initiatives in education and 

which contribute to a decline of a skilled and competitive workforce. Under strategic 

management theory, firms must develop dynamic capabilities to manage their resources, 

especially in light of dynamic change (Gamble et al., 2021). This theory related to the specific 

problem as leadership needs new and more flexible strategies to achieve adaptive efficiencies to 

keep up with the internal and external environment of businesses in the United States. This 

theory is applicable to everyone in an organization as there has to be strategic alignment in the 

organization as a whole; without it, leaders may not succeed at developing the right strategic 

initiatives, such as initiatives in education. 

This theory in Figure 1 was complex and could have different components. As this 

research evolved, it was important to look at additional theories under strategic management 

theory. Gamble et al. (2021) explained that crafting and executing strategy is a five-stage process 

and therefore critical to examine while trying to determine the challenges organizational leaders 

experience during decision-making. To begin with, leaders must formulate a strategic vision to 

say where an organization is going and why. Then they must develop strategic and financial 

objectives to measure progress, and then they must craft a strategy to achieve the desired targets 

and move the organization toward the market to achieve these things. Next, they must implement 
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and execute the strategy, and finally evaluate and conduct performance measurements to identify 

if corrective adjustments have to be made to keep the organization on its targets. 

Leadership Competency Theory. Leadership competency theory, according to Muff et 

al. (2020), is necessary for collaboration with stakeholders. This theory related to the specific 

problem in that CSR is one of the main vehicles that organizations have used to regain public 

trust. There is a demand for responsible leadership and good corporate governance. Societal 

changes have increased demand for regulatory requirements within finance and business (Muff et 

al., 2020). Leadership competency theory helped explain why the specific problem of leaders 

who are not able to develop the right initiatives for their organizations to compete robustly in the 

marketplace may be due to leaders’ actions and behaviors due to a lack of competency in 

understanding strategy or due to pressure from other stakeholders. Competent leaders can shape 

an organizational climate and the staff members they interact with to interpret organizational 

priorities. Transformational leadership is when competent leaders transmit their values, goals, 

knowledge, wisdom, and relevant information to the rest of the company for all to be able to 

make the best decisions (Guerrero et al., 2017). 

Leadership competencies are intended to help leaders with knowledge, skills, abilities, 

and other characteristics so that they can do their jobs, but also lead people and motivate people 

toward the achievement of organizational goals (Fowler, 2018). Leadership competency theory 

was critical to explore as leadership and employee relationships are critical toward employee 

actions and performance, engagement, passion, contribution, culture, and organizational results 

(Fowler, 2018). 

According to Wei et al. (2016), due to the nature of economic, geopolitical, and 

technological developments that have occurred over the past 10–20 years, organizational leaders 
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must be transparent and aware of their skills, values, and abilities to lead organizations. Wei et 

al. (2016) stated that there is a noticeable increase in authentic leadership, referring to leaders 

being guided by moral principles and convictions and acting in alignment with deeply held 

convictions. In referring to leadership competencies, Wei et al. (2016) stated that there seems to 

be a direct correlation between a positive effect on new venture performance, employees’ 

outcomes and engagement, work performance and job satisfaction, and trust in leadership, as 

examples. A further understanding of this theory was necessary, as history has proven that some 

people will follow people right off the edge of a cliff, whether or not they have competencies.  

Chaka (2020) discussed being realistic about competencies and Leadership Competency 

Theory, stating that amidst all the hype for competency theory, not much has been done to 

determine which competencies matter most, considering the Fourth Industrial Revolution that 

has been touted since 2011. Chaka (2020) called them clarion calls for new behaviors, new 

orientations, new practices, and mindsets on the party of society at large. Clearly, competent 

leaders are what all organizations need, but what degree of necessary competency is unknown. 

What are the real skills needed for leaders today and in the future? How does having pertinent 

skills for any generation in any organization help leaders make decisions? A thorough 

exploration revealed a greater understanding of the problem posed.  

Actors 

Several types of people or actors were critical to this research. The researcher interviewed 

executive leaders, management, accountants, and other staff members but was not able to 

interview any Board members of any organizations for this research project.  

Executive Leaders. Executive leaders within an organization were actors within this case 

study because they were the key influencers in developing strategic initiatives in education. 
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Executive leaders are all involved in crafting and implementing how corporate strategy is 

developed and carried out by senior executives and set the overall plan for managing businesses 

in diversified and multi-business companies (Gamble et al., 2021). Of all the tasks that 

executives perform, from making decisions to creating budgets, organizational strategy and 

organizational performance are most important (Hunt & Weintraub, 2017). Executive leaders 

related to the specific problem statement as decisions about initiatives in education are made by 

executive leaders.  

Management. Management are actors involved in business strategy and building 

competitive advantage in a single business unit of a diversified organization, which involves 

senior executives and managers alike. Managers have a wide variety of roles to play to help an 

organization be effective. Strategy formulation involves all of a company’s managers at all 

organizational levels, and managers understand significant details that are necessary in order to 

analyze the operations of an organization (Gamble et al., 2021). Managers were directly related 

to the specific problem statement as a company’s strategy is a coordinated set of actions that 

managers use to outperform the firm’s rivals. 

Accountants and Other Staff. Key functional area strategies involve accountants and 

other staff who are important to understand how the budget is coordinated, costs, and profits. 

Accountants are involved in the budget process. The budget is the overall plan for the acquisition 

and use of financial and other organizational resources over specified periods of time to 

accomplish an organization’s objectives (Blocher et al., 2019). Key functional area strategies 

involve accountants and others who are vital to the success of the organization. Accountants and 

other staff members were directly related to the specific problem statement because of their close 

association with resource allocation and strategy implementation. 
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Business Owners. Figure 1 shows business owners as actors. It is one of the duties of 

business owners to have oversight of strategic management tasks (Gamble et al., 2021). A 

research study would not be complete without exploring the business owner’s roles and 

responsibilities, and this was directly related to the specific problem statement and the failure of 

organizational leaders to develop educational initiatives. 

Constructs 

In research, constructs need to be deciphered from abstract ideas into more concrete and 

possibly measurable and testable forms. Constructs are underlying themes that researchers try to 

measure by using survey questions, observations, and other measuring tools, and they are bound 

together by some commonality. Constructs are the building blocks of theories, and they help to 

explain how and why certain phenomena behave the way that they do, such as the organizational 

leaders in this research. Constructs are very broad concepts or topics for a study and researchers 

may need to ensure that the constructs used apply to a study (Evans et al., 2021). This is key 

when a researcher is trying to identify the constructs intended for a study. 

Cognitive Dissonance. In Figure 1, cognitive dissonance was one of the constructs this 

researcher used in this research. Cognitive dissonance is when the actions of people are not 

consistent with their beliefs (Krogerus & Tschappeler, 2017). Cognitive dissonance happens to 

all people, but organizational managers must be cognizant and purposeful that it does not 

interfere with their thinking or decision-making. Intrinsic motivation is the completion of an 

activity for the pure satisfaction of it rather than for separate consequences, such as pressures or 

rewards. Exploring intrinsic motivation in executive leadership was an important aspect of this 

research. 
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The cognitive dissonance construct has been one of the most successful theories of all 

time in social psychology (Cooper, 2019). Cognitive dissonance is when people or a person 

holds more than one cognition that is psychologically inconsistent, and this inconsistency can 

cause psychological discomfort in the person. Cooper (2019) discussed the founders of 

dissonance theory, Kurt Lewin and Leon Festinger, and stated that people can be uncertain of 

their own actions, including their opinions and abilities, so they compare themselves with others. 

According to Cooper (2019), this social comparison is legitimate, and people are motivated to 

influence others or to satisfy a human drive to be correct. The researcher explored cognitive 

dissonance to determine to what extent it creates challenges for leadership when making 

decisions about educational initiatives. 

Many leaders think that the only way to be successful, and to make their companies 

successful as well, is to pursue bottom-line outcomes with the idea that this will be good for 

them and their career longevity. According to Mesdaghinia et al. (2018), based on a leader’s 

power and influence over followers, a bottom-line mentality promotes unethical pro-leader 

behaviors, which are behaviors that are intended to benefit the leader but are in violation of 

ethical norms. Mesdaghinia et al. (2018) suggested that cognitive dissonance affects the 

followers in these scenarios and contributes greatly to employee turnover. 

Profit and Other Drivers. Profit and other drivers for sustainable business were another 

construct in Figure 1. Many organizational leaders believe that it is only profit that drives firms, 

as opposed to firms that claim that their businesses are not all about the profit, but for the 

philanthropic efforts of the firm (Voinea et al., 2019). Profit and other drivers are directly related 

to organizational leaders’ challenges when planning and decision-making and related to the 

specific problem statement. It was necessary to explore if profit is the only motivator for the 
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strategic initiatives within corporations, specifically education initiatives within CSR. 

Exploration helped ferret out if it is only profit that drives firms, as opposed to firms that claim 

that their businesses are not all about profit, but for philanthropic efforts (Voinea et al., 2019). 

Organizations have always had a responsibility towards society, whether to make safe 

products or pay taxes. There has been a significant change in recent years and Dartey-Baah and 

Amoako (2021) explained that because of CSR these changes are due to the fact that 

stakeholders, such as customers, suppliers, employees, and so forth, have become vocal about 

companies, and, in this era of mass technological advances in communication, words spread fast. 

Globally, the relationship between organizations and society has significantly changed, and 

businesses are becoming part of the solution rather than the problem. However, it still necessary 

for organizational leaders to find the correct balance so that profit drivers and CSR interests are 

balanced. 

Fu (2020) discussed how communication plays a critical role in organizational 

innovation. Fu (2020) said that the reason for this is that communication allows people, groups, 

and organizations to recombine existing knowledge into ideas and developments. Innovation has 

become the main goal of businesses in the nonprofit, public sector, and private sectors alike. 

Innovation helps organizations outperform comparable organizations and is essentially a plan for 

future success. Identifying what the key drivers in an organization was important in this research.  

Organizational Performance. Organizational performance was the final construct in 

Figure 1. Stimulating work environments lead to innovative work behavior, and strategic 

management has a positive and significant impact on organizational performance; it is especially 

important in enhancing organizational effectiveness (George et al., 2019; Shanker et al., 2017). 

Organizational performance had to be examined and explored as a primary motivator for which 
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leadership may be challenged when making strategic decisions, so it was directly related to the 

specific problem statement. 

Employees’ perceptions that their firm’s decision-making processes can harm their well-

being and their ability to work prevent them from contributing efficiently and effectively (De 

Clercq et al., 2019). Ethical leadership influences organizational outcomes more than other 

leadership constructs (Bakar et al., 2022). This construct could impact employees’ behavior and 

performance when there is transparent social interaction with ethical supervisors. Bakar et al. 

(2022) also discovered that employees who have good relationships with ethical leaders are more 

productive with their teams, demonstrate continuous process improvement, and bring 

constructive ideas to add value to their organizations. 

Baloch et al. (2021) investigated the business environment’s impact on the performance 

of an organization. This study was conducted to understand the importance of environment and 

business entrepreneurship, to explore the factors that can affect success of business 

entrepreneurship in another country, and to establish a relationship between environmental 

factors and sustained performance. Baloch et al. (2021) discussed the internal and external 

environments that can have an impact on business strategy and sustainability, a construct that 

needed delving into for every organization to be able to understand better and to meet challenges 

head on. 

Relationships Between Concepts, Theories, Actors, and Constructs 

As depicted in the conceptual framework in Figure 1, the concepts, theories, constructs, 

and actors worked together to frame this research. First, the purpose of the research framework 

was to understand organizational leaders’ challenges when planning and developing strategic 

initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled 
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and competitive workforce. The theories built upon the concepts and highlighted how leadership 

strategies may overlook the needs of the organization and community. Participants were needed 

for data collection to analyze how each group perceives leadership’s failure or success in 

developing strategic initiatives for the organization. The constructs were broad concepts and 

either strengthened or weakened the theories. The research framework showed how the concepts 

of substantive CSR policies, the importance of resource allocation, and BSCs/OKRs built the 

framework of the research. ROT, strategic management theory, and leadership competency 

theory added understanding to the framework built on the concepts. The actors were executive 

leaders, management, accountants and other staff, and the Board of Directors, all of whom 

provided real-world supported data. The constructs were cognitive dissonance, profit and other 

drivers for sustainable business, and organizational performance, which helped explain how and 

why organizational leaders behave the way that they do and are unable to develop strategic 

initiatives in education, contributing to the decline of a skilled and competitive workforce. 

Summary of the Research Framework 

This research explored organizational leaders’ challenges when planning and developing 

strategic initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a 

skilled and competitive workforce. The three concepts of CSR, resource allocation, and BSCs 

and OKRs guided this research. The constructs are the underlying themes that this researcher 

tried to measure through interviews and other means to explore the specific problem. The 

constructs were the building blocks of the theories this researcher used to explain the 

phenomenon of organizational leaders’ challenges in this study. The three theories the researcher 

applied to this research were strategic management theory, ROT, and leadership competency 

theory. 
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The concepts and theories aligned with the research questions below: 

RQ1: What is the role of leadership in planning and developing strategic initiatives in 

education? 

RQ1a: What indicators influence leadership’s actions and behaviors that contribute to 

planning and developing strategic initiatives? 

RQ1b: What indicators influence leadership’s actions and behaviors that contribute to an 

inability to plan and develop strategic initiatives? 

RQ2: What organizational strategies can leaders use to plan and develop initiatives in 

education in Eastern Tennessee? 

RQ3: How do organizational strategies lead to a more skilled and competitive workforce? 

Together, the concepts, theories, and research questions drove the research to bring 

greater understanding to the specific problem that was addressed regarding the challenges 

organizational leaders face in gaining support when planning and developing strategic initiatives 

in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled and 

competitive workforce. 

Definition of Terms 

The following definitions provide an understanding of the terms used in this research 

study: 

Corporate social responsibility (CSR): Policies or actions that an organization takes that 

advance the promotion of a social good that is beyond the immediate interest of the firm and 

legal requirements (Waldman et al., 2019). 

Disruptive industry change: This term includes both technological and business model 

disruptions that are powerful enough to transform existing markets, that help to create and 
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establish new markets, and that can cause economic growth to surge or plunge (De Groote et al., 

2021). 

Objectives and key results: An outcome-based and agile way of conducting performance 

management where the objectives are qualitative descriptions of achievement goals and key 

results are outcomes of the qualitative measures of results that organizational leaders want to 

achieve (Anja, 2020). 

Organizational strategic management: A coordinated set of actions that organizational 

leaders and managers plan out and take to outperform an organization’s rivals, while achieving 

excellent or superior profitability (Gamble et al., 2021). 

Strategy: A specific, decided, coherent set of analyses, concepts, and cohesive responses 

to serious challenges (Rumelt, 2011). 

Sustainable competitive advantage: A pointed and meaningful insight about how to beat 

the competition in business. An organization achieves a sustainable competitive advantage when 

buyers develop a long-lasting preference for its products over what rivals or competitors are 

offering (Gamble et al., 2021; Rumelt, 2011). 

Sustainability balanced scorecard (SBSC): A performance measurement and 

management control tool used to guide organizations towards their goals of sustainability (Mio et 

al., 2021). 

Assumptions, Limitations, Delimitations 

Assumptions in the research design are ideas that researchers accepts as factual. 

Assumptions are facts considered to be true, but the study does not validate these truths. This 

section makes transparent and explicit the relevant researcher assumptions, beliefs, and biases 

which may have impacted the research process or the study, causing possibly distorted outcomes 
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(Bloomberg & Volpe, 2019). The identified assumptions either held true or not as the research 

advanced. The limitations section identifies possible weaknesses of the study and the scope of 

the entire study externally that may have distorted the outcome of the study. Limitations of the 

study are potential weaknesses that a researcher must understand but is not able to control. 

Delimitations of the study are parameters that the researcher imposes on the study to limit the 

scope of the study. An example of a delimiting factor may be limiting the age of the participants 

in the study. Delimiters allow a researcher to control the scope of the study and increase the 

feasibility of the study. The following sections provide a description of what the assumptions, 

limitations, and delimitations were that potentially impacted this study. 

Assumptions 

An assumption is something that a researcher assumes to be the true even if there is no 

proof. Vaandering and Reimer (2021) said that a researcher must be coming from a place of 

genuine curiosity and be open to what may be discovered in research and to having their own 

view be shaken. Peterson (2019) talked about how researchers have the potential to be reactive to 

what the participants of a study have to say because of similarities to their experiences or 

because they get too close to the subjects. This can affect their interactions, follow-up, and the 

analysis of interviews. Peterson (2019) suggested that the researcher should describe and 

disclose any prejudgments or assumptions based on similar experiences or knowledge and set 

aside judgement, possibly accomplished by bracketing and self-monitoring throughout the study 

using a research log or debriefing with someone who is not involved in the study. 

In qualitative research, open-ended questions asked during participant interviews bring 

forth deep, rich descriptions of participant experiences (Creswell, 2016; Creswell & Poth, 2018). 

One assumption with this method of data collection in a flexible, qualitative single case study 
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was that this researcher was skilled and had enough confidence to approach the interview with 

professional tact and calm to set the right stage for the interview (Creswell, 2016). It is important 

that the researcher prepared and practiced the interview until a script was formed and the 

appearance of decorum and professionalism had been reached so that the correct atmosphere was 

created for the interview to be conducted and the interviewees were as comfortable as possible 

(Creswell, 2016).  

Choosing a sample size that fit the research study was critical, and research shows that 

sample size sufficiency reporting is often of low quality (Vasileiou et al., 2018). Another 

assumption of this method of data collection is that the doctoral research student was capable of 

developing the correct open-ended questions to ask the participants in the study, so as to collect 

nonbiased interview responses (Bloomberg & Volpe, 2019). This can be difficult as most 

doctoral students have not completed a dissertation before; therefore, it is incumbent on the 

researcher to make certain that each step they take follows the guidance of the university, the 

dissertation chair, and the administrative committee. Also, there was a responsibility for this 

researcher to practice the interview or other data collection methods before they were initiated; 

this was an opportune time to work out any kinks or areas that still needed work.  

The last assumption was that all the research participants would have excellent memory 

recall and would be honest (Bloomberg & Volpe, 2019). Reframing the questions in different 

ways throughout the interview may have allowed for greater integrity in the responses from the 

participants in the study. Researchers’ approaches to studies can be influenced by their 

worldview and their understanding of that worldview. Thinking about these foundations can only 

help sharpen the focus of any research study and enrich the analysis, directly affecting the 

trustworthiness of the researcher’s conclusions (Wood et al., 2020).  
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There are risks in all these assumptions, but thoughtful preparation and practice before 

any data collection method helped to mitigate the risk in any of the mentioned assumptions. As 

Yin (2018) stated, good case study preparation cannot be overstated, so a researcher should have 

the desired skills necessary to conduct the research, complete training for a case study, develop a 

protocol, screen candidate cases, and conduct a pilot case study to help in keeping all risks in the 

research study down. 

Limitations 

This flexible, qualitative single case study was the right fit for the proposed study, but 

there were limitations to this, as in all case studies. Limitations of a research study expose the 

conditions that can potentially weaken a study (Bloomberg & Volpe, 2019). Time, events, and 

processing may be factors that weakened this research study (Creswell & Poth, 2018). This 

researcher was required to develop a research framework and explore, analyze, and present 

findings on the proposed research within a timeframe of an 11–14-week course at Liberty 

University. The time, event, and processing constraints on the student/researcher caused a 

limitation to the research. It was important to mitigate this risk by not selecting a case study that 

was beyond the scope of the researcher’s ability within the time allocated for the dissertation 

course registered for. Selecting a case, developing a sampling strategy, and having enough 

information to present an in-depth picture of the case can limit the value of the study in some 

case studies (Creswell & Poth, 2018). A way to mitigate this potential weakness of the study is 

by doing what Creswell and Poth (2018) said could be helpful: using a data collection matrix is 

for researchers to specify the information that they may use ahead of time. 
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Delimitations 

Delimitations refer to the scope conditions that the researcher sets for the research study. 

According to Creswell and Poth (2018), the primary key to case identification is that the case is 

bound. A bounded case means that it can be defined by the parameters that the researcher puts in 

place for the study; these boundaries are not imposed by anyone other than the researcher. This 

case was bound by an issue of the phenomenon of this study and place, which was to explore and 

better understand organizational leaders’ challenges when planning and developing strategic 

initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled 

and competitive workforce. Currently, the single instrumental case study refers to the initial 

choices made by this researcher. This research also used certain people, described as actors, to 

bind this case study research. 

Significance of the Study 

The significance of this research was to understand the challenges organizational leaders 

face in developing strategic initiatives in education, with a focus on Eastern Tennessee, resulting 

in the decline of a skilled and competitive workforce. The immediate future does not look very 

stable for schools and communities unless businesses start to partner with local schools to create 

programs that boost needed skills for students to get jobs now and in the future. Businesses are 

the largest benefactors of an educated citizenry and may need to play a larger role in educating 

America. There is a gaping hole exemplifying many challenges to educating students in the 

United States to be workforce-ready, and this could be filled by partnerships within the business 

community and all schools. This phenomenon has not been studied to the depths that are 

possible. Thus, this research filled a gap in the literature.  
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The education system in the United States is fractured, and this risks interfering with the 

ability of the United States to compete globally. Businesses need to have a steady influx of 

employees who are skill-ready in technology, design, arts, math, science, accounting, finance, 

economics, and so much more. Schools are struggling to keep up with the constant changes and 

requirements of the job market. Hadfield and Ainscow (2018) discussed an idea in which school 

districts are offered more flexibility to improve their systems. This in turn would lead to 

sustainable improvements and productive community engagement in school system 

transformation. This arena is ripe for research. 

Reduction of Gaps in the Literature 

The current literature highlights research focused on public school closings in the United 

States due to a lack of funding and has discussed the regularity of this activity over the last 10 

years (Miserandino, 2017). Studies over the last half century have shown declining enrollments, 

building erosion and dangerous conditions, ongoing budget issues, and poor academic 

performance, all of which have contributed to district decisions to develop strategies to improve 

fiscal health through school closures (Bierbaum, 2020). According to Bodin and Frieman (2021), 

the COVID-19 pandemic exacerbated this situation. Bodin and Frieman (2021) explained that 

the guidelines from the federal government created a myriad of different programs that permitted 

public schools to operate under school alternative, virtual alternative, and hybrid alternative 

programs, but unfortunately none of these programs could meet many of the students’ and 

families’ needs to be able to continue their educations. Additionally, 14 million or more homes 

did not have internet access, and this increased the rate of school dropouts (Bodin & Frieman, 

2021). During the COVID-19 pandemic, more than 20 million people filed for unemployment 

benefits and reported loss of insurance (Inserro, 2020). There is concern over what public 
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schools will look like soon since local property taxes are where the bulk of school funding comes 

from. Once people have lost their jobs and businesses, many families may not be able to own 

homes or add to the tax base that supports public schools.  

The existing body of knowledge contains a depth of good literature examining businesses 

and schools along with a myriad of problems that exist. The literature does not discuss that 

businesses are the largest benefactor of an educated citizenry and that the time may be near when 

businesses start to partner with local schools to create programs that boost needed skills in order 

to fill jobs now and in the future. This research study filled a gap in this body of knowledge by 

researching the challenges organizational leaders face when developing initiatives in education. 

Implications for Biblical Integration 

This researcher sought a more harmonious outcome for citizens in the United States, 

specifically in Eastern Tennessee, by exploring the challenges business leaders face when 

strategizing the future success of their organizations and communities. All human beings are 

creations of God, were wonderfully made in His image, and are the hands and fingertips of God. 

The idea of God’s image is not to be taken lightly and can be lost on many people because they 

often think this means that humans look just like God. God is the Alpha and the Omega, and any 

ideas that we look just like God are examples of how people are not thinking critically enough to 

fully understand this concept. The understanding of the image of God, and that humans are made 

in His image, can only be understood through research to seek truth, no matter where that leads 

the researcher. Biblical integration first needs to have a Christ-centered researcher who practices 

Christian ethics. This case study research project addressed the challenges organizational leaders 

face when planning and developing initiatives in education, contributing to a better opportunity 

for U.S. citizens.  
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Ethics play an important role in the decisions that a business researcher needs to make. In 

the present study, research decisions were guided by scripture and a biblical worldview when 

walking through the steps of the framework for research goals and objectives (Zigan et al., 

2019). The process of conducting business research and planning how this research could be 

integrated biblically was in line with the goal of advancing God’s kingdom. If the true mission of 

a Christian is to be a Christ-follower, then the basic tenet of this belief is that there is one God 

who exists in three persons: the Father, the Son, and the Holy Spirit. God is the Creator and 

Ruler of the Universe; Christian researchers are to be the hands and fingertips of God, as God 

cultivates His creation through His people (Keller & Alsdorf, 2016).  

God’s people know what God’s Kingdom looked like in the past and what it looks like 

now, but it is unclear if human beings alive today recognize or understand what God’s Kingdom 

may look like in the near future with the advent of AI, with the 5G network in place, and with a 

“cyborgian” culture clearly out of its infancy (Botez et al., 2020). Exploring the challenges 

organizational leaders face when planning and developing educational initiatives has a 

purposeful and powerful effect on how organizational leaders strategize business and public-

school education initiatives in the future. No matter the generation, conducting business research 

from a biblical perspective can be guided directly out of Proverbs 11, including Proverbs 11:1, 

“The Lord detests dishonest scales, but accurate weights find favor with Him,” and Proverbs 

11:23, “The desire of the righteous ends only in good, but the hope of the wicked only in wrath.” 

Benefit to Business Practice and Relationship to Cognate  

A qualitative analysis of CSR in the education of U.S. citizens was a research project that 

was directly related to the strategic management cognate and that the researcher performed from 

a biblical perspective. As a Christian researcher, the aspiration was to understand whether there 
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are challenges imposed on organizational leaders when planning and developing strategic 

initiatives in education, with a focus on Eastern Tennessee, and what those challenges could be. 

Rather than resulting in the decline of a skilled and competitive workforce, there are 

opportunities to create programs for the betterment of businesses, schools, and mankind in 

general.  

How to be an “agent of change” has nudged many Christian researchers, but not all have 

hit the mark. Prewitt (2019) asked how, “[i]n a world facing many complex, formidable 

problems, can the social sciences become a decisive force for human betterment?” (para. 1). 

Prewitt (2019) warned not to fall into the trap of allowing one’s research to be driven by external 

forces, understanding that this would taint the findings of applied research. Prewitt (2019) 

suggested that public trust in science-based research is high, as the public can literally hold many 

products of scientific research, such as computers, because they are tangible. However, the 

public trust in social science is underappreciated and the knowledge of what social science is has 

become almost nonexistent.  

In this research on “A Qualitative Analysis of Corporate Social Responsibility in the 

Education of U.S. Citizens,” the researcher made every effort to significantly contribute to the 

social sciences and the strategic management cognate with nonbiased, moral, and ethical fresh 

thinking that aimed at the heart of truth, for the betterment of mankind. In conducting this 

research, the positive and spiritual coping skills that LeRoux and Lotter (2021) suggested were a 

good investment of this researcher’s time; when under stressful conditions, positive spiritual 

coping skills encouraged a faith response in the researcher to the stress and were a faithful and 

prayerful benefit to business practices today and in the future. 
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Summary of the Significance of the Study 

The qualitative case study research presented in this study examined the problem of the 

challenges facing organizational leaders when developing strategic initiatives in education, with 

a focus on Eastern Tennessee, resulting in the decline of a skilled and competitive workforce. “A 

Qualitative Analysis into Corporate Social Responsibility in the Education of U.S. Citizens” was 

a research project performed from a biblical perspective and was necessary to fill the gap in the 

body of knowledge currently available about this problem. As a Christian researcher, the 

aspiration for this research and the significance of this research was to understand the challenges 

for organizational leaders to develop strategic initiatives in education for the betterment of 

business and mankind in general, and to explore possibilities for change. Qualitative research 

falls under the scientific method Creswell and Poth (2018) described as including a problem, 

questions, data collection, results, and discussion into the whole body of the research and final 

report. Creswell and Poth (2018) said that virtually all researchers start with a problem, examine 

the existing literature to gain an understanding about what has been said about the topic already, 

pose questions, gather and analyze data, and write up their reports with the determination to 

understand the problem better and to help find solutions to problems plaguing society today. 

A Review of the Professional and Academic Literature 

In this section, the researcher presents a review of the current literature that was relevant 

to the business practices, problem statement, concepts, theories, actors, and studies that were 

linked to the phenomenon of this study, which concerned organizational leader’s challenges 

when planning and developing strategic initiatives in education, with a focus on Eastern 

Tennessee, resulting in the decline of a skilled and competitive workforce. The literature review 

is a critical exercise and a significant part of any research study as the literature being reviewed 



54 

outlines what is known and what has been written about that is relevant to one’s research topic 

(McCartan & Robson, 2016). Summaries of past research inform new inquiries in a variety of 

research disciplines to influence professional practice across the varied business spectrum 

(Adams et al., 2017). McCartan and Robson (2016) explained traditional literature reviews as 

identifying, locating, and analyzing documents containing information about the research 

problem/s that a researcher is trying to explore or answer. McCartan and Robson (2016) said that 

literature reviews can expose gaps or areas of uncertainty, pronounced by the abundance or lack 

of written information about a research topic.  

Onwuegbuzie and Frels (2016) gave common reasons to conduct a literature review, 

including to give a big-picture overview to expand the topic-centric approach to inform one’s 

topic, to narrow the topic, and to gain new perspective of a topic. Next are the methods-driven 

reasons, which include learning about new philosophical views, identifying new conceptual or 

theoretical frameworks, or sample collection, to name a few. Lastly, Onwuegbuzie and Frels 

(2016) discussed how the literature review enables to the researcher to make connections to the 

research, referring to interconnections and outer connections, such as identifying relationships 

between ideas and practice and identifying strengths and weaknesses of research approaches. 

One of the primary reasons for such connections is to learn what has already been researched and 

written about and what needs to be done. This enables the researcher to identify the scope of the 

research and bridge the identified gaps on a topic. 

Bloomberg and Volpe (2019) suggested that a literature review ties in the works of other 

researchers and is clearly related to the problem, states up front which bodies of literature were 

used in the study and why, reviews primary sources, is logically organized, is not duplicated but 

is synthesized across studies and compares and contrasts themes, and notes gaps and 
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shortcomings. It is important not to just select literature that the researcher is comfortable with, 

as the researcher may fall short of developing a fully robust review (Raza, 2021). The present 

literature review drove this study, which aimed to explore and better understand organizational 

leaders’ challenges when planning and developing strategic initiatives in education, with a focus 

on Eastern Tennessee, resulting in the decline of a skilled and competitive workforce. The 

literature review for this study contains the following sections: business practices, the problem, 

concepts, theories, constructs, related studies, and anticipated and discovered themes. 

Business Practices 

The problem that was studied in this research focused on a business practice currently 

employed in today’s workplace environment. Specifically, businesses everywhere are 

experiencing exponential growth as well as radical and disruptive change. Examining the 

challenges that organizational leaders face when planning and developing strategic initiatives is 

directly tied to shared value for both business and society, local and global talent acquisition 

strategies, ethics, sustainable development, and shared efforts between governments, and is a 

very real workforce theme of the 21st-century (Gordon & Martin, 2018). 

Business practices are constantly changing as organizations seek to be more ethical and 

to manage their operations more economically and efficiently while constantly increasing their 

performance and also devoting greater attention to the environmental and social ramifications of 

their business activities for positive and sustainable results (Calabrese et al., 2019; Turyakira, 

2018). Today’s customers have become more interested and mindful of the companies they 

purchase products from. Therefore, business practices are very important for an organization 

internally and externally. 
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In planning and developing strategic initiatives, a company’s external environment is the 

immediate industry and competitive environment, as well as macroenvironmental factors 

(Gamble et al., 2021). A PESTLE analysis will reveal a firm’s macroenvironmental factors that 

could be of strategic importance to it. Macroenvironmental factors consist of economic 

conditions, societal values and cultural norms, political factors, the legal and regulatory 

environment, ecological or environmental considerations, and technological factors. Evaluating 

what the driving forces of change are and what impact they may have on an organization will 

prepare it by determining what strategy changes are necessary (Gamble et al., 2021). The 

PESTLE and SWOT analyses and Porters Five Forces Model are essential elements of the 

strategic planning process (Davila, 2019). 

Business practices in this century are nothing like they have ever been before. In this era 

of continual change, everyday experiences speak of just that, and with them come threats of 

disruption to the status quo. Disruptive changes are fundamental changes that reorder the way 

firms and their business ecosystems function. Sometimes innovations add and create value to 

products and services that have been on the market for a while, while at other times they can 

make existing, thriving business models suddenly obsolete (Kumaraswamy et al., 2018). 

Disruption can erode value networks to the point that providers must rethink who their customers 

are, and customers must reevaluate what they buy and whom they buy from. Kumaraswamy et 

al. (2018) said that the 21st century is described as the era of continual disruption in which 

organizational leaders, whole industries, and ecosystems are challenged to survive. 

All businesses around the globe are susceptible to disruptive threats; disruption is not a 

virus that infiltrates certain industries but affects all industries. O’Reilly and Binns (2019) found 

that 70% of seasoned senior executives surveyed listed innovative disruption as one of their top 
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concerns. Therefore, the beehives of activity that have been going on in corporations worldwide 

to thwart off disruptive innovation or disruptive change of all kinds have not proven to be as 

impressive or fruitful as they would seem, considering all the money, energy, and time directed 

to what O’Reilly and Binns (2019) called “cracking the code” of disruptive innovation/change. 

O’Reilly and Binns (2019) explained that in order to manage threats, organizational leaders must 

balance the gravitational pull of exploitation of a core business that is generating positive short-

term results and explore unknown areas where the outcome is unknown or uncertain, even if 

long-term results could be attractive. In order to be the driver of threats, challenges or disruptive 

innovation firms should be active in mature markets and also compete in new technologies and 

markets, possibly going places where they never dreamed of going (O’Reilly & Binns, 2019). 

Anthony and Putz (2021) discussed how business leaders delude themselves about 

disruptive threats. Multiple books and articles have been written through the years discussing 

how to see disruption on the horizon and dodge the disruption somehow or inoculate their 

organizations against it. Yet Anthony and Putz (2012) showed that this problem persists by 

highlighting the research by Accenture which looked at 1,500 publicly listed companies to 

examine their growth strategies and found that only about 3% of the companies analyzed had 

successfully made progress in strategically reshaping their organizations to ride the waves of 

disruption. The rest of the leaders essentially “played the game” and made their organization 

gain points in other ways, while the organization remains vulnerable to disruptive threats. 

Anthony and Putz (2012) stated that leaders, as well-intentioned as they may be, tend to delude 

themselves concerning disruptive threats. They may underestimate or overestimate the difficulty 

of response and, therefore, may lie to themselves. Anthony and Putz (2019) suggested that this is 

a huge leadership challenge worldwide. 
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Zhang et al. (2019) discussed the business practice and evolution mechanism of 

latecomer firms’ value networks in disruptive innovation. Zhang et al. (2019) described the term 

disruption as the phenomenon where a smaller or start-up company with fewer resources and 

capabilities challenges established firms or incumbents and organizations successfully. Basically, 

this type of threat can launch new products and services into primary markets by integrating 

current technologies and the possible use of materials with lower costs that disrupts the 

mainstream markets. Zhang et al. (2019) suggested that in the early stages of disruption, due to 

the character of low-end intrusion techniques in the early stages of the offensive, it is difficult for 

incumbents to identify the disruption and still possible for latecomers to enter the market with a 

new product, technology, or service.  

Incumbent organizations struggle to respond to the business practice of discontinuous 

innovations (Weber et al., 2019). Incumbent organizations struggle for three primary reasons 

according to Weber et al. (2019). One is that organizational leaders look at new entrants that 

introduce innovation of a new product, service, or technology as though they are violating 

traditional business regulations and norms; they possibly justify their beliefs that this is an unfair 

business practice and do not give it the credence necessary. Second, when incumbents are hit 

with new entrants’ strategies, they can be confused. Third, incumbent leaders and managers 

cognitively marginalize new entrants as subpar, illegitimate, or only for niche markets. Weber et 

al. (2019) suggested that executives should be aware of how normalcy and shared assumptions 

influence their sensemaking and decision-making regarding discontinuous innovations. 

Islam et al. (2020) shed light on how difficult discontinuous innovation can be on 

organizations and their ecosystems. This difficulty and complication can be made better through 

collaboration. Islam et al. (2020) used the nanotechnology industry for their research, which is an 
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intensive research and development (R&D) field but nonetheless a great example of the high 

level of interaction necessary between actors across sectors and international boundaries and how 

they operate in this arena. Collaboration with advanced nations and large organizations that have 

a low level of uncertainty avoidance can attract highly skilled labor and intricate investments into 

emerging and disruptive industries to then produce advanced products and services for global 

consumption. Large projects such as this create the possibility to detract efforts from internal 

R&D projects. Islam et al. (2020 included small- and medium-scale enterprises (SMEs) and 

smaller diverse industries in their study and stated that they have less ability to form the 

collective partnerships needed develop the strength to vend off threats but that they have the 

opportunity for injections of venture capital (VC). They included universities involved in 

discontinuous innovation-based R&D projects. Islam et al. (2020) discussed collaboration with 

industrial partners and referred to their direct connection to additional financing and attracting 

VC. Islam et al. (2020) stated that access to VC funding in some industries, especially nanotech 

R&D projects, will lead to active participation in the strategic management of efforts where 

collaboration is involved. 

Concerning business practices, Lofquist and Matthiesen (2018) introduced the 

importance of leadership style on performance. The significance of the study was extracted by 

examining how leadership styles affected organizational results in ways of innovation and 

change through organizational citizenship behavior (OCB). Transformational leadership relates 

to change leadership that inspires employee input well beyond their regular job description and 

activities and requires risk-taking. Risk-taking is associated with low levels of uncertainty 

avoidance and is an ingredient for creativity and change (Lofquist & Matthiesen, 2018).  
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Culture plays a large role in business and how it is practiced, especially when it comes to 

mergers and acquisitions (M&As). M&As are a mechanism for organizational growth and 

expansion. M&As are changing events that impact employee attitudes, behavior, and 

performance either positively or negatively. Employees can be triggered by change, especially 

when they do not believe in it or understand it. It may be important for organizations to involve 

culture managers to interpret and identify cues needed to facilitate change within an 

organization. Strategic and financial concerns have a high priority when finalizing M&A 

transactions. Change readiness is the entirety of an organization’s employees and members’ 

beliefs, attitudes, and intentions in correlation to which changes are needed and the organization 

has the capacity to make the necessary changes successfully (Samal et al., 2021). 

Businesses of all kinds must take risks. The very nature of being in business is a risk, so 

no matter how risk averse a business sets itself to be, there is always an existing risk due to 

internal or external environments. The organizational identity of a firm impacts their decisions 

about risk-taking (Graddy-Reed, 2021). Challenges may be greater in dual-purpose or hybrid 

firms, such as universities, family businesses, and religious hospitals. Dual purpose firms have 

multiple stakeholders and missions as the gears in their wheelhouse, which simultaneously 

balance profit maximization with social drive. Hybrid firms are social enterprises that blend for-

profit and nonprofit missions. Both blur the lines and lack the backbone necessary to innovate 

and shield from threats. There is a push in the United States to have these entities more clearly 

identify themselves with for-profit attributes with the goal of hardened sustainability and impact. 

Risk aversion is an important predictor of future ability to take risks or meet threats “head on.” 

Fundamental changes occurring in the employment market are making it harder for 

companies to find the employees that they need to implement their strategies and gain a 
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competitive advantage in the market. Workplace learning and efforts by organizations to develop 

their workforce have increased. Often, this learning is a by-product of daily job functions, 

working on teams, or just daily routines propelled by continuous process improvement. Jobs 

today and in the future need employees to adapt to changing skill needs and requirements at 

work and to stay in the ready position for changes that are happening all of the time. According 

to Kopp et al. (2020), it is not good enough to rely only on skills gained in formal education such 

as in K–12, technical school, or university setting. The high need for an educated workforce 

resulting in a demand for continuous adaptation of skills is a huge challenge for organizational 

leaders. Increasing the investment for in-house training is not going to meet this demand. 

Organizational leaders are challenged as they need to justify larger investments by proving the 

return on investment (ROI) on any initiatives they implement. Currently, some organizations are 

investing in workplace learning analytics (WLA), which accounts for workplace learning versus 

formal education. 

Entrepreneurship focuses on the production of new resources or the management of 

existing resources in new ways in order to produce new products for new markets and for new 

customers driven by organizational strategy (Soomro et al., 2021). Entrepreneurship helps 

formulate organizational learning (OL), and this learning platform then helps structure 

organizational innovation (OI). Through entrepreneurial activities or behavior, organizations can 

develop a structure that achieves higher performance. These models of OI and OL assimilate and 

reconfigure organizational capabilities to address rapidly changing conditions and a greater 

ability to develop tactical abilities. 

Corporate social responsibility (CSR) is a voluntary management concept that motivates 

organizations to be ethically, socially, economically, philanthropically, and environmentally 
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conscious and to weave these policies into their business operations and interactions with 

stakeholders. The business community embraced CSR starting back in the 1970s, and it has 

grown exponentially since that time. The definition of CSR has also broadened over time. Sorour 

et al. (2020) were curious about the interaction between CSR and organizational identity and 

delved into the role of CSR in organizational identity communication, cocreation, and 

orientation. They say that that there is little information about corporate activities that show CSR 

to be woven into the fabric of operations, other than through formal reporting. Organizational 

identity is what businesses show to stakeholders, or how they do business. Sorour et al. (2020) 

also said that CSR can be understood as a mediation tool between external pressures and internal 

demands, but it is often a cognitive process carried out by directors and managers on their own, 

without the prevalence of organizational identity, creating difficult challenges for leadership. 

Flexibility is the name of the game in business in this era. Individuals, organizations, and 

society at large are faced with a high volume of daily challenges, testing their societal, academic, 

and institutional instincts for survival. Such challenges are routine in organizational settings, but 

there is no one plan that fits all to meet these challenges. Although being adaptive and thriving at 

all times is a mantra heard in business, it is not realistic. Mukaram et al. (2021) discussed how 

adaptive challenges demand that managers and business leaders move into unidentified spaces 

and distribute prior knowledge, at which point everything will turn out perfectly. Mukaram et al. 

(2021) said that the traditional leadership practices are inadequate to meet the fluctuating 

environment and adaptive challenges; they require real-time solutions. 

Social reproduction is a concept that organizational leaders, managers, and stakeholders 

of all kinds may need to learn about. Social reproduction, which may also be termed 

reproductive labor, means the actions that develop future workers, regenerate the currently 
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working work force, and maintain those that cannot work. In other words, it means that the 

children of rich parents will remain wealthy, and the children of poor parents will more than 

likely stay poor. Remington and Yang (2020) contributed knowledge about an understandable 

challenge in business and education today with explanations concerning market imperfections 

that are causing friction in the labor market. They noted that there will be a lack of investment in 

the kinds of skills needed by employers and employees, despite the popular rhetoric that unstable 

labor markets will eventually iron themselves out. 

The development and growth of the virtual platform and remote work has changed the 

world of business. Leading remotely in a time of crisis has created challenges for businesses the 

world over. Performance measurement, accountability, teamwork, decision-making processes, 

employee stability, virtual job training, when to go back on site, and so many more concerns 

have plagued the business community as well as academic institutions and homes. Interestingly, 

the organizational transformations that have occurred during this time seem to point to a brighter 

aftermath than many organizations imagined. Wittmer and Hopkins (2021) discussed this 

phenomenon, saying that people skills are critical in overcoming the concerns firms have faced 

during a crisis such as COVID-19, but emotional intelligence is an important leadership quality 

for crisis leadership and also for remote work management. 

Franken et al. (2021) explained the hardships and challenges for employees, managers, 

and organizations to incorporate forced flexibility concerning remote scheduling and working. 

The collision of work and home lives went from a Norman Rockwell painting directly to the 

front doorstep of all active employees. Employees across the spectrum and income levels dealt 

with distractions, loss of routine, loneliness, lack of purpose, lack of resources, trouble with the 

internet, families moving back in together, and much more. Managers and organizational leaders 
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were all exposed to the hardships of the COVID-19 era that other employees suffered from, but 

they never let the people they were leading see them off-guard.  

What happens when organizations fail? All organizations experience change at some 

stage in their existence, but the reasons for this failure can vary. Schwarz et al. (2021) shared 

their findings about organizational failure during change and the association to an organization’s 

failure to change. They stated that although there are numerous definitions of organizational 

failure, there is no commonly agreed-upon definition of organizational failure. Organizations 

spend a great deal of time not only responding to change, but confronting, mitigating, and 

dealing with failure during change.  

There is a stigma associated with the success or failure of initiatives in businesses. The 

possibility of losing face from engagement failure is an overlooked business risk (Ajslev et al., 

2020). This may seem to be self-evident, but the possibility exists that if failure occurs there may 

be a correlation with stagnation setting in because of an organizational leader’s fear of failure. 

Ajslev et al. (2020) suggested that success in implementing organizational initiatives is 

connected to microsocial mechanisms that affect engagement activities and whether they become 

actual improvements. Microsocial order is defined as a recurrent pattern of interaction among a 

set of actors, such as a workgroup (Lawler, 2002). 

The Fourth Industrial Revolution with emergent technologies is well on its way and is 

presenting itself as a challenge to organizations everywhere. The upcoming changes have to deal 

with job, work, employment, and more due to technology revolutionizing everything, but 

especially in robotics, quantum computing, and AI-driven work. These changes in working life, 

which is at the backbone of all countries, have peeked feelings of insecurity concerning the 

future of work. Job insecurity and paranoia are real concerns for businesses and drive future 
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uncertainty. Nam (2019) suggested that proactive approaches, with practical recommendations 

for employers and employees sooner than later, rather than reactive approaches to this 

phenomenon can either make or break an organization.  

Organizational leaders should understand to what extent technology compliments or 

substitutes for work, and this is a highly researched area. Technology has either a substitution 

effect, as when it performs work in place of humans, or a complementary effect, as when it 

makes a human’s work more productive (Pedota & Piscitello, 2022). Traditionally, technology 

has been understood as a substitute for low-skill jobs and a complement for high-skill jobs, but 

then automation and computerization substituted manual tasks and complemented nonroutine 

tasks. Now, during the Fourth Industrial Revolution, machines are smarter and doing work in 

surgical operating rooms and in places where humans have had difficulty performing. According 

to Pedota and Piscitello (2022), the susceptibility of currently active jobs disappearing could be 

47%. 

The possibility of human rights being taken advantage of in this Fourth Industrial 

Revolution is a very real possibility and a concern for organizational leaders. The Fourth 

Industrial Revolution is defined as a fusion of physical, digital, and biological technologies and 

is expected to have profound consequences, socially and economically. Soh and Connolly (2020) 

expressed concern in this area, stating that the world is on the precipice of unapparelled 

technological transformation and noting that this was language used in the World Economic 

Forum (WEF) in January of 2016. In addition to this, Klaus Schwab, the Founder and Executive 

chairman of WEF, said that the WEF will change the way humans live, work, and relate to each 

other. Soh and Connolly (2020) stated that all of this could have a profound effect on human 

rights and how they are protected. 
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The future of work (FOW) is a real concern and front and center in policy debates. 

Schlogl et al. (2021) described the paradox of advances in labor-saving technologies and 

wondered how much work the future holds for humans. They wanted to know what roles 

machines will have in the workspace domain. The FOW is off of white papers and onto front-

page news because it is not discussed enough, leaving people to develop dark scenarios on their 

own. Looking back at history books will not help much in the case of what is going on now as 

this type of threat, at this speed, has never before been seen. It is important, should be front and 

center, and labor unions should perhaps be weighing in on these debates. 

All businesses challenge their leaders. A key part of the job description for organizational 

leaders and businesses worldwide is that they accept the challenges of ever-changing work 

environments and are ready to take on challenges. There cannot be 100% success rate, but 

servant leaders create benefits for individuals, teams, and organizations even when confronted by 

storms. Thao and Kang (2020) offered a good definition by saying that servant leadership is 

serving others and appreciating the diversity of people’s gifts and talents and paying attention to 

followers’ interests and development as a higher priority that the leaders’ own interests, creating 

a platform for an organization that is about service to others. Thao and Kang (2020) stated that 

followers tend to be intensively influenced by servant leaders. This is driven by Social Exchange 

Theory, which asserts that the norm of reciprocity guides the social interactions between two 

parties until a balance of exchange appears.  

Lafortune et al. (2018) discussed school finance reform (SFR) in their research on the 

distribution of student achievement. Lafortune et al. (2018) noted that there are two primary 

types of SFR. In the 1970s and 1980s, SFRs were called equity reforms that were devised to 

reduce disparities across school districts. Since the beginning of the 1990s, there have been many 
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more reforms, but these have been directed at low-income districts in the form of adequacy 

reforms to achieve sufficient funding. Lafortune et al. (2018) said that there is little evidence that 

these reforms have any effect on student achievement. 

Lozano (2022) discussed CSR and the ambiguous definition of the concept, claiming that 

there is a diverse range of interpretations. Lorenzo (2022) observed that organizations must build 

a conversation or discourse that swings between bad business practices to questioning 

organizations’ CSR impact in this century. Lorenzo (2022) stated that actors agree to the 

importance with which they view CSR but noted that CSR is not a goal but a platform for 

everyone to advance their own agenda. Lozano (2022) urged renewing business education to 

shape competent, conscious, compassionate, and committed people.  

Roysen and Cruz (2020) focused on the role of higher education in sustainability 

transitions and asked how the next generations of professionals and scientists will get the 

knowledge and tools to deal with the pressing environmental problems that are shaping our 

global society. Roysen and Cruz (2020) said that it is time to cast off the business-as-usual 

mindset and to awaken hope and motivate this generation’s capacity for response to the pressing 

issues of the day, namely, environmental and societal sustainability issues.  

Various forms of teaching and learning are going on across disciplines. One example is 

what O’Meara et al. (2017) discussed in terms of how students in the field of paramedicine are 

gaining skills and knowledge that extend beyond the traditional classroom. They are gaining the 

knowledge and skills they need for their profession outside of classrooms. This holistic model of 

education will continue to be used to meet future demands in the paramedic field.  

The question is what it looks like to educate future business leaders for the common 

good. Schneider and Justin (2020) explored issues about global poverty at a Catholic college of 
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business to draw attention to the larger debate of international development and the role of 

business in an inclusive economy. This was a research study aimed at ending global poverty. The 

idea is to stimulate the process of reimagining businesses and economic institutions into all they 

may possibly be and the possibilities they can possibly serve.  

Sustainable development is about meeting the challenges that come from the three “Ps”: 

planet, prosperity, and the social dimension. Essomba et al. (2022) said that this approach has 

expanded to add two more “Ps” to the equation, peace and partnership. The five “Ps” encompass 

the environmental, economic, social, ethical, and organizational dimensions and focus on 

solidarity between human beings and all living beings on this earth in general. 

The degree apprenticeship model was introduced into the higher education system in 

Europe to broaden vocational training (Powel & Walsh, 2017). The degree apprenticeship model 

is funded by an employer payroll levy. Higher education institutions are being called to specific 

standards to deliver training. Powel and Walsh (2017) explored the model for the higher 

education curriculum and discovered that the design and the use of such models to deliver 

vocational higher education introduces untried elements and may lead to a change in employer 

behavior. 

The Problem 

The general and specific problem statements for this research relied on the idea that 

organizational leaders are challenged when planning and developing initiatives in education and 

this contributes to the decline in the skilled and competitive workforce that America needs. 

Organizational leaders may face challenges when soliciting support for initiatives in education, 

resulting in the decline of a skilled and competitive workforce in Eastern Tennessee. 

Organizational leaders cannot simply change an organization on their own. Organizations can no 
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longer operate without taking several elements into account, such as the interconnectedness of 

society, internal and external environments, economic goals, and many other things as they plan 

and develop strategic initiatives (Thakhathi et al., 2019). This current era requires all 

stakeholders to probe more deeply into this age of sustainable development to ensure that 

organizations will continue thriving in the long run. Companies must always be prepared to be 

future-ready. Thakhathi et al. (2019) noted that it takes courage to step into corporate 

sustainability leadership, as these positions require taking on responsibility for initiating, 

implementing, and stabilizing change for an organization and such leaders face politicized 

resistance all around. While partially developed in the extant literature, this case study helped to 

fill the gap in the current body of knowledge surrounding real-life case study applications.  

Strategic managers play an indispensable role in business. Strategic management is an 

ongoing endeavor, one that pursues creating organizational successes and that seeks to secure a 

robust future systematically and consistently for the long term. In order to optimize strategic 

management, strategic planning is the cog in the wheel (George, 2020). Organizational leaders 

and managers must commit to several well thought-out possibilities to help them decide how to 

compete with their rivals in the market (Gamble et al., 2021). The skills that strategic leadership 

require to fill the plethora of roles organizations need to function and compete robustly are 

becoming more difficult to find as people cannot be trained fast enough to meet the demands of 

the market. As change is constant but difficult to anticipate, employees are hired but take training 

matters into their own hands by improvising (Mannucci et al., 2021). There are many choices 

that organizational leaders must make, among them choices of how to create products or 

services, how to position their company, how to develop and deploy resources, how functional 
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parts of the business will operate, and what different skillsets will improve valuable competitive 

capabilities, yet the effect of strategic planning is hard to determine (George, 2020). 

Organizational leaders are challenged as they face decisions on how to align sustainable 

development with strategic management and implement it (Kitsios et al., 2020). Corporate 

sustainability strategy is complicated and challenging as each organization is unique and has its 

own characteristics. If an organization wants to stay in business, it has to fight for it and hire the 

right skilled and knowledgeable employees who are not afraid to make decisions. In other words, 

it is important to strategize wisely. An action plan is the highway necessary to effectively carry 

this out. However, there may not be cohesion between parties involved when planning and 

developing strategies, as decision-makers often do not think about practical implementation in 

the same way as managers do.  

Toegel et al. (2021) exposed secrecy within organizations and explored why middle 

managers utilize secrecy to promote their own agenda concerning strategic initiatives in 

organizations. Secrecy among middle managers dominates the political arena across 

organizations. This dynamic has momentum and is a challenge within organizations. The 

coalitions that form within organizations can have a dramatic effect on strategic initiatives. 

Soebin and Alexandre (2020) found that due to increased pressure from the community at 

large for businesses to act more responsibly and due to increased legal issues, ethical and 

political concerns, and wide stakeholder involvement, more and more organizations are getting 

involved with CSR. CSR is where businesses contribute to economic development and the 

quality of life of society, their workforce, the environment, and the community. Soebin and 

Alexandre (2020) suggested that, with organizational development, training and development are 

of key interest to strategy development. Human resources (HR) is a major player when 
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developing human skill sharpening and plays an important role in implementing systemic change 

in organizations while greatly contributing to CSR and sustainability in organizations.  

Businesses of all sizes face constant challenges to adapt and survive changes in this high-

velocity environment. Change is the order of the day. School administrators must be able to 

reposition themselves to attract resources from governments and corporate institutions without 

compromising their identity or independence (Fusheini & Salia, 2021). The machinations of 

growth and innovation are constant and, in order to meet the demands for skilled labor in the 

current and future economy, schools and businesses may look at how they can strategically 

provide complimentary services or collaborate on educational efforts to keep the United States 

competitive. 

Financing is one of the biggest obstacles to achieving a quality education for all people of 

school age to attend school in less-developed countries around the world. More and more, 

corporations are using CSR initiatives to become partners in financing education projects 

(Fusheini & Salia, 2021). Fusheini and Salia (2021) reported that free, equitable, and quality 

primary and secondary education for school-age children is number four of the 17 global 

sustainable development goals (SDGs). Private sector institutions are becoming key stakeholders 

in these endeavors and are agents championing the SDG agenda. 

There is a lack of research targeting the separation of the business community and 

academia, and this impacts the effects both entities have on the next generation of workers 

preparing to enter the workforce. Resources and skills offer organizations a competitive edge 

over their rivals and are critical success factors in strategic management. Strategy execution is 

difficult to measure, and there is little academic research about how to measure strategy 

execution (Bianchi et al., 2019). It is critical to make progress in this arena. However, there are 
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numerous strategic challenges these two entities face in joining strategic forces to elevate the 

preparation of  Americans to be skill-ready for jobs now and in the future. The present study 

investigated corporate contributions to the education, training, and development of students 

preparing to be workforce-ready upon graduation from their respective academic institutions. 

Age, gender, national origin, and educational background are coming under intense 

scrutiny to explain innovation propensity (Bello-Pintado & Bianchi, 2021). The level and type of 

education of the workforce are key characteristics needed to overcome barriers in business. 

Educational diversity develops the knowledge base of organizations. This may be true, but 

making the connection between educational diversity and the ability to innovate is controversial. 

A question of this era may be whether or not public schools in the United States are preparing 

our citizens to be workforce ready. Currently in the United States, students graduate from K–12 

and are not prepared to go to work or start a career so they attend technical school or go to 

university to gain advanced skills. Often, after graduation from higher education, students are 

still not skill-ready to enter the workforce.  

Organizational knowledge has long been recognized as a golden nugget in the treasure 

chest of sustainable competitive advantage for organizations. Knowledge workers and 

information workers have been tagged and celebrated throughout the 21st century. These titles 

have alluded to an air of prestige, but the exact meaning of these terms is uncertain. 

Traditionally, knowledge workers were workers with expertise in their fields to think or rethink 

various areas of their organizations (De Sordi et al., 2020). The hope that these workers were 

going to transform organizations worldwide has not proven to be factual but could be realized as 

all employees in an organization could and possibly should be knowledge workers by gaining 

expertise in their daily jobs, teams, and contributions to their companies. 
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The necessary requirements to complete in the global labor market are not what they 

were 10 years ago, or even 5 years ago. It is important that students graduate from the university 

with actual subject knowledge, a deep understanding of modern working methods, technical and 

higher order thinking skills, communication proficiency, engineering understanding and 

problem-solving skills, and confidence developed nationally and internationally to be desirable 

to most employers (Barabash et al., 2022). Professional workers now and in the future may need 

different settings to get the training they need to be considered by employers. A new footprint for 

learning such as multidisciplinary study environments and educational strategies of all kinds 

could be what the United States needs to transform its workers to be more skill-ready and to 

contribute to their organizations more fully. Barabash et al. (2022) suggested that connections to 

the world of work, through active industry involvement in education in a systematic way, is key 

to change all over the world.  

There are strong calls to action concerning the future of education. A combination of 

modern teaching approaches and tools, strategic partnerships with industry, businesses, and 

universities, and up-to-date multidisciplinary labs can create the framework for a competence 

ecosystem to foster a new generation of scientists and engineers (Barabash et al., 2022). 

Learning if this model can be applied globally, regardless of the social development of an area, 

may be beneficial. Wassink (2018) explained that research at the macrolevel pointed to the fact 

that economic development, which is usually measured in gross domestic product (GDP) per 

capita, reduces marginal self-employment and increases entrepreneurship. However, social 

development affects entrepreneurial opportunities, such as clean water and power supplies. The 

question would be what a global education transformation could look like; it may be necessary to 
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think about how to pay for these changes besides the influx of dollars that comes from 

governments and states into schools. 

The workforce across all sectors is enduring challenges to keep enough skilled workers 

now and especially for jobs of the future, locally and internationally. Health and care workers in 

primary care, mental health care, nursing, clinical and nonclinical support, and social services are 

an example of an industry with persistence job vacancies, low morale, ethical challenges, and 

low retention (Anderson et al., 2021). Anderson et al. (2021) proposed that in order to secure a 

sustainable workforce that is skill-ready and continuously demonstrating up-to-date training, 

integrated workforce approaches are needed to be developed alongside educational reforms and 

training with end goals of multidisciplinary work, and employers need to contribute to the costs 

for these reforms. 

Organized after-school programs (ASPs) can lessen risk and build robust youth in urban 

and underserved communities, and there is growing enthusiasm for these programs (Frazier et 

al., 2019). In the past 20 years, the United States dropped many of the practical education or 

social-emotional programming classes such as home economics, shop, small engine repair, 

foreign language, physical education in the elementary schools, music, and art. ASPs and other 

supplemental learning programs have tried to take up the slack to keep this learning going. 

However, a closer look reveals that there is low investment in ASPs in fiscal, material, and 

human resources and there is huge disparity across states, counties, and school districts. 

Most states have legislative provisions authorizing them to take over individual schools 

or school districts from the jurisdiction of the local school boards that are struggling and not 

meeting performance targets in order to transfer them to a state-level, governing authority 

(Welsh & Graham, 2021). Coalitions have become more prevalent in the politics of education 
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and education reform debates. Coalitions try to shape policy through influence, candidate 

support, supporting or not supporting education issues in elections and acting as conduits for 

disseminating information to citizens. Ballot initiatives in K–12 education have increased in 

priority and prominence, but scholars are questioning how ballot initiatives serve equity and 

demographic involvement (Welsh & Graham, 2021). 

Cohen-Vogel et al. (2017) conducted research using student achievement data in hiring 

school staff, evaluation, and assignments. They shared that school leaders are starting to rethink 

how they allocate resources due to state and federal government expectations to meet educational 

benchmarks. Data-driven decision-making (DDDM) in schools is the systemic collection and 

analysis of data that is used to drive decisions that school leaders utilize to improve the success 

of students and schools. It is believed that DDDM will help educators make changes that 

enhance and increase student learning. 

What is the cost of going to school? The government uses shadow pricing in cost-benefit 

analysis for ROI in education. According to Vining and Weimer (2019), when examining how 

valuable a high school education is to a student, government, and all of society put together, the 

cost of a high school graduation is $300,000.00 per graduate. Trying to learn what the social 

value of a high school graduation is complicated for many reasons: “Almost all investments in 

educational increments in quality or quantity have multidimensional, long run, non-linear, and 

hard-to-measure impacts” (Vining & Weimer, 2019, para. 2). Developing a shadow price for 

high school graduation involves nine steps. Trying to find a price for something that is not 

bought and sold on the open market, like a high school education, is a complicated process but 

one that this researcher detailed in greater degree in this research project. 
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Disruption in public school systems in the United States can happen at any time. It is not 

like in the 1950s to 1970s in the United States when public schools across the country went 

through daily practice drills in classrooms with students to learn the steps to take if there were an 

emergency. Young students and older ones alike were completely shocked that we could have a 

national emergency like COVID-19 in this country, and because the United States was not 

prepared, there was total chaos. Universities and schools were completely closed for months, 

which drove the country to be innovative and to pivot to remote learning. However, nearly 500 

million students missed out on this completely due to having no internet, no supervision at home, 

or a myriad of other reasons (Bodin & Frieman, 2021). When the chaos had calmed, the major 

issue was deciding to go back to school, which created another kind of chaos. In the short-term, 

three good alternatives for getting back to school were developed.  

Scandals rock the business world, and everyone is affected by unethical business 

practices. Unethical practices within organizations chip away at the confidence of all 

stakeholders and can cause great challenges for an organization. The business community faces 

increased pressure to conduct ethical business practices. The United States is not the only 

country damaged by ethical scandals. Ethical scandals are usually developed from managers or 

senior leadership or leaders in an organization usurping their power for personal reasons (Kerse, 

2021). Ethical leadership entails displaying normative and decent attitudes in personal acts and 

interpersonal relations with the expectation that others will follow. Ethical leaders behave fairly 

and justly and follow the principles that are common to all as professional ethics, not only with 

peers and coworkers, but with all people, including subordinates. They create a climate and 

culture of trust and encouragement for all.  
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The cost of financing education and entrepreneurship in the United states are directly 

related. In 1998, the Higher Education Amendments made student debt nondischargeable 

through personal bankruptcy. Therefore, student loan debt burdens entrepreneurship. Student 

loan debt surpassed the $1 trillion mark in 2011 (Krishnan & Wang, 2019). Student debt is also 

hindering people from starting a business because of the cost of start-ups and the inability to 

access funding due to existing debt. Years of going to school in the United States through grades 

K–12 and however many years in post-secondary education will not guarantee that an individual 

can start their own business due to the strangulation of student debt.  

Enhancing sustainability education through the experiential learning of sustainability 

reporting has become more of a focus for business schools, and they are furthering skills 

development through opportunities for experiential learning (Sulkowski et al., 2020). These 

types of experiences help develop a holistic mindset and nurture a better understanding of how 

discrete aspects of a system interrelate to encourage and invite further exploration and sharing of 

innovations. These opportunities help workers develop “special eyes” and the ability to critically 

think better, possibly helping organizations see change on the horizon and be able to adapt better.  

This research aimed to identify how collaborative efforts between the business 

community and academia may better serve U.S. citizens to prepare them for work, transcending 

the current model of education in the United States. This could be due to lack of skills needed to 

propel organizations into a competitive arena and stay there. This research also aimed to identify 

and evaluate current approaches and strategies used by businesses to catapult skill development 

of the U.S. workforce to always ensure a steady flow of skill-ready American workers. Radical 

innovation may help companies and academia cope with future upsets in their strategic 

capabilities (Urbinati et al., 2022). Finally, it aimed to explore whether a seismic shift entailing 
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business and academia joining forces to educate America may serve the population infinitely 

better.  

Concepts 

Concepts used in research are generated from particular facts or ideas based on 

phenomena that researchers seek to study. Organizational leaders face many different business 

practices and challenges when strategically guiding an organization. These challenges do not 

remain stagnant but are ever-changing. CSR is the first concept related to the specific problem 

statement, as a lack of CSR policies that make an impact may reflect the way that organizational 

leaders make decisions about educational initiatives. Resource allocation is the second concept 

and pertains to the specific problem as organizational leaders allocating resources directly affect 

how strategic decisions are developed. The balanced scorecard (BSC) and objectives with key 

results (OKRs) work together to impact the specific problem as organizational leaders perform 

more optimally when systems are in place to affect decision-making concerning organizational 

strategy. 

CSR is a business practice that directly affects an organizational leader’s ability to make 

decisions. CSR is an umbrella term that brings together policies, processes, and practices that 

companies develop to improve the social state and well-being of their own organization and also 

that of society, other stakeholders, or the environment. The above can be executed voluntarily or 

mandated by an organization through mechanisms such as rules, norms, or customs (Gordon & 

Martin, 2018). 

The concept of substantive CSR policies supports the specific problem by confirming that 

leaders who fail to invest in and analyze their clear intent to incorporate CSR policies that fit an 

organization’s values, culture, and context make less of an impact in the communities in which 
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they exist through educational initiatives. According to Graafland and Smid (2019), companies 

must analyze their intent to incorporate CSR and develop CSR policies that fit an organization’s 

values, culture, and context as there is often confusion within an organization as to its purpose. 

This concept influences the organizational success of a company, as the consequences of the lack 

of educational initiatives in the community contribute to the decline of a skilled and competitive 

workforce.  

Barnett et al. (2020) highlighted the fact that after years of studying CSR, there is still no 

proof that CSR delivers on its promise. The tenets and intentions of CSR may be seen as 

questionable, as many people believe that the primary responsibility of business is to return value 

to shareholders. This concept helps shed some understanding on leadership’s lack of developing 

educational initiatives through strong CSR policies. 

Hur et al. (2020) said that firms have used CSR as a vehicle to enhance customer 

relations and to promote positive customer perspectives toward firms. CSR increases brand value 

and stimulates buying when the customer perception is high. Hur et al. (2020) highlighted the 

multifaceted approach of a primary impact of the CSR company and the secondary effects on 

partner firms and used the Home Depot and Habitat for Humanity as an example, showing that 

the types of partnerships that directly address social issues do make an impact on the purchasing 

patterns of customers.  

Organizations are increasing their transparency and emphasizing their purpose and 

responsibilities to society. There is a need to examine and understand an organization’s social 

and environmental practices on a firm’s performance (Parast, 2021). The findings by Parast 

(2021), measured in internal quality results and external quality results, suggested that CSR has a 

positive result on quality internally, but the external results were not statistically significant. 
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Some managers see value in implementing CSR as a way to increase profitability. Other 

managers do not believe that CSR can make an organization more profitable.  

Lewin et al. (2020) examined CSR benefits to employees inside a firm that practices 

transparent CSR policy implementation and then outside of the firm, away from work. They 

found that identifying with employers who engage in CSR had a positive relationship with 

citizenship behavior while at work and while at home or in the community. Companies continue 

to adopt CSR programs that involve employee charitable donations via payroll systems, 

matching charitable donations, and employer-sponsored volunteer programs because employers 

believe that these activities improve employee engagement. This, in turn, has stimulated 

favorable relationships with charities and associated causes in the community. 

CSR has become an important field of corporate activity in the 21st century. It is 

generally understood that CSR activities are social and environmental policies implemented by 

organizations that are not required by law but that are voluntarily agreed upon by company 

hierarchies to incorporate into their business practices. However, critics wonder if CSR is what it 

claims to be or if it is simply “greenwashing” (Jackson et al., 2020). There is controversy over 

reporting requirements for CSR, leaving the public at large wondering if CSR is “for real” or 

simply a slippery way of doing business for there to be positive outcomes for the organization 

and less positive ones for all other stakeholders involved.  

Whether organizational use of CSR is real or unreal is possibly the “question of the year.” 

Palazzo and Richter (2005) discussed CSR and the tobacco industry to show an example of how 

some firms twist CSR to maximize their own benefits without impacting societal and 

environmental needs and concerns. Palazzo and Richter (2005) said that the distrust of tobacco 

companies is founded on the fact that their product is linked to lethal outcomes and that the 
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published proof of dubious behavior from organizational leaders and industry representatives in 

the past has proven harmful to the populace at large. Even if tobacco companies donate money to 

a very strong public need, they can be suspected of “window-dressing” because these actions 

could be perceived as trying to blur ethical issues (Palazzo & Richter, 2005, para. 6). 

According to Lyon et al. (2018), corporate sustainability is front and center in business 

activities. Many companies have taken steps to improve their societal and environmental 

performance, but there are questions about the rules of the game and fears that not all players 

know the rules, may make up their own rules, and there is not enough regulation to make sure 

that any rules are being followed at all. Lyon et al. (2018) said that it is time for corporate 

political action to be considered by all the stakeholders that care about sustainability. They 

believed that those individuals and groups that assess firms on their CSR should also examine 

how firms support, or do not support, public policies, saying that firms must become as 

transparent about their political activism as they are about their CSR activities. 

A framework for developing CSR policies is challenging at best, especially when linked 

to stakeholder engagement. Mukhtar and Bahormoz (2021) suggested a framework to integrate 

stakeholder views. This framework could be used to reconcile and integrate stakeholder 

priorities, construct a unified CSR index to include all stakeholder views, and foster consensus-

driven management or decision-making, and the framework could help facilitate effective CSR 

stakeholder engagement and implementation. Given that the term CSR is still in flux, and that 

stakeholder engagement is common to almost all CSR definitions with global initiatives, having 

a framework which acts as a mechanism to facilitate stakeholder priorities can possibly be a 

positive contribution to business.  
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Due to increased public scrutiny of ethical business practices, companies are becoming 

more involved in publicly reporting the results of their social and environmental performances 

(Rim et al., 2019). Organizational CSR reporting encompasses developing reports about public 

relations and business practices and activities that are available to all stakeholders. Reporting 

creates transparency and communication and is important as it allows stakeholders to understand 

the purpose and outcomes of business CSR activities, especially when they are targeted as a 

beneficiary of organizational CSR decision-making and activities. 

Another concept is resource allocation. A resource is an asset that is owned or controlled 

by a company and is used to add value to its competitive abilities. Resource allocation is when 

firms utilize their resources to develop dynamic capabilities and more flexible strategies to 

manage their organizations optimally and to be competition-ready at all times. Knowing how to 

strategically lead an organization requires knowledge, competencies, experience, emotional 

intelligence, values, skills, talent, and gifts. Gordon and Martin (2018) discussed the professional 

development of organizational leaders and noted that developing the traits and competencies of 

such leaders is akin to climbing Mount Everest. Organizational leaders need to be strategic 

thinkers, and they have to be agile and able to always study the business horizon looking at other 

industries and outside threats to know when to respond (Gamble et al., 2021).  

Resource allocation greatly impacts the success of an organization. The concept of 

resource allocation addresses the specific problem and its consequences, as when leadership does 

not develop strategic initiatives in education or fails to utilize its resources and capabilities 

towards initiatives in education, the CSR policy does not reach its full potential for an 

organization. This concept is related to strategic management as firms must develop dynamic 

capabilities to manage their resources, especially in light of dynamic or disruptive change 
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(Gamble et al., 2021). This concept relates to the specific problem as leadership needs support to 

work through the challenges of developing new and more flexible strategies, in order to achieve 

adaptive efficiencies to keep up with the internal and external environment. 

Understanding the way in which organizations mediate the process of resource allocation 

is of concern when trying to understand the functioning of a modern economy, but more 

importantly for understanding that resource allocation is basic to corporate strategy, as financial 

and nonfinancial resources are central across activities “at a given point in time and across time” 

(Levinthal, 2017, para. 2). Levinthal (2017) pointed out three distinct features that organizations 

use when looking at what resources to allocate. One is the necessity to evaluate opportunities and 

opportunity costs that companies face. Investment opportunities for one organization may be 

different than those for another organization for a number of reasons, such as privileged access, 

meaning that one organization may be able to recontract or recombine resources and capabilities 

better than another organization. Payoffs to a common investment may be perceived differently 

from one firm to another. Next, budgetary constraints play a large role regarding allocation 

across diverse activities. Lastly, the mediation of resource allocation points to the role of 

companies suspending the selection pressure of market forces.  

Kogan et al. (2017) noted that economists frequently argue over the drivers of economic 

growth. The researchers proposed and discussed a new measure of the economic importance of 

each innovation through the private value of a patent and how it can be extracted by using the 

stock price reaction around the grant of the patent. This study is important as it demonstrates 

economic growth that is driven by innovation and creative destruction (where something new 

brings on the demise of what is in existence), that is, the Schumpeterian growth model. Using 
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this model, Kogan et al. (2017) showed that innovation using their measure is directly related to 

substantial growth, reallocation, and creative destruction.  

An organization should have its strategy matched to its collection of resources and 

capabilities, as a firm cannot quite be competitive if there is a mismatch in its resources and 

abilities, as this will lead to failure (Gamble et al., 2021). A company’s internal situation is key 

to its competitive approach. Exploiting resources that are competitively valuable, rare, hard to 

duplicate, and not easily replicated by rivals is of great value to organizations. Gamble et al. 

(2021) were proponents of a resource and capability analysis that identifies a firm’s resources 

and capabilities and then examines them to find out which are competitively predominant to 

utilize in order to support a sustainable competitive advantage over competition in the market. 

Firms must maintain control over scarce and valuable resources to obtain and keep a 

sustainable competitive advantage. However, many firms now employ an open strategy, 

purposely giving control over high-value resources to achieve a better end goal, challenging 

more traditional resource-based views or approaches (Alexy et al., 2018). Alexy et al. (2018) 

demonstrated how a common-pool resource can become a source of competitive advantage and 

contribute to interfirm competition. Furthermore, Alexy et al. (2018) demonstrated that firms can 

improve performance when opening resources reduces their cost base while increasing demand 

for other proprietary resources, and also when reshaping markets by weakening rivals.  

The final concept is the balanced scorecard (BSC) and objectives and key results (OKRs) 

that relate to the specific problem, as BSCs and OKRs work in tandem to focus on remaking 

companies into networks rather than the traditional pyramids (Gobble, 2018). This concept 

relates to the specific problem statement as leadership cannot perform optimally if it does not 
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have systems in place to help with the decisions it must make, especially when it comes to 

organizational strategy.  

In recent years, according to Hansen and Schaltegger (2018), arguments have risen about 

measuring organizational success with just financial metrics. Therefore, interest is rising in 

BSCs, now more often referred to as sustainability BSCs (SBSCs) because of the engagement of 

so many organizations in CSR. The strategic importance of environmental, social, and ethical 

practices and the performance metrics that go along with these activities have required the need 

of SBSCs. SBSCs provide more of a multidimensional performance measurement for an 

organization, allowing organizational leaders to make better decisions to lead their firms. 

Organizations are at an interesting time in history where existing paradigms are not 

enough. The focus on execution as the main source of competitive advantage is no longer going 

a trump card. Managing for creation is a new management practice and should be recognized 

(Dávila, 2019). Management accounting and control systems are a central piece of the 

management infrastructure, but it is no longer business as usual. Due to globalization and 

technology, such as AI, blockchain, robotics, 3D printing nanotechnology, 5G, biotechnology, 

the IoT, cloud computing, and more, execution will continue to be important to the success of an 

organization, but it is not enough. Organizations need to be good at identifying opportunities and 

creating new value out of opportunities. Performance management technology has improved and 

has strengthened the link between management accounting and other functions of firms so that 

management accounting’s expertise in performance management can be exploited better. The 

frameworks used to help select the relevant measures developed out of key performance 

indicators (KPIs), BSCs, and OKRs, all using an organization’s strategy as the guiding light. 
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Mio et al. (2021) conducted research on how companies address sustainability through 

financial and nonfinancial performance measurement tools. The SBSC is used as a performance 

measurement and management tool that encapsulates its original form t balances financial and 

nonfinancial and short- and long-term performance measures along with metrics from customer, 

internal processes, and learning and growth, based off of cause-and-effect relationships to drive 

shareholder value (Mio et al., 2021). The sustainability piece comes in to embed CSR activities 

and measure them. 

Through the research on culture and leadership in an era of globalization, Hadgis (2019) 

explained that management tools developed to help teams, managers, and organizational leaders 

be able to do their jobs better, have surfaced. OKRs is a goal-setting framework used by various 

employees in organizations to define measurable goals and to track their outcomes. This is a way 

to connect the organization’s objectives to measurable results, and, when change is needed, 

OKRs help to implement change very quickly. 

Theories 

This section on theories contains a detailed discussion of the three major theories the 

researcher identified in the research framework. The theories provide a better understanding of 

how organizational managers may impact their organizations to improve performance for an 

organization. This is not to postulate that these theories may be universally effective. Any of the 

theories used in this research may be advantageous situationally.  

Real options theory (ROT) was one solution to the specific problem addressed as a 

challenge of organizational leaders to develop strategic initiatives in education, with a focus on 

Eastern Tennessee, resulting in the decline of a skilled and competitive workforce. ROT is a 

right, not an obligation, to make a future specified action for a specified cost. ROT has distinct 
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ties into strategic management in the areas of market entry timing, modes of entry, mergers, and 

other organizational forms, such as joint ventures, acquisitions, and so forth. (Trigeorgis & 

Reuer, 2017). This theory relates to the specific problem in that organizational leaders must be 

flexible to stay abreast of strengthening a company’s competitive position. Leaders depend on 

information from management, accountants and other staff, and the Board of Directors to help 

make them make decisions to keep an organization strategically in the ready position, but the 

final decisions are up to organizational leaders to make. 

Acquisition-based dynamic capabilities have important consequences for merger and 

acquisition (M&A) processes (Cirjevskis, 2021). Cirjevskis (2021) reported on the use of open 

innovation (OI), an innovation model that promotes collaboration with people and organizations 

outside of a company, idealizing an information age mindset that is not siloed or secret, and 

ROT. Real options valuation provides a mathematical vehicle to measure dynamic capabilities-

based synergies to measure a firm’s tangible assets, such as companies, buildings, machinery, or 

human resources, as well as nontangible assets, such as patents, copyrights, and capabilities. 

ROT is used to help make strategic decisions, often by multinational enterprises (MNE). ROT 

can help determine the timing and scale of foreign entry and exit into markets, the mode of entry 

and governance form, switching flexibility, and more (Chi et al., 2019). 

ROT is helping organizational leaders make better decisions and know when to make 

them. ROT can be used for joint overhaul and replacement strategies due to its impact on 

economic performance (MacCawley et al., 2020). Assets in large resource-based industries have 

investment and maintenance policies that can dramatically affect the profitability of the 

organization. As a result, these policies are included in strategic and operational decision-

making. ROT allows for the integration of operational and financial considerations in a 



88 

representative modeling setting and can help a firm determine if it should do minor repairs on 

equipment, overhaul the item, or replace the equipment. 

Keil (2022) warned about trying to utilize theories borrowed from other fields and used 

the field of project management to make his point clear. Keil (2022) said not to expect the same 

results from theories across fields and used three good theories to demonstrate the point: ROT, 

goal-setting theory, and mindset theory. Keil’s (2022) objective was to help researchers 

understand that one size does not fit all concerning theories and that a backfire can be a big deal. 

Keil (2022) used the concept of escalation of commitment to demonstrate his point and tried to 

explain that there are boundary conditions for any theory and to keep this in mind as one sets out 

on the research journey. 

Strategic management theory is another theory that was applicable in this research. It 

offers one solution to the specific problem of challenges leaders face when planning and 

developing initiatives in education in the community, which contribute to a decline of a skilled 

and competitive workforce. Under strategic management theory, firms must develop dynamic 

capabilities to manage their resources, especially considering dynamic change (Gamble et al., 

2021). This theory relates to the specific problem as leadership needs new and more flexible 

strategies to achieve adaptive efficiencies to keep up with the internal and external environment 

of businesses in the United States. This theory was applicable to everyone in an organization as 

there must be strategic alignment in the organization. Without its leaders, an organization may 

not succeed at developing the right strategic initiatives, such as initiatives in education. 

Makadok et al. (2018) suggested that the field of strategic management is driven by one 

variable: overall organizational performance. Strategic management theory in business is a 

system of ideas intended to explain the origin, evolution, principles, and applications of 
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strategically managing an organization. Strategic management theory may be all of the following 

theories wrapped up in one: Profit-Maximizing Theory, Competition-Based Theory, Resource 

Based Theory, Survival-Based Theory, Human Resource-based Theory, Agency Theory and 

Contingency Theory (Economic Analysis, 2011). Two of these theories are discussed below. 

Strategic management theory provides organizational managers and leaders with the ability to 

pursue and achieve organizational goals. Strategic management concepts such as competitive 

advantage, sustainability, organizational resources, and capabilities help organizational leaders 

home in on problems, formulate strategies, and determine what capabilities they will need as 

leaders to be able to respond to their organizations’ challenges and achieve strategic goals 

(Siegel & Leih, 2018). 

Resource-Based Theory, one of the theories mentioned above, is part of Strategic 

Management Theory and explains that firm resources are critical for surviving disruptions like 

the recent pandemic (Hitt et al., 2021). Financial resources are needed for survival. Hitt et al. 

(2021) said that for many firms, survival has become a more pressing concern than long-term 

sustainable competitive advantage. They also said that, due to the recent pandemic disruption, 

firms have curtailed risk taking in favor of short-term objectives; they call this the “new normal.” 

Resource-based theory is one way that organizational leaders may choose to manage change, and 

it directly affects planning and the development of strategic initiatives. 

Agency theory is when organizational leaders make their primary focus the relationship 

between principals and agents. Agency theory exposes short-term versus long-term arguments 

which center on actions to maximize shareholder value. Agents often care about their own 

interests over the principal’s interests. This may stem from the fact that resources are scarce and 
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firm survival is threatened; this leads to organizations cutting back on their employees or 

possibly closing (Hitt et al., 2021). 

Leadership competency theory, according to Muff et al. (2020), is relevant because broad 

competency theories are necessary for collaboration with stakeholders. This theory relates to the 

specific problem in that CSR is one of the main vehicles that organizations have used to regain 

public trust. There is a demand for responsible leadership and good corporate governance. 

Societal changes have increased demand for regulatory requirements within finance and business 

(Muff et al., 2020).  

Leadership competency theory helps explain why the specific problem of leaders not 

being able to develop the right initiatives for their organizations to compete robustly in the 

marketplace may be due to their actions and behaviors, specifically due to a lack of competency 

in understanding strategy or due to pressure from other stakeholders. Competent leaders can 

shape an organizational climate and the staff members they interact with to interpret 

organizational priorities. Transformational leadership is when competent leaders transmit their 

values, goals, knowledge, wisdom, and relevant information to the rest of the company for all to 

be able to make the best decisions (Guerrero et al., 2017). 

Competency frameworks are regularly used by practitioners (Bhatnagar et al., 2020). 

Competency has been defined as an underlying characteristic of an individual related to 

criterion-referenced effectiveness or high performance in a job or work project, but it has mostly 

identified competencies in people to use them as a means to get to an end, which is a way of 

increasing the wealth of shareholders. Bhatnagar et al. (2020) said that the strengths approach is 

better as it focuses on people, their traits, and their personalities, but mounting stress at work has 

called for humanizing organizations and thus a focus on employee strengths at work or (ESAW). 
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This addresses the construct of competency and replaces it with an eco-humanistic model that 

can achieve personal well-being and superior performance.  

Shet et al. (2019) explored competency based superior performance management and 

organizational effectiveness. Their research was based on leadership competency theory, and 

they learned that only a few organizations incorporated leadership competency models with their 

HR practices, including performance management systems. They exposed competent personnel 

as the building blocks for fueling a performance-oriented culture in all organizations. Having a 

workforce with prerequisite capabilities is necessary for effective performance. It is important 

for organizations to develop measurable, observable systems and tools through which employee 

performance can not only be assessed but developed. Private and public companies have shown 

interest in a competency-based management tool with advantages such as helping to raise the 

performance bar of employees, fostering training for particular roles or levels, developing 

employees’ proficiencies, standardizing capabilities, identifying needs in training employees, 

identifying competency gaps, and defining leadership capability required at different leadership 

levels, all with a focus on human competence. 

Constructs 

In research, constructs need to be deciphered from abstract ideas into more concrete and 

possibly measurable and testable forms. Constructs are underlying themes that researchers try to 

measure by using survey questions, observations, and other measuring tools, and they are bound 

together by some commonality. Constructs are the building blocks of theories, and they help 

explain how and why certain phenomena behave the way that they do, such as organizational 

leaders in this research. This is key when the researcher is trying to identify the constructs 

intended for a study.  
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Cognitive dissonance is one of the constructs the researcher explored in the present study. 

Cognitive dissonance is when the actions of people are not consistent with their beliefs 

(Krogerus & Tschappeler, 2017). Cognitive dissonance happens to all people, but organizational 

managers must be cognizant and purposeful so that it does not interfere with their thinking or 

decision-making. Intrinsic motivation is the completion of an activity for the pure satisfaction of 

doing so rather than for separate consequences, such as pressures or rewards. Exploring intrinsic 

motivation in executive leadership was an important aspect of this research. 

According to Mesdaghinia et al. (2019), some leaders think that the only way to be 

successful for their organizations is to drive the bottom-line objective. They say that this is the 

obsession that has birthed multiple scandals over the years, costing individual investors untold 

dollars. The authors explained that a leader’s obsession over the bottom line promotes unethical 

pro-leader behaviors that only benefit the leader and that violate ethical boundaries. Mesdaghinia 

et al. (2019) argued that these behaviors, based on cognitive dissonance, lower employee 

retention rates and increase turnover. 

Kominis and Dudau (2018) explored unconscious cognitive processes in their research on 

collective corruption and how to live with it. Addressing the spread of corruption in 

organizations, Kominis and Dudau (2018) explained that it may be easier to change one’s mind 

through processes of rationalization than to do anything about it. They also explained dissonance 

reduction strategies, such as believing that corruption can and will happen but minimizing its 

impact on oneself and those around through compartmentalization, which allows conflicting 

cognitions and behaviors to coexist. 

Profit and other drivers for sustainable business was another construct in this research. 

Many organizational leaders believe that it is only profit that drives firms, as opposed to firms 



93 

which claim that their businesses are not all about the profit, but for the philanthropic efforts of 

the firm (Voinea et al., 2019). Profit and other drivers are directly related to the organizational 

leader’s challenges in planning and decision-making and the specific problem statement. It is 

necessary to explore whether profit is the only motivator for the strategic initiatives within 

corporations, specifically education initiatives within CSR. The present exploration explored if it 

is only profit that drives firms, as opposed to firms which claim that their businesses are not all 

about the profit, but for the philanthropic efforts of the firm (Voinea et al., 2019). 

Value drivers can be classified into growth drivers, efficiency drivers, and financial 

drivers (Kumar & Sujit, 2018). Kumar and Sujit (2018) explored the impact of financial and 

operational drivers on the value creation of firms in the Gulf Cooperation Council. The variables 

they used involved investment, financing, and dividend decisions on value creation in order to 

examine the determinants of value creation. The primary determinants of a firm’s value are 

profitability and growth. Value creation is a key element for strategic management and depends 

on the firm’s ability to consistently maximize its risk adjusted cash flow. The drivers are 

classified as operational, financial, and sustainability drivers. Operational drivers contribute to 

cash flow by growing or becoming more efficient, financial drivers try to minimize the cost of 

capital to keep operations going, and sustainability drivers include things such as regulatory 

changes, raw material sources, social and environmental factors, employment, and safety 

policies.  

Organizational performance was the final construct. Stimulating work environments lead 

to innovative work behavior, and strategic management has a positive and significant impact on 

organizational performance; it is especially important in enhancing organizational effectiveness 

(George et al., 2019; Shanker et al., 2017). Organizational performance has to be examined and 
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explored as a primary motivator for which leadership may be challenged when making strategic 

decisions, and it was thus directly related to the specific problem statement. 

More and more studies have investigated the role of talent management and its 

association with organizational performance (Son et al., 2018). However, Son et al. (2018) found 

that talent management may have a double-edged effect on firm outcomes, pointing to great 

strategic value that talented individuals can contribute to innovation and competitive advantage. 

This resource-based view says that talented employees are valuable, rare, and difficult to imitate 

or clone. However, Son et al. (2018) said that talent management may not always be looked at in 

such a positive light as talent management practices are not uniformly beneficial and may have 

detrimental effects on organizational performance. 

Environmental degradation and climate change are causing growing global concern about 

the long-term consequences of these threats (Zoogah, 2017). Zoogah (2017) drew attention to 

ecological routines and organizational performance in two ways. First, ecological routines are 

tied into capability routines, and practice routines (repeating a behavior repeatedly) are related to 

organizational performance. This involves the mobilization of resources to conduct certain 

activities needed by the organization to reach organizational goals. Zoogah (2017) also explained 

that environmental management is a practice routine that encourages ideas and assets to improve 

resource management. 

Related Studies 

Related studies contain a review of some of the research in the current body of 

knowledge that is linked or related to the research that was conducted. Some related studies have 

been conducted concerning organizational sustainability. Lozano et al. (2021) suggested that this 

depends on the nature and purpose of the organization and how it affects the environment and 
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how the environment affects it. Several definitions of organizational sustainability are afloat, but 

the essence and the fullness of the concept is best captured in the more robust definition from 

Lozano (2018) here: 

The contributions of the organization to sustainability’s dimensions (economic or 

environmental, and social dimensions of today, as well as their inter-relations within and 

throughout the time dimension) through the incorporation of sustainability issues in the 

organization’s system elements, as well as change processes, and collaboration with its 

stakeholders to accomplish the organization’s goal or objective. (p. 728) 

Another study is that conducted by Arevalo and Aravind (2017), who delved into 

strategic outcomes in voluntary CSR. Arevalo and Aravind (2017) reported that there is little 

understanding of whether organizational commitments to CSR have teeth and then questioned 

whether there is enough reporting to understand if the strategic benefits are real. These authors 

examined post-CSR adoption by organizations and whether organizational attributes that 

underlie a firm’s ability to generate competitive advantage after adopting CSR practices have 

measurable effects. 

The Higher Education Sustainability Initiative was established in 2012 by a group of 

United Nations partners which came together with 272 higher education institutions (HEIs) from 

47 countries that committed to support the sustainability agenda. The research by Moon et al. 

(2018) gave a deep review of the progress of the HEIs and discussed the governance of HEIs for 

this sustainability agenda and its goals. HEIs are powerful stakeholders toward these goals but, 

as Moon et al. (2018) stated, they are all case studies that can be examined by other 

organizations as they make the transformation from current economic systems to sustainable 
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development. There is a need for educated and trained staff in these sustainability-driven 

organizations. 

A study by Barnett et al. (2020) examined whether CSR initiatives are providing the 

societal good they promise. They examined the study by Besley and Ghatak (2007), who noted 

that it is necessary to understand how well CSR initiatives fulfill their aims. This is especially 

because the resources firms give to CSR policies and initiatives are limited, yet the needs of 

society are not limited. The idea here is that it is necessary to learn how to plan and develop CSR 

initiatives to be more effective so that the greatest societal gain can be produced by them. This is 

an interesting study and sheds light on the problem of the challenges organizational leaders face 

when planning and developing initiatives with knowledge-building and education in mind. 

One study related to change initiatives and how important it is to be able to measure 

change was by Naslund and Norrman (2019), who stated that change is constant, that 

organizations must continuously improve with new initiatives, and that these initiatives must be 

measured. Naslund and Norrman (2019) reported that when it comes to having frameworks for 

measuring organizational change initiatives, only a few working frameworks exist. They stated 

that the situation is similar for performance measurement systems in general. They sought to fill 

the gap between perception and practical reality. 

Chen et al. (2019) studied the underlying factors of successful organizational digital 

transformation (ODT). Their research examined how information technology (IT) and non-IT 

managers perceive the factors that make a successful initiative. The research identified the key 

internal factors of a successful ODT initiative and then evaluated how the differences between 

the two managers played out. The four categories Chen et al. (2019) looked at for a successful 

initiative were customer centricity, governance, innovation, and resource attainment. In the end, 
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both the IT and non-IT managers held the same perceptions on the key factors that affected the 

successful initiative. 

Lamb and Weiner (2021) conducted research to analyze technology as infrastructure for 

change. Lamb and Weinar (2021) said that school districts use technology to foster equity, 

innovative learning, and engagement by students, with the idea that entire school systems can 

change. Developing educational infrastructures has the goal of helping students and teachers 

develop ways to work better together to achieve educational goals. Lamb and Weiner (2021) 

created four categories through which to conduct their research on educational infrastructure: 

physical, cultural, instructional, and leadership infrastructures. 

The United Nations 2030 Agenda has 17 sustainable development goals that are 

challenging firms to change their operations and strategies to these new requirements. Tsalis et 

al. (2020) explained that this is a global initiative and that firms have to direct their CSR 

management system toward the requirement of this global action plan for sustainability. Now 

firms will have to prepare improved sustainability reports with better accounting and 

transparency. Tsalis et al. (2020) conducted this research to help firms develop a framework for 

assessing the quality of information disclosed in the reports. 

Anticipated Themes 

This review of the literature demonstrates a relationship to the problem statement, to the 

purpose, and ultimately to the research questions that drove the study. It was important to show 

varied perspectives on the researcher’s topic in the literature review. In order to ensure that this 

research presented multiple and varied points of view and a balanced overview of the current 

body of knowledge, the literature review included in this study encompassed existing studies that 

showed support for and that contradicted the problem statement and specific problem. This 
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literature review contained existing research published in peer-reviewed scholarly journals and 

books in the last 5 years, which are directly related and associated with the study’s purpose and 

background. There were no preconceived themes, only themes discovered in the literature 

review.  

Based on the current body of knowledge reviewed and presented above, the researcher 

anticipated that the research study would reveal three themes. The first theme was fully 

understanding what ethical leaders can do with CSR and how what do for an organization and 

society will transform and catapult it through the 21 and 22nd century. Second, using a BSC in 

the organization helps organizational leaders make decisions and overcome challenges they face 

when trying to make strategic decisions. Third, resource allocation can go from good intentions 

to targeted outcomes purposefully and strategically when the challenges organizational leaders 

face are debunked. 

CSR is a powerful element in businesses today and is almost considered a must-do 

activity in many organizations (Nejati et al., 2019). CSR has been linked with improved financial 

performance, reputation, attracting talent, satisfaction on the job, and commitment to an 

organization. Socially responsible organizations’ success can be due primarily to the internal 

stakeholders of a company, its employees. Employee involvement in CSR helps make sure that 

the CSR activities that a company is involved in remain ethical and part of company culture. 

Ferber Pineyrua et al. (2021) highlighted the importance of the BSC in business. Their 

research showed the process of identifying and integrating CSR and corporate governance (CG) 

indicators to shed light on understanding the benefits of BSCs for organizations to use a roadmap 

to achieve strategic objectives. They discussed how CSR creates added value and is important in 

companies, as is knowledge management (KM), but what is most important is that all of an 
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organization’s resources and efforts are aligned with its strategic objective. A BSC will help an 

organization accomplish this. 

Strategy scholars all face the issue of sources of competitive advantage (Leiblien et al., 

2017). Thus far, there is no clear conceptual model that depicts the clear path to value leading to 

competitive advantage. Nonprofit and for-profit organizations are under pressure to show 

financial efficiency. The realistic real-option framework developed by Leiblein et al. (2017) 

highlighted insights from the strategic factor market (where firms get necessary resources for 

implementing product market strategies), feedback learning, and real-option valuation. They 

stated that competitive advantage emerges from a firm’s ability to integrate new information to 

claim an asset in a factor market. These types of firm actions and differences lead to different 

resource allocation decisions by organizational leaders. 

Noval and Hernandez (2017) demonstrated how people in organizations use motivated 

reasoning to talk themselves into behavior that serves no other purpose but to gratify themselves. 

These actions directly affect the distribution of resources in business environments. This study 

found that individual ideologies endorse status hierarchies. High-stake decisions are made in 

organizations daily and usually deal with resource allocation. Noval and Hernandez (2017) said 

that decision-makers strive to comply with regulations and to make fair and just decisions, but 

this is not always the case when distributing resources. Research has shifted from just an 

approach studying people who have showcased bad moral character to an approach that views all 

people as capable of making bad decisions, and the focus is on what drives people to do such 

things or to make such poor unethical decisions. 
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Discovered Themes 

Theme 1 concerned factors that promote organizational culture and build organizational 

capability for strategy execution to gain sustainable competitive advantage. Zubac et al. (2021) 

explained that it is important for organizations to develop strategies that will address the 

institutional environment and that managers should constantly assess how they should behave as 

part of a membership base. Strategic thinking should be paired at the competitive level and the 

institutional level in order to survive. This means that firms must conform to norms and rules 

while nurturing relationships. Cavallaro and Nault (2021) explored the learning culture in the 

U.S. Navy. They said that a learning culture is important to the Armed Services and that learning 

cultures are characterized by openness, humility, flexibility, adaptability, and the opportunity to 

learn. Ruel et al. (2021) stated that before strategic benefits can be realized, there needs to be 

senior management support, a seamless link with corporate strategy and culture, organizational 

maturity, and change readiness. 

Theme 2 was forces for overcoming challenges to change initiatives. Banerjee and 

Lowalekar (2021) discussed change in an organizational setting. They said that it is based on a 

culmination of human interactions that are not only shaped by top management perceptions of 

the change, but the organizational culture at large, as well as all employees’ acceptance or lack 

thereof for the change at hand. Banerjee and Lowalekar (2021) also said that the use of clear 

uncomplicated language and the use of specific speech enables a positive attitude toward change. 

Hauser and Ryan (2021) introduced their study saying that even before people had ever heard of 

sustainable development goals by the United Nations General Assembly in 2015, partnerships 

had been the cog in the wheel for the achievement of goals.  
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Theme 3 was challenges to successful strategic plans. The plan of the day, every day for 

firms, is facing critical challenges in pursuit of a course of action that seeks to create value for 

their organizations (Siebelink et al., 2021). There must be coordinated efforts by all managers 

and decision-makers; they must adopt a holistic view of the functional perspectives of the 

organization, and also nurture commitment throughout the organization as a whole. Strategic fit 

is often tightly defined through the idea that the internal environment of the organization matches 

the external environment, and this in itself optimizes the achievement of targets that the 

organization has set forth (Ashutosh et al., 2020). Morrison and Misener (2021) explained that 

strategic management is a process where firms analyze and learn from their internal and external 

environments to establish strategic direction. 

Theme 4 concerned elements to building successful strategies. Zubac et al. (2021), 

despite all of the theoretical and empirical work and research over the last 30 years on strategy 

processes and management, said that there is much to be learned about the implementation of 

strategy and the results that come forth in the way of organizational changes. Hegazy et al. 

(2020) explained that BSCs are developed to provide detailed measures for performance 

evaluation, which comprise learning and growth, clients, internal business processes and 

information, financials, and corporate ethics. This helps firms better determine the drivers of 

performance strategies, and they in turn develop a competitive advantage over rival firms. 

Theme 5 was ways to improve activities that affect a skilled and competitive workforce. 

Growing a skilled and competitive workforce through partnerships with business and academia 

will provide a steady flow of workforce-ready jobseekers. Individuals’ talents must be harnessed 

and not ignored because of poor leadership, lack of a sound mindset, or commitment to talent, as 

this will negatively affect talent management in organizations (Shingenge & Saurombe, 2020). 
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Ozkan-Osen and Kazancoglu (2022) said that the Industry 4.0 transition alters all that firms 

currently know, as Industry 4.0 results are going to reflect new standards of digitalized and 

decentralized production that are autonomous and systems, workers, and machines that are 

interactive. Industry 4.0 will fully incorporate IoT, big data, cloud services, sensor built 

technology, and fifth-generation technology with remote capacities. They continued by 

elaborating that the human element in organizations is an asset that should be managed properly 

for the successful transition into Industry 4.0. 

Competitive advantage is partially a firm’s capacity to innovate, evaluate, and exploit 

internal and external knowledge from various sources and is directly linked to human capital. 

The effects of human capital composition on productivity have a direct impact on higher 

productivity levels (Seclen-Luna et al., 2020). In addition, firm-specific human capital is the key 

to creativity, innovation, and productivity.  

There were no preconceived themes; the only other anticipations in the research were that 

the theories utilized to conduct the research would need to be enhanced, and that additional 

theories could possibly have been used. In the literature review, this researcher found an almost 

endless number of theories that applied to organizational leadership and that might be applied in 

the present study to explore and discover a better understanding of the research questions, but a 

limit had to be set. The literature review was connected to the conceptual framework as it drove 

the search for the literature necessary to learn everything that was related to this research study. 

There were many studies related to this research study, but it was important to identify the right 

information so that researcher bias did not develop or allow for complacency to take hold. It was 

important to stay true to the research questions and bear down deeply into what organizational 
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leaders face in leading an organization they do not own but are responsible to lead successfully 

for the sake of all concerned stakeholders, shareholders, the environment, and society at large. 

Summary of the Literature Review 

As discussed, the literature review was the cornerstone of the research study. Bloomberg 

and Volpe (2019) suggested that a study is situated in the context of previous research and 

scholarly studies and writings that pertain to the topic. These authors noted that a dissertation is 

not just a regurgitation of available knowledge but explores it and delves into the roots of what 

has been discovered thus far about a topic and then adds to it or augments the knowledge base. 

This researcher developed a critical synthesis of pertinent empirical literature, found and justified 

the gap in knowledge, and then outlined the conceptual framework of the study. 

The literature review made a significant contribution to this study. The review of the 

literature on this topic of study, which was to explore and better understand organizational 

leaders’ challenges when planning and developing strategic initiatives in education in Eastern 

Tennessee, resulting in the decline of a skilled and competitive workforce, synthesized not only 

what scholars had already analyzed but also prepared the roadwork for the next wave of research 

on this topic (Ferreira et al., 2021). The researcher did not duplicate the existing literature but 

critiqued it and drew a clear connection between the purpose for the study and the resources that 

included in the study; this, in turn, will shape future research on this topic. Onwuegbuzie and 

Frels (2016) suggested that the literature review should place the dissertation squarely in the 

middle of relevant, on-going, current, and lively conversation in the field of business. 

Summary of Section 1 and Transition 

In Section 1, the researcher presented the foundational information that was necessary to 

frame this qualitative single case study research project. It was important to lay this foundation 
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before delving into the research process. The introduction to the study gave a better 

understanding of what was currently happening in business and academia in relation to the study 

problem. Targeting this issue in society, with concern as to the machinations of growth and 

innovation that are constant in order to meet the demands for skilled labor in the current and 

future economy, schools and businesses must look at how they can strategically provide 

complementary services or collaborate on educational efforts to keep the United States 

competitive. The background of the problem suggested that there are challenges for 

organizational leaders in gaining support when planning and developing strategic initiatives in 

education, with a focus on Eastern Tennessee, resulting in the decline of a skilled and 

competitive workforce. A seismic shift is on the horizon considering the current paradigm of 

leaching funding from federal and state governments will not be able to continue producing 

robust school systems in the United States (Fusheini & Salia, 2021). This is the opportune time 

for organizational leaders in Eastern Tennessee to develop strategic initiatives in education in 

order to increase and enhance the skillsets needed for Americans to be workforce-ready now and 

in the future.  

The background of the study led to the general and the more specific problem statement 

to be addressed, which is the challenge organizational leaders face in gaining support when 

planning and developing strategic initiatives in education, with a focus on Eastern Tennessee, 

resulting in the decline of a skilled and competitive workforce. The research questions guided 

this study and directed the exploration of the problem. The section on the nature of the study 

reviewed the researcher paradigms, designs, and design methods. The conceptual framework 

diagram and the narrative descriptions made the connections clear from the content discovered in 

the literature. The definitions of terms and the assumptions, limitations, and delimitations 
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demonstrated how this case study was bound and gave a starting point for the research project. 

The significance of the study section highlighted a gap in the literature and possibilities for 

future real-life applications that can eliminate the problem. The study reflected a Christian 

worldview and will help current and future organizational leaders see a brighter future and a 

greater opportunity to manage their organizations more effectively. In the partial review of 

professional and academic literature, this researcher examined peer-reviewed research on 

business practices, the problem, concepts, theories, constructs, and related studies that impacted 

the present study, as well as the discovered themes. Finally, this chapter concluded with a 

discussion of what themes the researcher anticipated to discover while conducting this research 

study. 

Section 1 was the “Foundation of the Study” and presented the essential information 

required to understand the problem and the research. Section 2, “The Project” describes the 

research that was under study in more finite detail and focuses on how the researcher conducted 

the study outlined in Section 1. The main parts under Section 2 include the role of the researcher, 

the research methodology, a discussion of the participants, population and sampling, data 

collection and analysis. These parts of Section 2 helped develop the nature of the research 

conducted in this study. 
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Section 2: The Project 

Conducting a qualitative case study to examine the research problem required careful 

planning and designing. Specifically, the qualitative case study research problem for this project 

addressed the challenges organizational business leaders face in gaining support when planning 

and developing strategic initiatives in education, with a focus on Eastern Tennessee, resulting in 

the decline of a skilled and competitive workforce. In a qualitative case study design, planning is 

an essential first step. Having a set of clear and defined guidelines that can be referenced and 

followed throughout the project is critical. One important reason planning is necessary is for 

efficient data collection and analysis to make certain that the themes identified in the research 

findings are of the highest quality. Section 2 builds upon Section 1 to provide an in-depth and 

insightful description of the methodology the researcher employed in this specific case study 

research. Section 2 reiterates the purpose statement from Section 1 and includes a description of 

the role of the researcher, the research methodology used, the participants included in the study, 

the population and sampling method used, the data collection and organization plan developed, 

the data analysis plan, and how this researcher addressed the reliability and validity of this 

project. 

Purpose Statement 

The purpose statement for this flexible design single case study was to add to and expand 

knowledge to the understanding of the reasons behind the challenges organizational leaders face 

when trying to gain support while planning and developing strategic initiatives in education, with 

a focus on Eastern Tennessee, contributing to the decline of a skilled and competitive workforce. 

While there is current research identifying tools and methods to develop educational initiatives 

through proactive organizational efforts, there is little research identifying the best practices for 
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organizational leaders to ensure effective and productive initiatives to contribute to education in 

order to develop skillsets for jobs now and in the future in the United States. This researcher 

sought to determine the driving factors that challenge organizational leaders to strategically plan 

for a better way to educate and train the next generation of skilled labor to supply the United 

States’ future drive for global competition. In this in-depth qualitative study, this researcher 

explored the specific problem of how organizational leaders are contributing to this issue through 

their lack of educational initiatives within local communities. 

Role of the Researcher 

Qualitative research is designed to generate in-depth and subjective findings to explore 

concepts or to build theory (Crick, 2018). This qualitative researcher used an emerging 

qualitative approach to inquiry, which entailed utilizing a comfortable setting for the participants 

from whom this researcher collected data, and inductive and deductive data analysis to establish 

patterns and themes. In this way, a researcher can write a final report that more accurately 

includes the voice of the participants in the study, the reflexivity of the researcher, and a thick 

and detailed description of the understanding of this problem (Creswell & Poth, 2018). It is 

necessary, in qualitative research, for the role of the researcher to be robust and involved in every 

aspect of the qualitative study. It is incumbent upon a researcher to understand the theoretical 

principles that shape the logic of the research being conducted (Bloomberg & Volpe, 2019). 

Knowing this allowed this researcher’s study to be properly positioned within an inquiry 

tradition and also laid the appropriate foundations to support the study’s findings. 

A qualitative researcher collects data by themselves and is considered the key instrument 

in data collection, through analyzing and examining documents, observing behavior and body 

language, and interviewing participants (Creswell & Poth, 2018). A qualitative researcher will 



108 

develop their own instruments to aid in collecting information to analyze and examine. A 

qualitative researcher may use multiple methods of data collection, rather than relying on just 

one data source. Among the various methods used are interviews, observations, documents, and 

any other instruments that may shed light on or continue the exploration of the research question. 

This researcher designed any instrument using open-ended questions (Creswell & Poth, 2018).  

Researchers need to be flexible when doing flexible design research (McCartan & 

Robson, 2016). Besides being the primary instrument in the study, the researcher has to do 

everything on their own, even developing their own tools. The quality of a flexible design study 

depends on the quality of the researcher or investigator. There are no hard and fast rules that the 

researcher is bound to, no routinized procedures for flexible design researchers to follow. 

McCartan and Robson (2016) listed five attributes needed by flexible design researchers: these 

researchers must ask good questions, be good listeners, be flexible and adaptive at all times, have 

a firm understanding of the issues so as not to miss clues, and lack bias of any kind that could 

cause them to misinterpret the findings. 

In-depth interviews are an example of empirical tools for knowledge creation and are 

becoming an increasingly common form of data collection. Cheah et al. (2019) explained that in-

depth interviews are common in criminal justice settings and require that the researcher be very 

flexible and adaptive. Interviews can be used in tandem with other data collection methods or are 

sometimes the sole collection method to understand complex processes and causes in criminal 

justice research. Carrying out interviews with the population of police officers, prisoners, prison 

staff, and the like is serious and challenging. 

Another example is that board games have been used as interview tools for 

unaccompanied refugee children. Neag (2019) shared about her project exploring the experiences 
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of unaccompanied minors. The author noted that these children had rarely been heard previously 

and needed a safe space in order to derive meaningful results to then analyze and examine. Neag 

(2019) stated that it is important to seek out other research tools beyond the traditional research 

tools that have been used in the past. Clearly, the circumstances drive the investigator to be 

flexible and adaptive to gain rich data that can successfully enhance traditional research methods. 

Researcher Actions 

According to Yin (2018), it is important that the case is a real-world phenomenon that has 

a concrete revelation, and that the case is not an argument, hypothesis, or claim. Yin (2018) also 

noted that a great alternative strategy to use in case study research is to identify rival 

explanations of the same problem and address these explanations in the findings under study. 

Yin (2018) explained that a researcher may look at the research as an opportunity to shed 

empirical light on identified theoretical concepts or principles. In this case study, following 

approval from the Institutional Review Board (IRB), the researcher’s first goal was to select, 

define, and describe the bounded case for study. Next, this researcher designed the data 

collection procedures, wrote the interview questions, and then personally conducted participant 

interviews until saturation occurred. After this researcher collected all the data possible, they 

organized and coded the data to identify themes. Finally, this researcher wrote and reported the 

findings of the study. 

Bracketing 

Personal bias is critical to acknowledge as a qualitative researcher. Bracketing is one 

method a researcher can use to focus on and identify personal experiences that can influence 

their study. Creswell and Poth (2018) referenced Moustakas (1994) when describing bracketing, 

defining it as when researchers set aside preconceived experiences to best understand the 
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experiences of the participants in a study, to lessen any researcher bias. Moustakas (1994) 

acknowledged that it is rare for a researcher to take a perfectly fresh perspective, but the best 

way to approach bracketing is for the researcher to begin a project by writing down or recording 

their own experiences with the phenomenon and bracketing out personal views before moving 

forward with the experiences of the research participants.  

People are usually underprepared for catastrophic events because of biases in their risk 

perception (Chaudhry et al., 2020). People do not protect themselves adequately and may 

consider small probability events too small to pay attention to or, as Chaudhry et al. (2020) 

stated, that certain events are below their threshold of concern. Personal bias is a risk that has to 

be mitigated, as it can cause the results of a study to be distorted. Bracketing concerns a 

researcher’s consciousness of who they are, their own history, or their own background as a 

research tool (Peters & Halcomb, 2014). Peters and Halcomb (2014) explained that a 

researcher’s background can affect the entire study: the focus, planning, and interpretation of the 

findings and analysis. These authors agreed that all researchers should bracket and that it is 

important to bracket before and after interviews to lessen the level of potential risk in a study. 

Qualitative inquiry is growing and is able to provide researchers with process-based, 

narrated, rich data that is closely related to the human experience. Stahl and King (2020) were 

explicit that studies need to be guided by a researcher’s values and passion through engagement 

with the participants in a study, but that a researcher should proceed with caution and monitor 

the influence and persuasion they may exhibit, keeping their values and passions in check. The 

authors discussed being immersed in the research and how this can also build a layer of trust 

within the study. Researcher self-examination when studying a topic is critical, as there are times 
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when a researcher may become so involved in their subject/s that they could change their 

perspective, whether personally or professionally (Janak, 2018).  

Dörfler and Stierand (2020) explained that bracketing is one of the central tenets of 

philosophical and theoretical constructs in phenomenological research but showed that 

bracketing can be implemented as a methodological tool as well. Bracketing is an effort on the 

part of the researcher to hold back their own understandings and assumptions so as to capture 

experiences before trying to understand them, in that order, while conducting research. Failed 

research is a possible component of all completed qualitative research projects (Gregory, 2019). 

McNarry et al. (2019) stated that bracketing is the process whereby researchers put aside their 

assumptions surrounding the phenomena under investigation. 

Role of the Researcher Summary  

In this study, the researcher reflected on the challenges to organizational leaders when 

planning and developing initiatives in education. According to Bloomberg and Volpe (2019), 

maintaining a reflexive approach throughout a research study almost ensures a critical review of 

researcher involvement with a study and how this involvement impacts the processes, 

procedures, and outcomes of the research. It was important for this researcher to remember the 

four pillars of qualitative research: criticality approaching all aspects of the research with 

integrity; collaboration, or engaging with participants in the study; rigor, or maintaining fidelity 

throughout and having respect for the complexities of the innuendos of the research; and 

reflexivity, or active and ongoing awareness of the researcher’s role (Ravitch & Carl, 2019). The 

researcher plays the lead role in qualitative research. After identifying a research problem, 

presenting the foundation of the study, and receiving approval from the IRB, the role of the 

researcher was to prepare, collect, analyze, interpret, and report the narrative and visual data 
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collected in the field (Bloomberg & Volpe, 2019). In this study, this researcher identified the 

challenges of organizational leaders to gain support when planning and developing strategic 

initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled 

and competitive workforce. 

Research Methodology 

Qualitative research focuses on understanding human behavior. This researcher selected 

the qualitative research design they selected after identifying the problem, communicating the 

purpose for the study, and developing the research questions, as it is only after all of these steps 

have been taken that a researcher knows which of the qualitative research design methods is best 

suited for their study. A qualitative case study research design addressed the problem and the 

research questions in this study. A flexible, qualitative research design was appropriate as this 

research aimed to explore and understand why organizational leaders are challenged when 

planning and developing strategic initiatives in education. Specifically, the single case study 

method supported an in-depth understanding of the problem in a real-world setting. 

Triangulation allowed this researcher to improve the quality of the study by weaving in multiple 

data sources from the research participants. A flexible, qualitative single case study focused on 

data and methodological triangulation in data collection to address the problem statement and 

research questions posed in this study. 

Discussion of Flexible Design 

Design flexibility is a hallmark of qualitative methodology (Bloomberg & Volpe, 2019). 

This research study was conducted with a flexible design, using qualitative methods and 

specifically a single case study. This methodology was appropriate for studying the research 

problem, as this research was intended to gain greater understanding of the challenges 
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organizational leaders face when planning and developing strategic initiatives in education, 

which required an exploratory examination of the problem. A flexible research design gives 

researchers the prerogative to make adaptations throughout the research process, especially 

during the data collection phase. This includes spontaneity during interaction between the 

researcher and the participants of a study in interviews. Flexible design is a form of design that 

allows for the course of exploration to change during the research phase, due to unexpected 

findings. Using a flexible design offers the researcher the ability to fine-tune the data from the 

research and help to make certain that the research is on the right track. According to Yin (2018), 

case study is a meticulously extensive exploration from a variety of perspectives of the richness 

and complexity of a bounded social phenomenon or situation, or many phenomena, whether a 

social unit, a program, a service, or an organization in which the investigator explores multiple 

sources of information (e.g., observations, interviews, audiovisual material, and documents and 

reports) and reports a case description or case themes. This flexible design qualitative case study 

addressed the problem of the challenges organizational leaders face when planning and 

developing strategic initiatives in education, with a focus on Eastern Tennessee, resulting in the 

decline of a skilled and competitive workforce.  

Discussion of Case Study 

According to Yin (2018), case study researchers provide an in-depth understanding of a 

case or cases. Using a qualitative method allows researchers to rely on various data sources, such 

as interviews, surveys, documents, field notes, observations, and more, depending on what is 

being explored in the exploratory case study (Haamann & Basten, 2019). Sanchez and Diaz 

(2021) used a qualitative case study methodology, conducting data-generating workshops with 

employees and managers of four types of companies to explore the European Union active 
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ageing policies to delay labor market exit. Bacq et al. (2019) utilized qualitative multiple case 

study by conducting multiple interviews, field observations, and analyzing archival data to offer 

insights into the importance of social entrepreneur centrality. Using a flexible design qualitative 

case study allowed the present researcher to explore: how organizational leaders effect 

profitability, productivity and innovation; how organizational leaders not developing educational 

initiatives lead high school and college learners to be disadvantaged in the marketplace; how the 

lack of educational initiatives in organizations leads to poor relationships in communities; and 

how a shortage of skilled workers will develop because of organizational leaders’ failure to 

develop educational initiatives, all leading to the decline of a skilled and competitive workforce. 

This researcher addressed each of these questions with this methodology and used the pragmatic 

paradigm as the qualitative approach to extract relevant information, analyzing the data drawn 

from observations, interviewing, feeling, interpretation, and intuition to maximize the potential 

to draw conclusions about the problem. The researcher organized, analyzed, and reduced the data 

collected into themes to understand the complexity of the case presented (Creswell & Poth, 

2018). 

Discussion of Method(s) for Triangulation 

A qualitative researcher’s main objective is to define, shed light upon, and interpret 

unclear phenomena using nonnumerical methods of measurement that hyper-focus on meaning 

(Fusch et al., 2018). Ultimately, whether a researcher is conducting qualitative research from any 

position such as postpositivist, postmodernist, or any other paradigm, it is critical that they are 

able to self-assess their own position in the research, addressing biases to demonstrate the 

trustworthiness of the research. Mitigating bias through triangulation entails using multiple 

sources of data in one’s research (Fusch et al., 2018). Triangulation is one method that 
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researchers can use to enhance validation in their studies and to improve rigor (Robson & 

McCartan, 2016). 

Triangulation addresses how trustworthy a qualitative study is by building into the study 

and research process a way to systematically cross-check information and conclusions to see 

where the information converges or triangulates. Then the researcher interprets them or explains 

the converges, as the present researcher did by examining and analyzing the data collected for 

this research (Bloomberg & Volpe, 2019). To understand triangulation in more simple terms, 

triangulation is carried out by a researcher making use of different sources and methods that are 

part of the research plan or part of the study’s methodology.  

According to Denzin (1970, 1978), there are four types of triangulation: data 

triangulation, investigator triangulation, theory triangulation, and methodological triangulation. 

Researchers use different triangulation strategies to address their concerns regarding validity, 

with the concept of reliability that remains constant over time. Data triangulation can best be 

explained as correlating the three points of people, time, and space as data points, not methods. 

These data points take place over time, are interrelated, and are ongoing, leading the researcher’s 

exploration to discover commonalities and interactions within different settings (Denzin, 2009). 

Investigator triangulation is explained by having more than one investigator or researcher 

exploring the phenomenon. This helps diffuse bias through different researchers observing the 

same data and either agreeing or disagreeing on its interpretations (Bloomberg & Volpe, 2019; 

Denzin, 2009). Theory triangulation is when the researcher uses more than one theory, and 

possibly alternative theories, in the process of exploring and interpreting the phenomenon under 

study (Denzin, 2009; Jackson, 2018). Researchers use methodological triangulation to validate 

knowledge in one of two ways: by cross-checking the results from a number of different data 
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sources within one design, such as qualitative case studies using interviews, observations, 

documents, and so forth; or through mixed-method studies which include between-method or 

across-method triangulation, combining the use of quantitative and qualitative techniques to 

bring about an in-depth understanding of the phenomenon (Denzin, 2009; Restivo & Apostolidis, 

2019). 

In this qualitative case study, the researcher used multiple data-gathering sources 

(research participants and current literature on the research subject) to develop a more complex 

understanding of the phenomenon of study. This researcher used more than one type of 

triangulation in this study; specifically, they used data and theory triangulation strategies. The 

triangulation of data included using multiple interview sources to corroborate themes and 

perspectives, observations, and three different theories: strategic management theory, real 

options theory (ROT), and leadership competency theory. This researcher had planned to utilize 

whatever data collection techniques were necessary, providing that they were aligned with the 

appropriate methodology, to extrapolate enough data to shed light on and gain a better 

understanding of the phenomenon of study. This researcher planned to provide validity through 

the convergence of findings, observation, and triangulation methods (Farquhar et al., 2020). 

Summary of Research Methodology 

A flexible, qualitative single case study appropriately addressed the problem identified in 

this research study. The flexible, qualitative approach allowed this researcher to examine 

the general problem of the failure of organizational leaders to develop strategic initiatives in 

education, resulting in the decline of a skilled and competitive workforce. A qualitative case 

study provided the correct platform to study the problem in a real-life context, allowing the 

researcher an opportunity to form a thoroughly extensive understanding and to generalize the 
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findings for strategic management application in general business. This researcher hoped to 

improve the quality of research by incorporating bracketing, data triangulation, and multiple 

sources of data for analysis. 

Participants 

“An important step in the data collection process is to find people or places to study, and 

to gain access to and establish rapport with participants so that they will provide good data” 

(Creswell & Poth, 2018, p. 148). The participants in this study included a variety of actors within 

organizations in Eastern Tennessee, including owners, managers of people, managers of projects, 

accountants, other decision-makers, and other staff at varied positions in organizations across a 

diverse industry landscape. Examinations of this data allowed this researcher to gain an in-depth 

understanding of the challenges organizational leaders face when strategically leading their 

organizations in a real-world setting.  

The IRB is the cornerstone for ethical and regulatory oversight for any research involving 

human participants in the United States (Henrickson et al., 2019). The National Research Act of 

1974 set federal policies in place that mandated minimum ethical research standards for research 

involving human subjects (Sabati, 2018). Thus, this act created the Common Rule which then 

mandated, along with federal funding to support the effort, universities and research institutions 

to establish their own independent IRBs to regulate research with humans, except when exempt 

from full review. The researcher must employ thoughtful care when planning who is eligible for 

a research study. The IRB must approve all research studies and ensure that the study design will 

follow the IRB guidelines for conducting ethical research (Creswell & Poth, 2018). This 

researcher made certain that the proposal submitted to the IRB included the strategies that this 
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researcher had developed and utilized to select, sample, and collect data as well as to record, 

store, and use the information gathered. 

Population and Sampling 

This research sought to understand the challenges organizational leaders face in gaining 

support when planning and developing strategic initiatives in education, with a focus on Eastern 

Tennessee, resulting in the decline of a skilled and competitive workforce. The population of a 

study entails many considerations. One consideration is the geographical area to which the 

researcher would like to generalize the results, which is governed by the research questions and 

the resources available to the researcher. Another consideration is the age of participants needed 

to ensure that the research questions can be answered. Yet another is the accessibility of a pool of 

potential participants. The population the researcher determined for this study was 15 employees, 

leaders, and owners that held varied positions in their organizations across a diverse industry 

landscape in Eastern Tennessee. Examination of this case allowed this researcher to gain an in-

depth understanding of the challenges organizational leaders face when strategically leading their 

organizations in a real-world setting. This number of participants could easily have been too 

great a number to be involved in small-scale research of this kind. Therefore, this researcher 

engaged in purposeful sampling, entailing the intentional sampling of a group of people that best 

enlightens the researcher with a greater understanding of the problem (Creswell & Poth, 2018).  

Discussion of Population 

According to Robson and McCartan (2018), the population of a study refers to all the 

possible cases, i.e., all the children in a preschool, or all houses built between 1930–1960 in a 

state. Population is used in a general sense, meaning that the term does not just refer to people. 

Robson and McCartan (2018) continued on to explain that it is rare when whole populations can 
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be used in a survey, as usually they are too large. Therefore, understanding sampling in research 

is key. A sample is a selection of people from the population that are eligible to be participants in 

a research study (Robson & McCartan, 2016). The population determined by this researcher 

included all actively engaged employees over the age of 18 in the region of Eastern Tennessee. 

This researcher narrowed down the population to 1–3 employees at some or all of the 

organizations listed in Table 1. The researcher contacted all of the companies in Table 1 but was 

unable to gain access to the employees at any of the facilities listed in Table 1. Therefore, upon 

the suggestions of the IRB, this researcher implemented a different recruitment strategy for 

research participants. 
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Table 1 

Research Organizations 

Name Reason for organization Telephone Web address Actual address 

Kroger 

Marketplace 

Large supermarket chain with 

deli and bakery departments, 

plus health and beauty aids. 

A good choice to learn how 

CSR is managed. 

865-294-0212 https://www.k

roger.com/stor

es/details/026/

00690 

1550 Oak Ridge 

Turnpike, Oak 

Ridge, TN 

37830 

FedEx As business becomes more 

global and competitive, 

everyone from entrepreneurs 

to big companies turn to 

FedEx for flexible and 

innovative solutions. It is the 

number one priority of all 

our companies. This is a 

good choice to learn how 

this company is socially 

responsible. Exploration is 

needed to understand if they 

have initiatives in education. 

1-800-4633339 https://www.f

edex.com/en-

us/about/comp

any-

structure.html 

FedEx 

Customer 

Relations 

3875 Airways, 

Module H3 

Department 

4634 

Memphis, TN 

38116 

Bridgestone 

Tires 

This family of enterprises 

includes more than 50 

production facilities and 

55,000 employees 

throughout the Americas. 

Their international footprint 

includes manufacturing and 

sales subsidiaries located in 

Canada, Argentina, Brazil, 

Chile, Colombia, Costa Rica, 

and Mexico, with other 

offices. 

615-937-1000 https://www.b

ridgestoneame

ricas.com/en/c

ontact-

us/corporate-

contacts/unite

d-states 

200 4th Avenue 

S., Nashville, 

TN 37201 

Dollar 

General 

Bargain retail chain selling a 

range of household goods, 

groceries, beauty products, 

and more. A good choice to 

learn how this company is 

socially responsible. 

Exploration is needed to 

understand if they have 

initiatives in education. 

615-855-4000 https://newsce

nter.dollargen

eral.com/com

pany-

facts/contact-

us/ 

100 Mission 

Ridge, 

Goodlettsville, 

TN 37072 
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Name Reason for organization Telephone Web address Actual address 

Appalachian 

Underwriters 

A leading insurance wholesale 

outlet and a good choice to 

learn how this company is 

socially responsible. 

Exploration is needed to 

understand if they have 

initiatives in education.  

888-376-9633 

ext. 2206 

https://www.a

ppund.com/ 

800 Oak Ridge 

Turnpike 

#A1000, Oak 

Ridge, TN 

37831 

Walmart The world’s largest retailer 

with 11,539 stores and clubs 

in 28 countries, under a total 

of 63 brands or banners. A 

good choice to learn how 

this company is socially 

responsible. Exploration is 

needed to understand if they 

have initiatives in education. 

800-925-6278 https://www.g

oogle.com/sea

rch?client=fire

fox-b-1-

d&q=Walmart

+in+Oak+Rid

ge%2C+TN 

373 S Illinois 

Ave, Oak 

Ridge, TN 

37830 

Methodist 

Medical 

Center 

A hospital. A good choice to 

learn how this company is 

socially responsible. 

Exploration is needed to 

understand if they have 

initiatives in education. 

865-835-1000 https://www.

mmcoakridge.

com/ 

990 Oak Ridge 

Turnpike, Oak 

Ridge, TN 

37830 

Cracker 

Barrel 

A restaurant chain. It is 

important to explore industry 

across all sectors. This is a 

good choice to learn how 

this company is socially 

responsible. Exploration is 

needed to understand if they 

have initiatives in education.  

615-444-5533 https://www.y

elp.com/biz/cr

acker-barrel-

corporate-

office-lebanon 

311 Hartman 

Dr. Lebanon, 

TN 37087 

SITEL/ 

Lleida 

A global leader in information 

technology. It is important to 

explore industry across all 

sectors. This is a good 

choice to learn how this 

company is socially 

responsible. Exploration is 

needed to understand if they 

have initiatives in education. 

571-526-7000 https://www.r

estonchamber.

org/list/memb

er/leidos-

reston-18032 

1750 Presidents 

Street, Reston, 

VA 20190 
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Name Reason for organization Telephone Web address Actual address 

Home Depot The largest home 

improvement retailer in the 

United States, headquartered 

in Atlanta, Georgia. A 

popular place to buy 

products for home 

improvement projects. It is 

important to explore industry 

across all sectors. A good 

choice to learn how this 

company is socially 

responsible. Exploration is 

needed to understand if they 

have initiatives in education. 

770-433-8211 https://headqu

artersof.com/h

ome-depot-

contact-info/ 

2455 Paces 

Ferry Rd SE, 

Atlanta, GA 

30339 

Delta 

Airlines  

One of the largest airlines in 

the United States, 

headquartered in Atlanta, 

GA. The company is listed 

on the New York Stock 

Exchange with the stock 

name DAL. As of April 1, 

2021, the stock price of DAL 

was $48.83. Need to explore 

industry across all sectors. A 

good choice to learn how 

this company is socially 

responsible. Exploration is 

needed to understand if they 

have initiatives in education. 

800-532-4777 https://headqu

artersof.com/d

elta-air-lines-

headquarters/ 

1030 Delta 

Blvd., Atlanta, 

GA  

Arby’s 

Restaurant 

An American retail restaurant 

chain that focuses on the 

production of fast-food 

products and recipes for its 

customers. It is important to 

explore industry across all 

sectors. A good choice to 

learn how this company is 

socially responsible. 

Exploration is needed to 

understand if they have 

initiatives in education. 

678-514-4100 https://corpora

teofficeheadq

uarters.org/arb

ys/ 

1090 Hammond 

Dr, Atlanta, GA 

30328, USA 

 



123 

In discussing the eligible population for this research study, the inclusion criteria for 

participation in the study comprised staff who were over 18 years old and who were currently 

employed at one of the organizations in Eastern Tennessee for 3 years or more and who could be 

accessed and were willing to participate in the research. This researcher left out any demographic 

information such as race, education, religious preference, and age from any of the data collection 

instruments used in the study. This population was right for the research study as it gave a large 

enough sample of participants that would have the ability to know or to be able to shed light on 

the problem posed (Robson & McCartan, 2016).  

Discussion of Sampling 

Qualitative researchers have specific reasons for selecting the participants, events, or 

processes for a study for it to be purposeful. The logic of selection grows out of the value of 

cases with rich, thick information and emergent, in-depth understanding that is not available 

through random sampling (Bloomberg & Volpe, 2019; Reybold et al., 2013). Purposeful 

sampling is when a researcher takes a sample, or a portion of the eligible participant population, 

to focus on for the phenomenon of study (Robson & McCartan, 2016). Purposeful sampling is a 

nonprobability sampling technique which allows researchers to use their own judgement to 

choose subjects best suited for their study; it is not appropriate to utilize probability sampling 

logic in case study research as the end goal is to highlight the phenomenon under study (Creswell 

& Poth, 2018; Yin, 2018). Purposeful selection is a strategy that the researcher uses to access the 

data needed for the purpose of the study, to answer the questions posed in the study that drive the 

understanding of the problem, to access the resources available, and to meet any challenges or 

constraints they may encounter along the journey. Qualitative research is an integration of 

planning and discovery (Reybold et al., 2013). Purposeful selection is a key decision in the 
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research plan; the researcher’s choices frame who and what matters as data that will enlighten 

the exploration of the research (Bloomberg & Volpe, 2019). 

Qualitative research questions are subject to revision throughout the research process; 

research questions originate from the desire of the researcher to understand the phenomenon of 

study more fully (Kaly, 2019). Knowing this, a researcher must be thoughtful when identifying 

and detailing the research sample or participants in a study. It is necessary for a researcher to 

identify what form the sampling will take, as there are many sampling strategies. To name a few, 

there is: the homogeneous strategy, which focuses on, reduces, simplifies, and facilitates group 

interviewing; the critical case strategy, which permits logical generalization and maximum 

application to the cases; and the snowball or chain strategy, which identifies cases of interest 

from people who know other people who know cases that are information rich. The researcher 

set the sample frame for this research as the critical case sampling technique, selecting a case 

that would provide the most insight into the phenomenon and highlight the research problem. 

This strategy enabled this researcher to collect data from the broadest range of perspectives 

possible about the general problem that was addressed concerning the failure of organizational 

leaders to develop strategic initiatives in education, resulting in the decline of a skilled and 

competitive workforce. This researcher used critical case because it increases the likelihood that 

findings from the data collection would permit logical generalization and the maximum 

application of information to other cases (Creswell & Poth, 2018). This researcher expected that 

critical case research would bring to light the most important information that would offer or 

illuminate a greater understanding of the problem and therefore impact the general knowledge in 

this area of business.  
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This researcher did not create the sample frame to include any of the following 

participants: executives, managers of people, managers of projects, accountants, other decision-

makers, and other staff at some or all of the following organizations in East Tennessee, including 

SITEL, Walmart, Home Depot, Appalachian Underwriters, Dollar General, Bridgestone Tires, 

Kroger, Federal Express, Methodist Medical Center, Cracker Barrel, Delta Airlines, and Arby’s 

(see Table 1). The sample frame the researcher set for this case study research explored the 

knowledge and experiences of employees, leaders, and owners who held varied positions in their 

organizations, across a diverse industry landscape, in Eastern Tennessee. Examination of this 

case allowed this researcher to gain an in-depth understanding of the challenges that 

organizational leaders face when strategically leading their organizations in a real-world setting.  

The researcher created a set of eligibility requirements to use in the selection of 1–3 

participants at each of the locations listed in Table 1, highlighting the phenomenon of challenges 

that organizational leaders face when planning and developing initiatives in education, but this 

did not take place. The researcher then put an alternate plan into place, at the suggestion of the 

IRB, and this same approach was used with various employee research participants across a 

multitude of organizations across Eastern Tennessee. The goal was to reach data saturation with 

the number of participants that were chosen for this research. Data saturation is the most 

common way to estimate sample sizes in qualitative research (Guest et al., 2020). The number of 

15 research participants allowed saturation to be achieved during the study, but additional 

participants could have become necessary if data saturation had not been achieved. Data 

saturation is considered an earmark of success in qualitative research. Failure to reach data 

saturation can affect the quality of research and can impact content validity (Fusch & Ness, 

2015). The eligibility requirements had inclusion criteria that the participants were staff who 
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were 18 years old and over and who were currently employed at one of the organizations across 

Eastern Tennessee, for 3 years or more, and who were accessible and willing to participate in the 

research. This researcher left out any demographic information such as race, education, religious 

preference, or age from any of the data collection instruments used in the study.  

This researcher planned to present these eligibility requirements to the Human Resources 

(HR) department at some, or all, of the organizations recognized above. This researcher also 

planned to formally request for the HR staff to assist in the identification of several potential 

participants for this case study. This was not the course of action that took place. Upon applying 

to the IRB for approval to conduct this research study, and after submitting the required 

supplemental communication tools to the IRB, the application was returned. The IRB requested 

that this researcher submit additional communication tools to recruit research participants in the 

event that this researcher was denied access to employees at any of the organizations listed in 

Table 1. The researcher created additional recruiting tools from templates on the IRB homepage, 

including recruitment flyers, social media communication, and email communication. This 

researcher developed the requested tools, and upon approval from the IRB, the recruitment of the 

participants for the study began in a two-stage plan: first by appealing to the organizations in 

Table 1, and second by utilizing flyers, social media, and word-of-mouth to recruit research 

participants. The timeframe for the plan became more immediate. To ensure discretion and to 

allow for the geographical spacing of employees, this researcher conducted interviews through 

Teams conference and by telephone to sufficiently collect enough data to analyze. The proper 

protocols were considered for recording the information, considering field issues, storing the 

data, and other logistics, as approved by the IRB. 
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This researcher took every precaution and made every effort to treat participants in this 

study in an ethical manner. Ethical research standards require researchers to respect the 

participants in a study by gaining their informed consent and ensuring their privacy by making 

them aware of the nature of the study, protecting their privacy and confidentiality, being keenly 

aware of and maintaining concern for the participants’ welfare by minimizing potential negative 

impacts to the participants, selecting participants equitably by strategizing to ensure fair and 

equal treatment among all participants, and pursuing transparency and not engaging in deception 

about the nature of the study (Creswell & Poth, 2018; Yin, 2018). The researcher gave every 

participant the opportunity to accept or decline participation in the research. They assured all 

participants of their privacy and anonymity by providing different labels to each participant, that 

is, a number and pseudonym to ensure that their identity was not revealed so as not to bias any 

data. This researcher ensured that each participant signaled their agreement to participate in the 

research study by signing and dating a consent form before data collection began. Data collection 

activities did not begin until approval from the IRB came through. 

Summary of Population and Sampling 

A single critical case study of more than one organization was adequate to study the 

challenges that organizational leaders face when planning and developing initiatives in 

education, with a focus on Eastern Tennessee, resulting in the decline of a skilled and 

competitive workforce. This researcher focused on single case research as it is an approach that 

provides unique circumstances and opportunities for understanding what is happening with a 

social reality or real-life issue (Anderson et al., 2018). It is “[a] research method that involves 

investigating one or a small number of social entities or situations about which data are collected 

using multiple sources of data and developing a holistic description through and interactive 
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research process” (Easton, 2010, p. 119). Data collected for a qualitative study is not about 

generalizing the information to a larger population but about describing the phenomenon 

experienced by the research participants. Therefore, the nonprobability, purposeful sampling 

method of critical case was most appropriate for this study. This sampling method purposely 

identified a case of participants with different job titles and of different age groups across the 

organizations in Eastern Tennessee, to learn more about the problem this researcher posed. This 

researcher expected that the listed organizations in Table 1 would grant access to the case study 

for data collection, including interviews with the various actors involved. The researcher 

formally approached these organizations, but they did not grant access to their employees, and 

the researcher implemented another plan to recruit research participants, as explained above. A 

single case was appropriate as it represented a critical case and provided a good practical number 

of research participants to provide the extensive and exhaustive data needed to describe the 

phenomenon. Again, the findings from this research cannot be generalized, but it is possible that 

insights gained through this research will add to the body of knowledge of what is already known 

about this problem. 

Data Collection and Organization 

This study used a flexible, qualitative case study approach to explore challenges that 

organizational leaders face when planning and developing strategic initiatives in education. Yin 

(2018) said that case study evidence comes from many sources. This research used a 

combination of techniques in data collection, including in-depth interviews and observation. The 

first step in preparing for data analysis was organizing large amounts of data collected from 

interviews or other methods stated above (Creswell & Poth, 2018). Yang et al. (2018) explained 

that having a strategic plan can help enlighten project execution and allocation of resources. 
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Research methods are applied in a variety of studies without stating how they should be 

conducted, allowing qualitative researchers a breadth of flexibility to conduct research (Chu & 

Ke, 2017).  

Chu and Ke (2017) suggested the more precise terminology referring to data collection 

and data analysis, rather than using research methods, which gets confused with other terms such 

as research designs, research methodologies, and so forth, is research techniques. The intentions 

of this type of case study, as the main unit of inquiry, is to obtain more detailed and focused data 

on describing research results more clearly and in more detail, according to Yin (2018), as the 

flexible nature of qualitative research defines that the plan should remain unstructured and 

flexible. This flexibility will allow the most freedom to continue exploring until saturation 

occurs. Although there is not a clear definition of when saturation is achieved Alam (2021), this 

researcher utilized a variety of other methods to ferret out all information that was possible and 

reached saturation while gleaning a better understanding of the phenomenon. 

Data Collection Plan 

The data collection for this flexible, qualitative case study involved semi-structured, one-

on-one interviews with participants. According to Robson and McCartan (2016), interviews are 

flexible and adaptable, and they provide rich illuminating data. Semi-structured interviews are a 

cross between structured and unstructured interviews, allowing the interviewer to have a list of 

questions and topics pre-prepared, which may be mixed up as the interviewer wishes to achieve 

set objectives. This researcher planned on conducting these in-depth interviews by 

videoconference or by telephone. Interviewing has become the most common source of evidence 

in qualitative research. The interview is the most selected method of data collection because it 

has the potential to pull out rich, thick descriptions from the interviews (Bloomberg & Volpe, 
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2019). In-person interviews allow the researcher to watch the body language of participants as 

well as to pick up on other idiosyncrasies, such as hearing inflections of participants’ voices and 

developing relational connections, facilitating the willingness to be open during the interview 

(Creswell, 2016). Coinciding with one-on-one interviewing, direct observations are able to take 

place simultaneously, which is another source of evidence in case-study research (Yin, 2018).  

Creswell and Poth (2018) said that one may understand interviewing better by looking at 

it as a series of steps, and the authors gave guidance on procedures for preparing and conducting 

interviews which can be summarized into several steps that this researcher utilized. First, this 

researcher looked at the research questions posed for this research study and determined the 

interview questions that would need to be answered by the interviewees. This researcher posed 

and was purposeful in asking good questions, as this is a prerequisite for case-study researchers 

(Yin, 2018). Questions guided this researcher to make certain that more than the minimum 

requirement of saturation was met and provided confidence in the results (Boros, 2018). Second, 

it was necessary for the researcher to identify the participants that would be interviewed from the 

purposeful sampling techniques discussed above. Third, this researcher determined which type of 

interview to use by understanding what mode was practical for the research participants and what 

interactions were useful to glean the necessary information and to ensure that the research 

questions could and would be answered. Teams videoconferencing was the primary mode 

through which the one-on-one interviews were conducted. The researcher also used another 

recording device, Microsoft Word Dictate, as a back-up in case of a malfunctioning event, and 

telephone interviews were used as a last resort. Fourth, this researcher purposefully collected 

data using the recording procedures needed to capture what was necessary when conducting one-

on-one interviews. In this research, the Teams videoconference recorded the interview, along 
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with a back-up system of Microsoft Dictate, only after the interviewee had given consent. This 

researcher then transcribed the interviews from the Teams videoconference recordings, the 

telephone, the back-up recorder, and Word Dictate.  

The fifth step in the process was very important, as the interview protocol was the key to 

the whole interview data collection technique. This researcher designed an interview protocol or 

interview guide that included standard instructions to make certain that this researcher conducted 

each interview with the same procedure. According to Yin (2018), the protocol is how the 

researcher increases the reliability of case studies. Yin (2018) defined a four-part protocol to 

include an overview of the case study, data collection procedures which include protecting 

human subjects, credentials and likely logistical issues, protocol questions and a tentative outline 

for the case study report. This interview guide included 10 questions with an emphasis on 

encouraging participants to provide additional detail or explanation, a concluding statement and 

or question, and a thank you statement that the researcher used to acknowledge the participants’ 

contribution to the study and to express gratitude for their role in the study. Sixth, this researcher 

conducted pilot testing in order to refine the interview questions. Seventh, this researcher located 

a distraction-free setting for conducting the interview, set the time and location, ascertained that 

the location was private and comfortable for the participant, as well as free from distractions, and 

ensured that the audio-recording device was working properly. Eighth, prior to the interview, this 

researcher invited participants to a 30-minute interview and gained consent for the interview 

from the interviewees involved in the study by having them complete and sign a consent form 

that the IRB had approved for use. Next, this researcher followed good interview procedures of 

staying within the boundaries of the study, using the set protocol for the study, staying within 

time, being courteous, and being a good listener. Finally, this researcher made the necessary 



132 

decisions ahead of the interview as to what was going be included in the transcriptions, that is, 

pauses, stutters, and utterances such as “hmms” or “uhs.” 

After IRB approval, this researcher reached out to each participant to conduct proper 

introductions and schedule interviews. This researcher followed the interview guidelines 

described above and scheduled 30 minutes for each initial interview. This researcher recorded 

the audio of each participant interview from two devices, a computer and back-up device to 

account for any malfunctioning that could have occurred during the interviews. This researcher 

used the interview guide provided in Appendix A and offers further detail below concerning the 

protocol for the semi-structured interviews. The interview guide encapsulated additional notes 

that were collected during any interviews as a way of capturing any observations, nonverbal 

communication patterns, or interviewer impressions of the interview. 

Member Checking. To ensure trustworthiness in qualitative data collection efforts, 

member-checking is often used to help novice and experienced researchers check the quality of 

their data (McGrath et al., 2019). Member checking is a validity strategy and refers to participant 

validation and is commonly used in qualitative research as a way to maintain participant 

validation. Member checking involves going back to the research participants in the study to 

validate the transcript data (Candela, 2019). Candela (2019) stated that a researcher must be 

careful so as not to cause harm when member checking; as qualitative researchers gain an 

understanding of the participants in their study, they must consider the context of their study as 

they think through any member checking procedures to be used. Creswell (2016) explained that 

member checking is when the researcher returns to the participants in the study with their themes 

or stories to make certain that the researcher captured the data given and that it is accurate.  
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Follow-up interviews. Creswell (2016) explained that researchers should ask ahead of 

time to follow-up with each participant. This researcher did ask the research participants ahead 

of time if they would have the permission to follow up if it were necessary to do so. This 

researcher wrote this in the interview protocol. This is always done during the initial interview. 

Since qualitative data analysis is an iterative process, researchers gain experience as interviews 

are conducted and original questions may need to be amended in the original interview guide. If 

this had happened, this researcher would have performed follow-up interviews with the original 

participants who they had already interviewed and append the interviews if necessary. Then, 

only the new interview questions that arose from participant responses would have been included 

in the guide. Sometimes, as Creswell (2016) stated, a researcher will conduct follow-up 

interviews to member check the data collected in the original interview. 

According to McGrath et al. (2018), it is important for a researcher to allow adjustments 

to the interview guide. Some questions that make perfect sense to the researcher may turn out to 

be misunderstood by the participants in the study and must be amended. An interviewer needs to 

be a good listener and sensitive to responses by the interviewees. During an interview, follow-up 

questions can better probe how the researcher’s questions are understood, and the researcher can 

make changes to the guide before the follow-up interview (McGrath et al., 2019). 

Instruments 

Radical critics have challenged qualitative interviewing by calling into question whether 

qualitative interviewing is a secure and worthwhile basis for social scientific knowledge of the 

world. The challenge is whether interview data is directly representative of participants’ 

thoughts, feelings, intentions, and so forth (Hughes et al., 2020). It is incumbent upon the 

qualitative researcher to utilize this instrument and/or others to ensure accuracy, reliability, 



134 

validity. According to Bloomberg and Volpe (2019), the use of the interview for qualitative data 

collection is useful because this instrument has the potential to pull rich, thick descriptions, 

clarify statements, and allow the researcher to probe for additional information. This researcher 

used a semi-structured, one-on-one interview format and ensured that the data captured the 

primary components of the research questions while providing enough flexibility to the 

participant to offer their perspective on the phenomenon. 

Interviews can range in structure from predetermined questions to a free-range interview 

where there is no structure at all. Open-ended questions often start with what or how while 

closed-ended questions allow for a simple yes/no response, but these types of questions do not 

elicit the in-depth responses that are necessary for qualitative research (Creswell, 2016). Semi-

structured interviews require the researcher to create an interview protocol, commonly called an 

interview guide. The interview guide includes standard instructions to ensure the researcher 

conducts each interview with the same procedures. Bloomberg and Volpe (2019) explained that 

qualitative research interviews are in-depth interviews designed to capture participants’ 

perceptions, attitudes, and emotions. Interviews are a favored tool because they are used to elicit 

participants’ views of their life stories as portrayed through their words to glean or gain access to 

experiences, thoughts, feelings, opinions, and social realms (Bloomberg & Volpe, 2019).  

Semi-structured interviews are where, according to Creswell (2016), the main portion of 

the interview ideally contains five to 10 open-ended questions. This researcher chose seven 

primary interview questions. Two were ice-breaker questions, and there was one follow-up 

question that ensured the participants had provided all the details they could, all while the 

interview kept on track and focused on research questions for the study. All of these questions 

encouraged the participants in the study to share their personal experiences. This researcher 
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conducted a pilot test in order to practice asking the questions that drove the interviews for the 

data collection for this research. According to Creswell and Poth (2018), interviewing skills 

improve with practice, and a pilot test allowed a rehearsal of the interview to ensure that the 

answers to the questions could be collected in the 30 minutes of time allocated for the interview. 

Interview Guides. The interview guide provided the outline for a semi-structured 

interview, ensuring that the data collected from each interview consistently addresses the 

research questions. After a researcher selects the interview as the right data collection method for 

the study, then they must develop a questionnaire or protocol (Jordan et al., 2021). Jordan et al. 

(2021) explained that semi-structured questionnaires provide a framework for the interview but 

also allow the interviewer to drill down into the participant responses. It is important that 

questions are stated objectively and are not leading. Researchers must reflect on their personal 

views and biases so as to mitigate the transference of any personal perspectives carried over to 

the questionnaire. 

Appendix A contains the interview guide developed for this research study. The 

interview guide has three sections. Section 1 includes the background information concerning the 

participant, including verification of the signed participant consent form (see Appendix B), a 

review of the purpose of the study, and the amount of time reserved for the interview (Creswell 

& Poth, 2018). Section 2 of the interview guide included questions this researcher asked the 

participants in the study. According to Staller (2022), interview questions are akin to silent 

workhorses that assist in producing robust and successful research studies. Every one of the 

interview questions addressed a specific research question, with a note referring to which 

research question the specific interview question pertained to following each question. This 

researcher added prompts to the end of specific questions to ensure that the interviewer extracted 
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a full and complete answer from the interviewee for the intended question. The wording and 

order of the questions in the interview guide were flexible and provided at the researcher’s 

discretion in order to ensure complete coverage of the research questions. All of the participant 

interviews were unique, ensured that the participant addressed each question, and were 

conducted in the format of a conversation, not that of a semi-structured interview. The interview 

guide had a space for field notes, general observations, and other participant responses. Section 3 

of the interview guide then contained an example of closing remarks that thanked each 

participant for their involvement in the study and ensured confidentiality for their participation 

and responses during the interview.  

Section 2 of the interview guide (see Appendix A) contains 10 questions. The activity of 

formulating interview questions was not an easy task. Interview questions are not the direct 

research questions posed in the research study. The researcher must break down the academic 

language into understandable questions that are within the realm of the research participant’s 

experiences, culture, and language (Staller, 2022). Question 1, “How long have you worked at 

__________organization?” was an ice breaker and was used to set the tone for the researcher and 

the interviewee to move into a conversational mode. There was an added prompt, “In what 

capacities have you worked for this organization?” which provided this researcher with 

additional opportunities, if needed, to coax more information from each participant. Question 2, 

“What are 2-3 positive reasons, in 10 words or less, why you work for this particular 

organization?” and subquestions A, “How many more years do you plan to work at this 

organization?,” B, “Are you on a team or in a leadership program?,” C, “What kind of training 

opportunities do you have with this company?,” and D, “Does this training prepare you for jobs 

of the future?” sought general background information from the participant to understand if this 
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employee/participant was fully invested in this position, to build an easy-going rapport, and to 

initiate a robust conversation. 

Questions 3–9 were specific and addressed the research study’s research questions: 

RQ1: What is the role of leadership in planning and developing strategic initiatives in 

education? 

RQ1a: What indicators influence leadership’s actions and behaviors that contribute to 

planning and developing strategic initiatives? 

RQ1b: What indicators influence leadership’s actions and behaviors that contribute to an 

inability to plan and develop strategic initiatives? 

RQ2: What organizational strategies can leaders use to plan and develop initiatives in 

education in Eastern Tennessee? 

RQ3: How do organizational strategies lead to a more skilled and competitive workforce? 

These research questions were in brackets following each interview question listed in the 

Interview Guide (see Appendix A). Question 3, “What are your organization’s mission and 

vision?” and subquestion A, “What are they?” address RQ1, RQ1a, RQ1b, and RQ2. Question 4, 

“What is corporate social responsibility?” and subquestions A, “Does this organization have 

education initiatives or education partnerships through CSR?” and B, “What does this 

organization do in the social arena of CSR?” addressed RQ1, RQ1, and RQ3. Question 5, “How 

does this organization invest in education/skill development for its current employees?” and its 

subquestions A, “How about future employees with programs or education programs in the 

community?” and B, “Is this important, on a scale of 1–5 with 5 being the most important?” 

addressed RQ2 and RQ3. Question 6, “Did you go to school to get this job?” and sub-questions 

A, “Did your education prepare you for the skills you needed for this job or to be competitive for 
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new jobs within the organization?” and B, “What academic level did you achieve?” referred to 

RQ1, RQ1a, RQ1b, RQ2, and RQ3. Question 7, “Does this organization have new programs, 

products, or services coming out into the market in the next 12 months?” referred to RQ1, RQ1a, 

RQ1b, RQ2 and RQ3. Question 8, “What is environmental, social, and governance (ESG) 

investing?” and its subquestion, “How is this organization involved in ESG?” addressed RQ1a, 

RQ1b, and RQ3. Question 9, “Does this organization use a balanced scorecard to make decisions 

and understand their performance?” referred to RQ1, RQ1a, RQ1b, RQ2, and RQ3. 

The final question, question 10, “Is there anything else you would like to add about 

challenges to organizational leaders in developing strategic initiatives in education within the 

community?” was the wrap-up question. This question allowed the participants an opportunity to 

add any additional insights or thoughts about strategic initiatives in education that their 

organizations may or may not have been involved in, as well as any challenges their leadership 

may have faced when developing initiatives that affected the community in which they lived.  

Data Organization Plan 

The data analysis process began with a plan to manage the large amounts of data that the 

researcher collected and to reduce them in a meaningful and manageable way. The first part of 

the data organization plan involved deciding what to do with the large amounts of data collected 

during this qualitative research study (Creswell & Poth, 2018). This researcher transcribed each 

recorded interview verbatim, making every effort to be accurate with each word, notating pauses, 

“hmms,” and other nonverbal utterances. Transforming spoken words into written text is an 

important step in qualitative research, as familiarizing oneself and plunging into the data is not to 

be taken lightly (Oluwafemi et al., 2021). Transcription is often described as a data management 

mechanical task of putting spoken words into textual format (Loubere, 2017). This researcher 
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labeled each transcription with a unique file name and saved it to this researcher’s password-

protected computer for reference and then uploaded the file to NVivo software, which the 

researcher utilized to assist in data analysis.  

Microsoft Word is an easy-to-use, widely utilized software program; therefore, this 

software proved to be useful for the editing and gave the researcher access to the information 

collected, quickly. The transcribed interview file names followed the format 

“ParticipantXInterview.doc.” This researcher assigned a participant number and pseudonym that 

corresponded to the date that the participant was interviewed. There were two Microsoft Word 

files for each participant, one for each transcribed participant interview and one for the field 

notes the researcher wrote after each interview. The researcher destroyed the hard copy of the 

interview notes 48 hours after the interview, just after the upload to the computer. 

This researcher used Microsoft Excel and created a separate database of participant 

information. Excel is an easy-to-use, widely utilized software program as well, used to analyze 

data quickly. This researcher loaded confidential and detailed participant information to include 

names, addresses, participant numbers, email addresses, and telephone numbers into the 

spreadsheet for reference later in the research. Additional information that was input into Excel 

was whether a participant agreed or did not agree to a follow-up interview, or member-checking, 

and a list with the participant’s name and number, as well as contact information entered with a 

specific formula so as not to be identifiable by anyone but this researcher. The Excel document 

was considered highly confidential and was on a password-protected computer.  

This researcher used NVivo software for data analysis in this qualitative research study. 

NVivo was useful in managing and analyzing the data collected in this study. NVivo can also 

store, categorize, retrieve, and compare data. NVivo qualitative data analysis software assisted 
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this researcher with data collection, data organization, and analysis. This researcher trained on 

using this software by watching YouTube videos and expected that NVivo would aid with the 

transcript data that was collected and transcribed from the participant interviews. After 

completion of each interview, this researcher uploaded the document to NVivo to organize the 

data and to keep it easily accessible. NVivo kept the files together in one location, which was 

critical with the large amounts of data collected during this research study. NVivo kept the data 

organized and readily available.  

The NVivo software allowed this researcher to go through every document and code or 

label which described certain content or relevant information, themes, patterns, and so forth. 

NVivo used to call codes nodes, and the older software versions still call a code a node. The 

codes could be color-coded and allowed this researcher to see all of the information related to the 

codes and group the data references as to what the code related to. NVivo can classify or create 

maps from data collected from codes. NVivo allowed this researcher to gain insights and 

uncover themes more efficiently by centralizing data from multiple sources that facilitated an in-

depth qualitative analysis. Coding was the foundation for high-quality analysis. 

The transcript data that was uploaded into NVivo only contained participant numbers and 

pseudonyms, not participant names. All of the computer files, transcripts, field notes, and any 

Excel spreadsheet will be destroyed 3 years after the completion of this project. The previous 

steps ensured safety of the data collected and maintained the privacy, confidentiality, and 

anonymity of the participants involved in this research. 

Summary of Data Collection and Organization 

The foundation for data analysis in qualitative research is data collection and 

organization; this required careful and logical planning. The most common form of data 
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collection in qualitative case study research is the interview. Interviewing allows the researcher 

to gain insight into the exploration through direct contact with the research participants. This 

research study utilized one-on-one semi structured interviews as the primary instrument for data 

collection. This researcher anticipated that the semi-structured, open-ended interview questions 

would allow this researcher to extrapolate valuable, in-depth perspectives from the participants, 

and they did. 

The interview guide set the protocol and acted as an outline for the data collection part of 

this research study. After each interview, the researcher organized the data by first transcribing 

the recorded interview and any field notes taken. Following this step, this researcher uploaded 

each transcription into NVivo and coded it. All relevant information pertaining to the interviews 

were accessible, confidential documents for data analysis. 

Data Analysis 

Analysis involves a series of interconnected steps entailing organizing the data, 

conducting a thorough reading through the data more than one time, coding and organizing the 

themes derived from the collected data, creating representations of the data, and interpreting the 

data (Creswell & Poth, 2018). Analysis has stages dedicated to formal analysis, but analysis is 

essentially an ongoing part of the research and the writing process. The starting point for analysis 

is not as soon as the researcher finishes collecting all of the data; it is an ongoing, iterative 

process that is inherent to the very nature of qualitative research and should infuse all aspects of 

the research (Bloomberg & Volpe, 2019). The process of data collection, data analysis, and the 

eventual report writing are customized, interrelated, and happen simultaneously in a research 

project (Creswell & Poth, 2018).  
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Creswell and Poth (2018) diagramed the data analysis spiral of activities, and provided 

the five steps in qualitative data analysis: 

1.  Organize the data so that it can be managed well. Almost immediately, researchers 

organize their data on a computer, transcribing and typing interview notes, creating 

digital files, and creating a file naming system. The consistency of using a file naming 

system ensures that files can be located and accessed easily when it is time for 

analysis.  

2. Reading through the data and noting emergent themes. A thorough first and second 

reading gives the researcher an overall perspective and general understanding of the 

whole picture before breaking it into parts. 

3. Data coding begins. The researcher separates the data into workable parts and then 

labels the contents. The researcher is working with the words, identifying and 

applying codes, detailed descriptions develop, and the researcher starts to develop 

themes. 

4. Developing and accessing interpretations, settings and people, and themes for 

analysis. The researcher starts making sense of the data and the lessons learned, 

relating categories, themes, and families to the framework. Going through the 

interpretive process requires critical and creative capabilities about what is 

meaningful information in the patterns, themes, and so forth. 

5. Representing and visualizing the data collected. The researcher represents the data 

either textually or visually. Interpretation of meanings of themes/descriptions. 
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Emergent Ideas 

After data collection, transcription, and organization, it was important for this researcher 

to read through all the data collected (Creswell & Poth, 2018). Bloomberg and Volpe (2019) 

suggested their roadmap for the process of qualitative data analysis: an outline, in which Step 1 

directs the researcher to read, review, and explore the data and identify big themes, and Step 2, 

which directs the researcher to reread through the data, code, and then conceptually categorize 

the information based on the research questions posed in the research study. This is basic, but 

this was where the research analysis started. According to Bloomberg and Volpe (2019), while 

reading through all of the data collected, the researcher tries to get a sense of a story line, 

including every bit of the data collected. Then, a rereading of all the data should happen to gain 

an overall understanding or sense of the whole of the data, before breaking it into parts. 

Qualitative themes are findings in a research study that are evidence that point to the 

central phenomenon (Creswell, 2016). As the researcher reads through the data that has been 

collected, ideas should pop up, developing emergent ideas. These ideas may lead to other ideas 

and may be the basis for interpreting other data or conclusions later on. The researcher may 

make notes and annotate these ideas. This researcher kept a journal and developed a system to 

organize these memos with dates, as memoing is important because it captures certain 

occurrences or certain sentences that can be vital to one’s research (Bloomberg & Volpe, 2019).  

Coding Themes 

According to Yin (2018), the best way to approach case study analysis is to have a 

general strategy to analyze the data collected. Yin (2018) said that the strategy will link the case 

study data to the focused concepts of interest, and it is these concepts of interest that will give the 

researcher a sense of direction in analyzing the data. After “playing” or rearranging the data, 
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creating a visual display of the data collected, or just visualizing the data with a different 

perspective, Yin (2018) suggested deciding to use four general strategies: relying on theoretical 

propositions, working on the data using the ground-up approach, developing a case description, 

and examining relevant rival explanations. From here, Yin (2018) suggested five analytical 

techniques, which are pattern matching, building an explanation about the case, developing a 

time-series analysis, developing and utilizing a model that explains a chain of occurrences over a 

period of time, and analysis of multiple cases to do a cross-case synthesis.  

Emergent themes are the basic building blocks of inductive approaches to qualitative 

research studies and are derived from the participants in a study through their personal life 

stories, and thus are pulled out through the process of coding. Themes are major findings that 

have been discovered in a qualitative study (Creswell, 2016). This is where the researcher begins 

to get intricately detailed by describing, classifying, and interpreting passages in the data that 

have been collected from participant interviews. The researcher forms codes, labels, or 

categories that describe what is seen. The process of coding involves making sense of the text 

collected from the variety of resources that the researcher uses: “Coding involves aggregating the 

text or visual data into small categories of information, seeking evidence for the code from 

different databases being used in the study, and then assigning a label to the code” (Creswell & 

Poth, 2018, p. 190). Coding develops the evidence for the themes that emerge.  

Locke et al. (2020) explained that coding is an exemplary analytical procedure and 

directly relates to the iterative process. These authors explained that coding is commonly used, 

and that research excellence is achieved through excellent coding practices which entail 

scrutinizing, deciphering, pondering, and organizing collected information and relating it to 

relevant features, relationships, and research questions. Hopper et al. (2021) discussed coding by 
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identifying narratives from the participants, key concepts, and recurring ideas through the use of 

cloud-based tools.  

Creswell and Poth (2018) suggested that the practice of winnowing down the data should 

be on the conscious researcher’s mind, because not all information is useful in a qualitative 

study. They warned beginning researchers not to develop elaborate lists of codes and 

recommended starting with a short list of codes that can be expanded as necessary throughout the 

analysis. Creswell and Poth (2018) recommended a short list of possible codes that match text 

segments, numbering about 25–30 codes. Thoughtful attention to coding can produce an archive 

of information that can be very useful to researchers or other analysts and improve the 

accountability of qualitative research (Deterding & Waters, 2018). 

After collecting all of the data possible, reading through it, and playing with the data 

collected, this researcher used NVivo qualitative data analysis software to help with organizing 

and coding. Qualitative computer data analysis software programs organize, sort, and locate data 

for coding and theme development. Yin (2018) explained that using computer-assisted tools can 

aid researchers in coding and categorizing large amounts of data but cannot do the finishing 

work. Yin (2018) encouraged researchers to study the outputs manually to determine whether 

there are meaningful patterns that emerge from the data. Bloomberg and Volpe (2019) agreed 

with this advice for researchers, saying that while computer-assisted qualitative data analysis is 

very beneficial to the researcher, the principles of the analytical process are the same, manually 

or electronically. 

Interpretations 

According to Bloomberg and Volpe (2019), when it comes to research findings, 

interpretations, and conclusions, only two rules apply: first, findings and interpretations are the 
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basis for good conclusions, and second, every conclusion should be directly tied to a finding or a 

group of findings. Interpretation entails shedding light on meaning (Robson & McCartan, 2016). 

Researchers spend a lot of time trying to make sense of the data collected for their studies. 

Researchers have to interpret the data that they have collected, and interpretation involves 

making sense of the data and the lessons learned (Creswell & Poth, 2018). Researchers get 

submerged in the research, so much so that they are taken beyond the codes and themes and up 

with a greater overall understanding of the big picture. 

Achieving rigor is one of the greatest challenges in qualitative research (Volger, 2022). 

Robson and McCartan (2016) agreed that assessing the quality of data analysis and interpretation 

involves assessing data quality, testing the patterns in the data, and testing the explanations. 

Robson and McCartan (2016) explained that when assessing data quality, the researcher must be 

careful of pitfalls. The informants, activities, or events have to be represented in order not to bias 

the study, and the researcher must check for the effects they have on the case, employ 

triangulation, and weigh the evidence according to its source. Monaro et al. (2022) said that 

although it is necessary for a researcher to give an account of the literature that has been 

published, the researcher then tends to stay closer to the data, with a tendency to draw lower 

inference interpretations to describe common experiences. Monaro et al. (2022) explained that it 

is best for the researcher to describe their personal positioning that may influence their 

interpretation. This researcher used testing patterns to check the meaning of the outliers and look 

for atypical evidence, to investigate hidden surprises, and to look for negative evidence or data 

that is disconfirming. Testing explanations involved making if/then tests, ruling out rival 

explanations, replicating findings by finding confirming evidence if it was there, and getting 

feedback from informants by way of member-checking, for example. 
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Data Representation 

Data representation helped the researcher write the story about the phenomenon under 

study. The researcher was tasked with telling the story in a way that a reader could be convinced 

of the trustworthiness of the researcher’s analysis of the findings from the data collected for the 

study (Robson & McCartan, 2016). Creswell (2016) lightened the approach by suggesting a table 

that organizes themes, codes, and quotations. A visual display can increase reader understanding, 

and qualitative researchers must show their data, not merely describe it (Parmentier-Cajaiba & 

Cajaiba-Santana, 2020). Typical formats for visual representation, and ones that this researcher 

used, include tables, hierarchical trees, matrices, charts, and so forth. These are tools that assist 

in representing the data, but they do not stand alone. There are many displays available to 

researchers, but they should be thoughtful in deciding which to use (Creswell & Poth, 2018).  

Analysis for Triangulation 

Triangulation is recommended as a practice worth exercising when conducting case-study 

research, as it is believed to offer validity through using multiple datasets, methods, or theories to 

address a research question/s (Farquhar et al., 2020). Triangulation is one method researchers can 

utilize to enhance validation in their research studies to improve rigor (Robson & McCartan, 

2016). Triangulation focuses on issues of trustworthiness in qualitative research. This is done by 

making use of multiple and different sources and methods and is reported as part of the study’s 

methodology, that is, member checking is a form of triangulation (Bloomberg & Volpe, 2019). 

Another example of triangulation is combining interviews and observation in research projects, 

as the two methods of data creation supplement each other (Molbaek & Kristensen, 2020). 

Triangulation is used as a means of achieving validity and confidence with research 

findings (Yin, 2018). Triangulation is important when a researcher is trying to obtain a deep 
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understanding of a phenomenon under study. Triangulation adds rigor to a study and provides 

needed corroborative evidence of the data collected (Bloomberg & Volpe, 2019). To analyze 

data from this research study, the researcher pulled data from across participants that was 

supported by evidence, as should be identified while coding.  

As stated, a qualitative researcher’s main objective is to define, shed light upon, and 

interpret unclear phenomena through nonnumerical methods of measurement that hyper-focus on 

meaning (Fusch et al., 2018). Ultimately, whether a researcher is conducting qualitative research 

from any position such as postpositivist, postmodernist, or any other paradigm, it is critical that 

they are able to self-assess their own position in the research, such as addressing biases and 

demonstrating the trustworthiness of the research. Mitigating bias through triangulation entails 

using multiple sources of data in research (Fusch et al., 2018). Triangulation is one method that 

researchers can use to enhance validation in their studies and to improve rigor (Robson & 

McCartan, 2016). 

Triangulation is all about trustworthiness in qualitative research. Triangulation is carried 

out when the researcher makes use of different sources and methods that are part of the research 

plan or part of the study’s methodology (Bloomberg & Volpe, 2019). Yin (2018) discussed four 

types of triangulations: data triangulation, or triangulation of data sources; investigator 

triangulation, or triangulation among evaluators; theory triangulation, or triangulation of 

perspectives to the same data set; and methods or methodological triangulation, as in qualitative, 

quantitative. Or mixed methods. Triangulation can reveal discrepancies and disagreements 

between sources (Robson & McCartan, 2016).  

Investigator triangulation is when more than one investigator or researcher explores the 

phenomenon. Mitigation of bias is accomplished by different researchers observing the same 
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data and either agreeing or disagreeing on its interpretation (Bloomberg & Volpe, 2019). Theory 

triangulation is when a researcher uses more than one theory, and possibly alternative theories, in 

the process of exploring and interpreting the phenomenon of study (Denzin, 2009; Jackson, 

2018). Methodological triangulation is a process that researchers use to validate knowledge and 

is accomplished two ways: by cross-checking results within a method, using a number of 

different data sources within one design such as a qualitative case study using interviews, 

observations, documents, and so forth; and by mixed method studies, or between-method or 

across-method triangulation, which combines the use of quantitative and qualitative techniques 

to bring about in-depth understanding of the phenomenon (Denzin, 2009; Restivo & Apostolidis, 

2019). 

In this qualitative case study, this researcher used multiple data-gathering techniques as 

the strategy to develop a more complex understanding of the phenomenon of study. Specifically, 

this researcher used data and theory triangulation strategies. The triangulation of data included 

using multiple interview sources to corroborate themes and perspectives, and observation. This 

researcher decided to utilize whatever data collection techniques were necessary to extrapolate 

enough data to shed light and gain a better understanding of the phenomenon of study. This 

researcher provided validity through the convergence of findings, sources, or methods (Farquhar 

et al., 2020). 

Summary of Data Analysis 

Data analysis is not an off-the-shelf process that can be found anywhere; it is a custom-

built approach to analyzing one’s research (Creswell & Poth, 2018). Creswell and Poth (2018) 

stated that data collection, data analysis, and report writing are interrelated steps that are 

conducted simultaneously during the project. Although the data analysis process of qualitative 
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research varies across researchers and their research studies and is more of an artistic challenge 

than science research, as Robson and McCartan (2016) suggested, the steps of data collection, 

managing and organizing the data, reading and memoing emergent ideas, describing and 

classifying codes into themes, developing and accessing interpretations, representing and 

visualizing the data, and giving an account of the findings are a part of an overall plan to 

understand the phenomenon of study more fully (Creswell & Poth, 2018).  

Reliability and Validity 

Qualitative researchers focus on the reliability and validity of their research to make 

absolutely certain that they provide an accurate, high-quality, in-depth understanding of their 

research problem. Reliability and validity are concepts that can be used in qualitative or 

quantitative inquiry. Reliability in qualitative research deals with data adequacy, which helps a 

researcher to show support for one’s analysis across all participants in a study consistently, while 

validity is related to data appropriateness, ensuring an accurate account of participants’ 

experiences in the immediate context of the study (Jude et al., 2018). 

Yin (2018) provided four tests that are commonly used to determine the quality of 

empirical social research. Case study is a part of the larger body, so the test’s construct validity is 

identifying the operational measures for the concepts being studied, while internal validity is 

looking for causal relationships, external validity is showing whether or how a case study’s 

findings can be generalized, and reliability is demonstrating that the operations of a study, such 

as its data collection procedures, can be repeated with the same results. More is said about these 

tests in the sections that follow.  
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Reliability 

Yin (2018) said that most people should know or already be familiar with the reliability 

test, which essentially determines if a later researcher were to follow the same procedures that 

the first researcher followed, conducting the same study again, whether the second investigator 

would come up with the same findings. Yin (2018) stated that repeating a case rarely happens, 

but a researcher should move through a study as if another investigator will repeat the study. The 

goal of reliability is to minimize the errors and biases in a study. Qualitative researchers should 

consciously and assertively conduct trustworthy research, reporting the nature, results, and 

textures of the techniques used in the production of scholarly works (Rose & Johnson, 2020). 

Rose and Johnson (2020) explained that trustworthiness is often not demonstrated well through 

techniques of reliability and validity. Reliability assesses the consistency of the researcher’s 

findings over time and carries with it a notion of stability of the results found, which essentially 

means that the results will be repeatable over time (Hayashi et al., 2019).  

Bloomberg and Volpe (2019) are part of the population that objects to the terms 

reliability and validity and instead prefers to use credibility, dependability, confirmability, and 

transferability. Credibility refers to whether the participants of the study match the researcher’s 

portrayal of them. In other words, it concerns whether the researcher has accurately represented 

the participants’ lifeworld. To achieve dependability, the researcher has to make certain that the 

research process they use is documented, intelligent, logical, and traceable. Confirmability 

entails ensuring that the researcher’s findings are accurate and are drawn specifically from the 

data; this requires demonstrating or showing how the researcher reached their conclusions. 

Transferability refers to how well the study has made it possible for readers to decide whether 

similar processes are relatable in their real-life settings as at the research site. Transferability can 
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be understood as the fit between the research context and other contexts, as judged by the readers 

of the research study. 

This researcher developed an interview guide (see Appendix A) to ensure consistency 

between the participant interviews in this research. This tool was used as a general framework 

for each interview, guiding this researcher through introductions, questions, prompts, and final 

remarks. The interview guide provided a common, consistent documented research procedure 

which improved the reliability of the data collected throughout the interviews. Another tool that 

was useful in this research was the codebook, which had clear definitions of each code and 

ensured that the codes were consistent across transcripts and were stable and reliable throughout 

the research and over time.  

Validity 

Hayashi et al. (2019) explained that while there is a need for validity criteria, it is too 

vague to understand. However, nobody in the social science world will throw the baby out with 

the bathwater because validity and reliability are consecrated or traditional terms, and there is a 

general understanding of these terms. Hayashi et al. (2019) discussed five types of validity: 

descriptive validity, when the researcher is clear and does not distort or embellish the findings, 

and everything they report as seen or heard was, in fact, seen and heard; interpretive validity, 

referring to the sensitivities and mental acuity of the researcher to capture and interpret meanings 

accurately; theoretical validity, defined as how much a theoretical explanation that is revealed 

through research analysis is consistent with the data; validity generalization, referring to the 

ability of the researcher to extend the explanation to other situations, populations, times, and 

places specifically; and valuation validity, or the ability of the researcher to look critically at 

their results as a way of learning and developing their own understanding about the phenomenon.  
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Bias and rigor are present in every research study that involves people (Robson & 

McCartan, 2016). Creswell and Poth (2018) acknowledged that there are many types of 

validation in qualitative research and recommended using at least two validation strategies in any 

given research study. The authors provided two perspectives: one through the lens of the 

researcher to increase accuracy in the study, and the other through the lens of the participant to 

increase accuracy in a study. The strategies were listed as follows: corroborating evidence, as in 

the triangulation of a number of data sources; discovering negative case findings or 

disconfirming evidence and including this information; bias clarification, in that the researcher 

self-identifies; member checking; prolonged time in the field; collaborating with participants; an 

external auditor; describing in a way that produces thick, rich description; and peer review or 

debriefing of the data and research process. 

The qualitative research verification process is an ongoing assessment of reliability and 

validity and cannot be compartmentalized to specific research stages (Singh et al., 2021). Singh 

et al. (2021) said that verification refers to strategies used during the research that constantly and 

consistently ensure reliability and validity throughout the research study. This researcher used a 

variety of strategies, such as prolonged fieldwork, triangulation, reflexivity, and disconfirming 

evidence. This researcher spent time in the field collecting data until they reached an 

understanding that no more data could be collected that would add further value to the study. 

This study incorporated triangulation during analysis to identify common themes by converging 

the perspectives of the interview participants involved in the study. This researcher revealed any 

evidence that was disconfirming or that did not support the framework for the study but that did 

lend credibility to the phenomenon. This researcher used multiple data sources to increase 
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validation of the study. Using more than one data source increased the chances that the 

researcher would collect contradictory data (Robson & McCartan, 2016). 

Bracketing 

Reflexivity or bracketing is where researchers set their own experiences aside and take a 

fresh look at the phenomenon under study as if the research has never been seen before (Creswell 

& Poth, 2018). Setting aside prior to the understanding of any social reality in question, Gregory 

(2019) said that bracketing involves refraining from any judgement, or separating one’s personal 

experiences that relate to the phenomenon under study. Maintaining a reflexive approach 

throughout the study makes sure that the researcher’s critical review is transparent and clarifies 

how this impacts the processes and outcomes of the overall research study. 

Bloomberg and Volpe (2019) expressed their concern that qualitative research places the 

researcher in an interesting role as both an “insider” and “outsider” to the research. This is to 

some the most important aspect of a study’s trustworthiness. This perspective is also the most 

sensitive part of a study’s design. Reflexivity or bracketing is the action researchers take to 

acknowledge, examine, and thoroughly understand how their own background, beliefs, and 

assumptions impact the research process. Researchers as instruments can raise ethical, 

accountability, social justice issues, and much more. Bracketing is an iterative process where the 

researcher, as in the present study, makes transparent their own impact on the process as well as 

the impact that the research has on this researcher. According to Bloomberg and Volpe (2019), 

this is considered to add value to qualitative research. However, especially regarding 

interpretation and representation, researchers must recognize and acknowledge the sensitivities 

of the role they play.  
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Bracketing is more challenging when a researcher is particularly attached to a framework 

that has been shaped through previous research or education (Saldana, 2015). Prior experiences 

with the research problem or any other component of the case study may create bias. This must 

be noted. This researcher reflected on their personal bias and personal experience with the 

phenomenon. This researcher kept a research journal to notate any presence of bias throughout 

the data collection, data coding and analysis, and the entire research study.  

Summary of Reliability and Validity 

Reliability and validity are central to good quality research. Reliability and validity are 

focused on bringing accuracy out in the research project. Validity is about whether the data a 

researcher collects accurately reflects the phenomena, while reliability is about the 

reproducibility of the data from the instruments used in the study (Hammersley, 1987). 

Reliability and validity are necessary to establish and evaluate the integrity of research in any 

study. In this qualitative case study, this researcher documented the research procedures, 

transcribed interviews verbatim, developed an interview guide for guidance, developed a 

codebook, and member checked to increase the validity of the research. These quality assurance 

steps and procedures enhanced the validity and reliability of the findings that came from this 

research study. 

Summary of Section 2 and Transition 

The flexible, qualitative case study research problem in this project addressed the 

challenges organizational leaders face when planning and developing strategic initiatives in 

education. Careful planning was the first and most important step for efficient data collection and 

analysis in this research study. Planning helped to ensure that the research findings for this study 
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were of the highest quality possible and that the researcher full addressed the research problem 

and research questions. 

To accurately analyze and report findings from research, the researcher must be rigorous 

about every step of the plan. Section 2 included the purpose statement, the role of the researcher, 

the research methodology, the participants in the study, the population and sampling method, the 

data collection and organization plan, the data analysis plan, and how this researcher addressed 

the reliability and validity of this project. Section 1 and Section 2 together prepared this 

researcher to conduct this qualitative case study research successfully. 

Upon approval from the Liberty University School of Business and the IRB, this 

researcher started the field study by beginning the data collection and analysis phase. Section 3 is 

an overview of the study, a presentation of the findings, an application to professional practice, 

recommendations for further study, reflections, and concludes the study. Section 3 allowed this 

researcher to reflect on the overall process, review the findings that emerged, share anything new 

that was learned, and share new insights gained from this study. 
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Section 3: Application to Professional Practice and Implications for Change 

In this qualitative case study, this researcher sought to understand the general problem of 

the failure of organizational leaders to develop strategic initiatives in education, resulting in the 

decline of a skilled and competitive workforce. The specific problem that was addressed was the 

challenge organizational leaders face in gaining support when planning and developing strategic 

initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled 

and competitive workforce. The findings of the research introduced five general themes that 

were developed through the detailed analysis of the research data that this researcher collected 

from the research participants. The application to professional practice section extends the 

general themes into practical knowledge that can improve general business practices and provide 

potential application strategies for organizations embracing the ongoing phenomenon of 

disruptive change. The application of the findings of this research to professional practice reveal 

the significance of this research study. 

This qualitative case study research addressed the challenges that organizational leaders 

face when planning and developing strategic initiatives in education and in general. Conducting 

this research required careful and detailed planning as well as thoughtful preparation before 

launching the project. Section 1 introduced the problem, the research project, identified and 

defined the elements of the research, and presented a thorough and comprehensive literature 

review of the current body of knowledge available on the subject. Section 2 provided an in-depth 

description of the methodology this researcher employed to effectively conduct this case study 

research with a goal of achieving the highest and purest results possible. Section 3 presents an 

overview of the research study, the findings from this research, the application to professional 



158 

practice, recommendation for further study, and researcher reflections. Section 3 is the final 

section in this research study and concludes this study. 

Overview of the Study 

The general problem this researcher addressed was the failure of organizational leaders to 

develop strategic initiatives in education, resulting in the decline of a skilled and competitive 

workforce. The specific problem addressed was the challenge organizational leaders face in 

gaining support when planning and developing strategic initiatives in education, with a focus on 

Eastern Tennessee, resulting in the decline of a skilled and competitive workforce. The 

challenges that organizational leaders face may keep them from planning and developing 

strategic initiatives and from setting the organizational direction of the firm. To explore this 

problem, this researcher conducted a flexible case study analysis. This in-depth case study 

analysis expanded the existing body of knowledge and filled a gap in the current literature by 

providing a practical application of the challenges that organizational leaders face while 

managing an organization’s resources, analyzing internal and external forces, and planning and 

developing winning strategies to set a competitive and successful course toward superior 

profitability for their organizations and stakeholders. 

This case study research explored knowledge and experience from employees, leaders, 

and owners who held varied positions in their organizations across a diverse industry landscape 

in Eastern Tennessee. Examination of this case allowed this researcher to gain an in-depth 

understanding of the challenges that organizational leaders face when strategically leading their 

organizations in a real-world setting. Organizational leaders are faced with planning and 

developing strategic initiatives while either assuming corporate strategy, which Gamble et al. 

(2021) described as setting the “overall game plan for managing a set of businesses in a 
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diversified, multi-business company” (p. 27), or using a business strategy, which involves 

“strengthening the company’s market position and building competitive advantage in a single-

business company or a single business unit of a diversified multi-business corporation” (Gamble 

et al., 2021, p. 27). The research questions from this study guided the development of the semi-

structured interview questions this researcher used for data collection in this research study. 

Presentation of the Findings 

The presentation of the findings discusses the entire research process, the themes 

discovered from the analysis, and the findings generated from the research. This qualitative case 

study explored the challenges organizational leaders face when planning and developing 

strategic initiatives in education. Exploration during this case study allowed this researcher to 

gain an in-depth understanding of the challenges organizational leaders face when developing 

strategic initiatives in education. Data collected through semi-structured interviews, including 

participant responses and this researcher’s field notes, guided data collection and led to the 

generation of relevant, sensible, and practical themes. The use of semi-structured interviews 

allowed this researcher to capture the rich experiences of employees, leadership, and business 

owners in a setting of their choosing where they were most comfortable. The research questions 

from this study guided the development of the 10 interview questions used in data collection for 

this research study. Creswell and Poth (2018) explained that one may understand interviewing 

better by looking at it as a series of steps and gave guidance on procedures for preparing and 

conducting interviews, which can be summarized into several steps that this researcher utilized. 

This researcher looked at the research questions posed for this research study and determined the 

interview questions that could be answered by the interviewees. This researcher posed 

purposeful, good questions, as this is a prerequisite for case study researchers (Yin, 2018). 
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This researcher interviewed 15 participants who were 18 years old or older regarding 

their knowledge and experiences as employees, leaders, or business owners working at various 

organizations in the Eastern Tennessee area of the United States for 3 or more years. All 

employees in an organization can offer contributions to strategy formulation through the 

multitude of ideas, creativity, and recommendations they have (Bizzi & Evans, 2022). The 

researcher utilized this approach after being denied IRB authorization to interview employees at 

Walmart, Appalachian Underwriters, Bridgestone America, Delta Airlines, Dollar General, 

Cracker Barrel, Home Depot, Arby’s Restaurant, and Kroger. During the IRB approval process, 

the IRB required that this researcher submit additional recruiting documents in the event that 

organizations would be unwilling to allow direct access to interview their employees. Therefore, 

this researcher used a multidirectional approach to recruit participants for this research study, 

upon which, through posting flyers and utilizing social media platforms, they found 15 

participants who were willing to be interviewed for this study.  

After interviewing the 15 participants, this researcher determined that data saturation had 

been reached. Each semi-structured interview followed the 10 questions developed in the 

interview guide, presented in Section 2. This researcher completed the semi-structured 

interviews between March 13, 2023, and April 29, 2023. Two participants (P12 and P15) were 

fact-checked to clarify answers. At the request of the research participants, 10 interviews were 

conducted by telephone, five were conducted by use of MS Teams audioconferencing capability, 

and this researcher captured them all by utilizing MS Word Dictate. None of the participants 

requested an in-person interview due to the reverberated effects of the COVID-19 pandemic as 

well as participants’ preferences. There were two participants who were recruited to take part in 

the study but who were dropped from the study due to issues of credibility. All of the participants 



161 

were provided transcripts of their interview and were given the opportunity to correct any 

mistakes or misunderstandings. None of the interview transcript review forms were returned. 

Table 2 provides an overview of the research participants who took part in this research 

study. This table provides an overview of each participant’s pseudonym/number, gender, age, 

role in their organization, years at the company, location of their organization, and the interview 

mode. For the reader’s ease of understanding, the participant’s number is referenced throughout 

the presentation of findings, rather than their pseudonym. 

Table 2 

Research Participant Overview 

Participant 

pseudonym 

and number 

Sex Age Role in org. Years at org. Location of org. 
Mode of 

interview 

ANWI 01 F 42 Employee 12 Oak Ridge, TN Telephone 

BEC 02 F 71 Leadership 20 Knoxville, TN Telephone 

JAHG 03 M 41 Leadership 14 Robbins, TN Telephone 

DEP 04 F 68 Employee 17 Knoxville, TN Telephone 

PRD 05 M 58 Employee 3 Knoxville, TN Telephone 

DWJJ 06 M 69 Owner 25 Knoxville, TN Telephone 

EVC 07 F 21 Employee 3 Maryville, TN Audio 

JEST 08 F 25 Employee 3 Knoxville, TN Audio 

HEKO 09 F 54 Employee 16 Knoxville, TN Telephone 

KRG 10 M 35 Leadership 5 Knoxville, TN Audio 

MAMS 11 F 43 Employee 5 Knoxville, TN Audio 

LABY 12 F 32 Employee 4 Knoxville, TN Telephone 

MISSY 13 M 57 Employee 19 Oak Ridge, TN Telephone 

TAC 14 F 32 Leadership 7 Maryville, TN Audio 

LUC 15  F 56 Leadership 7 Oak Ridge, TN Telephone 

 

As shown in Table 2, 10 of the 15 participants identified their sex as female and five as 

male. Nine of the participants described their experience through the role of employees, five 

described their experience through the role of holding leadership positions within their respective 
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organizations, and one participant described the experience through the role of a business owner. 

The participants had worked with their organizations between 3 and 25 years, with an average 

participant job tenure of 14 years, and 46% of the participants had worked in their organizations 

for 10 or more years. To ensure privacy and anonymity, there are no other characteristics about 

the research participants in this study to be found in the “Presentation of Findings.” All 

references to the data collected in these interviews is attributed to the participant’s number (P1–

P15), not their pseudonyms. Figure 2 depicts the participant information by location parameter. 

There were 60% of the participants who came from the Knoxville area of Tennessee, while the 

other 40% came from other cities in East Tennessee, including Maryville, Oak Ridge, and 

Robbins. 

 

Figure 2. Participant's locations. 

Themes Discovered 

The themes that emerged through the data disclosed both expected and unexpected results 

based on the conceptual framework and the interview questions this researcher created. 
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Following the data collection, this researcher transcribed each participant interview and uploaded 

the transcripts to the NVivo software program used to analyze the data throughout this research 

study. The NVivo software simplified the coding and analysis process necessary to conduct the 

research. Following the suggestions from Creswell and Poth (2018), the first step this researcher 

took was to review and explore the data broadly, by reading the transcripts completely and then 

rereading the transcripts again to get a good sense of the contents of the interviews before 

breaking them into parts to analyze. The next steps this researcher took were to auto-code the 

files, broadly code the files, then line-by-line code the files. In the initial coding book, this 

researcher gathered codes into seven high-level codes or categories of organizational culture, 

forecasting change, challenges to organizational success, ingredients for successful strategies, 

ways to achieve a competitive workforce, factors to getting an education or not, and case for job 

specific training. Figure 3 has 14 participants at this time, as there was a delay in completing the 

interview with the fifteenth participant and provides the number of participants who supported 

each high-level code as demonstrated through their comments, quotes, and references in the 

initial coding. 



164 

 

Figure 3. Number of participants supporting each high-level code, initial coding. 

This researcher read through the interview transcriptions again, carefully teasing out any 

comments or references that were applicable to this initial coding and the categories that were 

developing. This researcher took the initial codebook and created a second codebook where 

further coding, merging of codes, development of categories, and analyzing took place. This 

researcher conducted a final interview with P15. They uploaded the resulting transcript into 

NVivo, coded it broadly, line-by-line coded it, and added it to the third or final codebook which 

was developed into thematic framework. Figure 4 provides the number of participants who 

supported each high-level code as demonstrated through their comments, quotes, and references 

in the second coding and categorization of codes. 
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Figure 4. Number of participant supporting each high-level code, second coding. 

During the continued coding and categorizing in the second coding is where this 

researcher started to notice themes beginning to emerge. At this point, this researcher developed 

the final coding into themes in the thematic framework as seen in Figure 5. 

 

Figure 5. Participants supporting each high-level code in thematic framework, final coding. 

Through this careful cultivation and the iterative process of transcribing, coding, and 

analyzing, five main themes and two subthemes developed, as seen in Table 3. The first theme 
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concerned the factors that promote organizational culture and build organizational capability 

for strategy execution to gain sustainable competitive advantage. The second theme was forces 

for overcoming challenges to change initiatives. The third theme identified was challenges to 

successful strategic plans, and this theme had two subthemes: the external environment and the 

internal environment. The fourth theme was elements to building successful strategies. The fifth 

theme this researcher identified was ways to improve activities that effect a skilled and 

competitive workforce. 

Table 3 

Identified Themes 

Theme Description 

1 Factors that promote organizational culture and build organizational capability for 

strategy execution to gain sustainable competitive advantage 

2 Forces for overcoming challenges to change initiatives 

3 Challenges to successful strategic plans 

3a External environment 

3b Internal environment 

4 Elements to building successful strategies 

5 Ways to improve activities that effect a skilled and competitive workforce 

 

Interpretation of the Themes, Representation, and Visualization of the Data  

Theme 1: Factors That Promote Organizational Culture and Build Organizational 

Capability for Strategy Execution to Gain Sustainable Competitive Advantage. Gamble et 

al. (2021) said that proficient strategy execution requires that experienced company managers be 

diligent and proficient in spotting problems, skillful in understanding obstacles that stand in the 

way of good strategy execution, and dexterous enough to clear the way for the organizational 

stakeholders. This researcher observed this theme after asking the research participants the 

following questions:  
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1. “What are two positive reasons, in 10 words or less, why you work for your 

organization?” 

2. “What are your thoughts on how the executives and managers strategically manage 

this company? Do they outperform their rivals?” 

3. “What indicators show your company leadership is doing a good job managing the 

company to compete against rivals/competition?” 

4. “Do you know your company’s mission/vision statement?”  

Executing strategy necessitates gaining an in-depth understanding of techniques, actions, 

behaviors, and other tasks that are needed to get things done, and then consistently overseeing 

these activities to deliver the desired results (Gamble et al., 2021). Leadership competency 

theory encompasses leader’s capabilities in 21st-century organizations and how these capabilities 

are differentiators for future success (Figueiredo et al., 2022). Leadership competency is a 

framework that encompasses the essential skills, behaviors, and attributes that organizational 

leaders should have to be effective at leading an organization and its most important 

responsibility, strategy execution. All companies have their own workplace culture that over time 

has been crafted and customized to be completely unique, but it is formed and molded into place 

by organizational leaders. A company’s culture is a mix of its mission, objectives, attitudes, 

expectations, and core values that guide its employees while they are in their work environment. 

It is possible that companies with a strong organizational culture are more likely to be successful 

than organizations that are far less structured, because of the systems in place that support and 

promote healthy employee performance, productivity, and engagement in structured 

organizations (Gamble et al., 2021). Gamble et al. (2021) referred to corporate culture as its 

DNA. It is incumbent on leadership to create the culture necessary for the development of 
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sustainable strategies and to facilitate proficient strategy execution. A key element in creating 

organizational culture is communicating the company mission, vision, and core values, regularly 

and often. The research participants were asked about cognitive dissonance in their organizations 

and 15 out of 15 participants responded negatively in regard to having issues with cognitive 

dissonance with their leadership. This researcher did not explore the construct further.  

Adaptive cultures are a coagulant. Adaptive cultures are supportive of their management 

and employees throughout an organization at all levels. The hallmark of adaptive cultures is that 

everyone in the organization is willing to change, face challenges head on, and introduce and 

execute new strategies as appropriate through the challenges. Company employees are fortified 

with confidence and knowledge that they can deal with threats as they evolve. The business 

climate is always changing. As a strategy evolves, an adaptive culture is more capable of 

adjusting to the changes. Adaptive cultures are support structures for the strategy execution 

process (Gamble et al., 2021). Adaptive cultures create positive synergies with key performance 

indicators (KPIs) and balanced scorecards (BSCs; Gago-Rodriguez & Vikson, 2023).  

Organizational leaders have a powerful impact on setting an organization’s culture. There 

is an ongoing process of globalization or universalization, continuous change in organizations, 

and constant demands to meet these changes. Organizational leaders and their abilities are 

expected to meet changes with a preparedness plan and to maintain organizational culture by 

keeping the organizational compass pointing in the right direction. Streimikiene et al. (2021) 

explained that organizational leaders, through the use of their own power, influence, and by 

employing innovation, creativity, beliefs, and values, can change an organizational culture. The 

primary task of organizational leaders is to ensure an environment where all members of an 

organization, no matter their role, are reaching common organizational goals and are motivated 
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to gain knowledge, innovate, use, and share (Yang et al., 2020). A culture that compels 

employees to flourish is one in which the efforts towards planning and developing strategic 

initiatives can thrive. When employees are connected to their work, they find more value and 

meaning in their contributions and motivation to contribute to the company goals. In the present 

study, this researcher asked the participants, “What are your thoughts on how the executives and 

managers strategically manage your company?” and “What indicators show your company 

leadership is doing a good job managing the company to compete against its rivals?” Table 4 

highlights notable quotes from the participants about characteristics of an adaptive culture within 

an organization. 

Table 4 

Participant Responses to Organizational Adaptive Culture 

Participant Quote 

P1 a. I feel like they’re doing stuff to help. You know create more jobs for us and open more 

doors for us. 

b. Oh, advancing Oak Ridge, you know with all the changes that are going on around us. 

Knoxville building is coming so close and well, I mean, I feel like that alone is showing 

that we’re trying to grow and we’re doing better things because people want to come here 

to open businesses and people want to move here because of the businesses and the job 

opportunities and good schools and you know the better housing, so I mean, I think that 

reflects back on the way the Box is being run. 

P3 a. When I felt like I couldn’t take this any further and did as much as I could, I stepped 

down and had another guy step up to the position. 

b. I’ve seen the amount of funding to operate the department with has increased, we have 

been able to get new trucks, and new equipment and training classes for our firefighters 

which in turn helps the community. We also got automatic roll up doors where… you 

know, we installed electronic doors versus the old manual doors. 

P4 a. Our managers and executives did a very good job of leading Rectangle Tech. They are 

still in business today. We always had repeat customers. 

b. Rectangle Tech has always been the number one leader in their field. The company took 

good care of their employees with good pay and benefits. 

P6 a. Most of my business now is repeat business where we do some job and then some 

customers come back 5 years later and request us to do something else, but I’ve been on 

all kinds of jobs because people like our work. We must be doing something right. 

b. When people keep calling for our services. You know, if we weren’t doing a good job, we 

wouldn’t get called back. 
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Participant Quote 

P9 a. Yes, for the most part they do a good job, and I can just only speak as of over the last 

couple few years. There’s been major improvement because they have brought on people 

who are, well I just consider them top notch professionals and they really have made a 

change so as far as just the direct management of my office. 

b. But I do know how much they’ve grown just in the time that I’ve been associated with 

them, and they are continually you know, opening new offices or you know new facilities, 

upgrading and they are very, very, very Ummm… specific about just the equipment and 

the technology and I mean, they do try to stay on top of the line or the best they can get to 

provide the best care. 

P12 a. We have so much work and so many contracts that I think they are doing a good job. 

b. Well, we get a lot of referrals and always have work. We have very nice offices, bonuses, 

and benefits package. 

P14 a. The managers do a good job of managing the company. We have a good culture. They 

believe that the services we provide are helping society.  

b. Having a good rating in the industry, employees not leaving the company. 

P15 a. I think strategically they do well about looking at ways to diversify. And we’ve had that 

with our organization recently uh where they’ve started… the parent company started to 

diversify and look at ways that they made sure that they kept that separate from the part 

that the government part so that there were firewalls in place and that there were no 

crossovers. So, I do think that they’re looking at that. I definitely think they outperform 

their competition.  

b. The feedback that they received is always very positive. They do an annual reviews every 

year to see if they meet their goals and guidelines that are set forth by the DOE and I 

think that they have. They perform so high that they get a score of like 96 or 97 out of 100 

and that’s pretty high score for any company to get I think the feedback surveys. 

 

The mission describes the company, its business, and its purpose. A strategic vision is a 

company’s future business scope of where they think they are going (Gamble et al., 2021). An 

organization’s core values guide the pursuit of the strategic mission and vision. The core values 

are the beliefs and ways of doing things as a company and embrace values such as integrity, 

honor codes, fair treatment of all employees, teamwork, social responsibility, diversity, and 

passion for the best in class, just to name a few. Foundationally, an organization’s mission 

statement is its bedrock. It is the solid foundation on which the company is built, and all 

employees at a company should know it backwards and forwards. This is a simple concept that 

that has reverberating power; it gives purpose to employees, increases engagement in their work, 

and produces greater longevity with game-changing results.  
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Understanding an organization’s mission statement is imperative, as it is elementary to its 

employees’ self-value, confidence, and purpose for working for a particular organization to 

know, understand, and tout what the organization’s reason for existence is, what it does, how it 

does it, and who it does it for. Even more important for organizational leaders is that when 

employees know the company mission, this contributes to an adaptive culture and to strategy 

planning and execution. When participants were asked “Do you know your company’s mission 

statement, and does it describe your organization accurately?” P1, P2, P7, P10, and P12 did not 

know their organizational mission statements. There were many different answers from 

participants about whether they knew if their organization had a mission statement. P3, P4, P5, 

P8, P9, P11, P13, P14, and P15 knew their organizations had a mission statement, but they could 

only think of a power word or phrase to describe it. P6, who was a business owner, stated, 

“construction with good value and great quality.” Knowing the organization’s mission statement 

is an element to creating corporate culture, which is a building block to mission alignment and 

strategy building. The mission statement supports a company’s value proposition and needs to be 

communicated regularly to all employees. Table 5 highlights quotes from participants about 

knowing or not knowing their company mission statements. 
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Table 5 

Participant Responses to Organizational Mission Statement 

Participant Quote 

P1 It does, but I cannot… I honestly cannot tell you what the mission statement is. 

P2 I don’t know what it is.  

P3 Our mission is just to you know to do everything that we can provide the best quality 

and protection for our community. 

P4 Yes, and what is that ohh…that is quality for our customers. 

P5 Yes. Built with pride. To turn a good quality product at a good value price is what it is, 

basically. 

P6 Construction with good value and great quality! 

P7 I don’t know. 

P8 Our mission statement is geared towards providing quality care for all people. 

P9 The patient always comes first. They’ll do everything to make Covenant the best choice 

for the people. I can’t even think of the pledge, but I don’t know what their mission 

statement is. I don’t know if that’s literally technically their mission statement. 

P10 I don’t know it. 

P11 The Trusting Bank is here to serve our customers and community’s needs first with a 

great user experience. 

P12 No. 

P13 It is to provide the customer which is the United States government with a highly cost 

effective efficient and a very current and relevant style of asset and mission 

management. I’ve not read their mission statement verbatim, but I know generally the 

security mission statement. 

P14 Honest communication to improve society or something…. I really don’t know it. 

P15 Yes. Our mission statement is part of it is workforce development. 

 

Developed kernel properties make a good strategy “structure” and are geared toward the 

development of good strategy, referring to sound action backed up by relevant argument, 

thought, and action called the kernel (Rumelt, 2011). Rumelt (2011) described the kernel of 

strategy as having three sections: the diagnosis that explains the challenge, a guiding policy that 

deals with the challenge, and a set of coherent actions to carry out the guiding policy. The ability 

to diagnose problems, understand challenges, and develop action plans are not skill sets unique 

to organizational leaders. These skills are embraced company-wide when they are incubated 

within a thriving organizational culture that is purpose-driven. A company is purpose-driven 
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when it does not polarize itself around profit maximization but around a purpose (Henderson, 

2021). Henderson (2021) wrote that there are many advantages when an organization embraces a 

common purpose, particularly with respect to innovation and creativity. A company-wide shared 

purpose increases strategic alignment across an organization as there is an understanding that the 

structure, processes, behaviors are all pointing in the same direction.  

 

Figure 6. Percentage of participant responses supporting Theme 1. 

Theme 2: Forces for Overcoming Challenges to Change Initiatives. The researcher 

observed this theme after asking the research participants, “What are the jobs of the future going 

to be? Quantum computing, Space Force, interstellar travel, or living on Mars for example?” and 

“When it comes to getting a job, should Americans be thinking in terms of local jobs, global 

jobs, or universal jobs?” Driving forces are what causes change in industry and competitive 
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conditions within an industry. Industry conditions change because of forces that are attractive to, 

or are pressuring, competitors, customers, and suppliers to change their strategic actions in 

impactful ways (Gamble et al., 2021). It is necessary for strategy makers to always consider how 

the industry is changing and the effect that these changes will have on an organization, as they 

will influence leadership’s actions when planning and developing strategy. When leadership and 

decision-makers in a firm devise strategies, they have to consider the industry environment at all 

times, especially in the immediate future. Driving forces can reshape industry landscape and 

shake up competitive conditions drastically. It is important for organizations to go through the 

steps of driving forces analysis to identify what the driving forces are, discover what the drivers 

of change are, and determine what strategy changes are necessary to prepare for any impacts to 

the organization that will occur because of the driving forces identified. 

Driving forces are the usually the cause of change in industry and competitive conditions 

(Gamble et al., 2021). Increasing globalization can be a powerful driving force that creates lower 

barriers to trade and investment, lower transport costs, and lower information technology costs, 

like through the use of computers and telecommunication and the storing, retrieving, and sending 

of information. Globalization, which may soon be considered as universalization, is driven by the 

convergence of cultural and economic systems promoting interaction, integration, and 

interdependence between nations, and planets may be the next frontier. Driving force makes an 

industry environment more or less attractive, thereby increasing or decreasing demand. It is a 

challenge for managers and organizational leaders to get a handle on the impact of individual 

driving forces, but even more difficult to understand the collective impact of one or more driving 

forces acting together. Managers have to decipher market conditions in order to know what 

strategy adjustments need to be made to take advantage or protect the organization from the 
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impact of the driving force/s. When the research participants where asked, “When it comes to 

getting a job, should Americans be thinking in terms of local jobs, global jobs, or universal 

jobs?” most participants had never thought of working throughout the universe, or were not 

thinking about this phenomenon yet. When they asked for clarification, this researcher explained 

that globalization is a conduit for connectivity for economic and cultural life that has been 

growing since the beginning of time. It is now expanding, not only to different countries, but 

different planets. According to Sengupta et al. (2022), globalization is actually more than 

internationalization and universalization wrapped up together, but a phenomenon that involves a 

change in the way people understand geography and the personality or “localness” of a region. 

Figure 7 is a word cloud depicting participants’ responses to this question. 

 

Figure 7. Word cloud of future jobs. 

Gamble et al. (2021) discussed how increasing globalization is a driving force causing 

industry competition to start shifting. This shift may be towards an international or global focus 
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when industry participants start to look for customers in foreign markets, or when production 

facilities are set up in countries or locations (possibly other planets) where costs are lower. When 

the research participants were asked “When it comes to getting a job, should Americans be 

thinking in terms of local jobs, global jobs, or universal jobs?” they gave varied responses. Table 

6 depicts participants responses to this question. 

Table 6 

Participant Responses to Local, Global, or Universal Jobs 

Participant Quote 

P1 Locally, globally, and universally. 

P2 I mean, it’s a little bit of both as there is always gonna be a demand for local jobs. And 

there’s always gonna be people that aren’t comfortable, leaving the area where they live. 

So, I think that’s always going to be necessary, but I think that the world is becoming 

more global, I think that our connectedness with everything is becoming more and more 

and more so that it used to be if something happened in India didn’t affect us but now 

anywhere in the world when something's happening it affects us so there’s a war in 

Ukraine and…. 

P3 Funny, I just had this conversation with my 16-year-old son. We talked about his future, and 

he brings up those questions actually. We talked about it last night about interstellar travel 

word even going to Mars. 

P4 I think we need to think locally, globally, and universally now. 

P5 Everything. Americans will be soon thinking of local, global, and universal kinds of work. 

P6 I would say to be thinking locally, globally and then now yes, universally. 

P7 I think that we should think that broadly, you know with all three probably. 

P8 All of us need to think of all three. 

P9 All of us need to think of all three of these, local, global, and universal and broaden our 

minds. We need to support our own country and we need you have good workers around 

our country. We need to be able to support that, but just the opportunity for anybody to go 

anywhere. You know to a have a living. 

P10 We will be thinking globally now. 

P11 We will be looking at all levels, local, global, and universal. 

P12 Everywhere. People need to think beyond the global sphere soon. Our country and our news 

channels need to be talking about these changes for average people to start thinking about 

these things. 

P13 People should be looking everywhere now. The job market will soon be universal. 

P14 Universal will encompass everything. 
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Participant Quote 

P15 You want to be trained so that your mobile always or that you’re cross-trained that you’re 

not tied to one specific job that if it closed. Say that factory closed down and you’re only 

trained in one aspect of it so. You better to prepare people for jobs in America now. 

 

The driving force of the diffusion of technical know-how across more companies and 

more countries greatly affects competitive advantage. Globalization has changed the nature and 

the flow of knowledge diffusion (Goel, 2022). When knowledge and expertise about a product or 

technology starts spreading across boundaries, competitive advantage is weakened in the 

organizations that once held the competitive advantage. Jobs in the future will be different than 

the jobs of today, although we cannot know how now. Knowledge can diffuse in many ways, 

such as through scientific journals, plant tours, spying by rivals, Internet sources, and more. 

Although it may be enticing, Gamble et al. (2021) warned strategists to keep from falling into the 

trap of labeling threats as a driving force. However, driving forces do make an impactful 

contribution in developing strategic initiatives for organizational leaders to foresee disruptive 

change. The equation of what is currently being taught in the schools must equal business needs 

now and in the immediate future; if not, then schools and businesses need to consider working 

towards this equilibrium. 

Understanding if the market is increasing or decreasing market demand is the nugget that 

must be understood in a driving force analysis. This is a dynamic activity of understanding if one 

force may be driving up demand while another drives it down. Organizational leaders and 

decision-makers are in a continuous game of chess; they have to be able to make conclusions 

from their understandings of the market and implement adjustments to the strategy to withstand 

the impacts that changes will bring. There is no “Holy Grail” of leadership theory or a standard 

leadership theory that is applicable to all leaders everywhere (Higgs, 2022). Higgs (2022) 
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suggested that the exploration of leadership through the lens of relationships and teams may be 

more useful to understand organizational leaders. The difficulty is that organizational leaders 

have to be able to “see” the future through these drivers of change. The jobs of the future are not 

fully known yet, and people can only guess what they will be. They must be told by business 

professionals and educators. Organizations have to be able to analyze future markets and 

strategize according to what predictions reveal. 

 

Figure 8. Percentage of participant responses supporting Theme 2. 

Theme 3: Challenges to Successful Strategic Plans. The researcher observed this theme 

after analyzing Table 7, which reflects the participant responses to the challenges and problems 

that organizational leaders face when making strategic decisions in the internal and external 

organizational environments. Strategic management theories help leaders understand how firms 

navigate the business landscape internally and externally. Disruptive change is a formidable foe 

and is always on the horizon. Firms have to be able to develop dynamic capabilities or flexible 

resources and new capabilities in light of disruptive changes in their internal or external 

environments as strategies may have to shift from long-term commitments to short-term 
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objectives for survival (Hitt et al., 2021). Economic environments are uncertain, complicated, 

vague, and face challenges from global competition, demanding markets, disruptive 

technologies, shorter product lifecycles, and other factors (Siebelink et al., 2021). Planning, 

crafting, and executing strategy are the cogs in the wheel of business. New challenges arise every 

day in business. Thus, it is incumbent on organizational leaders to be able to focus on the 

challenges that will deter an organization from its primary focus of having a strategy that 

produces the outcomes that the organization desires and that will make it a strong competitor in 

the industry in which it operates.  

Table 7 

Participant Responses to Internal and External Organizational Environments 

Participant Quote 

P1 Internal: Funding is always an issue. The setback is coming more from above them. Our Box has 

a lot of different directors that work under the Box manager, and I feel like sometimes there 

are things that the directors would like to do. But everything has to go through the Box 

manager and then sometimes even through Box Council and if it gets shot down by them then 

is a catch-22 because when you do finally get it, you know get to where you want to be to be 

able to do things. There’s always something else or some other problem behind it. 

External: You know if something like right now, you know the pothole thing is a big deal, so 

during the winter time the asphalt plants are shut down so that’s like the worst time in the 

world for it to shut down because we need it. That’s when we need it the most. Maybe they 

should try to find an alternative source of asphalt. 

P2 Internal: Probably, where best to spend the money. I don’t know, also making sure that the 

money is used in the fashion that they intend. 

External: Well, I know that they were very the company itself was very strongly linked to the 

aerospace industry and at one point. That was going Gung Ho and then it sort of slowed 

down. It hasn’t disappeared or anything, but it slowed. 

P3 Internal: One thing with us is we’re strictly a volunteer department. So, we have to do all of our 

own fundraising. We have to do you know by all maintain by and maintain all of our 

equipment ourselves. 

External: Community participation. I started a community training for seniors in high school 

with lessons about prom parties, etc. At first, the townspeople did not want it and would not 

fund it but then they saw it and liked it, and it is still in place. 

P4 Internal: The challenges they face are staying competitive to keep their customers happy.  

External: I don’t really understand about this, and I don’t know. 

P5 Internal: You know like I say like we were just speaking about the younger generation out now 

is they don’t want to work with their hands they just wanna go another route and I think that 
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Participant Quote 

it’s gonna become a situation where it’s hard to find the younger people that want to do any 

kind of trades work. Businesses and schools could help each other with this problem. 

External: Right now, the biggest thing is the economy. Yeah, boy. The suppliers you know when 

they slow down, they don’t actually deliver, and prices go way up. 

P6 Internal: It’s always the payroll you know the payrolls gotta go. It’s gotta be made every week. 

So, sometimes, that’s a struggle or jiggling financing. 

External: It is hard to find people with the skills necessary to do this work. After one of my 

workers died it took me going through 9 people before I found someone that could come in 

and do the work right away. 

P7 Internal: Programs cost money and it seems that shareholders and stakeholders of all kinds need 

to agree to these activities, and this is hard for everyone to agree.  

External: Challenges are that there are always so many people to help because of the pandemic 

and other problems, but there are never enough workers and health care professionals. 

P8 Internal: Our company is always looking for workers. No sooner do we have someone hired and 

trained, then someone leaves the company. 

External: There is a lot of competition out there. Good leaders need to understand how to 

compete in the healthcare industry. There are always problems that could come up like what if 

the hospital caught fire, what if everyone got COVID? 

P9 Internal: There’s just a major shortage of workers and that’s the major thing that we have. We 

can’t find people; we can’t keep people. 

External: Competition, pandemic, supply chain, workforce. 

P10 Internal: We never do have enough trained people applying for jobs. 

External: Supply chain issues have choked us out. 

P11 Internal: It is usually about having enough money or deciding which direction that the bank 

should grow in, invest in, rate structures, etc. 

External: Compliance issues, staffing, regulatory issues and they work hard to have everything 

run smoothly. 

P12 Internal: Having too much work may be an issue, having enough staff at all times. Money, staff, 

growth strategies. 

External: Competition. 

P13 Internal: Funding. 

External: External threats from different political groups, environmental issues from when this 

was a nuclear weapons site, regulatory issues. 

P14 Internal: Having the money to start programs in the community is one thing, by shareholders and 

everyone has to agree that this is a good way to spend the profits from a company. 

External: Challenges may include spatial issues, technology, pressures from groups to be more 

political, new competition, outside threats with China and other countries. 

P15 Internal: Challenges do they face I guess it’s the time and money and effort that it takes to do 

that, most of them are just concerned about what’s happening within their four walls within 

their organization? And they have certain profit margins to meet and goals to meet that they 

just don’t spend the time I think the time and effort. 

External: I think more people going into that same workspace will be the challenges for the 

future. I think that the more and more people are realizing that. They thought they had a very 

unique product in that space they were in was very unique and they were the only ones that 

could do it. I think in the future, they’re going to find that a lot more companies that are 

already workforce development, not specifically in the space that we’re in will start coming 

into that space. 
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Critical challenges arise continuously as organizational leaders try to pursue a course of 

action that will create value for their organizations. One of the strategic management theories, 

resource based theory (RBT), says that firms must be able to be flexible and be able to adapt to 

change (Hitt et al., 2021). Hitt et al. (2021) said that firms must focus on routines and processes 

that allow them to reconfigure resources and capabilities in order to better adapt to changes in 

their environments. In order to do this well, it requires strategic alignment with the entire 

organization. Organizational leaders need to develop a line of reasoning that employees can 

easily understand and act on (Siebelink et al., 2021). Many organizations use roadmaps to direct 

their path to a healthy strategic course as they grapple with internal and external environments. 

There are many concepts to consider in both environments, but without including a constant 

examination of both, any efforts in strategy planning and development will be problematic. The 

organization may conduct a structured SWOT analysis that will help to evaluate internal factors 

(strengths and weaknesses) as well as external factors (threats and opportunities) and a 

company’s present situation that may have an impact on strategy development (Satterlee, 2018). 

When the research participants were asked, “What challenges do organizational leaders face?” 

and “What challenges and problems do organizational leaders face when planning and 

developing strategic initiatives in the community?” their responses reflected the internal 

environment and the external environments of their firms. Table 7 reflects the participant 

responses to the challenges and problems that organizational leaders face when making strategic 

decisions in the internal and external organizational environments. 

The first subtheme for theme three was the internal environment of the organization. 

Managers have to evaluate and analyze the company’s internal situation and performance. It is 

an all-encompassing managerial activity to identify and apply corrective adjustments where 
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needed for the company’s long-term objectives. Developing the mission, strategic vision, and 

core values for an organization is basic but essential in guiding the strategic endeavors of the 

organization. The mission describes the company, its business, and its purpose. A strategic vision 

is a company’s future business scope of where they think they are going (Gamble et al., 2021). 

An organization’s core values are the beliefs and ways of doing things as a company and 

embrace values such as integrity, honor codes, fair treatment of all employees, teamwork, social 

responsibility, diversity, and passion for being the best in their class. There are many internal 

considerations, such as ensuring that the company has an appealing and clear value proposition, 

knowing what its resources and capabilities are, and knowing which ones are strong enough for it 

to maintain a sustainable competitive advantage. 

The second subtheme for theme three was the external environment that an organization 

must pay attention to. A firm must identify what the most strategically relevant components of its 

macroenvironment are. Managers have to ask themselves whether keeping the strategic course 

they are on is working. They must understand the competitive forces in the industry, whether 

these forces will strengthen or weaken the organization, and what their rivals are doing. 

Managers have to determine the key factors for future competitive success. Markets where 

companies are involved are more turbulent and uncertain than ever before, partly due to rapid 

advancements in technology (Cavallo et al., 2021). The macroenvironment involves all relevant 

factors that may shape management’s efforts towards decision-making and strategy 

development. This macroenvironment is the environment in which a company is situated and 

includes the political, economic, sociocultural, technological, legal and regulatory, and 

environmental forces that impact an organization. Companies may use PESTEL analysis to 

evaluate their macroenvironment. Factors that have an even greater strategy shaping effect is a 
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company’s immediate inner ring, which is industry and competitive environment (Gamble et al., 

2021). In this inner ring are substitute products, buyers, new entrants into the market, rival firms, 

and suppliers. Schwarz et al. (2020) defined environment as a network of forces and changing 

pressures that can affect how an organization operates, which directly impacts its ability to 

acquire scarce resources.  

 

Figure 9. Participant responses supporting Theme 3. 
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Theme 4: Elements to Building Successful Strategies. The researcher observed this 

theme after asking the research participants “What are your thoughts on why people get an 

education?” “Do people come to your company trained or do they need to be trained to your 

company?” and “Are community schools, kindergarten–12th grade, colleges, and universities 

doing a good job of preparing people to get a job?” The activity of planning, crafting, and 

executing a company’s strategy is a continuous activity that is integrated with other activities. 

Setting objectives is a key element in building successful strategies and entails breaking the 

strategic vision into organizational performance targets. Objectives are what organizational 

leaders and managerial decision-makers aspire to for company performance, in regard to the 

external and internal environments. Objectives are measurable and are encapsulated by 

timeframes for achievement. A balanced scorecard (BSC) is a strategic planning and 

management system that contains strategic information using critical success factors that report 

on financial performance, customer satisfaction, internal processes, and learning and growth to 

create a road map for organizations to use to guide its course to compete in the industry and to 

measure competitive successes (Blocher et al., 2019). When the participants were asked, “Do 

your organizational leaders utilize the balanced scorecard to make decisions and to understand 

their performance while planning and developing strategic initiatives? Do they do a good job?” 

15 out of 15 participants could not give details about how their organizations utilized BSCs, 

although they were aware that organizations used financial mechanisms of some sort to make 

strategic decisions about their organizations. P4 said, “as far as a balanced scorecard exactly, no I 

am not familiar with the balanced scorecard. Ultimately, it’s all of us, we sit down. We talk 

about pros versus cons on projects that we want in the next few years, and we look at everything 

over and it’ OK, this is a good idea once or it’s feasible or it’s not and then we have to write up a 
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proposal and submit it to the city.” P6 said, “no, I don’t use a balanced scorecard, but I do look at 

other indicators to ensure we are going to stay in business for another year.” P8 said, “I think that 

the executives that run the hospital do use a balanced scorecard to make strategic decisions with 

the hospital. Honestly, I am not a manager and I really do not know how all of this is done,” and 

P15 said, “They try to yeah…They do, they are looking at a scorecard, not specifically a market 

off scorecard, but they do look at certain criteria, which could be viewed as balanced scorecards 

and performance.” 

Competitive advantage is defined as when a company can produce at a lower cost than its 

rivals , can deliver more perceived value than its rivals, or a mixing of the two, but defining how 

to sustain a competitive advantage is more complex (Rumelt, 2011). It is important to understand 

and be able to harness an isolating mechanism to develop a competitive advantage, and, by doing 

so, a competitive advantage becomes a sustainable competitive advantage. An isolating 

mechanism in this research is the tacit knowledge and skill gained through experience. 

Analyzing the value of a traditional education or a skills-based education is of value in these 

competitive markets. The ability to learn is an utmost priority in organizations as it enables them 

to react to changes in the environment that appear at lightning speed (Wolf et al., 2022).  

The strategy has to fit the company’s situation by leveraging the value of human assets to 

the organization. Organizations that manage employees as assets are realizing that of the many 

factors that contribute to performance, the human element is by far the most critical (Mello, 

2019). Employees and their collective skills, knowledge, and abilities are an investment. 

Viewing employees as assets is a strategic standpoint and requires organizations to have the right 

policies and programs as investments in these assets to ensure increased value to the 

organization. Organizations need a steady flow of skilled and workforce-ready people. Working 
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with schools to ensure that they are forecasting business needs and teaching the courses 

necessary for current and future business needs is of value. Organizations preparing to develop 

initiatives to partner with schools to ensure this success may need to be a priority in the 21st 

century. Schools cannot handle the volume and velocity of change by themselves, but with 

educational initiatives within the business community, there could be better outcomes for the 

U.S. education system. The primary reason people go to school is to get a job, as 10 out of 15 

participants reported. Table 8 reflects the research participants’ responses when asked “Why do 

people get an education?” and “Are community schools, kindergarten–12th grade, colleges, and 

universities doing a good job of preparing people to get a job?” 

Table 8 

Participant Responses to Why Do People Get an Education and School Performance 

Participant Quote 

P1 Education: I think they do it more for advancement and better job opportunities.  

School performance: Not always. 

P2 Education: I think that they mostly picture it as a means to get a job, I think that in some 

cases it is because they have a huge interest in a subject, and they want to know more 

about it. I think in the end, a lot of people go to college because they see it as a career 

path. 

School performance: Schools are not always doing a good job. I think, I think that I am not 

as familiar with the workings of the university. 

P3 Education: Well, I think it’s simply it’s because we need to know you know, or we need to 

further our understanding of different backgrounds and qualifications on things because if 

we don’t do things like continuing education, then we're not gonna be able to advance all 

we need to do. For you know for the general public and overall. So, like it’s just one of 

those things where we just have to keep you know if you don’t keep learning then you’re 

going in the wrong direction. 

School performance: OK, I really don’t want to say that not to a high enough degree because 

I feel like there’s a lot more lessons and things that they should be taught at a younger 

age, but kids are not getting all that they need for life with this next generation. It’s 

getting further and further away from all of that. 

P4 Education: We get an education to get jobs to better ourselves and we get jobs so that we 

can have money to live.  

School performance: Uh yes and no we always think scientists. We’ve got to have scientists 

and doctors and uhhh, we need the little tradesmen, too. We need the electricians and the 

plumbers and the guys that fix the cars. Sometimes they did pretty well in life. I’m telling 

you that’s my biggest regret in life is I didn’t take shop when I was in school. 
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Participant Quote 

P5 Education: We get an education to improve our lifestyles and to improve our future.  

School performance: Yes.  

P6 Education: I would answer that different a few years back, but to get ahead to get a good 

paying job when they get out of college. Now I would necessarily say that, but what 

would you say now Dwight? People are just trying to live off the government. Live on 

student loans, it to helping and liver have to pay back. 

School performance: In the past, I would have said yes, Oak Ridge has got a great school 

system. I graduated from there. Both my kids graduated from there. I don’t know what 

they teach now you know it’s all the stuff. You read in the newspaper about CRT and 

Black Lives Matter and all that stuff, so I’m. I don’t know exactly what they teach OK 

and so. 

P7 Education: Education is something everyone should acquire. We need constant information 

and to share knowledge.  

School performance: Yes.  

P8 Education: People want to learn and get ahead in life to fill goals and take care of their 

families. 

School performance: Yes, they do. 

P9 Education: My thoughts are I think it used to be at least that you had to. You know if you 

were going to get a good job and have a family. You had to have some college degree. 

You had to have some formal education. I think that’s the main reason. You know to have 

a successful career and be able to live comfortably. 

School performance: Yes, they do. I think so. You know, especially if you do something 

specialized like just going back to clinical again, you know sonography and there are 

different careers you can do. That you’re pretty much going to be insured a job, not 

insured but you have a good opportunity because there's a demand for that. 

P10 Internal: We never do have enough trained people applying for jobs. 

External: Supply chain issues have choked us out. 

P11 Education: People go to school to get a job, better themselves, add to the economy. 

School performance: I don’t know for sure. 

P12 Education: People go to school to get a job or because they want to be in a certain social set. 

School performance: I think that schools are having a hard time keeping up with the changes 

of the day.  

P13 Education: An education helps people get along and helps you find the kind of work you 

want to do. 

School performance: Well, they used to do a good job of education our youth, but I can’t say 

that anymore. I don’t think that they are doing a good job.  

P14 Education: An education is important because it contributes to society, and it helps people 

get a job. People are better citizens when they are educated. 

School performance: Yes. 

P15 Education: I think initially when people are young, and they get an education because 

they’re told by their peers, they need a higher education in order to get jobs that pay. 

School performance: So, I think always in the schools they're always preparing them for a 

next level in education. 
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The strategy should produce strong company performance through the effective 

management of human capital and high-performance work practices and systems. Mello (2019) 

explained that there are five assets that companies can leverage to aid in performance and add 

extensive value to operations: financial assets/capital, physical assets/capital, market 

assets/capital, operational assets/capital, and human assets/capital. Human assets/capital are the 

education levels of employees, the level of knowledge an employee has, the skills, competencies, 

work habits of employees, motivation levels, relationships with coworkers, and other players in 

the industry, such as suppliers, customers, lenders, and regulators. A necessary challenge for 

organizations is the important issue of measuring this value and contribution to the company 

bottom line. The BSC is a strategic planning and management tool that organizations utilize to 

focus on strategy, track achievement, and improve performance, aiding management in a more 

complete view of how the organization is performing. A BSC approach is an optimal approach 

for utilizing a performance measurement system that will create harmony between financial 

objectives and strategic objectives (Gamble et al., 2021).  
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Figure 10. Percentage of participant responses supporting Theme 4. 

Theme 5: Ways to Improve Activities That Affect a Skilled and Competitive 

Workforce. The researcher observed this theme after analyzing Table 9 with participant 

responses to having knowledge of their CSR policies within their organizations and Table 10 

with participant responses to the questions, “What can schools do better to prepare for jobs in 

America now and in the future?” and “To what extent should community business leaders be 

involved in local schools? In what capacity?” It is with a collective mantra of growing a skilled 

and competitive workforce, through business and academia, that the 21st-century classroom can 

go through a metamorphosis in which to catapult the skills and abilities of U.S. citizens to meet 

the needs of change. Diversity of people across a firm, knowledge, and resources are factors of a 
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firm’s growth (Bello-Pintado & Bianchi, 2021). The level and type of education of the workforce 

are key knowledge sources and thus key to organizations overcoming barriers to innovation 

(D’Este et al., 2014).  

Table 9 

 Participant Responses to CSR Questions 

Participant Quote 

P1 Do you know? I know for a while like I was on the Wellness committee and for a couple 

years, we would do things like at Christmas, we would pick like Alexander Inn, and do 

like a senior gift exchange and I’ll have you know, we would draw names of residents that 

live there, and we would purchase gifts for them at this assisted living facility. 

Is your org. involved? I don’t know if it’s necessarily for students. Like I know our 

department right now, we have. We do actually have a student that’s doing like a work 

study. I think he’s with the Academy. So, he comes to us in the morning for an hour and 

it’s part of like his, I don’t know, it’s like a job work. So, he’ll come in and he does like 

data entry for us. We were doing something like it possibly with seniors, though where 

they would show them how to use like computer programs so they can create an e-mail 

address and learn how to use computers. 

P2 Do you know? Not really, it’s basically how a company will give back to the society or 

community in which they reside. They help to sponsor a science bowl. It was a like a 

competition that they held. I can’t remember, the name of it. 

 Is your org. involved? We did have an intern once from I think from one of the colleges. 

We did hire some interns and that was you know in coordination with the colleges. That I 

remember we were a member of the Health Physics Society and we provided some. A little 

bit of educational and stuff like that.  

P3 Do you know? Yes. 

Is your org. involved? Yes. We’ll go out and cut grass in the community, have clean-up 

projects, we go to the school to visit the kids….we also do annual checks with the school. 

P4 Do you know? Yes, I know what it is, but I don’t think my company is involved. They were 

big into United Way. 

Is your org. involved? No, but this is a good idea. 

P5 Do you know? Yes, I know what it is. 

Is your org. involved? Not that I am aware of. 

P6 Do you know? Yeah, but I don’t think that applies to me. 

Is your org. involved? No, but I wouldn’t mind helping out over at the high school if they 

had a Shop class. 

P7 Do you know? Sort of, you know we try to help people that cannot afford services. 

Is your org. involved? There is a scholarship program for people that want to work as 

nurses. 

P8 Do you know? Yes, I do know what CSR is. Blank Medical Center lets people come here 

and be taken care of whether they have insurance or if they are underinsured. 

Is org. involved? Yes, I do know what CSR is. Blank Medical Center lets people come here 

and be taken care of whether they have insurance or if they are underinsured. 
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Participant Quote 

P9 Do you know? Yes. 

Is your org. involved? Well, they have always done the big marathon every year, promoting 

healthy lifestyles. They donate all of the proceeds to different efforts/charities about town. 

P10 Do you know? Yes. 

Is your org. involved? They donate to organizations, but I don’t know about to schools. 

P11 Do you know? We do programs in the community such as Ameritown when students learn 

to run a town. They learn about saving money, finances, buying property and things like 

that. 

Is your org. involved? Yes, like I said before they have programs that they work with the 

school students to educate them about money and saving. 

P12 Do you know? Yes, but I really am not sure about what the company does with CSR or if 

they have policies in place. I’ll have to check on this. 

Is your org. involved? No. 

P13 Do you know? Yes, this company does a lot to give back to the community and society in 

general.  

Is your org. involved? They donate money to programs such as at-risk-youth, food pantries 

for families with food insecurity, United Way, COVID-19 help in a variety of ways and 

much more. 

P14 Do you know? Yes.  

Is your org. involved? I think that mostly what they do is try to give back through helping 

nonprofit organizations in our community. 

P15 Do you know? Yes. 

Is your org. involved? This organization that has education partnerships. 
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Table 10 

Participant Responses to What Can Schools do Better to Prepare and Business Involvement in 

Schools 

Participant Quote 

P1 Schools: I think they should push more for the types of jobs that have a lot more learning 

skills and not necessarily like automotive that type of thing. 

Business: To some extent. 

P2 Schools: I’m thinking that in a lot of cases, it really starts in high school like just the things 

like the STEM programs that they bring in and all that kind of things to the high school 

kids because if you don’t develop that mindset when you’re that age, you’re not likely to 

suddenly pop into your head when you’re 20. 

Business: I mean, I think they should. I mean that’s where their employees come from if you 

don’t support that kind of thing. Then you know as a as a group then you’re just hurting 

yourselves in the end, so you know I think that it’s a great thing, and also you find good 

employees that way so. 

P3 Schools: You need to start doing more with computer courses and looking toward more 

towards an advanced course for engineering or anything of that nature because again 

that’s where I think everything’s trending.  

Business: Yeah, um, I think they should be involved by teaching courses such as child 

safety seat program, prom party awareness, drunk driving scenarios, etc. 

P4 Schools: Our schools are challenged today, and I don’t know a good answer. This is hard to 

answer. 

Business: Um, I think they should be involved by teaching classes. This used to happen with 

shop class and other classes like that when I was in school. 

P5 Schools: I just think that schools should focus on what are needs are now. 

Business: I think that they should focus on probably in my line of work would probably be 

like focusing on the tech schools. 

P6 Schools: Schools should focus on what are the country’s needs are now and in the future. 

Business: I think that they should focus on probably in my line of work 

P7 Schools: Jobs are scarce, and schools should teach students their own skills that are 

entrepreneurial and they can open their own business. Teach skills. 

Business: I think that would be a good idea. If they started in schools when students are 

younger, maybe they will go into the sciences or the medical fields more. 

P8 Schools: I don’t know. 

Business: I think that businesses and schools should work together better so that they know 

what people need to learn to get jobs. 

P9 Schools: Possibly schools and business can work together more. How do they do it now? 

Business: Well, I think that would you know help streamline the goal of trying to train. 

P10 Schools: Work together, I guess. 

Business: Business leaders could give students real opportunities for current business 

knowledge sharing. Maybe open a tech center in the school, internships, special 

knowledge sharing shops. 

P11 Schools: Work together. 
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Participant Quote 

Business: I think that students would graduate high school with more knowledge if schools 

and businesses worked together. Students should be started early learning about banking, 

saving, finance, and investing. 

P12 Schools: Analyze the current workforce and see where the needs are now and where they 

are going to be. 

Business: I think that this is a good idea. 

P13 Schools: I think that better planning needs to happen for businesses and schools to adapt to 

change better.  

Business: I think that this is a good idea that all businesses give to community schools 

through employee time, training, research and development, mentoring, etc. 

P14 Schools: Working in teams will help. 

Business: If business leaders were more involved in the schools, I think that people would 

graduate high school ready to go straight to work. 

P15 Schools: You know, I think it would be great if more and more schools worked with 

universities and other countries and had a lot more classes available. 

Business: I think anybody getting involved in schools and doing that’s good. 

 

In Table 9, CSR policies were the primary way that organizations had regained public 

trust, in light of all of the ethical problems in the 21st century that organizations have been 

involved in. Responsible and competent leaders understand public trust and use CSR for the 

good that it is intended for, not just for the good of the organization. However, most participants 

said that they were not familiar with how their organizations were involved with CSR and did 

not demonstrate a proficiency in CSR. The following are a few of the noteworthy comments 

from participants concerning CSR. P1 stated, “I was on the Wellness Committee, and we would 

do things at Christmas.” P4 stated, “[y]es, I know what it is, but I don’t think my company is 

involved. They were big into United Way.” P8 stated, “[y]es, I do know what CSR is. Blank 

Medical Center lets people come here and be taken care of whether they have insurance or if 

they are underinsured.” Table 9 contains all of the participant responses concerning CSR when 

participants were asked, “Do you know what Corporate Social Responsibility is?” and “Does 

your organization have education initiatives or education partnerships through CSR that offer 

career development programs for the community to prepare citizens for jobs of the future?”  
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CSR is a canopy term that encompasses policies, processes, and practices that companies 

adopt to improve the social state of their stakeholders to include employees and society as a 

whole (Zaman et al., 2022). Organizational leaders may have the opportunity to create greater 

value for their shareholders and stakeholders by demonstrating how important focusing on the 

future workforce is now. Thereby, creating partnerships with the schools through corporate 

shared value (CSV) or CSR management opportunities. A skills-based workforce is an approach 

that companies are starting to herald. This type of an organization places skills and human 

capabilities at the heart of talent strategies. In order for this to happen, schools and businesses 

need to work more closely together. In a study by Aldemen et al. (2020), the researchers 

addressed how academics might redesign curricula and syllabi to focus on core competencies 

demanded by professions. 

Real options theory (ROT) pertains to the timing of entering the market with radical new 

ideas. This theory plays a role in strengthening a company’s competitive position by 

understanding that organizations must always be in the ready position by honing skills that 

sharpen the senses for the right timing for mergers, joint ventures, and acquisitions. Baldi and 

Trigeorgis (2020) discussed human capital’s contribution to corporate value creation through 

ROT, as it is imperative for organizational leaders to understand this managerial relevant 

knowledge to develop career development programs to increase the ability to create and capture 

value. 

Table 10 lists the responses when the research study participants were asked, “What can 

schools do better to prepare people for jobs in America now and in the future?” and “To what 

extent should community business leaders be involved in schools? In what capacity?” This 

researcher categorized the participant’s responses into six categories: (a) school and business 
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collaboration; (b) schools and businesses forecasting business needs; (c) schools and businesses 

customizing work-study programs in STEM, AI, robotics, mechanics, entrepreneurship, 

business, and so forth; (d) schools and businesses developing certificate workshops in coding, 

quantum computing, and more; (e) schools accepting cooperative assistance from the business 

community to boost the academic outcomes of U.S. students; and (f) schools accepting funding 

from businesses that is given to schools through CSR policies adopted my organizations. 

Gamble et al. (2021) said that in order for a company to matter in the minds and hearts of 

its customers, it has to have a strategy in which there is a distinctive element that sets it apart 

from its competitors and produces a competitive edge in the market. The company has to have a 

strategy that fits within its own situation. Strategy is about competing differently than other firms 

in the industry can do. In order for an organization to execute strategy proficiently, top 

executives, organizational leaders, and decision-makers have to take the lead in the 

implementation and execution process to drive the pace, if progress is to be made. 
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Figure 11. Percentage of participant responses supporting Theme 5. 

In summary, the amount of data collected from the diverse answers from the 15 research 

participants did not produce one set of answers for each research question. Therefore, through 

the coding, analyzing, and categorizing of all the data, a broad understanding of the problem 

surfaced through the use of themes. This was a dynamic process in which the researcher 

continually narrowed the understanding of the problem. 

Relationship of the Findings 

Connecting the data to all of the elements of this study shows the relationship with the 

conceptual framework that drove the discovery of possible explanations about the problem, 

answers to the research questions, the nature of the study, the purpose of the study, and thus the 

proposal for the study. With the problem identified, there were five research questions that drove 

this research study to explore the reasoning behind the problem. The themes that this researcher 

identified above represented the findings of this flexible, qualitative case study research. 



197 

According to Bloomberg and Volpe (2019), the findings of a case study logically build from the 

core problem, the research questions that were developed to tease out understanding and explore 

the problem, the research design, and the qualitative methodology. The central phenomenon was 

the evidence of the research study that answers the research questions about the problem 

explored. 

The Research Questions  

When defining research questions (RQs), Yin (2018) stated that researchers must allow 

enough time for the questions to develop. Yin (2018) said that research questions need substance 

and form, meaning that the researcher must fully understand what the research case will be about 

and also be mindful of the “who, what, where, how, and why” questions. The form of the 

questions also guides the research method to be used. The RQs that guided this study were the 

following:  

RQ1: What is the role of leadership in planning and developing strategic initiatives in 

education? 

RQ1a: What indicators influence leadership’s actions and behaviors that contribute to 

planning and developing strategic initiatives? 

RQ1b: What indicators influence leadership’s actions and behaviors that contribute to an 

inability to plan and develop strategic initiatives? 

RQ2: What organizational strategies can leaders use to plan and develop initiatives in 

education in Eastern Tennessee? 

RQ3: How do organizational strategies lead to a more skilled and competitive workforce? 

The questions in the interview guide or interview protocol guided the data collection 

process and helped this researcher gain the best understanding from the research participants 
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about their knowledge and experience in order to address these research questions. Each 

interview question was directly related to at least one of the RQs guiding this study. Table 10 

shows the correlation between the interview questions and the RQs. Table 11 reflects the primary 

interview questions only. The table starts with the second interview question because Question 1 

was an icebreaker and Question 10 was a closing question and neither were related to this 

research study. 

Table 11 

Correlation Between Interview Questions and Research Questions 

Interview question Research questions 

2. What are your thoughts on why people get an 

education? 

RQ2, RQ3 

3. Do you know what your organization’s 

mission/vision statements are, and do they describe 

your organization accurately? 

RQ1, RQ1a, RQ1b, RQ2, RQ3 

4. Do you know what Corporate Social Responsibility 

is? 

RQ1, RQ1a, RQ3 

5. How does your organization invest in future 

employees with programs or education programs in 

the schools. 

RQ2, RQ3 

6. Did you go to school to get this job? RQ1, RQ1a, RQ1b, RQ2, RQ3 

7. Who should pay for educating American citizens? RQ1, RQ1a, RQ1b, RQ2, RQ3 

8. Do you know what Environmental, Social, and 

Governance (ESG) investing is and how your 

company is involved? 

RQ1a, RQ1b, RQ3 

9. Do your organizational leaders utilize the Balanced 

Scorecard to make decisions and to understand their 

performance while planning and developing strategic 

initiatives? Do they do a good job? 

RQ1, RQ1a, RQ1b, RQ2, RQ3 

 

 

The target of this flexible, qualitative single case study was to understand the challenges 

organizational leaders face in gaining support when planning and developing strategic initiatives 

in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled and 
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competitive workforce. This researcher designed the RQs to tease out answers that would allow 

exploration into the problem of the failure of organizational leaders to develop strategic 

initiatives in education. RQ1 allowed this researcher to explore the factors that promote 

organizational culture and build organizational capability for strategy execution to help an 

organization gain a sustainable competitive advantage. What came to light from the responses 

from the research participants is that organizational culture is an adaptive culture of which the 

hallmark is a willingness on the part of organizational members to accept change and the desire, 

ability, and understanding of a challenge in order to introduce and execute new strategies. Also, 

what came from this line of questioning is that it is incumbent for organizational leaders to 

understand that culture involves the core basics, such as employee-wide knowledge of the 

company mission statement. Employees want to know that they are part of a team, that they are 

valued, and that they matter to the purpose of the organization.  

RQ1a allowed this researcher to shed light on forces to overcoming change initiatives. 

Driving forces are what cause change in industry and competitive conditions within an industry. 

Industry conditions change because of forces that are attractive to, or are pressuring, competitors, 

customers, and suppliers to change their actions in impactful ways (Gamble et al., 2021). It is 

necessary for strategy-makers to always consider how the industry is changing and the effect that 

these changes will have on an organization as they will influence leadership’s actions when 

planning and developing strategy. RQ1b allowed this researcher to try to understand the 

challenges to successful strategic plans. When the research participants were asked, “What 

challenges do organizational leaders face?” and “What challenges and problems do 

organizational leaders face when planning and developing strategic initiatives in the 
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community?” their responses reflected the internal environment and the external environments of 

their firms.  

RQ2 allowed this researcher to investigate elements to building successful strategies. The 

activity of planning, crafting, and executing a company’s strategy is a continuous activity that is 

integrated with other activities. Setting objectives is a key element in building successful 

strategies and entails breaking the strategic vision into organizational performance targets. RQ3 

allowed the researcher to delve deeply into exploring ways to improve activities that affect a 

skilled and competitive workforce. Organizational leaders may have the opportunity to create 

greater value for their shareholders and stakeholders by demonstrating how important focusing 

on the future workforce is now, by identifying six elements to building successful strategies to 

face the challenge of organizational leaders when planning and developing initiatives in 

education: (a) school and business collaboration; (b) schools and businesses forecasting business 

needs; (c) schools and businesses customizing work-study programs in STEM, AI, robotics, 

mechanics, energy harvesting, entrepreneurship, innovation, business, and so forth; (d) schools 

and businesses developing certificate workshops in coding, quantum computing, and more; (e) 

schools accepting cooperative assistance from the business community to boost the academic 

outcomes of U.S. students; and (f) schools accepting funding from businesses that is given to 

schools from CSR policies adopted by organizations. 

Interview Question 2 addressed RQ2 and RQ3. Out of 15 participants in this research 

study, 10 participants (66%) responded that the number one reason that people go to school is to 

get a job. The other five participants had varied responses: P3 responded, “well, I think it’s 

simply it’s because we need to know you know, or we need to further our understanding of 

different backgrounds and qualifications on things because if we don’t do things like continuing 
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education, then we’re not ‘gonna’ be able to advance all we need to do.” P5 stated, “we get an 

education to improve our lifestyles and to improve our future.” P6 answered, “people are just 

trying to live off the government.” P7 said, “education is something everyone should acquire. 

We need constant information and to share knowledge.” Last, P8 stated, “people want to learn 

and get ahead in life to fill goals and take care of their families.” To see all of the participant 

responses concerning Interview Question 2, see Table 7. 

Interview Questions 3, 6, 7, and 9 focused on diagnosing and strategy building and 

addressed RQ1, RQ1a, RQ1b, RQ2, and RQ3. The participants’ responses to these questions 

supported the development of the five themes that this researcher developed: (a) factors that 

promote organizational culture and build organizational capability for strategy execution to gain 

sustainable competitive advantage, (b) forces for overcoming challenges to change initiatives, (c) 

challenges to successful strategic plans, (d) elements to building successful strategies, and (f) 

ways to improve activities that effect a skilled and competitive workforce. 

Interview Question 4 asked about CSR with a direct correlation to RQ1, RQ1a, and RQ3. 

Interview Question 4 was a catalyst in developing Theme 1, 2, 3, and 5. The participants’ 

responses are in Table 5 and are replicated here for the reader to review. 
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Table 12 

Participant Responses to Organizational Mission Statement, Replicated from Table 5 

Participant Quote 

P1 It does, but I cannot…I honestly cannot tell you what the mission statement is. 

P2 I don’t know what it is.  

P3 Our mission is just to you know to do everything that we can provide the best 

quality and protection for our community. 

P4 Yes, and what is that ohh…That is quality for our customers. 

P5 Yes. Built with pride. To turn a good quality product at a good value price is what 

it is, basically. 

P6 Construction with good value and great quality! 

P7 I don’t know. 

P8 Our mission statement is geared towards providing quality care for all people. 

P9 The patient always comes first. They’ll do everything to make Covenant the best 

choice for the people. I can’t even think of the pledge, but I don’t know what 

their mission statement is. I don’t know if that’s literally technically their mission 

statement. 

P10 I don’t know it. 

P11 The Trusting Bank is here to serve our customers and community’s needs first 

with a great user experience. 

P12 No. 

P13 It is to provide the customer which is the United States government with a highly 

cost effective efficient and a very current and relevant style of asset and mission 

management. I’ve not read their mission statement verbatim, but I know 

generally the security mission statement. 

P14 Honest communication to improve society or something… I really don’t know it. 

P15 Yes. Our mission statement is part of it is workforce development. 

 

Interview Question 5 addresses RQ2 and RQ3 and Themes 2 and 3. Interview Question 

Five also supported the development of Themes 4 and 5. Interview Question 8 addressed RQ1a, 

RQ1b, and RQ3 and was a catalyst in developing Themes 1, 2, and 5. 

The relationship with the presentation of the findings and these five research questions 

allowed this researcher an opportunity to explore the situations, experiences, and circumstances 

from varied worker perspectives in organizations across Eastern Tennessee. The findings 

presented above demonstrate that all of the research questions are connected to the problem of 
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the target of this flexible, qualitative single case study, which was to understand the challenges 

organizational leaders face in gaining support when planning and developing strategic initiatives 

in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled and 

competitive workforce. 

The Conceptual Framework 

The conceptual framework graphically or narratively explains what is happening and why 

it is happening in a research study (Robson & McCartan, 2016). Robson and McCartan (2016) 

explained that a conceptual framework forces the researcher to be clear and explicit on what they 

think they are doing. Section 1 of this study presented a narrative and graphic description of the 

conceptual framework for this study. The concepts used in research are generated from facts or 

ideas that are based on what the researcher is interested in studying to understand a problem.  

The framework for this study used three concepts from the current body of literature: 

CSR policies, resource allocation, and BSCs. It also used three leadership theories: real options 

theory (ROT), strategic management theory, and leadership competency theory. Finally, it used 

three constructs of cognitive dissonance: profit, other drivers, and organizational performance 

involving different actors in organizations. This researcher attempted to justify the investigation 

that was conducted with this conceptual framework.  

Three strategic management concepts from current scholarly literature influenced this 

research: CSR policies, resource allocation, and BSCs. These concepts affect an organizational 

leader’s ability to effectively plan and develop strategic initiatives. CSR includes consideration 

beyond market forces alone, which have become the center of attention (Barboza et al., 2021). 

The corporate socially responsible movement has taken center stage and is where the role of 

stakeholders receives significant attention. CSR lacks consensus on its relationship to corporate 
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governance and how this relationship then manifests throughout an organization (Zaman et al., 

2022). More important is the organizational culture that has to be set before an organization can 

adopt CSR policies. Organizational culture is a conduit that employees across an organization 

can identify with, as it directly affects attitudes and behaviors while at work. With an adaptive 

culture, organizational leaders may be much more successful in developing strategic initiatives. 

Resource allocation impacts the success of an organization and is a determining indicator for 

influencing leadership’s decisions on whether to develop a strategic initiative (Gamble et al., 

2021). Firms must develop dynamic capabilities and contingency planning to manage resources, 

especially in tumultuous times. Organizational leaders cannot manage effectively only by 

looking at the financial performance of a firm. Current financial numbers reflect past 

performance (Rumelt, 2011). Organizational outcomes are directly tied to strategic planning and 

the use of a BSC is a means for tracking progress towards the achievement of strategic goals that 

have been set for the organization (Blocher et al., 2019). 

There were three theories embedded into the conceptual framework. First, this researcher 

explored how ROT can affect organizational investment decision-making with regard to market 

entry timing, modes of entry, mergers, joint ventures, and acquisitions. Next, this researcher 

explored strategic management theory to understand if it was explicit to the nature of the 

problem being explored. Keil (2022) wrote that leaders should not put all of their hopes in a good 

theory and then wait until it blooms or backfires but redirect the course of action and then 

capture the knowledge and add it to the body of knowledge in the arena of management in which 

it fits. Finally, leadership competency theory was part of the guiding framework for this research, 

as Gamble et al. (2021) said that putting a strong management team in place with the skills, 

experience, and intellectual capital to lead an organization is key. 
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Three constructs helped guide this exploratory research. Cognitive dissonance is when 

the actions of people are not consistent with their beliefs. The researcher pursued this because 

building and sustaining reputations in a key driver of relationship-building strategies of 

organizations (Banerjee & Ghosh, 2022). Exploring the intrinsic motivation of organizational 

leaders was at the heart of this research. The second construct was profit and other drivers, which 

are directly related to organizational leaders’ challenges in planning and developing strategic 

initiatives. CSR can benefit a firm in many ways, and organizational leaders have to stay on an 

ethical course to incorporate CSR policies and strategize for the organization with a purest belief, 

as any other belief can damage an organization’s reputation. Organizational performance is the 

final construct. Business is geared toward producing and distributing goods and services to 

exchange resources and develop a relationship between stakeholders with the goal of making a 

profit (Baloch et al., 2022). The bottom line explains why firms are in business in the first place.  

Analyzing the conceptual framework throughout this research study allowed the 

researcher to keep the pace and purpose of the study in focus with regard to how this study was 

started, how this study was planned, why the research questions were developed and framed, and 

how they were framed. This framework was not a perfect picture, but rather what this researcher 

thought might connect the pertinent dots to follow in pursuit of answers to the research problem. 

The relationships of the elements or ideas, including the concepts, theories, actors, and constructs 

in the conceptual framework, are discussed at length throughout the presentation of the findings. 

Some organizations hold fast to profit maximization for their stakeholders, but globally many 

companies are changing the relationship between organizations and society to make businesses 

part of the solution rather than the problem that they often have been in recent history.  
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This conceptual framework provided the overarching plan for this research study to better 

understand organizational leader’s challenges when planning and developing strategic initiatives 

in education in East Tennessee, resulting in the decline of a skilled and competitive workforce. 

Discovering the relationship of these findings within the conceptual framework allowed this 

researcher to understand the connection to the challenges that organizational leaders face when 

planning and developing initiatives, including initiatives in education. The conceptual framework 

set up a strategy for this researcher to follow while designing, planning, and executing this 

research study. 

Anticipated Themes 

In the first section of this research study, this researcher identified three anticipated 

themes. The first theme that was anticipated was that fully understanding what ethical leaders 

can do with CSR and what they can do for an organization and society will transform and 

catapult an organization through the 21st and 22nd centuries. The data expressly confirmed this 

first anticipated theme, and the final Theme 5 captured this anticipated theme, as found in the 

presentation of the findings. The second anticipated theme was that using a BSC in an 

organization helps organizational leaders to make decisions and overcome challenges they face 

when trying to make strategic decisions. The second anticipated theme was embedded in the 

final Theme 3 and also in final Theme 5 and is found in the presentation of the findings. The 

third anticipated theme was that resource allocation can go from good intentions to targeted 

outcomes purposefully and strategically when the challenges organizational leaders face are 

debunked. The third anticipated theme was incorporated into final Themes 3 and 4.  

There were no preconceived themes in this research study. There were two themes that 

were unanticipated in the research study: final Theme 1 (factors that promote organizational 
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culture and build organizational capability for strategy execution to gain sustainable competitive 

advantage) and final Theme 2 (forces for overcoming challenges to change initiatives). The first 

unanticipated theme was observed and developed into Theme 1, which had 261 references. The 

second unanticipated theme was observed and developed into Theme 2 and had 252 references. 

This researcher tried to stay as close as possible to the intent of the research questions to ensure 

that researcher bias did not develop, and that researcher complacency did not manifest or guide 

the study. 

The Literature 

The literature review was the cornerstone of this research study and provided full support 

for the challenges that organizational leaders face when planning and developing initiatives in 

education. The review of the professional and academic literature in Section 1 included business 

practices, the problem, the concepts, theories, actors, and related studies that were linked to the 

phenomenon of this study, which was to explore and better understand an organizational leader’s 

challenges when planning and developing strategic initiatives in education, with a focus on 

Eastern Tennessee, resulting in the decline of a skilled and competitive workforce. The 

relationship of the findings section covered each of these topics, with the exception of business 

practices. The present literature section focuses on businesses practices and themes developed 

from the research. 

A review of the literature focused on all five themes concerning the fundamental changes 

occurring in the employment market that are making it harder for companies to find the 

employees they need to implement their strategies and gain a competitive advantage in the 

market. Jobs today and in the near future will need employees to adapt to changing skill needs 

and requirements at work and to stay in the ready position demonstrating flexibility as changes 
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are happening all of the time. Kopp et al. (2020) wrote that it is not good enough only to rely on 

skills gained in formal education such as K–12, technical school, or the university. The great and 

urgent need for an educated workforce has resulted in a demand for the continuous adaptation of 

skills, and this is an enormous challenge for organizational leaders.  

A review of the literature supported the first theme of factors that promote organizational 

culture and build organizational capability for strategy execution to gain sustainable competitive 

advantage, and the impact that culture makes, especially in light of organizational growth or 

expansion. It may be important for organizations to involve culture managers to interpret and 

identify cues needed to facilitate change within an organization (Samal et al., 2021). Flexibility 

within organizations is necessary to adapt to the constant disruptive change in organizations. 

Mukaram et al. (2021) discussed how adaptive challenges demand that managers and business 

leaders move into unidentified space and distribute prior knowledge so that there may be better 

outcomes. They noted that traditional leadership practices are inadequate to meet the fluctuating 

environment and adaptive challenges; they require real-time solutions. 

The review of the literature supported the second theme of forces for overcoming 

challenges to change initiatives and the third theme of challenges to successful strategic plans 

with a focus on disruptive forces and the challenges associated with internal and external 

organizational environments that the Fourth Industrial Revolution with emergent technologies is 

presenting to organizations worldwide. These changes in working life have peaked feelings of 

insecurity concerning the future of work. Job insecurity and paranoia are real concerns for 

organizations and are drivers of future insecurity. Nam (2019) suggested that proactive 

approaches with practical recommendations for employers and employees sooner than later, 

rather than reactive approaches to this phenomenon, can either make or break an organization. 
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Further review of the literature supported the third theme of challenges to successful 

strategic plans and identified challenges related to planning and developing strategic initiatives, 

a company’s external environment to be the immediate industry and competitive environment, as 

well as the macroenvironmental factors (Gamble et al., 2021). A PESTLE analysis can reveal a 

firm’s macroenvironmental factors that could be of strategic importance to it. 

Macroenvironmental factors consist of economic conditions, societal values and cultural norms, 

political factors, the legal and regulatory environment, ecological or environmental 

considerations, and technological factors. Evaluating what the driving forces of change are and 

what impact they will have on an organization will prepare it by determining what strategy 

changes are necessary (Gamble et al., 2021). Utilizing PESTLE and SWOT analyses and Porter’s 

five forces model are essential elements of the strategic planning process. 

The review of literature supported all five themes by highlighting that the future of work 

is a real concern and front-and-center in policy debates. Schlogl et al. (2021) described the 

paradox of advances in labor-saving technologies and wondered how and how much work the 

future holds for humans. They wanted to know what roles machines will have in the workspace 

domain. The question of the future of work is off of the white paper and onto front-page news 

because it is not discussed enough, leaving people to develop dark scenarios on their own. 

Looking back at the history books will not help much, as this type of threat, at this speed, has not 

been seen before. It is important, and perhaps labor unions should weigh in on these debates. 

Finally, reviewing the literature supported theme one as CSR is a voluntary management 

concept that motivates organizations to be ethically, socially, economically, philanthropically, 

and environmentally conscious and to weave these policies into their business operations and 

interactions with their stakeholders. The business community embraced CSR starting back in the 
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1970s, and it has grown exponentially since then, with the definition of CSR broadening over 

time. Sorour et al. (2020), curious about the interaction between CSR and organizational identity, 

delved into the role of CSR in organizational identity communication, cocreation, and 

orientation. They said that that there is little information about corporate activities that show how 

CSR is woven into their fabric of operations, other that formal reporting. Organizational identity 

is what businesses show to stakeholders, and how they do business. Sorour et al. (2020) also said 

that CSR can be understood as a mediation tool between external pressures and internal 

demands, but often it is a cognitive process carried out by directors and managers on their own, 

without the prevalence of organizational identity, creating difficult challenges for leadership. 

The Problem 

The general problem this researcher addressed concerned the failure of organizational 

leaders to develop strategic initiatives in education, resulting in the decline of a skilled and 

competitive workforce. The specific problem addressed in this research was the challenge of 

organizational leaders to gain support when planning and developing strategic initiatives in 

education, with a focus on Eastern Tennessee, resulting in the decline of a skilled and 

competitive workforce. The literature identified that the problem exists, that organizational 

leaders face a multitude of diverse challenges in gaining support when planning and developing 

initiatives in education and brought to light some of the driving factors for the lack of skilled 

labor to supply the United States’ future drive for global competition. This was supported by the 

participant experiences and the development of Themes 1 through 5. 

The findings of the research answered the research questions and highlighted reasons for 

the problem. The strategy used allowed this researcher to collect data from the broadest range of 

perspectives possible about the general problem that was addressed concerning the failure of 
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organizational leaders to develop strategic initiatives in education, resulting in the decline of a 

skilled and competitive workforce. This researcher used critical case analysis because it 

increases the likelihood that findings from the data collection will permit logical generalization 

and the maximum application of information to other cases (Creswell & Poth, 2018). 

Summary of the Findings 

The purpose of the flexible, qualitative case study research was to understand the 

challenges organizational leaders face in gaining support when planning and developing strategic 

initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled 

and competitive workforce. The research also sought to fill a gap in the current literature 

concerning the best practices to curb the challenges that organizational leaders face when 

planning and developing strategic initiatives in education in Eastern Tennessee, resulting in a 

decline of a skilled and competitive workforce. Specifically, this researcher interviewed 15 

employees, business leaders, and a business owner across a multitude of industries in Eastern 

Tennessee to understand the most effective strategies to address the problem. The researcher 

addressed the research questions and used the interview guide/protocol to guide the semi-

structured interviews in this flexible, qualitative case study. 

Following the interviews, this researcher coded and analyzed the transcripts. Out of a first 

and second coding, themes started to emerge. During the final coding, five themes emerged: (a) 

factors that promote organizational culture and build organizational capability for strategy 

execution to gain sustainable competitive advantage; (b) forces for overcoming challenges to 

change initiatives; (c) challenges to successful strategic plans, which was further divided into 

two subthemes: the external environment and the internal environment; (d) elements to building 

successful strategies; and (e) ways to improve activities that effect a skilled and competitive 
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workforce. These themes all highlighted the experiences of participants in various positions in a 

variety of organizations across Eastern Tennessee. These themes form the findings of this 

research relate to the research problem, the purpose of the study, the research questions, the 

conceptual framework, anticipated themes, and the literature review from Section 1, “Foundation 

of the Study.” The presentation of the findings also included a discussion on the relationships 

between the findings of the research and the research questions, the conceptual framework, 

anticipated themes, the literature, and problem. The research findings supported these 

foundational elements. 

Application to Professional Practice 

This qualitative case study research sought to understand the general problem of the 

failure of organizational leaders to develop strategic initiatives in education, resulting in the 

decline of a skilled and competitive workforce. The specific problem that was addressed was the 

challenges organizational leaders face in gaining support when planning and developing strategic 

initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled 

and competitive workforce. The findings of the research introduced five general themes that this 

researcher developed through the detailed analysis of the research data collected from the 

research participants. The application to professional practice section extends the general themes 

into practical knowledge that can improve general business practices and provide potential 

application strategies for organizations embracing the ongoing phenomenon of disruptive 

change. The application of the findings of this research to professional practice highlights the 

significance of this research study. 
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Improving General Business Practice 

The results of this study have a direct application to the improvement of general business 

practices. Specifically, the research findings can influence the successful implementation of 

strategic initiatives and, more pointedly, initiatives in education in order to build up the future 

workforce in Eastern Tennessee and the United States. Understanding the challenges that 

organizational leaders face when trying to gain support for new initiatives is key to competitive 

success for all organizations. Seeking to duplicate the strategies set forth by the industry’s 

successful companies will be a waste of time for an organization. Understanding the challenges 

organizational leaders face when planning and developing strategic initiatives will help 

strategically align an organization to develop distinctive strategies that set it apart from “the 

competition” by competing differently, thereby yielding a competitive advantage for profit 

maximization. 

Firms adopt a business strategy to respond to external environmental changes and gain a 

competitive advantage. This has a powerful effect on organizational decision-making. Gamble et 

al. (2021) defined a company’s strategy as the coordinated set of actions that organizational 

leaders and managers take to outperform their competitors. Additionally, the objective of a 

strategy that is well-crafted is not a short-term endeavor, but rather one with lasting success that 

supports growth and solidifies the firm’s future over the long term. Hristov and Appolloni (2022) 

agreed that stakeholder engagement at a strategic level affects a company’s performance and 

directly impacts the decision-making process.  

Organizations must work on the key value drivers, such as knowledge, skills, experience, 

training, and creative abilities that employees and potential employees bring to a firm, as well as 

on the well-being of the company culture, in order to expand their competitive advantage and at 
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the same time increase the probability of survival in the long term (Hristov & Appolloni, 2022). 

This case study research supported the need to understand the challenges that organizational 

leaders face when planning and developing strategic initiatives, as achieving strategic success is 

a company-wide endeavor. Many firms are created with the thinking that their offerings will be 

the most superior on the market. However, some of these firms do not have the understanding 

and managerial know-how to understand the challenges that are spread across small, medium, 

and large companies and how these challenges become more pronounced as organizations grow.  

The pursuit of growth and profit maximization is a key effort for all types of firms, no 

matter the industry, age, or size (Kindström et al., 2022). Organizational leaders must leverage 

their decision-making authority and choose options that will support the necessary strategic 

initiatives for the growth and development of their firms. They must be in the ready position to 

understand the challenges they may face in order to navigate normal growth and market 

disruptions successfully. As more employees come into an organization, talent management, 

employee empowerment, dissemination of decision-making, and organizational culture play 

more impactful roles (Barney, 1996). Kindstrom et al. (2022) said that to face growth proactively 

and all the changes that happen over time, it is vital that managers not only identify challenges to 

growth, but when and where those challenges emerge. 

Firm strategy is broadly used to include organizational decisions of strategic significance 

in all company areas and strategic purpose (Mazzei & Noble, 2017). The data collected in this 

case study reflected the challenges organizational leaders face when developing strategic 

initiatives in education or strategic initiatives in general. The findings uncovered five main 

themes from the research, highlighting the variations of challenges to organizational leaders (see 

Table 13). The potential application strategies of the themes that emerged, or possible lessons 
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learned with regard to the challenges organizational leaders face as they strategically and 

successfully lead their firms, are described in the next section and can improve organizational 

leadership objectives and goals and defray the likelihood of compounding managerial challenges 

leading to managerial crises. 

Table 13 

Identified Themes 

Theme Description 

1 Factors that promote organizational culture and build organizational capability for 

strategy execution to gain sustainable competitive advantage 

2 Forces for overcoming challenges to change initiatives 

3 Challenges to successful strategic plans 

3a External environment 

3b Internal environment 

4 Elements to building successful strategies 

5 Ways to improve activities that create a skilled and competitive workforce 

 

Gamble et al. (2021) said that proficient strategy execution requires that experienced 

company managers be diligent and proficient in spotting problems, skillful in understanding 

obstacles that stand in the way of good strategy execution, and dexterous enough to clear the way 

for the organization of all stakeholders. Islam and Fatema (2023) suggested that when facing 

disruptions in the market, such as the COVID-19 pandemic, businesses have become more 

resilient and flexible, and are able to absorb the shock of disruption and adjust to market 

conditions by developing new strategies for doing business.  

The continued pressure on organizations to succeed in the face of adversity has deepened 

the understanding that strategic decision-making is a mix of simultaneously moving elements 

that organizational leaders have to grapple with continuously. The knowledge gained from the 

results of this study, in conjunction with the current body of knowledge, can improve a firm’s 
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ability to develop better managers, leaders, and decision-makers to cope with the industry 

disruptions and challenges of today’s market. Today’s world is characterized by high volatility, 

uncertainty, complexity, and ambiguity (Maran et al., 2022). Effective leadership is measured 

through results, and it is imperative that followers connect leader behavior and abilities to have 

better goal achievement for themselves. 

Potential Application Strategies 

The findings of this research study describe several highlights or understandings from the 

themes that surfaced during the research study. These highlights have potential applications in all 

organizations, whether large or small, non-profit, governmental, or for-profit. Current and future 

organizational leaders can leverage these insights to improve their leadership skills when making 

decisions and strategizing for success for their organizations across all areas. These highlights 

are especially important knowledge to implement in coaching or training sessions for new 

managers and organizational leaders. The highlights from this case study represent the practical 

application of the themes of this study. The research questions that guided this study were:  

RQ1: What is the role of leadership in planning and developing strategic initiatives in 

education? 

RQ1a: What indicators influence leadership’s actions and behaviors that contribute to 

planning and developing strategic initiatives? 

RQ1b: What indicators influence leadership’s actions and behaviors that contribute to an 

inability to plan and develop strategic initiatives? 

RQ2: What organizational strategies can leaders use to plan and develop initiatives in 

education in Eastern Tennessee? 

RQ3: How do organizational strategies lead to a more skilled and competitive workforce?  
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Table 14 

Research Study Highlights 

Number Theme Highlight 

1 Factors that promote 

organizational culture 

and build organizational 

capability for strategy 

execution to gain 

sustainable competitive 

advantage 

A company’s culture is a foundational element and is a mix of its 

mission, objectives, attitudes, expectations, and core values that guide 

its employees while they are in their work environment. 

Understanding an organization’s mission statement is imperative, as it is 

elementary to its employees’ self-value, confidence, and purpose for 

working for a particular organization to know, understand, and tout 

what their organization’s reason for existence is, what it does, how it 

does it, and who it does it for. 

The ability to diagnose problems, understand challenges, and develop 

action plans are not skill sets unique to organizational leaders. These 

skills are embraced company-wide when they are incubated within a 

thriving organizational culture that is purpose-driven.  

2 Forces for overcoming 

challenges to change 

initiatives 

It is necessary for strategy-makers to always consider how the industry is 

changing and the effect these changes will have on an organization as 

they will influence leadership’s actions when planning and developing 

strategy. 

The driving force of increasing globalization can be a powerful driving 

force.  

The driving force of diffusion of technical know-how across more 

companies and more countries. Knowledge diffusion greatly affects 

competitive advantage. 

Understanding if the market is increasing or decreasing as market 

demand is the nugget that must be understood in analyzing driving 

forces.  

3 Challenges to successful 

strategic plans 

Firms have to be able to develop dynamic capabilities or flexible 

resources and new capabilities in light of disruptive changes in their 

internal or external environment, as strategies may have to shift from 

long-term commitments to short-term objectives. Planning, crafting, 

and executing strategy are the cogs in the wheel of business. 

3a External environment The macroenvironment involves all relevant factors that may shape 

management’s efforts towards decision-making and strategy 

development. This macro environment is the environment in which a 

company is situated and includes the political, economic, 

sociocultural, technological, legal, and regulatory forces and 

environmental forces that impact an organization. 

3b Internal environment There are many internal considerations, such as ensuring that the 

company has an appealing and clear value proposition, what its 

resources and capabilities are, and which ones are strong enough to 

maintain a sustainable competitive advantage. 

4 Elements to building 

successful strategies 

The strategy has to fit the company’s situation by leveraging the value of 

human assets to the organization. 

Setting objectives is a key element in building successful strategies and 
is breaking the strategic vision into organizational performance targets. 
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Number Theme Highlight 

It is important to understand and be able to harness an isolating 

mechanism to develop a competitive advantage and by doing so, a 

competitive advantage becomes a sustainable competitive advantage. 

An isolating mechanism in this research is the tacit knowledge and 

skill gained through experience. 

The strategy should produce strong company performance by effective 

management of human capital and high-performance work practices 

and systems.  

5 Ways to improve 

activities that affect a 

skilled and competitive 

workforce 

Growing a skilled and competitive workforce, through business and 

academia, is how the 21st-century classroom can go through a 

metamorphosis in which to catapult the skills and abilities of U.S. 

citizens to meet the needs of change.  

Create collaboratives with schools and businesses. 

Forecast business needs. 

Schools and businesses can customize work study programs in STEM, 

AI, robotics, energy harvesting, entrepreneurship, innovation, 

business, etc. 

Schools and businesses can develop certificate workshops in coding, 

quantum computing, and more classes of this nature.  

Schools accept cooperative assistance from the business community to 

boost academic outcomes of U.S. students. 

Schools accept funding from businesses that is given to schools from 

CSR policies adopted by organizations. 

 

The first three highlights in Table 14 from this case study research problem support 

Theme 1, factors that promote organizational culture and build organizational capability for 

strategy execution to gain sustainable competitive advantage, which addressed RQ1, “What is 

the role of leadership in planning and developing strategic initiatives in education?” 

Organizational cultures are the rituals, signs and symbols, shared practices, and assumptions of 

organizations, which can easily get out of step when affected by large-scale jolts in the 

environment (Spicer, 2020). Organizational leaders may find environmental jolts troublesome, 

but they have to respond to the shocks rather than do nothing, as in the case of the Nokia mobile 

phone maker in 2007 when a culture of anger and fear permeated the organization. What came to 

light from the responses from the research participants is that organizational culture, being an 

adaptive culture of which the hallmark is a willingness on the part of organizational members to 

accept change, requires the desire, ability, and understanding of challenges to introduce and 
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execute new strategies. Also, what came from this line of questioning is that it is incumbent for 

organizational leaders to understand that culture involves core basics, such as employee-wide 

knowledge of the company mission statement. Employees want to know that they are part of a 

team, that they are valued, and that they matter to the purpose of the organization.  

Next, Table 14 shows that there were four highlights that supported Theme 2, forces for 

overcoming challenges to change initiatives, which addressed RQ1a, “What indicators influence 

leadership’s actions and behaviors that contribute to planning and developing strategic 

initiatives?” This question allowed this researcher to shed light on forces to overcoming change 

initiatives. Driving forces of change are what cause change in industry and competitive 

conditions within an industry. Industry conditions change because of forces that are attractive to, 

or are pressuring, competitors, customers, and suppliers to change their actions in impactful ways 

(Gamble et al., 2021). It is necessary for strategy-makers to always consider how the industry is 

changing and the effect that these changes will have on an organization as they influence 

leadership’s actions when planning and developing strategy. Fawcett et al. (2021) suggested that 

with intense competition driven by globalization and technological advances, firms are pursuing 

collaboration as a valued dynamic capability. Collaboration allows firms to have access to key 

resources, materials, capital equipment, talent, and innovative technologies. 

After this, there were three highlights in Table 14 that supported Theme 3, challenges to 

successful strategic plans, and the two subthemes that came under it, all of which supported 

RQ1b, “What indicators influence leadership’s actions and behaviors that contribute to an 

inability to plan and develop strategic initiatives?” This question allowed this researcher to try to 

understand challenges to successful strategic plans. When the research participants were asked, 

“What challenges do organizational leaders face?” and “What challenges and problems do 
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organizational leaders face when planning and developing strategic initiatives in the 

community?” their responses reflected the internal and external environments of their firms. 

There is continuous pressure on organizations coming from within and externally. Innovation is a 

key determinant of organizational success, considering these internal and external pressures 

(Hijal-Moghrabi et al., 2020). The set of coordinated steps that organizational leaders take to 

make their firms winners in the marketplace requires good strategic thinking at all times, and 

strong management of the strategy, planning, and developing process (Gamble et al., 2021). 

There were four highlights in Table 14 that supported Theme 4, elements to building 

successful strategies, which supported RQ2, “What organizational strategies can leaders use to 

plan and develop initiatives in education in Eastern Tennessee?” This question allowed this 

researcher to investigate elements to building successful strategies. The activity of planning, 

crafting, and executing a company’s strategy is a continuous activity that is integrated with other 

activities. Setting objectives is a key element in building successful strategies and entails 

breaking the strategic vision into organizational performance targets. Strategic leadership 

capabilities are an essential ingredient of market advantage. Strategic leaders are given the credit 

as the driving force behind organizational performance and success due to their ability to 

leverage resources and create value for the organization and its vision (Yoon & Suh, 2021). The 

ability to access resources is not enough in today’s economy. Companies must understand the 

value of working together to be able to best utilize resources collaboratively to quickly meet 

emerging needs and the constantly changing needs of customers (Fawcett et al., 2021). 

Last, there were seven highlights in Table 14 that supported Theme 5, ways to improve 

activities that effect a skilled and competitive workforce, which supported RQ3, “How do 

organizational strategies lead to a more skilled and competitive workforce?” This question 
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allowed the researcher to delve deeply into exploring ways to improve activities that affect a 

skilled and competitive workforce. According to Freeney et al. (2023), sustainability challenges 

require organizations and other actors to broaden their thinking and go beyond organizational 

boundaries to engage more with their stakeholders. Organizational leaders may have the 

opportunity to create greater value for their shareholders and stakeholders by demonstrating how 

important focusing on the future workforce is now, by identifying six elements to building 

successful strategies to face the challenge of organizational leaders when planning and 

developing initiatives in education: (a) school and business collaboration; (b) schools and 

businesses forecasting business needs; (c) schools and businesses customizing work-study 

programs in STEM, AI, robotics, mechanics, energy harvesting, entrepreneurship, innovation, 

business, and so forth; (d) schools and businesses developing certificate workshops in coding, 

quantum computing, and more; (e) schools accepting cooperative assistance from the business 

community to boost academic outcomes of U.S. students; and (f) schools accepting funding from 

businesses that is given to schools from CSR policies adopted by organizations. 

Summary of Application to Professional Practice 

This section outlined the significance of the qualitative case study research by examining 

its application to add value to or improve general business practices and providing potential 

application strategies. The findings of this research described five main themes that surfaced 

from the semi-structured interviews that explored knowledge and experience from employees, 

leaders, and owners that held varied positions in their organizations across a diverse industry 

landscape in Eastern Tennessee. These themes may have the potential to influence businesses in 

Eastern Tennessee, in all of the United States, and globally as organizational leaders navigate the 

winds of change that will affect the skilled workforce that fuels organizations. Therefore, to 
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improve the effectiveness of organizational leaders in organizations in Eastern Tennessee and 

beyond, the findings of this research contributed to five themes and 21 highlights that can be 

utilized in practical application strategies that organizations may adopt to improve their ability to 

plan and develop strategic initiatives in education or otherwise.  

Recommendations for Further Study 

The five research questions from this study guided the development of the 10 semi-

structured interview questions and sub-questions used to collect the data for this research study. 

This researcher sought to capture the views from the experiences of research participants who 

had 3 or more years of work experience with their organizations, who carried out various roles 

within their companies in a variety of organizations across a wide and diverse industry 

landscape, and who were 18 years old or older. This research was conducted to gain a greater 

understanding of the general problem that was addressed, which concerned the failure of 

organizational leaders to develop strategic initiatives in education, resulting in the decline of a 

skilled and competitive workforce. The specific problem addressed in this research was the 

challenge of organizational leaders to gain support when planning and developing strategic 

initiatives in education, with a focus on Eastern Tennessee, resulting in the decline of a skilled 

and competitive workforce. 

Businesses of all sizes face constant challenges to adapt and survive changes in this fast-

paced environment. Change and disruption are to be expected; it is the new normal, and the 

question is not if disruption will occur, but when it will occur. School administrators must be able 

to reposition themselves to attract resources from governments and corporate institutions without 

compromising their identity or independence (Fusheini & Salia, 2021). The machinations of 

growth and innovation are constant, and in order to meet the demands for skilled labor in the 
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current and future economy, schools and businesses may look at how they can strategically 

provide complimentary services or collaborate on educational efforts to keep the United States 

competitive.  

Although this research shed light on the problem, it does not fully highlight the issue that 

may be one of society’s grandest challenges. This research may benefit from a quantitative 

research follow-up study. Sending out a survey with the captured themes from this research 

study to a broader audience in order to encapsulate responses from across academia and industry 

could prove beneficial to better read the changes on the horizon. Collaborations between 

organizations from different sectors, such as schools and firms, may offer solutions to complex 

societal problems (Odziemkowska, 2022), such as the nostalgic and conventional paradigm of 

school-to-work that has been used in the United States for too long. Odziemkowska (2022) 

explained that organizations operating in different sectors often rely on different audiences with 

interest and expectations that heavily influence their evaluation of cross-sector collaborations. 

This influence often impedes the formation of such collaborations, especially when they cross 

oppositional field boundaries (Odziemkowska, 2022). Oppositional organizational fields such as 

social movements that form in direct ideological opposition to an existing dominant incumbent 

have been created to focus on the poor practices of incumbents.  

An additional thought on how to enhance this research and make a recommendation for 

further study is to incorporate research and interview questions about how to strengthen a 

company’s competitive position, which involves strategic moves, timing, and the scope of 

operations (Gamble et al., 2021). An organization must know what other strategic actions it 

should always be assessing to go along with its competitive approach. Organizational leaders, 

managers, and decision-makers in an organization face endless challenges and must know when 



224 

it is most advantageous to be a first mover or a fast follower in the market, and whether to be on 

the offensive or defensive strategically to improve their organization’s market position. Open 

innovation, as elaborated on by McGahan et al. (2021), involves collaboration and competition 

among partners with concerns that go beyond pecuniary or financial returns. Open innovation in 

academia and business collaborations may be well worth exploring further. 

Reflections 

Conducting this qualitative case study research project provided this researcher with 

multifaceted opportunities that could not have been foreseen or planned for, with personal, 

professional, and spiritual growth representing just the tip of the wealth of knowledge, patience, 

and perspective gained. The opportunities gained through this research project have changed this 

researcher’s thought processes used in previous life, educational, and professional experiences. 

Reflecting on the doctoral coursework and dissertation, this researcher has grown tremendously 

personally, professionally, and spiritually. 

Personal and Professional Growth 

This researcher experienced personal growth while planning, conducting, and navigating 

the research process. The only similar experience this researcher could draw upon was that of 

entering the U.S. Marine Corps boot camp. There was not a wealth of previous knowledge to 

draw upon, yet moving forward was the only direction possible. The research process is 

formidable, but this researcher learned to take the focus and place it on the necessity at hand, and 

to focus on moving forward one step at a time. Feeling overwhelmed was not an option for this 

researcher. There was opportunity for disappointment along the way, especially when there were 

time constraints and approvals that could not be obtained for access to current organizational 

employees. Adapting to this crisis took prayer and patience. 
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This researcher learned how to trust their personal instincts in the face of adversity. This 

researcher, with the help of the IRB and the dissertation chair, implemented a set of coherent 

plans to recruit and identify research participants, emailing the research participants with the 

necessary communication to stay within the required and legal limitations of the research project, 

setting up interviews, obtaining the consent from the research participants that required 

perseverance and diligence, going through the challenges of the interviews, which opened a 

world of knowledge and lessons learned, listening to what the kind and generous research 

participants had to say, exercising patience and not getting ahead of the goal. These were all 

focused and enriching efforts that added to this research experience. The overarching lesson was 

not to rush, not to get ahead of the timeframe, to stay patient and calm so as not to miss any 

nuances in extracting information that could lead to a greater understanding of the problem 

identified in this research. This qualitative case study research project was a robust team effort 

and could not have been completed without the dissertation chair, the IRB, the great literature on 

the subject, research participants, and the researcher’s family. 

Professionally, this researcher gained a greater business understanding, insight, and 

perspective, while expanding their professional competencies with technology and software such 

as Microsoft Teams and NVivo and learning about the interview process from start to finish. 

First of all, the whole idea and understanding of research changed the way this researcher 

conducted and viewed problems in business and in life. The activity and development of research 

instruments opened a new window of opportunity going forward. There are greater challenges in 

this area than meet the eye. Designing and performing an interview was an enlightening 

experience and was much different than what this researcher originally imagined. The weight of 

listening and waiting for a robust answer to an interview question or any answer to emerge added 
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to the experience as an understanding of the problem unfurled. Gathering the information and 

transcribing the interviews into NVivo was a challenge. This researcher had not ever used 

analytical software, and there was fear mixed with challenge into every step during the uploading 

phase. The real challenge came when the coding began. The amount of information was 

daunting, but learning from expert researchers in the field lightened the load of each challenge. 

Running the visualizations in NVivo challenged this researcher as this activity was a completely 

new experience. The writing guidelines from Liberty helped this researcher know what to do 

with all of the data supporting this qualitative case study and how to organize the information 

into usable information.  

In the beginning, when registering for the DBA program at Liberty University, this 

researcher wanted to be available for God to use throughout the last chapter of life. This research 

has given the researcher greater insight into God’s creation, and if God chooses to use the 

researcher to help His people in some way, this researcher is better suited for the challenge. This 

exercise in this research activity has taught this researcher that it is possible to go way beyond 

the limits of expectations and that expectations can limit life’s pursuits or God’s plans. 

Biblical Perspective 

Understanding the challenges organizational leaders face when planning and developing 

strategic initiatives in education or any strategic initiative helps organizational leaders better 

serve the organizations where they work and also help other up-and-coming leaders understand 

the challenges organizational leaders face. This research project discovered five themes from the 

research participants interviewed, and each theme supports a biblical worldview. Taken together, 

they follow the footprint that God laid out for His people. 
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This research project was a microcosm of what goes on in organizations in East 

Tennessee and all over the globe as organizational leaders search for truth, seek answers, 

demonstrate a drive to figure out the universe, and strategically plan initiatives or solutions to 

problems. It is all about the big picture, God’s perfectly balanced creation, which is ever-

expanding. Sometimes people have to get down into the weeds to see the big picture, as in this 

research project. God teaches his people everything that needs to be known about all things for 

all times, and if people were to follow God without question, it would not be a perfect world 

(until His will be done on Earth as it is in Heaven), but there would be far less chaos and 

confusion in homes and organizations globally. Taking care to plant seeds, cultivate properly, 

and harvest at the right time requires in-depth planning, critical thinking, and well thought-out 

action plans, which requires strategizing without end: “God causes all things to work together for 

the good of those who love Him and are called according to His good purpose” (Romans 8:28). 

The first theme identified, factors that promote organizational culture and build 

organizational capability for strategy execution to gain sustainable competitive advantage, 

relates biblically, as God’s word is clear about culture as it is God who has set forth the culture in 

His own creation: “Be fruitful and increase in number; fill the earth and subdue it. Rule over the 

fish in the sea and the birds in the sky and over every living creature that moves on the ground” 

(Genesis 1:28). Paul explains further, “There is neither Jew nor Gentile, neither slave nor free, 

nor male nor female, for you are all one in Christ Jesus” (Galatians 3:27). “Love the Lord your 

God and keep his requirements, his decrees, his laws and his commands always” (Deuteronomy 

11:1). For a good culture to be present in an organization, one that is flexible and adaptive as set 

by the organizational leaders in a firm, employees must understand the purpose of the 

organization, the greater good of the organization, how they fit into achieving the objectives and 
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goals set by its leaders, and they must feel a sense of pride, dedication, and purpose. It is the 

same in the earthly creation that Jesus set by His example. The culture is set first before anything 

else can be accomplished so that the whole organization is as one unit, feels as one unit, has a 

sense of purpose as one unit, cohesive dedication, pride, inspiration, and all work as one body to 

achieve the same goals.  

The second theme, forces for overcoming challenges to change initiatives, is in relation 

to God’s word when He told his servant Joshua after Moses died, “Be strong and courageous. Do 

not be afraid; do not be discouraged, for the Lord your God is with you wherever you go” 

(Joshua 1:9). Through all of life’s challenges and adversity, God calls on His people to be 

courageous; as for any leader in an organization, this requires courage, so know that if God is for 

you then who can be against you? “Be strong and courageous. Do not be afraid or terrified 

because of them, for the Lord your God goes with you; he will never leave you nor forsake you” 

(Deuteronomy 31:6). In all things, Christ-following organizational leaders dedicate each day to 

putting on the full armor of God in order to face the challenges of running an organization. God’s 

perspective says not to look behind, as the past cannot be changed. The past provides lessons 

learned, but we must reach forward to the things that are in front of God’s people. We must be in 

the present and be great in the next step in God’s plan. 

The third theme, challenges to successful plans, is an exact example of what God deals 

with on a daily basis: challenges to His successful plans internally, externally, and all around at 

all times. God deflects attacks to His creation every second of every day. God uses adversity to 

benefit His people and to benefit others. As God helps His people through adversarial times, 

these times and circumstances also become life lessons for His people in turn to help others 

through challenging times. Challenges in the life of an organization are synonymous to an 
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unlimited resource. God of all comfort, “who comforts us in all our troubles, so that we can 

comfort those in any trouble with the comfort we ourselves receive from God” (2 Corinthians 

1:4). We must focus on God’s plan and find out what God wants us to do and move forward. 

The fourth theme, elements to successful strategies, was about leveraging the value of all 

assets in God’s creation, where all things are sustainable and there is effective and competent 

management so that all glory is given unto God. This is the Kingdom on Earth that is also in 

Heaven. Purpose-driven Godly people operate and manage organizations the way that God 

teaches all of His followers. Cultivating his creation is clearly expressed in Proverbs: “Those 

who work the land will have abundant food but those who chase fantasies will have their fill of 

poverty”, and “A faithful person will be richly blessed, but one eager to get rich will not go 

unpunished” (Proverbs 28:19–27). We must look ahead to the reward that God has for His 

people in Heaven. God wants His people to reach the reward He has set forth for all. 

The fifth theme, ways to improve activities that effect a skilled and competitive 

workforce, was the result of everyone working together and a more harmonious outcome being 

the overall goal. This is continuous process improvement at its best, with the purest intentions to 

hit the mark of overall organizational success, blessing, and value-added activities. “Faith is the 

confidence in what we hope for and assurance about what we do not see,” yet always striving for 

it, always doing one’s best for God’s greatest glory! To improve God’s creation, God tells us to 

follow His word: “Be fruitful and multiply and fill the earth and subdue it and have dominion 

over the fish of the sea and the birds of the heavens and over every living thing that moves on the 

earth” (Genesis 1:28). All of these things are possible in Christ Jesus! 

There is no limit to the love that the Lord has for His people. The dominion of sin has 

been broken by the shedding of the blood of Jesus (Hebrews 9:22). All people living a purpose-
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driven life for the Lord, and moving towards the eternal inheritance in Heaven, are pleasing to 

God. God’s love is unconditional and His one guidebook, the Bible, has all of the answers to 

life’s perplexities. Life is in the blood of Jesus, and He gave His entire life for all of His people, 

so that through Him the world and all that is in it be saved through grace and faith. The Lord 

must be made Lord of all things, and trust only in Jesus as God has positioned His people to 

make a difference in this world.  

This research study has enlightened this researcher in ways too numerous to count. It is a 

great hope for this researcher that organizations of all kinds and all sizes, the world over, learn 

how to better serve our Lord Jesus Christ. One way for this to be accomplished is by 

understanding the challenges that are before all leaders, managers, and decision-makers as they 

lead organizations that are created and dedicated to God. All people, employees, and leaders 

alike who are serving the Lord are our Lord’s hands and fingertips on this earth, accomplishing 

God’s will over His earthly kingdom before all other things. The themes that emerged from the 

research participant interviews during this qualitative case study research project are supported 

biblically and are in unison with a Christian worldview. Therefore, we must be good stewards of 

God’s mission for His people. 

Summary of Reflections 

Conducting this qualitative case study research was very rewarding in ways beyond 

measure, personally, professionally, and spiritually. Personally, this researcher discovered that 

life is a journey of continuous improvement and learned not to be afraid to tackle societal 

problems, even when one does not quite feel qualified to do so, because God is big enough and, 

as a believer, all things can be accomplished through Christ Jesus. God loves us. H molds and 

shapes us into who He wants all of us to be in order to accomplish his will.  
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Professionally, this researcher learned to understand the challenges that organizational 

leaders face when confronting tough problems, which is all day, every day in the life of a leader. 

Professionally, the enormity of this research was daunting for this researcher as a life learner, as 

the many firsts that were accomplished in this project were unknown, stressful, and all-

consuming until careful planning and attention to detail unfolded the many surprises that all 

research reveals. Creating interview questions, recruiting interview participants, understanding 

bias and how that can taint an entire research project caused great growth for this researcher and 

broadened the business horizons for this researcher. This researcher’s biblical worldview 

supported each of the five main themes developed in this research. Out of all of the above, the 

research process and the support of Liberty University allowed this researcher to follow God’s 

plan by growing in faith, love, and joy in order to help others in this world, and in knowing that 

the love of Jesus Christ supersedes all things, that through this love of Jesus Christ all things are 

possible. 

Summary of Section 3 

Section 3 offered a detailed review of the case study research conducted by this research, 

its findings, and its application to professional practice. This researcher interviewed 15 research 

participants who were 18 years old or older and who described their knowledge and experiences 

as employees, leaders, or business-owners working at various organizations in Eastern Tennessee 

for 3 or more years. The interview questions focused on the challenges organizational leaders 

face when planning and developing strategic initiatives in education or in general.  

After careful data collection, broad view coding and line-by-line coding, and analyzing 

the data, five themes emerged from the data: (a) factors that promote organizational culture and 

build organizational capability for strategy execution to gain sustainable competitive advantage; 
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(b) forces for overcoming challenges to change initiatives; (c) challenges to successful strategic 

plans, with subthemes of the external environment and internal environment; (d) elements to 

building successful strategies; and (e) ways to improve activities that effect a skilled and 

competitive workforce. All of these themes and subthemes directly related to the foundational 

elements of this study, which involved the research questions, the conceptual framework, the 

anticipated themes, the current literature on the subject, and the problem statement. 

Section 3 included a discussion on the application of the study’s themes to professional 

practice. This researcher presented 21 highlights applicable to professional practice, presented in 

shortened form here: (a) a company’s culture is a foundational element; (b) understanding an 

organization’s mission statement is imperative, as it is elementary to its employees’ self-value, 

confidence, and purpose for working for a particular organization to know, understand, and tout 

what their organization’s reason for existence is, what it does, how it does it, and who it does it 

for; (c) the ability to diagnose problems, understand challenges, and develop action plans are 

company-wide activities; (d) strategy developers must consider how the industry is changing and 

the effect that these changes will have on an organization; (e) the driving force of increasing 

globalization can be a powerful driving force; (f) the driving force of diffusion of technical 

know-how across more companies and more countries, knowledge diffusion greatly affects 

competitive advantage; (g) understanding if the market is increasing or decreasing; (h) firms 

have to be able to develop dynamic capabilities or flexible resources and new capabilities in light 

of disruptive changes in their internal or external environment; (i) the macroenvironment 

involves all relevant factors that may shape management’s efforts towards decision-making and 

strategy development; (j) understand all of the internal considerations ensuring that the company 

has an appealing and clear value proposition, what are its resources and capabilities, and which 
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ones are strong enough to maintain a sustainable competitive advantage; (k) the strategy has to 

fit the company’s situation by leveraging the value of human assets to the organization; (l) 

setting objectives is a key element in building successful strategies and is breaking the strategic 

vision into organizational performance targets; (m) it is important to understand and be able to 

harness an isolating mechanism to develop a competitive advantage; (n) the strategy should 

produce strong company performance by effective management of human capital and high 

performance work practices and systems; (o) growing a skilled and competitive workforce, 

through business and academia, is how the 21st-century classroom can go through a 

metamorphosis in which to catapult the skills and abilities of U.S. citizens to meet the needs of 

change; (p) create collaboratives with schools and businesses; (q) forecast business needs; (r) 

schools and businesses can customize work study programs in STEM, AI, and so forth; (s) 

schools and businesses can develop certificate workshops in coding, quantum computing, and 

more; (t) schools accept cooperative assistance from the business community to boost academic 

outcomes of U.S. students; and (u) schools accept funding from businesses that is given to 

schools from CSR policies adopted by organizations. 

In addition, Section 3 outlined recommendations for further study, described this 

researcher’s personal, professional, and spiritual reflections on this overall research project, and 

provided a discussion on integrating the biblical worldview of the research connected to the 

research themes and results. All five themes were supported by a Christian worldview and 

biblical examples. It is the hope of this researcher that this qualitative case study and its 

conclusions improve the professional lives of current organizational leaders as well as future 

organizational leaders tasked with making strategic decisions. In addition, it is this researcher’s 

desire that this research is expanded upon to benefit businesses as they face the challenges 
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associated with planning and developing strategic initiatives in education in order to curtail any 

workforce disruption on the horizon.  
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Summary and Study Conclusions 

Section 1, “Foundations of the Study,” identified the problem for this research study. 

Specifically, the goal was to understand the challenges organizational leaders face in gaining 

support when planning and developing strategic initiatives in education, with a focus on Eastern 

Tennessee, resulting in the decline of a skilled and competitive workforce. The challenges 

organizational leaders face may keep them from planning and developing strategic initiatives and 

prevent them from setting the organizational direction of the firm. The purpose of this research 

was both to add to and expand the understanding of reasons behind the challenges organizational 

leaders face in gaining support when planning and developing strategic initiatives in education, 

with a focus on Eastern Tennessee, contributing to the decline of the skilled and competitive 

workforce in the United States, as well as to contribute to the body of current literature on this 

problem through a real-life case study. 

Section 2, “The Project,” specifically described the way in which this researcher 

conducted this research study. More to the point, this researcher conducted a flexible, qualitative 

case study analysis of employees, leaders, or business-owners working at various organizations 

in the Eastern Tennessee area of the United States. This researcher created an interview guide 

and provided the protocol for the semi-structured, individual interviews. Upon approval of the 

research proposal for this project by the Liberty School of Business and the IRB approval of this 

researcher’s application to work with human subjects, this researcher began recruiting and 

scheduling interviews for this research project. This researcher interviewed 15 participants who 

were 18 years old or older regarding their knowledge and experiences as employees, leaders, or 

business owners working at various organizations in Eastern Tennessee for 3 or more years, and 

this researcher confirmed data saturation. NVivo software assisted this researcher in the data 
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analysis and was instrumental in identifying the common themes from the interview transcripts. 

This researcher upheld the Christian values of Liberty University in all interactions with 

employees in roles across the Eastern Tennessee organizational landscape.  

Section 3, “Application to Professional Practice,” outlined the research findings and the 

implication of those finds to business and the field of strategic management. The findings of this 

research examined the defined problem statement, addressed the research questions, and fulfilled 

the purpose as originally set forth in Section 1. This researcher interviewed 15 participants from 

varied roles and organizations across Eastern Tennessee. There were 21 practical highlights that 

may enlighten current and future organizational leaders. These 21 highlights were adapted from 

the five identified themes derived from research interviews and represented in the findings, 

which may impact the future of strategic management. The conclusions presented in this 

qualitative case study research filled a gap in the current body of knowledge and may improve 

the strategic activities of organizational leaders across all industries. 
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Appendix A: Interview Guide/Protocol 

Section 1: 

Date:  

Location and mode of interview: (in-person, videoconference, or telephone) 

Name: (Name used for follow-up opportunities only, and omitted from write-ups) 

Participant #: (used for reference in narrative descriptions and quotes) 

Name of the organization: 

Position in the organization: 

Consent form signed: Y/N 

Introduction: 

Good morning/afternoon/evening! Thank you for speaking with me today. Just as a 

reminder, my name is Heidi O’Donnell, and I am a student at Liberty University pursuing a 

doctoral degree in Business Administration, with a concentration in Strategic Management. This 

research project seeks to explore and better understand the challenges to organizational leaders in 

developing strategic initiatives in education within the community. 

You were selected to participate in this study because you have been an employee at this 

organization for three years or more and are over the age of 18 years old. Your participation is 

voluntary, and you may choose not to respond to any question that makes you uncomfortable or 

you may ask to end this interview at any time. I am recording this interview to ensure I capture 

your responses accurately and verbatim. I will keep the audio files and the transcribed interview 

on a password protected computer to ensure your confidentiality and I will destroy all files 

relating to this interview within three years from the completion of this dissertation. In the future, 

a participant number will be used to identify you; your name will not be used. 
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I am grateful for and respect your time. I will keep this interview to 30 minutes or under. 

Section 2: 

Questions:  

1. How long have you worked at this organization? [ice breaker] 

a. In what capacities?  

2. What are 2-3 positive reasons, in 10 words or less, why you work for this organization? 

[background] 

a. How many more years do you plan to work at this organization?  

b. Are you on a team or in a leadership program here? 

c. What kind of training opportunities do you have with this company? 

d. Does this training prepare you for jobs of the future?  

3. What are your organization’s mission/vision? [RQ1, RQ1a, RQ1b, RQ2] 

a. What are they? 

4. What is Corporate Social Responsibility? [RQ1, RQ1, RQ3]  

a. Does this organization have education initiatives or education partnerships through CSR? 

b.  What does this organization do in the social arena of CSR? 

5. How does this organization invest in education/skill development for its current 

employees? [RQ2, RQ3]  

a. How about future employees with programs or education programs in the community?  

b. Is this important, on a scale of 1-5 with 5 being the most important?  

6. Did you go to school to get this job? [RQ1, RQ1a, RQ1b, RQ2, RQ3]  

a. Did your education prepare you for the skills you needed for this job or to be competitive 

for new jobs within the organization?  
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b. What academic level did you achieve?  

7. Does this organization have new programs, products, or services coming in the next 12 

months? RQ1, RQ1a, RQ1b, RQ2, RQ3] 

8. What is Environmental, Social, and Governance (ESG) investing? [RQ1a, RQ1b, RQ3]  

a. How is this organization involved in ESG? 

9. Does this organization use a Balanced Scorecard to make decisions and understand their 

performance? [RQ1, RQ1a, RQ1b, RQ2, RQ3] 

10. Is there anything else you would like to add about challenges to organizational leaders in 

developing strategic initiatives in education within the community? [wrap-up and 

closing question] 

Section 3: 

Closing: 

Thank you for participating in the interview and sharing your invaluable insights. Your 

responses will remain confidential and will allow me to better understand the challenges to 

organizational leaders in developing strategic initiatives in education within the community. If 

you have any questions about this project, or if you have any additional information that you 

would like to provide, please feel free to contact me. I would like to know at this time if you will 

be available for follow-up questions? Will you be interested in viewing my analysis before I 

submit my findings? 
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Appendix B: Participant Consent Form 

Title of the Project: A Qualitative Analysis into Corporate Responsibility in the Education of 

American Citizens 

Principal Investigator: Heidi O’Donnell, graduate student, Liberty University School of 

Business 

 

You are invited to participate in a research study. To participate, you must be 18 years of age or 

older, and be an employee with this employer for three or more years at your organization. 

Taking part in this research project is voluntary.  Please take the time to read this entire form and 

ask questions before deciding whether to take part in this research study. 

 

 
The purpose of the study is to understand the possible challenges of organizational leaders to 

gain support when planning and developing strategic initiatives in education within Eastern 

Tennessee, resulting in the possible decline of a skilled and competitive workforce. This study 

will possibly provide lessons learned on how to prevent further decline of America’s skilled 

and competitive workforce, help in gaining valuable insights, and add to the existing body of 

knowledge about this topic. 

 

 

 

If you agree to be in this study, I will ask you to do the following things: 

1.  Participate in a 30-minute semi-structured interview concerning your experience as 

an employee at this organization____________________. The researcher, Heidi 

O’Donnell, will make an audio recording of this interview to create a written 

transcript for data analysis. The researcher will send an invitation to the interview to 

you, and schedule an in-person, video, or telephone call at your discretion and 

convenience. The researcher has received both of her COVID-19 vaccines.  

2. Review the research results and provide feedback to the researcher (optional). 

 

 

 

Participants should not expect to receive a direct benefit from taking part in this study. 

 

Benefits to society include adding to the current body of knowledge concerning the development 

of strategic initiatives in education to possibly prevent further decline of America’s skilled and 

competitive workforce. 

 

 

 

 

What risks might you experience from being in this study? 

Invitation to be Part of a Research Study 

What will happen if you take part in this study? 

How can you or others benefit from this study? 
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The risks involved in this study are minimal, which means they are equal to the risks you could 

encounter in everyday life. 

 

 

 

The records of this study will be kept private. Published reports will not include any information 

that will make it possible to identify a subject. Research records will be stored securely, and only 

the researcher will have access to the records. Data collected from you may be shared for use in 

future research studies or with other researchers. If data collected from you is shared, any 

information that could identify you, if applicable, will be removed before the data is shared. 

 

• Participant responses will be kept confidential through the use of pseudonyms. Interviews 

will be conducted in a location where others will not easily overhear the conversation. 

• Data will be stored on a password-locked computer and may be used in future 

presentations. After three years, all electronic records will be deleted. 

• Interviews will be recorded and transcribed. Recordings will be stored on a password 

locked computer for three years and then erased. Only the researcher will have access to 

these recordings. 

 

 

 

Participants will not be compensated for participating in this study. 

 

 

  

Participation in this study is voluntary. Your decision whether to participate will not affect your 

current or future relations with Liberty University. If you decide to participate, you are free to 

not answer any question or withdraw at any time without affecting those relationships. 

 

 

 

If you choose to withdraw from the study, please contact the researcher at the email 

address/phone number included in the next paragraph. Should you choose to withdraw, data 

collected from you will be destroyed immediately and will not be included in this study. 

 

 

 

The researcher conducting this study is Heidi O’Donnell. You may ask any questions you have 

now. If you have questions later, you are encouraged to contact her at XXX-XXX-XXXX or 

XXXXXX@liberty.edu. You may also contact the researcher’s faculty sponsor, Dr. 

Bartholomew at XXXXXX@liberty.edu. 

 

 

 

How will you be compensated for being part of the study? 

Is study participation voluntary? 

What should you do if you decide to withdraw from the study? 

Whom do you contact if you have questions or concerns about the study? 

How will personal information be protected? 

Whom do you contact if you have questions about your rights as a research participant? 
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If you have any questions or concerns regarding this study and would like to talk to someone 

other than the researcher, you are encouraged to contact the Institutional Review Board, 1971 

University Blvd., Green Hall Ste. 2845, Lynchburg, VA 24515 or email at irb@liberty.edu. 

 

Disclaimer: The Institutional Review Board (IRB) is tasked with ensuring that human subjects 

research will be conducted in an ethical manner as defined and required by federal regulations. 

The topics covered and viewpoints expressed or alluded to by student and faculty researchers 

are those of the researchers and do not necessarily reflect the official policies or positions of 

Liberty University. 

 

 

 

Before agreeing to be part of the research, please be sure that you understand what the study is 

about. You can print a copy of the document for your records. If you have any questions about 

the study later, you can contact the researcher using the information provided above. 

 

I have read and understood the above information. I have asked questions and have received 

answers. I consent to participate in the study. 

 

The researcher has my permission to audio-record me as part of my participation in this study. 

 

 

 

___________________________________ 

Printed Subject Name 

 

 

 

___________________________________ 

Signature & Date 

  

Your Consent 
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Appendix C: Participant Consent Form 

 

February 21, 2023 

Heidi O'Donnell 

Sandra Bartholomew 

Re: IRB Exemption - IRB-FY22-23-765 A Qualitative Analysis into Corporate Responsibility 

for the Education American Citizens 

 

Dear Heidi O'Donnell, Sandra Bartholomew, 

The Liberty University Institutional Review Board (IRB) has reviewed your application in 

accordance with the Office for Human Research Protections (OHRP) and Food and Drug 

Administration (FDA) regulations and finds your study to be exempt from further IRB review. 

This means you may begin your research with the data safeguarding methods mentioned in your 

approved application, and no further IRB oversight is required. 

 

Your study falls under the following exemption category, which identifies specific situations in 

which human participants research is exempt from the policy set forth in 45 CFR 46:104(d): 

Category 2.(iii). Research that only includes interactions involving educational tests (cognitive, 

diagnostic, aptitude, achievement), survey procedures, interview procedures, or observation of 

public behavior (including visual or auditory recording) if at least one of the following criteria is 

met: 

The information obtained is recorded by the investigator in such a manner that the identity of the 

human subjects can readily be ascertained, directly or through identifiers linked to the subjects, 

and an IRB conducts a limited IRB review to make the determination required by §46.111(a)(7). 

 

Your stamped consent form(s) and final versions of your study documents can be found 

under the Attachments tab within the Submission Details section of your study on Cayuse 

IRB. Your stamped consent form(s) should be copied and used to gain the consent of your 

research participants. If you plan to provide your consent information electronically, the contents 

of the attached consent document(s) should be made available without alteration. 

 

Please note that this exemption only applies to your current research application, and any 

modifications to your protocol must be reported to the Liberty University IRB for verification of 

continued exemption status. You may report these changes by completing a modification 

submission through your Cayuse IRB account. 
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If you have any questions about this exemption or need assistance in determining whether 

possible modifications to your protocol would change your exemption status, please email us at 

irb@liberty.edu. 

 

Sincerely, 

G. Michele Baker, MA, CIP 

Administrative Chair of Institutional 

Research Ethics Office 

 


