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Abstract 

Grounded in recruitment theory, the purpose of this qualitative multiple case 
study was to explore the strategies used by leaders of small businesses to re-
cruit, hire, and retain qualified veterans. The targeted population consisted of 
three leaders of small businesses in the southeastern Virginia area who have 
used successful strategies to recruit, hire, and retain veterans. Data were col-
lected using semistructured interviews and document review. Data were ana-
lyzed using thematic analysis, and 4 themes emerged: social media advertise-
ment, local networking with military facilities, workshop and job description, 
and resume review and effective communication. The finding of this study 
included that participants advertised job vacancies through social media, mil-
itary post advertisements, human resource boards, and small business ad-
ministration. Each participant agreed that the labor force hiring process con-
sists of competition with other civilian entities. The implications for positive 
social change in organizations include influencing owners of small businesses 
with knowledge of potential growth in local economies and supporting mili-
tary veterans. 
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1. Introduction and Background 

Military veterans have vital skills that can incorporate integrity, experience, agil-
ity, values, and ethics to enhance the success rate of small businesses. Military 
veterans hold skillful jobs in human resources, medical personnel, engineering, 
law enforcement, logistics, and aviation that bring a wealth of experience to civi-
lian businesses. In 2017, an estimated 370,000 skilled retired military personnel 
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were unemployed, an average of 59% between the ages of 25 and 54 (U.S. De-
partment of Labor, 2017). Thousands of veterans who depart the armed forces 
fail to find gainful employment (Faurer, Rogers-Brodersen, & Bailie, 2014). An 
average of 300,000 skilled veterans quit the armed forces annually (Faurer et al., 
2014). The military experience provides individuals with professional skills that 
improve and develop leadership traits (Beauchesne & O’Hair, 2013). Military 
veterans have experience in leadership and management skills, adaptability 
techniques, resiliency, and strategies that can increase organizations’ profits; 
these skills are instrumental to the success of a business. Military veterans hold 
skilled jobs in human resources, medical personnel, and engineering (Beau-
chesne & O’Hair, 2013). 

Small business leaders routinely fail to attract highly qualified employees 
among the population of military veterans, placing their organizations at a 
competitive disadvantage (Lee, Idris, & Tuckey, 2019). Between 2014 and 2016, 
almost 80% of veterans who exited the military had not secured employment in 
the civilian sector (Zogas, 2017). Thousands of businesses open each year in the 
United States that account for 64% of new jobs in small businesses (U.S. Small 
Business Administration (SBA), 2014). Military veterans face a rocky transition 
to the civilian world because managers lack knowledge of veterans’ qualifications 
(Brown & Lent, 2013). Many veterans face hardship after exiting the military 
service and find it difficult to find employment outside of the military (Harrell & 
Berglass, 2012). Hiring managers can employ experienced veterans to fill vacant 
positions, but they tend to overlook veterans between the ages of 25 and 50 as 
potential candidates (Beauchesne & O’Hair, 2013). Overlooking this pool of em-
ployees could potentially place organizations at a competitive disadvantage (Fa-
berman & Foster, 2013). 

2. Problem Statement 

Small business leaders routinely fail to attract highly qualified employees from 
the population of military veterans, placing their organizations at a competitive 
disadvantage (Lee et al., 2019). Even with additional funds from the federal gov-
ernment allocated to assist companies in hiring veterans, the U.S. Census Bureau 
reports an unemployment rate of 5.1% among veterans in the state of Virginia 
(U.S. Census Bureau, 2015). This demographic consists of qualified veterans 
with a variety of skills and a workforce that includes skilled veterans, who could 
address adverse trends in an organization’s productivity and profits. The general 
business problem is that leaders of small businesses lack strategies for recruiting, 
hiring, and retaining veterans, which can result in profit reductions or losses. 
The specific business problem is that some business leaders in small businesses 
lack strategies to recruit, hire, and retain qualified military veterans.  

3. Purpose Statement 

The purpose of this qualitative multiple case study was to explore the strategies 
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used by leaders of small businesses to recruit, hire, and retain qualified veterans. 
The targeted population consisted of three leaders of small businesses in the 
southeastern Virginia area who have used successful strategies to recruit, hire, 
and retain veterans. The leaders of the selected small businesses have indicated 
their devotion to increasing workforce capability, production capability, and 
overall performance. The findings from this study may affect positive social 
change in organizations by influencing owners of small businesses with know-
ledge of successful processes for recruiting, hiring, and retaining veterans. Small 
business leaders may catalyze growth in local economies, increase prosperity, 
and increase the opportunity to support veteran military veteran.  

4. Research Question 

The Central Research Question guiding this study was what strategies do small 
business leaders use to recruit, hire, and retain military veterans? Data derived 
from open-ended semistructured questions, archived data, and observations. 

Assumptions, Limitations, and Delimitations 
Assumptions are facts assumed as true without evidence (Flannery, 2016). 

Lewin et al. (2015) described limitations as restrictions that limit the research in 
a study and could alter validity in research. A researcher cannot control limita-
tions. Delimitations narrow researchers’ scope of research. Delimitations aid re-
searchers in identifying the restrictions and boundaries of the research (Yin, 
2017).  

I assumed that the participants in this study were appropriate for exploring 
strategies used by small business owners to employ veterans. I assumed that all 
participants would be honest and thorough in their responses. I also assumed 
that participants had enough knowledge to provide detailed answers to the re-
search question. In this study, I assumed that the sample size was enough to an-
swer the research question.  

The limitations of this study included time constraints. Interviewing partici-
pants in a short amount of time is difficult. Therefore, interviews were scheduled 
during the evening hours and weekends. The results of the study are limited by 
the honesty and thoroughness of the participants’ responses. The participants’ 
availability to respond to interview questions in enough detail did not limit the 
results of the study. The availability of documentation to support the partici-
pants’ interview responses did not limit the results of the study. My ability to re-
cruit enough participants to allow for data saturation did not limit the results of 
the study. Finally, participants’ knowledge of the subject did not limit the results. 

The delimitation boundaries of this study limited the participants to small 
business owners who have successfully hired military veterans in the southeas-
tern Virginia area. An additional delimitation was limiting the intended scope of 
this study to three small businesses in the state of Virginia that focus on recruit-
ing military veterans as potential recruits and employees. This study included 
businesses with fewer than 500 employees, which are not considered medium or 
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large companies. Another delimitation was the location of each organization; the 
three businesses were located throughout the state of Virginia. 

Significance of the Study 
In 2016, the Department of Defense allocated a budget that exceeded $8.7 bil-

lion to train military personnel required skills needed to find gainful employ-
ment (U.S. Department of Defense, 2016). Small business owners need skilled 
and qualified employees to ensure high quality, performance, and production 
within the firm to maximize output and profits. The significance of this study 
may show useful for small business owners to increase recruiting strategies and 
capitalize on the best recruitment practices, which may reduce veterans’ unem-
ployment and increase employment among this population. 

Contributions to Business Practice 
This study may be of value to the practice of business because the findings and 

recommendations may become a tool for creating strategic, operational plans for 
hiring qualified veterans. The results of this study may provide business leaders 
lacking recruitment skills with the developmental strategies to improve recruit-
ment strategies in organizations. Business leaders seek to employ knowledgeable 
workers who may maximize production, profits, and sustainability (Blatter, 
Muehlemann, & Schenker, 2012). Managers strive to capitalize on identification 
and recruitment methods of qualified veterans as well as their retention, allow-
ing business leaders the opportunity to capitalize on investments, which may in-
crease the overall knowledge in the business community and profits. The specia-
lized skills of veterans, for example, management/leadership, administration, 
and human resources may generate or increase revenue in organizations by sig-
nificantly reducing recruitment and training expenses. If small business leaders 
understand effective recruitment strategies and use that knowledge when re-
cruiting, identifying, and retaining military veterans, they may increase the or-
ganization’s overall performance level, which could potentially contribute to 
higher profits and sustainability.  

Implementations for Social Change 
The implications for potential contribution to positive social change may in-

clude decreasing the unemployment rate of veterans in the United States. Effec-
tive recruitment and retention strategies in organizations might contribute to 
the employment rate in southeastern Virginia and the workforce and communi-
ty. The improvement of business practice could improve wages and living condi-
tions, which may increase the local community’s economy. 

5. A Review of the Academic Literature 

Recruitment Theory 
Dunnette introduced the recruitment theory in 1976. The constructs within 

the recruitment theory include three groups: 1) finding skilled workers, 2) iden-
tifying individuals with the potential skills, and 3) employing the best candidates 
for the job (Ekwoaba, Ikeije, & Ufoma, 2015). Ekwoaba et al. (2015) described 
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the recruitment phase as vital to organizations when managed appropriately. 
During the recruitment stage, organizational leaders know that potentially quali-
fied candidates offer values and perspectives to the life of an organization, 
therefore providing skills to increase organization profits (Ekwoaba et al., 2015). 
Dunnette (1976) used the recruitment theory to identify structure within re-
cruitment that affects employees’ behaviors and determines the right combina-
tion of recruitment activities. The best way to ensure an organization is success-
ful is by seeking quality applicants who are suitable and possess the talent and 
knowledge to succeed in the organization (Ekwoaba et al., 2015). Ekwoaba et al. 
(2015), Chungyalpa and Karishma (2016) posited that if organizational leaders 
want to hire the most qualified candidates, they must expand their recruitment 
focus. Therefore they should include veterans who are not actively seeking new 
employment, and open to the possibility of obtaining new employment. Adding 
support to Chungyalpa and Karishma, Ekwoaba et al. described the recruitment 
stage as an introduction to potential employees and making them aware of open 
positions within the organization. Therefore, I selected the recruitment theory as 
my conceptual framework.  

A professional environment sets the stage for candidates, regardless of their 
successor’s failures in the organization (Ekwoaba et al., 2015). Based on the con-
structs of recruitment theory, understanding recruitment changes and needs 
while embracing the strengths of qualified veterans may increase overall revenue 
and assets of small businesses (Farndale, Biron, Briscoe, & Raghuram, 2015). 
The recruitment theory could help highlight gaps and developmental areas and 
provide business leaders with knowledge of qualified veterans seeking employ-
ment (Boudreau & Rynes, 1985). Qualified employees who have experience can 
produce a favorable outcome in an organization, in contrast a lack of experience 
could have a damaging result (Ekwoaba et al., 2015). According to Ekwoaba et 
al. (2015), business owners must have knowledge in recruitment to understand 
what talent is necessary to have a successful business that includes internal and 
external recruitment. 

Small Business Management 
Small business managers need practical and robust leadership skills to have a 

successful business. Hyytinen, Pajarinen, and Rouvinen (2015) posited that small 
business managers hold a variety of positions in all organizations, causing con-
cerns about profits and sustainability. Organizations with less than 100 em-
ployees have a high employment rate compared to organizations with over 500 
employees (U.S. Small Business Association (SBA), 2018). Business leaders must 
invest in neighboring connections with employees to implement strategies to 
have a productive outcome with profits.  

Small business in the United States plays an integral part in today’s economy. 
According to the United States Small Business Administration (SBA, 2017), ap-
proximately 61.8% of new jobs were small business owners that generated posi-
tive revenues and remained stable for 24 years. Jaouen and Lasch (2015) posited 
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that the views held by owners have significant effects on the strategies and sub-
sequent development of small businesses. A total of 79.9% of small businesses 
established in 2015 survived and maintained a solid structure for at least a year; 
half of the small businesses survived five-year (SBA, 2017). For example, in 2014, 
there were 403,902 small businesses started, of that population 391,553 of the 
businesses closed within a year (SBA, 2017), which is a remaining 12,349 small 
businesses that survived. High technology firms’ account for 98% of small busi-
nesses in the U.S., and 46% consist of computer systems design and servicing 
business. The SBA (2017) indicated that military veterans owned and operated 
2.5 million small businesses, which accounted for 9.1% of the U.S. firms. Small 
businesses continue to show a solid foundation in corporate America and create 
jobs in America. According to Hyytinen et al. (2015), one reason new small 
businesses thrive is the ability of the owner and managers to maintain flexibility 
within their policies and procedures. In 2011, 30% of veterans owned small 
businesses and provided the highest jobs in the construction field, scientific, and 
technical services department (SBA, 2017). The following states with the highest 
percentage of veteran-owned businesses were: California, Texas, Florida, New 
York, and Pennsylvania (SBA, 2017). Meanwhile, South Carolina, New Hamp-
shire, Virginia, Alaska, and Mississippi had the highest percentage of veter-
an-owned small businesses (SBA, 2017).  

In 2017, the GDP in the U.S. increased by 3.4% (SBA, 2017). There was a GDP 
increase averaging 1.5% between 2016 and 2017 (SBA, 2017). Small business 
employment played a significant role in the growth of the economy. Small busi-
nesses alone created over 1.9 million jobs during 2015; this number accounts for 
employing 1.1 million jobs in one year (SBA, 2017). Therefore, small businesses 
have a more significant impact on U.S. employment compared to fortune 500 
companies. According to the SBA (2017), those small businesses that obtained 
the lowest return on investment were larger firms with more than 100 employees 
but not greater than 500.  

Small business owners hold the responsibility of ensuring all daily functions in 
each department work efficiently. Hyytinen et al. (2015) noted that small busi-
ness owners seek skilled recruits to occupy vacant positions. Small business 
owners need to set the right environment for the organization (Ben-Hur, Ja-
worski, & Gray, 2015). In a small business, owners must be marketable to com-
pete with Fortune 500 companies (Hyytinen et al., 2015). To remain competitive, 
small business owners must employ experienced workers; however, the cost of 
goods hinders revenues and success. Small business owners must train and de-
velop recruits to effectively communicate with stakeholders in order to optimize 
and implement policies and procedures (Gutiérrez-Broncano, Jiménez-Estévez, 
& del Carmen Zabala-Baños, 2017). A few concerns that affect small business 
owners are 1) a limited number of employees available to production output, 2) 
lack of experienced worker, and 3) long work hours (Kube, Maréchal, & Puppe, 
2013).  
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Small business managers have a significant responsibility to make corrections 
in the workforce. To boost motivation, small business managers use the deci-
sion-making process to identify strong leadership, exceptional performance, and 
responsibilities in the workplace (Bolman & Deal, 2015). The amount of time 
invested in the decision-making process is vital, and business owners who em-
ploy military veterans observe increased productivity and active production with 
veterans. One of the most significant tasks for small business managers in the 
decision-making process is finding the right fit for the organization (Bolman & 
Deal, 2015; Dubrin, 2015). Often, decisions are instantaneously in a business. 
Therefore, small business owners must be able to think quickly but respond 
professionally and responsibly within safety standards (Dubrin, 2015). The safe-
ty of employees is the responsibility of the small business owner (Dubrin, 2015). 
It is a federal law that employees work in a safe environment without any race, 
gender, or abuse (Dubrin, 2015). It is the business owner’s responsibility to en-
sure federal regulations are adhered to by staff. In small organizations, Dubrin 
(2015) posited it is the responsibility of managers to monitor the well-being of 
each employee, which is often complicated. The task of caring for others can 
many times be stressful. Managers must monitor each employee in a small es-
tablishment. Dubrin (2015) expressed the need for a small organization to create 
a safe environment that is free from abuse and discrimination. To decrease dis-
crimination and safety violations, managers must implement federal policies in 
the work environment. The key to a successful business is the manager’s ability 
to act creative and create ways that will foster a highly motivated environment 
(Hyytinen et al., 2015). 

In comparison, Bolman and Deal (2015) expressed how creativity increases 
employees’ morale in the workplace. A small business owner may increase their 
success by incorporating the recruitment theory in the daily routine during the 
hiring process. Owners must create an environment that fosters a positive diver-
sified climate to promote internal and external attractiveness (Lambert, 2015). 

6. Research Method and Design 

Research Method 
I used a qualitative research method for this study. Researchers use the qualit-

ative method to understand a phenomenon, and this method is an informal 
means of thought that researchers can use to increase efforts by explaining the 
behavior of humans (Longfield et al., 2016). A qualitative research study consists 
of experientially descriptive data that researchers obtain through direct contact 
with participants to examine events, record data, explain why and how a phe-
nomenon happened, and to verify how the event affected people and organiza-
tions (Clark & Clark, 2016).  

Research Design 
Hyett, Kenny, and Dickson-Swift (2014) defined a case study as a method to 

explore single or multiple cases to answer research questions. I used a multiple 
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case study design for this study because the goal was to collect information from 
multiple participants. Thomas (2015) noted that a case study is relevant when 
the researcher incorporates comprehensive methods by using several data collec-
tion processes, techniques, and analytical approaches to focus on how and why 
questions to understand a phenomenon. Researchers use a case study to explore 
different circumstances to gain perspectives and obtain an overall balance of a 
phenomenon. I used a case study design to explore the recruitment strategies 
used by small business owners who employ military veterans.  

I intended to interview multiple participants based on interview questions and 
to explore multiple cases. Researchers use a multiple case design to develop ideas 
collected from participants’ responses to open-ended interview questions and 
give an idea of how and why the organization operates (Yin, 2016). To reach da-
ta saturation, I asked questions during the interview until no new data or themes 
emerged. According to Saunders et al. (2018), data saturation occurs when par-
ticipants have no further information to share. I allowed participants to review a 
summary of the information they discussed with me during and after the inter-
view to affirm accuracy or to add additional information. 

7. Population and Sampling 

The population included three small business owners in the southeastern area 
who have implemented successful strategies in recruiting, hiring, and retaining 
military veterans. The justification for using three participants is because this 
number is enough for both collecting data and achieving data saturation for a 
qualitative multiple case study. According to Korstjens and Moser (2018), the 
use of three participants aligns with a purposeful sample and gives access to the 
resources needed to conduct the study. To answer the research question in this 
study, I collected data through interviews with three small business owners in 
the southeastern area with best practices in recruiting, hiring, and retaining mil-
itary veterans. The three small business owners were from three different indus-
tries includes the information technology, job placement services and veteran 
assistant services. Yin (2016) described a multiple case study as seldom having a 
purposeful sample, and participants should make use of limited participants or 
resources (Korstjens & Moser, 2018). 

In comparison, researchers use a purposeful sample to obtain in-depth infor-
mation from participants to gain knowledge on a specific topic to identify cases 
relevant to the phenomenon (Palinkas et al., 2015). I used a purposeful sample to 
gather information from participants at three different locations in southeastern 
Virginia. Palinkas et al. (2015) defined purposeful sampling as a method for ac-
cessing information-rich cases to gather related data on a research topic of in-
terest. 

Rubin and Rubin (2012) described data saturation as a combination of data 
that are compared and identified similarity in patterns among each other. Mal-
terud, Siersma, and Guassora (2016) explained that data saturation is a sample 
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size element in a qualitative research study, which often increases within smaller 
groups. Malterud et al. (2016) expressed the high significance of data saturation 
with small number groups. I reached data saturation when I interviewed a sam-
ple size of three organizations. I conducted face-to-face interviews in a quiet and 
relaxed location that was practicable for the participants. In this study, I reached 
data saturation through the interviews of the three chosen participants. As indi-
cated by Morse (2015), one method for acquiring additional participants is ask-
ing those contributing to the study for colleague recommendations. 

Data Collection Instrument 
In a qualitative research study, the researcher is the primary data collection 

instrument (Yin, 2016). The researcher must not separate themselves from the 
research, but rather acknowledge their part in the research process (Fusch & 
Ness, 2015). I conducted all primary data collection in this study. I attempted to 
recognize any bias to limit any inauthenticity in the findings. The researcher 
must interpret a phenomenon (Fusch & Ness, 2015). For this study, I conducted 
semistructured face-to-face interviews, analyze archived data, and conduct ob-
servations. To ensure dependability, as recommended by Yin (2018), I followed 
an interview protocol. I used an interview protocol during the interviews to 
conduct open-ended interviews as a method of data collection. The use of 
open-ended interviews provides researchers a way to understand the participants 
and to see their personal views, interpretations, and opinions (Silverman, 2017). 

Rohrer, Brümmer, Schmukle, Goebel, and Wagner (2017) indicated that re-
searchers use open-ended questions to collect pertinent data that is possibly un-
obtainable using closed-end questions. As a part of the interview protocol, I have 
listed the open-ended interview questions I asked participants. Once I asked the 
participants the open-ended questions, I paraphrased their responses and shared 
them with the participant to ensure accurate interpretation.  

I was the data collection instrument that annotated responses during the in-
terviews from the three participants. According to Cope (2014), the researcher 
usually collects the data and acts as the data instrument. When acting as the in-
strument, the researcher interviews participants, collect data, and shares findings 
(Yin, 2016). A researcher collects data from a variety of sources as a data collec-
tion instrument (Yeasmin & Rahman, 2014).  

I used reliability and validity as a data collection instrument by using member 
checking. Researchers use member checking to ensure that participants’ feed-
back will validate and enhance the credibility, accuracy, and transferability of 
participants’ responses (Malave, Diggs, & Sampayo, 2019). I conducted member 
checking by synthesizing each question and response, and asking probing ques-
tions after the participant responded to the question. Reliability refers to consis-
tency in research and means that the results are both dependable and replicable 
(Zohrabi, 2013). Reliability will ensure consistency when interviewing partici-
pants. Researchers must conclude with similar results from the interviews, to 
maintain and ensure data is reliable (Zohrabi, 2013). Validity in research in-
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cludes creditability and trustworthiness for both the researcher and the partici-
pant. Zohrabi (2013) explained validity as accurate research that proves its claim. 

Data Collection Technique 
I used semistructured interviews during the interviews. Researchers can ob-

tain data in several ways in a case study (Yin, 2016). Researchers most common-
ly use semistructured interviews and document review as the data collection 
technique in a qualitative case study (Cleland, 2017). Semistructured interviews 
allow participants to answer open-ended questions and will enable the research-
er to gather insightful data (Grossoehme, 2014). This research study involved 
three small business owners. The interviews were semistructured and recorded. 
All interview questions were face-to-face and open-ended. All interviews took 
place after IRB approval. I researched historical data for each organization, as 
both face-to-face and historical data have advantages and disadvantages.  

The advantage of a face-to-face interview is the ability to establish rapport and 
gestures, and the researcher can see the actual person they are interviewing. 
Open-ended questions during the interview allowed the participant to share 
learned experiences in a quiet setting at the best time that fit participants’ sche-
dules. The disadvantage of face-to-face interviews included the time it takes to 
sit and share successful strategies. To overcome the disadvantages and chal-
lenges, I conducted a time that best fitted the participants and in a setting where 
they felt comfortable. I used QSR NVivo Version 11 software to organize data 
that was collected. The disadvantage in reviewing documents included dated in-
formation, bias behaviors, and unavailability of resources (Booth, 2016). Mar-
shall and Rossman (2016) explained ways member checking can boost a qualita-
tive study constancy. I used member checking to analyze participants’ relayed 
data. I used member checking to enhance the reliability and validity of the inter-
view results. To complete the member checking process, I scheduled a second 
meeting with participants and reviewed the responses with them and made any 
corrections that were needed. Through this method, I ensured an accurate un-
derstanding of each participant’s response and solidified the data, to include data 
saturation.  

Data Organization Techniques 
Alsaawi (2014) discussed the importance of keeping data organized during 

qualitative research that consists of data and transcribed interviews. During this 
research study, I took many steps to organize data techniques. I used a case 
study database, which Yazan (2015) stated, is a formal method of assembling 
evidence used in research to track and gather information in this multiple case 
study. Researchers use the case study database to organize annotated bibliogra-
phies, historical documents, future interviews, and transcripts. I used my per-
sonal computer to download and translate electronic audio files to protect and 
preserve research data. All handwritten information from the interview was 
transferred to electronic files on my personal computer. I used the NVivo 11 
software to transcribe data to help sort information, store, and code interview 
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information.  
Date Analysis 
Data analysis is a system used to arrange, evaluate, consolidate, and review all 

research from the data collection. Data analysis is time consuming and is used by 
qualitative researchers to improve research study findings and quality (Stuckey, 
2015). Rowley (2014) identified the critical components of data analysis as 1) 
inspect and organize, 2) data familiarization, 3) classify data, 4) data coding and 
interpreting, and 5) presenting and writing data. I conducted interviews after I 
received IRB approval. Next, I interviewed the participants.  

Yin (2015) explained the data analysis tool triangulation as the use of at least 
two sources to validate research in a study. Researchers use methodological tri-
angulation to increase validity in qualitative research through interviews, obser-
vation, surveys, and documents to support research findings (Denzin & Giardi-
na, 2016; Heale & Forbes, 2013). Morse (2015) expressed the necessity of using a 
methodological triangulation in the data analysis process to triangulate data. 
Two types of triangulation research typically used are methodology or data tri-
angulation. I used data triangulation to interview multiple sources and examined 
archived records and documents. I organized all information recorded from 
every interview, ensured the data was adequately coded, analyzed, synthesized, 
and evaluated to reach data triangulation. I used data triangulation to assist me 
with identifying themes. I coded data manually and entered data in the NVivo 
software system to collect themes from the interview data. I used the NVivo 
software to analyze, organize, and code the data from interviews until themes 
emerge. To reach data saturation, I asked probing questions after each question 
until no new data or themes emerged. According to Saunders et al. (2018), data 
saturation occurs when no new data emerge from participants. I reviewed the 
responses and summary with each participant on the information they shared 
with me during the interview to affirm accuracy. 

8. Reliability and Validity 

Reliability warrants the quality and increases the reliability of findings in a qua-
litative research case study to prevent errors (Foley & O’Connor, 2013). Ac-
cording to Taylor (2013), researchers measure reliability as the quality and effi-
ciency of the findings from the research study. Fusch and Ness (2015) recom-
mended that researchers use member checking to solidify the dependability and 
reliability of findings. Member checking in a qualitative research study increases 
reliability and validity (Foley & O’Connor, 2013). 

In comparison, Yin (2015) recommended that researchers use member 
checking to confirm findings and clarification of data. I used member checking 
by relying on participants to clarify data or validate the reliability of the infor-
mation given. I used member checking to add objectivity, reliability, and depen-
dability by allowing participants to review my interpretation of their responses 
ensuring accuracy of the data. 
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The bases of validity of research are to provide credibility and trustworthiness, 
dependability, and transferability of the findings from the study (Cope, 2014). 
Morse (2015) stated that member checking is a method used to validate data. 
Researchers establish credibility through observation, member checking, and 
triangulation with research to ensure the accuracy of research data (Marshall & 
Rossman, 2016). I ensured credibility by using triangulation and member 
checking of data from interviews with participants. I recorded all interviews 
conducted. To verify accuracy, I met with participants to review a summary of 
their transcript that I recorded during their interview.  

Anney (2014) described confirmability as an external investigation of a re-
search study. Researchers use confirmability to interpret the findings from a 
participants’ response without interjecting the researcher’s thoughts and poten-
tial bias (Korstjens & Moser, 2018). I thoroughly explored the notes taken from 
participants prior and after each interview for confirmability. When a researcher 
reaches a point where there is no additional or new information or related 
themes emerging, data saturation has occurred (Constantinou, Georgious, & 
Perdikogianni, 2017). To reach data saturation, I examined and coded each par-
ticipant’s responses multiple times.  

Dependability is the consistency of data and findings (Anney, 2014). Having 
consistent evidence is an example of data triangulation (Noble & Smith, 2015). 
Dependability is repetitiveness in the findings so that all findings are consistent 
(Sutton & Austin, 2015). To ensure dependability, as recommended by Yin 
(2018), I followed an interview protocol. 

Cope (2014) explained that the transferability of research findings consists of 
multiple groups or situations during a study that other researchers may use. De-
tailed reports from the interviews will reveal if the appropriate information is 
transferable (Noble & Smith, 2015). I recruited participants in managerial posi-
tions like others in managerial positions, which added to transferability. Trans-
ferability is the external verification of research (Daniel, 2018). 

Researchers achieve data saturation when they have analyzed all the data, and 
no new themes emerge. According to Constantinou et al. (2017), data saturation 
happens when the research has no new data or related themes to describe the 
phenomena of the study. I checked for data saturation during the interview 
process by examining, analyzing, and coding data received from the participants.  

9. Findings 

In this study, I conducted semistructured interviews to gain an understanding of 
strategies leaders in small businesses use to recruit, hire, and retain qualified 
military veterans. The research question for this study was: What strategies do 
small business leaders use to recruit, hire, and retain military veterans? I applied 
the recruitment framework to investigate the strategies small businesses use to 
employ transitioning military veterans. I collected data to answer the research 
question by conducting interviews with participants and reviewing company 
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documents such as hiring assessments. I conducted semistructured interviews 
with three participants from three different small businesses; participants will be 
identified as P1, P2, and P3. I conducted interviews in a quiet and confidential 
area where the participants felt comfortable and relaxed.  

After collecting data, analyzing interviews, and coding data, four themes 
emerged: 1) social media advertisement, 2) local networking with military facili-
ties, 3) workshop and job description, and 4) resume review and effective com-
munication. I compared the data collection relationship between recruiting, hir-
ing, retaining military veterans, and aligned the themes using the conceptual 
framework study of recruitment theory (Dunnette, 1976; Farndale et al., 2015). I 
describe how the findings confirm, disconfirm, or extend knowledge aligned 
with the literature review. I gained knowledge on recruitment changes, needs 
while embracing the strengths of qualified veterans, and how each relates to the 
conceptual framework used in my study. I have listed the four themes from the 
in-depth examination in my study in Table 1. 

Theme 1: Social Media Advertisement 
The first theme identified was social media advertisements from all partici-

pants (P1, P2, and P3). Erdoğmuş and Çiçek (2012) discussed social media as a 
platform that has a positive effect when properly used. Social media marketing 
received attention from academia and practitioners in the new era (Erdoğmuş & 
Çiçek, 2012). The participants identified social media advertising as a vital tool 
in recruiting veterans for their organizations. Zang and Ye (2015) described In-
ternet recruiting as one of the most prominent methods to advertise job posi-
tions. P1 stated that,  

They depend heavily on social media for a high number of qualified veter-
ans. They use sources like Indeed, LinkedIn, and others to reach the masses 
of veterans, and the great thing about that is, it gives us business intelli-
gence in terms of veterans. So usually, when the veterans put their applica-
tion in on Indeed or LinkedIn websites, they have already identified them-
selves as veterans, which is the focal point organizations look for when they 
are going to employ for open positions.  

According to Zang and Ye (2015), a powerful method to use as an external 
source is Internet recruiting, which is a prominent way to advertise jobs. P3 
stated, “that they always look at the veteran’s preferences.” In comparison, P1  
 
Table 1. Summary of main themes. 

Themes Occurrences 

Social media advertisement P1, P2, P3 

Local networking with military families P1, P2 

Workshops and job description P1, P2, P3 

Resume review and effective communication P1, P2, P3 
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stated, “that they review veteran’s military background.” Al Ariss, Cascio, and 
Paauwe (2014) expressed the challenges with recruitment in small businesses. 
Organizations experience significant challenges with recruiting, hiring, and re-
taining military veterans (Schiemann, Seibert, & Blankenship, 2018).  

P2 added, “Our recruitment department heavily uses social media to capture 
military veterans that are transitioning, in transit, or recently separated from the 
military to identify potential candidates to fill our vacant positions.” The Veter-
ans Administration released a policy in 2011 that encouraged the use of social 
media (Brewin, 2011). The change in the Veterans Administration policy filtered 
through to veterans seeking employment and encouraged veterans to search the 
Internet for job vacancies. P2 shared, “LinkedIn has been a vital and significant 
social media tool that identifies the pool of population their organizations 
looked for, which is the military veteran population.” Campion, Ployhart, and 
Campion (2017) stated that recruitment is a process organizations use to fill po-
sitions, and organizations may advertise through several methods to reach quali-
fied applicants. According to Teo et al. (2018), a reasonable assumption is to see 
military veterans use social media to reach a variety of U.S. companies looking 
for qualified applicants. Gërxhani and Koster (2015) stated that small business 
owners could use external recruiting mechanisms to identify potential candi-
dates who are competitive and have the qualifications to fill available positions, 
which aligns with this theme.  

P3 shared that they “have an excellent outcome by using social media.” Social 
media minimizes their recruiting department’s worktime because sites like Lin-
kedIn and Indeed identify the pool of potential military veterans they are seek-
ing. P3 also posited “that 75% of their employees are military veterans that were 
identified through LinkedIn or Indeed.” Hayati (2019) shared that job adver-
tisement is the primary recruitment tool to find qualified applicants searching 
for employment, which aligns this theme to the recruitment conceptual frame-
work theory. P3 expressed the “high ratio of veterans that are vetted and hired 
through social media has allowed the business to flourish and save financially.” 
Advertisement is necessary for businesses and social media allows organizations 
to reach the masses (Campion et al., 2017). Villeda and McCamey (2019) stated 
that social media sites are used to recruit and select qualified candidates and or-
ganizations benefit by reducing cost, decrease time recruiters spend on each em-
ployee, reaching the masses of potentially qualified applicants, and the ability to 
minimize passive applicants. Therefore, the job descriptions and veterans transi-
tioning workshops align with the literature review and recruitment theory. This 
theme also confirmed the findings of Muscalu (2015), who asserted that business 
owners had a larger pool of candidates to pull from external recruitment sources, 
resulting in a pool of qualified applicants from around the world that best fit the 
advertised job opening. Table 2 shows a brief description and aggressiveness of 
each participant’s recruitment involvement with social media advertisements. 

Theme 2: Local Networking with Military Facilities 
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Table 2. Social media advertisement analysis. 

Description P1 P2 P3 

Use social media to find applicants 100% 100% 100% 

Use competitive analysis to get resumes’ 100% 100% 100% 

Use social media to advertise vacant positions 100% 100% 100% 

See an upward trend with veterans using social media 100% 100% 100% 

 
P2 shared “the effectiveness of networking locally and with military facilities, 

to get the maximum flash to bang (short timeframe) with employing qualified 
military veterans for open positions.” P1 shared, “The key barrier is access to 
military facilities and influence as a veteran.” P1 has access to the military bases 
and military facilities, and prior service gives them familiarity with service 
members and military locations. P1 continued, “Other companies do not have 
access, and the process they go through to get that access on military posts to at-
tend job fairs and other transitioning events becomes more of a challenge.” All 
three participants use TAP to filter qualified veterans. External recruitment 
sources are valuable resources that can assist in providing quality candidates 
(Muscalu, 2015). 

P2 stated, “Local networking with military facilities is all about being exposed 
because there are so many veterans transitioning—that is, it is almost like a tsu-
nami of information, especially when we do not have a military background.” 
Zoli, Maury and Fay (2015) explained the leading gap in military veterans’ tran-
sition from the armed services is a lack of collaboration, coordination, and col-
lective purpose. Networking with local facilities’ program coordinators has al-
lowed P2’s company to produce quality workers who are all prior military ser-
vice personnel. P2 explained, “The hiring managers look directly into those pro-
grams that provide military personnel as they transition from the military.” P2 
stated, “There is a significant military presence here.” The organization makes 
sure they are engaged and have a presence with local military facilities and initi-
atives on each military base or other supporting organizations that have job fairs 
for transitioning veterans. P2 shared, “We look at what best aligns with our 
company’s strategy.” The company visits military bases monthly to attend job 
fairs. This company has direct access to job fairs and events on military facilities.  

Participants discussed the return on investment of using local network strate-
gies with military facilities. All participants identified local networking as a 
strategy that enhances business growth and sustainability. Building relationships 
with local military facilities increases the organization’s structure and learning 
abilities. Each participant fostered a relationship with local military facilities to 
identify qualified military veterans who fit open positions in their organization. 
In alignment with this theme, Farndale et al. (2015) stated that organizations 
that are well-diversified on recruitment and can embrace qualified veterans’ skill 
sets might increase the overall impact of the business. Table 3 displays the results of  
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Table 3. Local networking with military facilities analysis. 

Description P1 P2 P3 

Use social media to find applicants 100% 100% 0% 

Use competitive analysis to get resumes’ 100% 100% 0% 

Use social media to advertise vacant positions 100% 100% 0% 

See an upward trend with veterans using social media 100% 100% 0% 

 
each participant using local networking strategies at military facilities to interact 
with transitioning veterans.  

Theme 3: Workshop and Job Description 
Participants shared information on how they attend workshops to mirror 

their job descriptions. P1stated, “They attend multiple veterans’ workshops or 
events where veterans will be present because the workshops are veteran fo-
cused.” So, that is the first thing compared to other companies that may not go 
to those events. P1 shared that “other companies tend not to attend workshops 
because they do not see the need.” Keeling, Kintzle, and Castro (2018) expressed 
the importance of veteran’s integration and how military personnel should re-
ceive transitioning into corporate America during the TAP process by veterans 
who have transitioned. The participant makes attending the event our priority 
because that is how they get contact with veterans, and because it is a broad base 
or military presence, the military work very well for them. Lambert (2015) em-
phasized that business owners that invested in developing a robust recruitment 
strategy by openly embracing multicultural and diversity would attract educated, 
talented, and knowledgeable applicants in a broad spectrum. Secondly, partici-
pants contributed in the Skill Bridge Program, which is spearheaded by The 
Chamber Hiring Vets Now. The Chamber Hiring Vets Now allows veterans that 
are within 1 to 6 months from transitioning to do an internship with a commer-
cial company. P1 stated, “Right now, the veterans have to go through Prance, 
which is the most popular business for these veterans, especially those veterans 
with an Information Technology (IT) background and cybersecurity that can do 
a fellowship at the participant’s company.” Currently, P1’s company has five fel-
lows, and the PRANCE program enhances skill traits that align with the organi-
zation of the P1 job description.  

Small business businesses hiring managers with networking skills who are so-
cial media savvy are great assets to organizations that are looking to employ ex-
perienced military veterans transitioning from the armed forces. All participants 
expressed the need and importance of networking with local military facilities 
and using social media as a recruiting tool. All participants shared that they de-
pend heavily on social media to recruit for their positions. Participants rein-
forced Ahmed, Ramachandra, and Jadav (2014) discussion on taking advantage 
of external recruitment resources, which aligns with the conceptual framework 
in the literature review. Zang and Ye (2015) explained how external recruitment 

https://doi.org/10.4236/ojbm.2020.84096


J. D. Stackhouse 
 

 

DOI: 10.4236/ojbm.2020.84096 1524 Open Journal of Business and Management 

 

is one of the most effective ways for organizations to advertise open jobs.  
Participants confirmed workshops and job descriptions as a bridge to gain 

access to a larger military service group. Dunnette described the recruitment 
theory as finding an experience applicant that is the perfect candidate for the po-
sition. P1, P2, and P3 shared that their organizations provided detailed job de-
scription when attending workshops, which has been a tremendous help with 
placing qualified candidates in the right positions. This theme aligns with Ram-
hit (2019) recruitment theory and literature review that job descriptions are vital 
to getting the right employees who will be successful and ensure employees are 
familiar with their daily job duties. 

Holzer (2017) discussed ways organizations could approach recruitment 
through workshop training and technical educations; therefore, this theme 
aligns with recruitment theory. P1, P2, and P3 shared their organizations benefit 
from attending workshops, presenting job descriptions during the presentation, 
and advertising available job descriptions on social media. In alignment with this 
theme, Ekwoaba et al. (2015) indicated that the recruitment stage is given poten-
tial employees an introduction to open positions, position descriptions, and re-
quired qualifications.  

They depend heavily on social media for a high number of qualified veterans. 
They use sources like Indeed, LinkedIn, and others to reach the masses of veter-
ans, and the great thing about that is, it gives us business intelligence in terms of 
veterans. So usually, when the veterans put their application in on Indeed or 
LinkedIn websites, they have already identified themselves as veterans, which is 
the focal point organizations look for when they are going to employ for open 
positions. 

P2 stated, “They start transitioning anywhere from 1 to 6 months out, and not 
only does that help with recruiting and narrowing down the job description they 
are eligible for, it helps us to be able to demonstrate the services and other future 
service members caliber, quality, and the experience that they get from working 
with a business like ours.”  

According to P2, “TAPS makes the transition phase much easier for their or-
ganization during the workshops by identifying qualified veterans by job de-
scription.” Carless and Wintle (2007) stated that during the recruiting process it 
is crucial for businesses to have job descriptions when adverting jobs and during 
the interview so applicants know what the job entails, which aligns with the lite-
rature review. Kanagavalli, Seethalakshmi, and Sowdamini (2019) posited that 
organizations that adopted the latest recruiting process such as workshops have 
been successful in finding the best candidate for the organization, which further 
align this theme. If a veteran is applying for a job in IT and they have been an IT 
technician in the Army, Navy, or Air Force, their competencies are tested based 
on their certification, which goes back to our job description. Military veteran’s 
skill set, and their specific jobs, are identified by Military Occupational Specialty 
(MOS), which is converted to civilian organizations job description. Those same 
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credentials that veterans possess through the Department of Defense are the 
same at our business.  

P3 stated, “they would assist veterans with increasing professional develop-
ment, networking, sponsorship, and mentorship to better align the veteran to 
the job position.” Boudreau and Rynes (1985) posited that recruitment theory 
could identify gaps and equip hiring managers with knowledge of what qualified 
employment veterans are seeking. The TAP program has assisted with making 
sure transitioning veteran’s qualifications meet the organization’s job descrip-
tion. Harrell and Berglass (2012) discussed the importance of workshops and job 
fairs by saying, the two help bridge gaps between employers and transitioning 
veterans. The findings identified results that indicate advertising job vacancies 
with a detailed description is an effective strategy for attracting qualified veter-
ans (Dunlap, 2014). The participant found it useful to a job description to seek 
the best candidates. Farndale et al. (2015) stated that the constructs of recruit-
ment theory would help organizations understand recruitment changes while 
embracing the power that qualified veterans possess that may increase business 
revenues. Table 4 includes responses from participants that relate to the work-
shop and job description.  

Theme 4 Resume’ Review and Effective Communication 
Each small business owner reviews resumes’ and places qualified applicants on 

an order of merit list (OML) to determine the ranking of a qualified applicant. 
P1, P2, and P3 shared that they were highly knowledgeable on reading veteran’s 
resumes and how to convert military skills to civilians’ job openings. Dunnette 
(1976) posited that the recruitment theory focuses on systemic approaches of 
leaders to identify qualified workers that fit the organization’s needs. Organiza-
tions prepare themselves with the best business practice to successfully hire vet-
erans by making sure staff get additional communication training to communi-
cate better and build trust with military veterans (Keeling et al., 2018). To fur-
ther align this theme with the literature review, Kanagavalli et al. (2019) asserted 
that through effective communication with applicants throughout the world,  
 
Table 4. Theme: workshop and job description. 

Participant Response 

P1 
We face challenges filling positions, and we have to make sure job title and  
description aligns with each other. The organization wants to make sure we advertise 
all that the position entails getting a quality product candidate. 

P2 

By advertising the job description with in-depth detail, it allows us to get a candidate 
that can over-perform in the position advertised. Attending the workshop has been a 
success for our company with getting quality military veterans that know what they 
are doing and are eager to be a part of our team. 

P3 

We can get anyone to fill our positions, but by attending workshops at local military 
facilities and having a detailed job description available have been rewarding. This 
process has filled over 85% of our positions that were available with quality military 
veterans. 
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organizations could find the right candidate for available positions. P1 stated 
that by his organization’s competency in understanding the military veteran’s 
resume, they had been successful in identifying the right applicant that fits all 
their open position. This theme aligns with Bolman and Deal (2015) recruitment 
theory statement that recruiters must find the right candidate that fits the crite-
ria of an organization.  

All participants had a similar response to how they maintain a high retention 
rate with veterans because of effective communication. P1, P2, and P3 stated that 
military veterans they hired had been loyal and motivated employees. The results 
revealed that the organization’s close relationship with veterans played an essen-
tial part in retention. P1 stated that by effectively communicating with their vet-
eran employees, the employee quickly realized they work for military-friendly 
companies, and that type of communication is what keeps the retention rate 
high. Participants responded on how effective communication has a high em-
ployee retention rate.  

The organizations expressed by them being able to communicate with per-
sonnel once hired effectively have been a great asset to increased retention rates. 
To further align this theme, P1 shared a variety of ways an organization could be 
successful in recruiting military veterans. P1 expressed that their strategy con-
sisted of making sure their employees understand the use of their benefits. The 
company found out that most of the veterans they employed were not aware of 
their available benefits. The homeowners and business loan benefits were two 
significant benefits veterans did not know about, and by P1 exposing and com-
municating the information to veterans, was able to retain several employees. P2 
posited that through effective communication with their employees, they have 
been able to increase the retention rate by 42%. The organization invests in their 
veterans and uses effective communication by providing monthly and quarterly 
training and educational service. P3 organization make sure their veterans are 
committed to long-term employment once exiting the service by providing per-
formance goals, incentives, support systems, sponsorships, and mentorship that 
is tied into veterans achieving quarterly goals. The open communication has al-
lowed veterans to reciprocate and effectively communicate with their employer. 
Organizations that invest in their employees tend to see the business thrive (Lo-
rinkova, Peaesall, & Sims, 2013). 

P3 stated, “that there are so many entitlements veterans are entitled to, and 
they do not know, just based on where they are at during that time in their 
lives.” The organizations shared three to four years later benefits such as the vet-
eran’s hospital care is available, and their employees did not realize they were el-
igible because they were too young and did not need the services. P3 shared, 
“that veterans who have service-connected disabilities are educated by P3 human 
resource staff on their entitlements, which is a result of effective communication 
between P3 and the veteran.” P3 retained veterans because the veterans realize 
the company is user-friendly, have a direct focus on veterans, and they can get 
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information veterans may not be able to get from external sources. There are 
several executives at all three participant’s locations who were prior service 
members and were able to communicate with employees and external sources to 
meet the veteran’s needs. A successful organization creates positive recruitment 
strategies to minimize high turnovers (Sutanto & Kurniawan, 2016), further 
aligning this theme  

The findings in this study correlated with existing literature and aligned with 
the recruitment theory. Participants shared comparison in the themes could in-
crease small businesses hiring strategies with military veterans. Participants 
shared that they conduct monthly training with staff on effective communica-
tion strategies to communicate with veterans. Lee et al. (2019) described effective 
communication as the ability to enhance employee’s knowledge, skills, and to 
effectively perform daily tasks in a working environment, which aligned with 
Dunnette’s recruitment theory.  

10. Application to Professional Practices 

The results of this study could be beneficial to current and future small busi-
nesses hiring managers by learning strategies they can use to improve daily op-
erational practices with military veterans. The results of this study could im-
prove small business productivity and performance. This study is of value to the 
practice of business because the findings and recommendations may improve 
strategies for operational plans when hiring qualified veterans. Four themes 
emerged during this study: 1) social media advertisement, 2) local networking 
with military facilities, 3) workshop and job description, and 4) resume’ review 
and effective communication. Small business owners in the local area could ben-
efit from this study as a recruitment tool, to implement strategies in their organ-
ization that will align qualified military veterans to positions that the business 
has available. Dunnette (1976) identified three constructs of recruitment theory, 
which are 1) organizations need to find skilled workers, 2) identifying qualified 
applicants, and 3) hiring the right person. Therefore, organizations should em-
brace recruitment changes, which could increase the overall company’s revenues 
(Farndale et al., 2015). The findings in this study could increase the hiring man-
ager’s hiring, recruitment, and retention awareness with military veterans.  

Additionally, this study could increase small businesses recruiting awareness 
and reduce businesses’ failure when hiring, recruiting, and retaining military 
veterans in the state of Virginia. The findings from this study could contribute to 
increased awareness and collaboration of local military facilities coordinators 
and small businesses in southeastern Virginia. The coordinators in the area 
could identify transitioning veterans earlier in the process, aligning qualified 
veterans with the best job. Small businesses in the area may be motivated to 
build working relationships with military facilities to ensure a smoother re-
cruitment process and have an effective networking process. Klettner, Clarke, 
and Boersma (2013) expressed the importance of small business owners to im-
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plement strategies that reduce business failure.  

11. Implications for Social Change 

The findings from this study could help improve small business owner’s re-
cruitment strategies and understanding of the military veterans transitioning 
process. Hiring managers could apply the findings from this study to implement 
and improve recruitment strategies when hiring military veterans, which could 
improve the organization’s production. The implications of positive social change 
from this study could reduce recruitment failures and strengthen the hiring 
process. The social change from this study could impact a small business by al-
lowing hiring managers to become knowledgeable about the military transition-
ing process. In addition, hiring manager could identify qualified military veter-
ans, and methods to retain their military veteran’s employees, which will help 
sustain small beyond 5 years.  

Implications for social change include increasing the recruiting and retention 
population. If a small business adopts strategies based on the findings from this 
study, the business could potentially benefit through sustainability and increased 
profits. Therefore, the local community’s unemployment rate may decrease, re-
sulting in stabilizing the local economy. The results of this study could help fill 
gaps in the literature on what strategies small businesses use for hiring, recruit-
ing, and retaining military veterans in the southeastern Virginia area.  

12. Recommendations for Further Action 

The purpose of this qualitative multiple case study was to explore the strategies 
used by leaders of small businesses to recruit, hire, and retain qualified veterans. 
The specific business problem is that some business leaders in small businesses 
lack strategies to recruit, hire, and retain qualified military veterans. Based on 
the findings in this research study, I recommend the following actions that may 
enhance small business recruitment strategies. Small business hiring managers 
should gain knowledge on four themes to support the recruitment of veterans: 1) 
social media advertisement, 2) local networking with military facilities, 3) work-
shop and job description, and 4) resume’ review and effective communication.  

Hiring managers should use social media advertisement to seek qualified can-
didates. The use of social media advertisement will also ensure that the job va-
cancies reach the masses of the transitioning veteran’s populations, and to obtain 
the best candidate suitable for the open jobs. Secondly, organizations should 
maximize their networking by collaborating with local military facilities, attend 
workshops and other events that may be available. Thirdly, I would recommend 
open communications with hiring managers and candidates during the resume’ 
review and as an employee. These open communications create and foster a pos-
itive work environment that enhances the company’s growth.  

The findings from this research are relevant to a small business owner’s ability 
to survive in a competitive economy, which is essential to business sustainability. 

https://doi.org/10.4236/ojbm.2020.84096


J. D. Stackhouse 
 

 

DOI: 10.4236/ojbm.2020.84096 1529 Open Journal of Business and Management 

 

If small business hiring managers are knowledgeable about the hiring process of 
military veterans, their organization could potentially sustain in a competitive 
economy. I recommend that small business hiring managers use this study to 
improve identified strategies used to hire, recruit, and retain military veterans.  

13. Recommendations for Further Research 

I conducted a multiple qualitative case study to explore the strategies used by 
leaders of small businesses to recruit, hire, and retain qualified veterans. The re-
search population consisted of three businesses in the southeastern Virginia 
area. The expectations were that findings from this study would fill gaps in the 
previous recruit of military veteran’s literature. Also, to promote a positive social 
change in areas that are so rich with military populations. Future research study 
could address more participants in a broader area besides two cities in southeas-
tern Virginia. Future research could also concentrate on larger companies. I had 
enough participants to reach data saturation, but additional participants could 
be used to gather a plethora of emerging themes.  

14. Conclusion 

The purpose of this qualitative multiple case study was to explore small business 
leaders’ strategies for recruiting veterans. The conceptual framework that 
aligned with this research study was the recruitment theory. Four themes 
emerged from the findings in this study. The themes were 1) social media adver-
tisement, 2) local networking with military facilities, 3) workshop and job de-
scription, and 4) resume’ review and effective communication. The finding of 
this study included that participants advertised job vacancies through social me-
dia, military post advertisements, human resource boards, and small business 
administration. Each participant agreed that the labor force hiring process con-
sists of competition with other civilian entities. In conclusion, the finding from 
this study may identify strategies used by businesses to recruit and retain veter-
ans as employees, which could then be used by other organizations interested in 
employing. 
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