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Abstract 

Thus, the use of employee ownership schemes has been identified as a strategic model contributing to increased 
reliability and longevity of small-scale enterprises in the USA. Schemes like ESOPs, worker cooperatives, and profit share 
arrangements help in synchronizing the objectives of the employees and the business to enhance organizational 
performance using motivation, creativity, and continuity (Sied, 2024). In this paper, the author aims to discuss how the 
concept of employee ownership significantly contributes to resilience based on support from coping data and real-life 
examples. Even though there are certain issues concerning financial and cultural barriers to adoption, employee 
ownership can play a major role in developing succession plans, employee motivation, and competitive advantage. 
Government incentives like tax incentives and technical assistance also enhance the movement toward these practices 
(Vukadinović et al, 2015). Drawing upon historical antecedents, legal provisions, and present-day practices about 
employee ownership, this paper points to its capacity to build organizations that are resilient, innovative, and sensitive 
to the community’s needs – executives that could thrive despite economic turmoil (Iherobiem, 2023). The study also 
underscores the innovative nature of employee share ownership by highlighting notions of equity and resilience in the 
future of smaller businesses. 
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1. Introduction

Organizational participation schemes are some of the most fundamental shifts in the ways that organizations are 
managed especially for those small organizations that are facing the challenge of attaining stability in the unstable 
business environment. These enterprises, which include ESOPs, worker-controlled enterprises, and other incentives 
such as profit-sharing, present a viable solution to conventional ownership models. They provide ownership stakes in 
employees and promote participatory structures through governance structures that ensure the commitment of the 
workers together with the longevity of the companies. 

Employee ownership is not a new idea; however, it has become more significant in the recent past due to economic 
instability and evolving work relations (Sajko et al, 2021). Culturally different SMEs are exposed to external fluctuations 
more than large businesses and may find it difficult to sustain stability and competitiveness equally. Organizational 
structures such as traditional hierarchical ownership may not offer the required fluidity or employees’ commitment to 
address these issues adequately (Ekakitie-Emomena & Ehimen, 2016). Employee ownership structures, on the other 
hand, can strengthen resiliency since they stand to motivate employees and promote innovation and engagement by 
bringing a sense of ownership in operating a business. 

http://creativecommons.org/licenses/by/4.0/deed.en_US
https://ijsra.net/
https://doi.org/10.30574/ijsra.2025.14.1.0039
https://crossmark.crossref.org/dialog/?doi=10.30574/ijsra.2025.14.1.0039&domain=pdf


International Journal of Science and Research Archive, 2025, 14(01), 1002-1018 

1003 

This paper looks at employee ownership as one of the resilience strategies for smaller organizations in the United States 
of America. Employee ownership is then explained in detail by first outlining what it means and then going on to 
distinguish between ESOPs, worker cooperatives, and other profit-sharing structures (Zherebko, 2022). An outline of 
the historical developments of these structures, as well as legal and financial systems for the usage of such structures, 
is necessary to provide a general background. The discussion then progresses to examine how employee ownership 
promotes economic security, improved output, and stable communities through examples and research findings. 

Despite the numerous advantages of employee ownership, there are several difficulties in implementing these models. 
Budget constraints, social factors, and legal demarcations pose challenges in the change process, especially for small 
organizations with fewer resources (Quan et al,. 2015). These are the challenges that this paper aims to address and 
also discover how policy interventions, support from non-profit organizations, and international practices can help to 
reduce them. 

Last, the paper discusses possibilities for SMEs to take advantage of EOs in scenarios like succession, competitive 
advantage, and motivation of employees. Real-life examples like New Belgium Brewing Company and Cooperative Home 
Care Associates highlight the advantages of utilizing these models (Craig & Pencavel, 1992). Finally, the discussion offers 
policy suggestions to policymakers, employers, and employees for the diffusion and effectiveness of EO structures. 

Thus, keeping in line with the ultimate goal of this research paper, I hope that this paper provides a good start in better 
understanding the viability of employee ownership as a resilience strategy in the endeavor towards redefining business 
for the greater good (Hefaidh et al, 2019). In today’s intricately linked economic environment, employee ownership 
enables smaller organizations to find a sustainable model for growth and success for all parties involved. 

2. Understanding Employee Ownership Structures 

2.1. Definition and Types 

Corporate ownership with emphasis given to employees can refer to several business models characterized by the 
employees’ ownership interest and/or involvement in managerial decisions (Durmaz & Budak, 2022). These models 
thus establish a symbiotic patient- and institution-centered approach that promotes mutual accountability and 
ownership. The three primary types of employee ownership structures are: 

Employee Stock Ownership Plans (ESOPs): These are retirement benefit solutions where the employees can buy shares 
in their employer over the years through contributions or loans. ESOPs are the most common form of employee 
ownership, particularly in the United States, and are regulated by ERISA. The employees are given a stake in the 
company and hence have a direct share in the income generated by the company (Springer, 2016). 

Worker Cooperatives: In this model, the workers have a say in the management of the company as they are the 
proprietors themselves (Ponomarenko & Siabro, 2022). In most cases, each employee is entitled to a vote in the 
processes of decision-making, regardless of their shares. Democratic control of the enterprise and fair sharing of 
earnings reflect the worker co-operatives, which were built on both economic and social values. 

Profit-Sharing Plans: These plans entail providing employees with a part of company profits, usually according to the 
set performance standards (Alom, 2024).  Profit-sharing does not go to the extent of giving employees a legal claim over 
the assets of the company; however, it fosters the culture of shared gains and matching the employee aspirations with 
organizational outcomes. 

2.2. Historical Context 

Historically, the concept of employee ownership can be attributed back to the early 19th Century, but it became more 
popular in the middle of the 20th Century due to increased concern about economic disparity, corporate acquisitions, 
and consolidation (Vladimirova et al, 2020). The turning point began in 1974 with the enactment of the Employee 
Retirement Income Security Act of America commonly referred to as ERISA which offered tax and legal measures to 
encourage the formation of ESOPs. Since then, the concept of employee ownership has emerged as a viable approach to 
the management of organizations that aim at sustainable growth and development (Brion, 2022). 
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Historical milestones include 

• During the early part of the twentieth century, there was more attention paid to the establishment of worker 
cooperatives during the labor movements. 

• The creation of the National Center for Employee Ownership (NCEO) in 1981, which has been steadily and 
actively involved in encouraging and facilitating employee ownership. 

• The Main Street Employee Ownership Act of 2018, increased federal support for transitions to the employee-
owned model (Aouad et al,. 2023). 

3. Legal and Financial Framework 

The key supporting provisions of the implementation of employee ownership include the legal and financial conditions. 
Key elements include: 

• Tax Incentives: The disadvantages of ESOPs are mainly lack of tax advantages while some of the advantages 
include the following Selling owners can defer capital gains taxes and the company can make tax-deductible 
contributions (Dion, 2005). 

• Funding Mechanisms: When employee ownership transitions take place, various forms of funding are used such 
as selling stocks to the employees, government funding, and using the funds collected from the employees by 
selling them shares in the company they work for. 

• Regulatory Oversight: It is also important to adhere to federal and state laws especially for ESOPs to avoid 
negative legal repercussions (Durmaz & Budak, 2022). This also involves compliance with the ERISA 
regulations and a clear and appropriate structure for governing the funds. 

In this article, I will highlight 4 advantages of having employees own stakes in their organizations. 

Employee ownership structures offer a multitude of benefits, particularly for smaller entities: 

• Enhanced Productivity: It helps increase productivity among the workforce as most of them are willing to be 
part of a company that helps them own stocks. 

• Economic Stability: With fewer cases of staff dismissals and more cases of organizations’ survival, it is evident 
that employee-owned businesses are less affected by the downturn in the economy (Berman, 2018). 

• Community Impact: Employee-owned business firms maintain employment and profits locally, thereby 
supporting economic growth and sustainability in the regions where the firms operate. 

3.1. Challenges and Opportunities 

While the advantages of employee ownership are clear, businesses must navigate several challenges to implement these 
models effectively: 

• Financial Barriers: The transition to employee ownership often involves a substantial investment and may 
entail the use of creative financing strategies. 

• Cultural Adaptation: The transition from a traditional top-heavy governance structure to a more democratic 
style requires the cultivation of a new organizational culture and staff development. 

• Regulatory Complexity: Noncompliance with legal demands or lack of knowledge on these issues or ways of 
meeting these standards can be challenging, especially for small companies (Daif & Jalal, 2022). 

Nevertheless, the issues mentioned above do not negate the benefits of continuing to develop, adapt, and engage 
employees that are inherent like employee ownership for smaller companies. (Erion et al,. 2019) Therefore, there is a 
need to understand these models as businesses implement them, and the optimal utilization of resources and support 
mechanisms would be a key determinant of the approaches utilized. 

4. Resilience Through Employee Ownership 

4.1.  Economic Resilience 

Staff participation schemes have a positive effect on the economic stability of smaller organizations (Guo et al,. 2019). 
These models ensure that the employees focus on the success of the organization by being rewarded based on the 
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organization’s objectives thus decreasing the turnover rates and improving performance. Research shows that it is true 
that companies owned by the employees have lower tendencies to go bankrupt compared to those owned in the 
traditional ways (Becker, 2024). For instance, during the great recession that began in 2007 and ended in 2009, ESOP 
firms recorded lower cases of redundancy and higher earnings compared to their non-ESOP counterparts. 

One of the primary reasons for this resilience is the inherently participative nature of Employee Ownership. People who 
own stakes, their chances of cutting expenses, finding new and creative ways and solutions, and making the right 
decisions in crises are high (Tella, 2008). This shared perception of risk is not only beneficial to the financial aspects of 
the organization but is also important for the creation of a culture where change and innovation can thrive. 

4.2. Employee Involvement and Performance 

Another important advantage is the psychological effect of having employees as owners and how it boosts their 
performance (Berman,. 2018). Ownership also helps to have pride and responsibility in an organization, and this helps 
employees work to the best of their abilities (Harney & Monks, 2014). Data reveals that by maintaining high levels of 
engagement, key organizational performance indicators such as revenue growth, client satisfaction, and organizational 
effectiveness are likely to be enhanced (Favre et al,. 2009). 

In the context of employee-owned organizations, engagement is not merely expressed in terms of dollars and cents, but 
it leads to tangible results like, for instance, lower levels of truancy and higher turnover. In this regard, for smaller 
companies that may not be in a position to offer employees the kind of remunerations and working environment 
enjoyed by large corporate firms, these benefits can go a long way in ensuring the stability of the workforce and more 
importantly, bringing on board highly skilled personnel (Shi et al,. 2024). Further, the active participation of employees 
leads to the identification of appropriate solutions that add value to the organization and contribute to its competitive 
capacity. 

4.3. Community and Social Impact 

Apart from impacts at the organizational level, ESOPs have external implications in nearby neighborhoods and regions 
(Ezeoke et al,. 2019). Through the embedding of jobs and wealth within these structures, these models augment the 
stability and accumulation of an economy. Companies that are controlled by the employees cannot move their 
businesses elsewhere or even outsource their activities; thereby profits have to be re-invested within the community. 
This localized approach tends to enhance community cohesion and stimulate a more fair economic distribution 
(Iheakaram, 2024). 

Of the various types of employee ownership, worker cooperatives have been viewed with social advantages (Stout, 
2013). These organizations aim to uphold high principles of operation, support socially responsible business and 
environmental initiatives, and address the welfare of society, not only focusing on the financial aspect. Such community-
oriented strategies may benefit smaller entities significantly if they are actively involved in local markets (Sied, 2024). 

4.4. Challenges to Resilience 

Employee ownership has many benefits, however, there are sometimes risks and issues that need to be resolved to 
unlock the strategic potential of this approach to resilience. Lack of funding becomes a major impediment; more so for 
companies with limited cash reserves seeking to adopt employee ownership strategy. Among the pre-implementation 
costs, legal fees to set up an ESOP or workers’ cooperative and buyout costs can be quite costly (Doganata & Curbera, 
2009). 

Finally, cultural resistance to change is another possible barrier (Asztalos et al,. 2010) Transforming an organization to 
employee ownership often involves a change in corporate culture, more openness in the management and decision-
making processes, and a work cooperative structure. This particular change can be particularly challenging for 
organizations that are used to more conventional vertical structures (Anaba et al,. 2024). These challenges must be 
addressed through communication, training, and education to pave the way to success in culture change. 

4.5. Policy and Institutional Support 

It is important to note that policy interventions significantly help in addressing the challenges arising from employee 
ownership. To help alleviate the cost of implementing EO, the government of Malaysia can provide certain tax 
exemptions, grants, as well as technical assistance (Vivanco Carrión, 2018). For instance, the Main Street Employee 
Ownership Act offers assistance and tools to small businesses interested in implementing such structures. Self-help 
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resources are also available from nonprofit organizations and advocacy groups, including the National Center for 
Employee Ownership (NCEO) (Bhatta, 2022). 

Organizational backing can also be noted in the training and development processes, which equip the employees as co-
owners. As these programs empower workers with skills and information that enable them to actively engage in 
governance and decision-making, they contribute to the improvement of the performance and sustainability of the 
employee-ownership models (Atanas et al,. 2016). 

4.6. Challenges in Implementing Employee Ownership 

Dispersion of ownership among the employees may therefore be viewed as a viable means of promoting recovery and 
sustainability in the smaller organizations. But their execution is not without peculiar complications. It is important for 
businesses planning on making this change to understand these barriers, as it allows them to avoid them should they 
arise (Gungormus, 2019). 

4.7. Cultural Resistance 

Cultural barriers are one of the major factors that make it difficult to implement employee ownership structures 
(Sudarmadi, 2023). The change may also disturb the previously introduced hierarchy for many organizations: shifting 
from the traditional top-bottom model to the more bottom-up ownership of projects. For the change to be initiated and 
sustained, there must be a shift in perception from both staff and the leadership (Beck et al,. 2021). It may be more 
challenging for employees, who have not been active participants before, to embrace the notion of ownership, which is 
inherent in an ownership culture. Likewise, managers may not be eager to let go of control if they feel that their authority 
will be watered down (Asuzu etb al,. 2024). 

To address this, significant efforts need to be made in training and communication within organizations. There is a need 
to express the advantages of the EOA idea clearly and consistently, as well as correcting any misconceptions portrayed 
by the company. Organizational leaders should also be examples in the sense that they takes ownership of the values it 
espouses by being transparent, collaborative, and sharing responsibility across the organization (Howgego, 2002). 

4.8. Legal and Regulatory Concerns 

The process of adopting and integrating programs that provide for employee ownership entails compliance with a 
variety of legal and regulatory provisions (Bidve et al, 2023). The structure that is implemented—like an ESOP a worker-
owned cooperative or a profit share scheme entails a myriad of legal provisions on matters such as taxation, securities, 
and corporate regulation (Allauca Lamiña & Vaca, 2015). For instance, the structure of ESOP differs from country to 
country; the United States necessitates compliance with the Employee Retirement Income Security Act (ERISA), which 
entails high standards for fiduciary responsibility for plan administrators. 

Legal requirements may require the assistance of other legal and financial players which can be expensive, especially 
for smaller players. Furthermore, where non-compliances are identified, severe penalties may be incurred and therefore 
legal compliance should be of significant concern when businesses transition (Ekakitie-Emomena, & Ehimen, 2016). 

4.9. Financial Barriers 

Moving towards an employee ownership model usually entails considerable amounts of initial capital. For example, 
establishing an ESOP usually entails the acquisition of stocks from the current owners, and funds can be obtained by 
taking a loan, using retained earnings, or both (Císar & Cisar, 2011). This financial burden alone can be problematic, 
especially for smaller producers who do not have access to large amounts of capital. 

However, regular or recurring costs such as valuation fees, administrative costs, and training costs may prove 
burdensome to the organization. Leaders in companies need to assess their capacity to finance the shift to green energy 
and outline long-term funding strategies to ensure that the change process is successful (Asafu-Adjaye, 2010). 

4.10. Lack of Expertise 

Another major issue is the shortage of experience and knowledge in the creation and functioning of employee ownership 
systems. SMEs in particular do not always have employees with sufficient experience and knowledge to manage this 
intricate process (Syifa, 2021). Lack of skills may lead to developing ineffective plans that do not meet the organizational 
objectives or effectively motivate and engage employees (Djonov & Galabov, 2020). 
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To tackle this challenge, it is recommended to involve external advisors or find organizations that can provide support 
in employee ownership matters. These professionals may help in choosing the right structure, and the best practices of 
governing, as well as promoting employee engagement (Adu-Boahen et al,. 2024). 

4.11. Employee Engagement and Education 

The argument that employee ownership structures improve employee engagement can indeed be made, but the benefits 
must be sought through active efforts to promote understanding and citizenship. When treated merely as workers, one 
may not grasp ownership responsibilities or foresee the advantages of ownership in the long run (Chagadama, 2022). 
The failure to grasp these concepts can result in employee apathy, withdrawal, and even resistance to change. 

It would be important for organisations to design extensive training and development programs aimed at informing 
and preparing employees for decision making and governance roles. Furthermore, maintaining a friendly environment 
that encourages team cooperation is crucial to guaranteeing that employees are encouraged and dedicated to helping 
the company succeed (Adenekan et al,. 2024). 

4.12. Succession Planning 

A major issue that arises when businesses are seeking to implement succession planning through the adoption of 
employee ownership is the need to provide continuity in leadership (McConnell et al, 2022). It is the responsibility of 
founders or existing owners to ensure the organization is ready for this change by having a pipeline of possible 
successors, ensuring the growth of leadership skills among the employees, and the existence of a sound governance 
mechanism. 

Consequently, lack of succession planning becomes a major downside that outweighs the positive impacts of employee 
ownership due to lack of focus and continuity (Cudjoe & Ibiyemi, 2021). Any decision regarding succession planning 
needs to be carefully thought through and should focus on the ability to maintain cohesion, communication, and strategy 
(Boakye & Buabeng, 2015). 

Concerning the overall aim, it can be mentioned that it is crucial to find an optimal level of activity that provides a 
balance between the achievement of short-term and long-term goals (Ratul et al,. 2021). Usually, establishing employee-
ownership structures entails a careful blend of the short-term requirements of running a business and the long-term 
best interests of the firm (Mogaji, 2020). For instance, paying for ownership shares or training human resources may 
prove financially challenging for the organization (Taylor, C.R., 2012). On the other hand, there are potential concerns 
about concentrating too much on short-term revenue and profit generation for the owners, which may negatively affect 
the sustainability of the ownership model (Ibem & Laryea, 2015). 

To tackle this issue, organizations need to define a proper short-term/long-term strategy that can combine immediate 
activities and goals with long-term goals. These include the periodic assessment of employee performance, management 
communication, and the affirmative engagement of employees in the organizational development processes. (Corbos et 
al, 2024) 

4.13. Overcoming Power Dynamics 

Adopting the model of employee ownership is not a panacea for eradicating power disparities within an organization. 
Role relationships and previous power structures may remain in place, leading to potential conflict and tension (Carson, 
2013). For instance, some employees can feel that they are not involved in organizational decisions while others can 
believe that they are not benefiting enough from the ownership (Benczúr et al,. 2018). 

Overcoming power dynamics involves ensuring equal treatment of all employees and a commitment to fair Forms of 
governance. Appointment of independent directors, communicating about business initiatives, and encouraging diverse 
ownership are some recommendations for a proper democratic ownership culture (Springer, 2016) 

4.14. External Market Challenges 

In addition to internal constraints, there are external constraints that affect employee-owned businesses, including 
competition, economic conditions, and shifts in industry trends (Domie et al,. 2024). These external pressures can exert 
significant pressure on the organizational resources and challenge the stability of its ownership. For instance, during 
cyclical recessions, such enterprises may need to reduce various costs, yet this may be hard to do without compromising 
on their profit-sharing schemes or other personnel remunerations (Cudjoe & Ibiyemi, 2021). 
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To address external threats, flexibility, and creativity become paramount for an organization. This involves monitoring 
and comprehending the market demands, product innovation, and the use of employee-owners knowledge in strategic 
management (Adam & Dandutse, 2023). 

4.15. Policy Interventions and Support Mechanisms 

Such support measures are critical, and influencing them is central to the introduction and effectiveness of employee 
ownership strategies (Afriyie et al, 2022). The stakeholders such as government agencies, non-profit organizations, and 
industry stakeholders have embarked on different strategies to overcome the barriers and challenges of these models. 
This knowledge of policies and mechanisms can then help organizations make efficient use of available resources to 
build resilience and sustainability (Alvim & Oliveira, 2020). 

4.16. Legislative Frameworks 

Employee ownership has been encouraged by various governments through the enactment of legislation. For instance, 
in the United States, ERISA and the tax privileges that are connected with Employee Stock Ownership Plans (ESOPs) 
have been crucial in extending these structures in business (Rocchetta & Mina, 2019). To elaborate, ESOPs have several 
tax benefits such as the non-taxability of earnings retained by the ESOP, lower taxation of earnings allocated to 
employee-shareholders, and tax deductibility of contributions to the ESOP. 

Like the worker cooperatives, it also supports legislative frameworks that enhance the establishment and operations of 
the cooperatives. In some states, there are cooperative statutes that allow for the flow of registration procedures and 
specific tax regimes for cooperatively owned properties (Claus et al,. 2020). These laws tend to influence the legal 
landscape to allow companies to convert to or establish themselves as ESOP companies. 

4.17. Financial Incentives and Grants 

Another key policy lever for encouraging EO is financial incentives, whereby the government provides certain financial 
encouragements that will enhance EO. Government and non-profit institutions fund grants, low-interest loans, and 
subsidies to help establish and sustain employee-owned enterprises (Volkova et al, 20116). Such funds assist in 
mitigating the costs associated with the transition to an employee-owned company, such as the cost of acquiring shares 
or setting up the administration of the scheme. 

For instance, the Small Business Administration, SBA in the United States has continuing loan programs aimed at 
supporting businesses during their transition to Employee Stock Ownership Plans, ESOPs. Furthermore, state and local 
economic development organizations contribute to the capitalization of cooperatives and ESOPs due to their ability to 
promote economic stability and job creation (Aulia & Steelyana, 2023). 

The Educational and Technical Support was very friendly and helpful while I was conducting my research on this topic. 

Education and technical support are critical to effectively ensure success in implementing employee ownership 
structures (Amandeep Cma & Singh, 2022). Some organizations that offer support, education, resources, and training to 
cooperatives and companies interested in employee ownership include the National Center for Employee Ownership 
(NCEO) and Democracy at Work Institute (DAWI). They assist organizations in comprehending the complexities of 
ownership structures, establishing management systems, and promoting engagement. 

Other programs that also support capacity building include government-funded programs in areas like education. 
Employees and business owners learn about the situation through various training sessions, including workshops, 
seminars, and online tools. This emphasis on education helps to ensure the transition process is informed and that 
employee-owners are prepared to add value to their organizations (Grünbichler & Errath, 2007).  

4.18. Advocacy and Awareness Campaigns 

Despite the numerous benefits attributed to the implementation of employee ownership, advocacy efforts and 
awareness creation initiatives are vital to enhance the uptake and implementation of this form of share ownership 
(Singh & Kumar, 2020). In this way, advocates can inform people of the success stories and the positive effects of these 
structures and encourage more businesses to consider employee ownership. Such campaigns are usually conducted by 
governments, industries, and non-profit organizations that work together in executing the campaign and spreading the 
message (Bullington, 2015). 
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For example, Employee Ownership Month in the United States is dedicated to promoting the concept of employee 
ownership and achievements of EO companies by holding various events, publications, and posts on social media (Zurita 
Yánez, 2015). The enjoyment obtained from such programs assists in the recognition of these models and boosts the 
take up of such models in the community. 

5. Policy Recommendations 

In order to improve the overall experience of implementing the adoption of employee ownership, there are some 
additional measures that should be taken into consideration by policymakers (Canning & Found, 2015). These include 
increasing the provision of tax credits, increasing funding for technical assistance programs, and removing the barriers 
that prevent transitions to EO (Chowhan, 2015). To enhance cooperation and innovation in this realm, forming such 
coalitions with private entities can also be effective. 

Moreover, incorporating the principles of employee ownership into the curricula in business and management studies 
will help future managers and leaders appreciate the value and prospects of these programs. In this way, the 
policymakers will be able to encourage other organizations to implement more sustainable and diverse ownership 
models (Sourya Pattnaik, 2020). 

5.1. Opportunities for Smaller Entities 

 The subject of employee ownership proves to be full of potential growth factors for smaller organizations, thus 
presenting the latter with ways to bolster their stability and competitiveness (Van der Voet & Steijn, 2020) With these 
models in mind, it becomes possible to implement changes in the labor force, promote developing new ideas and ideas, 
and achieve greater stability in the economic environment. 

5.2. Improved Staff Morale and Efficiency 

The first advantage that directly relates to employee ownership is the overall motivation of the employees which may 
lead to the improved performance of the organization (Eismann et al,. 2019). When the employees are made partners, 
they develop a concern for the well-being of the company since they have an ownership stake in it. Such ownership is 
known to lead to greater levels of motivation, responsibility, and dedication among workers (Smith & Crumbley, 2009). 
The literature presents significant evidence that employee-owned companies are characterized by reduced staff 
turnover, increased levels of job satisfaction, and higher performance levels among employees (Savadkoohi, 2012). 

In particular, these advantages can significantly change the picture for small subjects. In the long run, creating a culture 
of ownership serves well in helping organizations that are in the small business category attain a competent team of 
workers who can propel the business forward in terms of functionality as well as creativity (Asikhia, 2022). 

5.3. Talent Management: recruitment, selection, and retention 

As many jobs are available in the market, employee ownership can be considered a useful method aimed at attracting 
more employees to the company and increasing their motivation (Griffit, 2019). Promising employees shares of 
ownership or percentage of profits are likely to attract more candidates especially those who are searching for more 
fulfilling careers in compact companies. Another reason why employee ownership structures are effective is they 
provide the workers with a sense of security and that is something that is most welcome, especially during this time 
when the economic future is so unpredictable (Colca et al,. 2023). 

Such advantages can be helpful to offset the scale benefits that some competitors may have over a smaller supplier, to 
be able to promote their business as favorable employers that are invested in staff happiness and development. 

5.4. Maintenance and Enhancement of Financial Positions 

Many employee ownership structures are helpful in making the business more financially secure and less vulnerable. 
These models promote sensible behaviors that are beneficial for both the employees’ welfare and the success of the 
organization in the long run (Alvarado et al, 2016). Since employees are authorized shareholders, they have a greater 
propensity to reinvest profits into the business, thus enhancing the company’s financial standing and viability for 
expansion. 

In larger organizations, focusing on sustainability is equally beneficial as it can reduce the effects of decline in sales, 
recession, or volatile markets. By adopting the concept of employee ownership, organizations can effectively insulate 
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themselves from any external forces, by forging ahead to tackle challenges and come out even stronger (Aslam et al,. 
2022). 

5.5. Availability Of Funds or Capital and Available Resources 

Of course, the transition to employee ownership may initially entail certain expenses, yet it can also lead to new 
opportunities in terms of funding and support (Sudjana, 2020). Most governments and non-profit organizations can 
provide monetary incentives, funds, and even cheap credit facilities for employee-owned businesses. Such resources 
can be useful for small entities to deal with certain initial costs of their business and lay the foundation for sustainable 
growth and development. Furthermore, the use of employee ownership also presents the company as reputable and 
credible, thus attracting investors and partners who support the notion of corporate social responsibility (Arguelles Jr. 
& Pólkowski, 2023). 

5.6. Innovation and Adaptability 

Shawn has more opportunities in the workplace, where it is essential to encourage teamwork and equality to come up 
with new ideas and changes (Armour et al, 2010). It means that employee-owners contribute their ideas, question the 
current processes, and accept innovation, making the work environment progressive. This form of flexibility is very 
beneficial to small businesses as it enables them to adapt quickly to changes in customer demands and other factors. 

Community formation and infrastructure development 

Small businesses are critical to the communities they operate in, and making employees shareholders expands their 
positive influence. By offering ownership and profit-sharing to employees, they also promote equity and circulation of 
wealth in the economy. This approach also serves to boost the local economy and enhance customer relations and brand 
loyalty (Díez Estella & Pérez Fernández, 2013). Businesses that are owned by employees are also more inclined towards 
the aspects of ethics and sustainability since it is more in harmony with the general principles of social and 
environmental responsibility. In the case of small to medium-sized organizations, this alignment can therefore act to 
strengthen their brand image and establish sustainable value in the communities they serve or target. 

6. Case Studies 

Reflecting on case studies of employee ownership helps better understand the strengths, weaknesses, and possible 
consequences of the structures (Turgay & Ekemen, 2013) The following cases demonstrate the effectiveness of the EES 
as a tool that has positively impacted the functioning of smaller business entities in terms of increasing their resistance 
to adversity, encouraging innovative processes, and making a positive contribution to the communities in which they 
operate (Athar, 2024). 

6.1. Case Study 1: WinCo Foods 

One outstanding example of an employee-owned grocery retailer is WinCo Foods located in the United States of 
America. WinCo Foods is an ESOP company, and the firm has been used as a model to illustrate the effectiveness of the 
ESOP in improving organizational performance. The company contributes heavily to retirement plans hence its 
employees are motivated to maximize performance because they are owners of the company. 

WinCo has succeeded in engaging employees, incentivizing them in a manner that fosters dedication to customer 
satisfaction and quick service delivery. This has ensured that the company is in a position to compete with the big retail 
firms without compromising on the prices or the quality of services offered. The case of WinCo illustrates the 
possibilities of the employee-ownership model aimed at strengthening the position of workers and improving 
organizational performance (Adesoga et al,. 2024). 

6.2. Case Study 2: New Belgium Brewing Company 

New Belgium Brewing Company, a craft beer producer company situated in Colorado, adopted the ESOP and made its 
employees shareholders. Some of the social initiatives that led to the decision to transfer to the employee stock 
ownership plan include sustainability, community, and economic justice. The employee-owners were involved in the 
decision-making processes and the development of the company’s culture, which encouraged responsibility and 
ownership (Roselli et al,. 2018). 

Thus, the adoption of the ESOP model has proved to be effective for the development of New Belgium Brewing as under 
its aegis, new product lines were introduced, and new markets were explored. Social responsibility was also upheld 
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with a focus on going green and supporting the community by incorporating sustainable development in its operations. 
The case study demonstrates how employee ownership can be a powerful tool that fosters both business prosperity and 
progressive change (Adinyira ety al,. 2010). 

6.3. Case Study 3: Cooperative Home Care Associates 

Cooperative Home Care Associates: (CHCA), a worker cooperative based in New York City, provides home care services 
to underserved communities. CHCA is a worker cooperative where workers have a say in operations and decisions made 
within the firm in addition to owning a stake in the establishment. This model has made it possible for CHCA to handle 
challenges within the workforce such as high turnover and low wages that are found in the home care sector (Sabitha, 
2024). 

By focusing on employee satisfaction and training, the CHCA has fostered a strong, competent staff that is equipped to 
provide quality healthcare services (Rowley & Michie, 2015). The success of the cooperative has encouraged other 
organizations in the industry to consider working under similar structures (Cann, 2023). Info derived from CHCA shows 
that implementing employee ownership can foster economic development and service delivery even in difficult areas. 

7. Lessons Learned 

This paper demonstrates how the concept of EO can be applied in various scenarios and how it affects various 
companies across different sectors (Adetunji, 2020). SWOT analysis highlights the significance of establishing cultural 
congruency between the stance on employee ownership and the organization’s culture, the provision of education and 
training for supporting the employee-owners, and the use of the model’s strengths for achieving ideal objectives (Vasile 
& Mitran, 2016) Despite some barriers such as funding transitions and issues of governance, the advantages of employee 
ownership outweigh the limitations. 

7.1. Future Directions 

 Thus, the further development of EO remains a critical opportunity for small businesses and can bring benefits in terms 
of encouraging innovation, increased resistance to crises, and prosperous economic development (Shanmugamani & 
Mohamad, 2023). Below are some potential avenues for the improvement and further development of the idea of 
employee ownership in the context of changing the business environment: 

7.2. Enhancing Perception and Enlightenment 

One of the key opportunities is unfortunately the lack of awareness and knowledge of these forms among organizations 
and their management. For these officials, managers, and employees, it remains crucial to have other resources and 
educational opportunities to understand the value and functionality of these structures (Gunz et al, 2020). Developing 
more extensive courses and samples can assist entities with less experience in the transition to employee ownership. 

7.3. Leveraging Technology 

Technology’s role will be critical for the future of employee ownership. Social media can help in simplifying governance, 
increasing the level of openness, and also in better communication between the employee-owners. Furthermore, 
technology also plays an important role in remote and hybrid work that demonstrates that the practice of employee 
ownership will continue to remain relevant and functional amidst the digital transformation of employment. 

7.4. Policy Support and Incentives 

To expand employee ownership, strong policy support is required. Governments can also provide tax credits, subsidies, 
and cheap credit facilities to enable businesses to adopt these models. Existing regulations can also be adjusted to 
consider the needs of employee-owners to support their businesses’ development. 

7.5. Promoting Inclusive Models 

Future attempts should focus on the extension of broad-based ESOPs which should be made available to all employees 
who should benefit from these structures. Such an approach can remedy pay differentials and foster diverse and 
sustainable staffing (Tenri et al, 2023) 
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8. Conclusion 

Therefore, the promotion of employee ownership structures can be regarded as a viable approach to improve the 
survival rates of smaller businesses in the USA. As highlighted earlier these structures not only serve to enrich the 
powers of the employees but also ensures that the employees feel heard and responsible for the company which as we 
have seen will translate into increased productivity and creativity. Such forms of motivation ensure that the staff, 
customers, and the business organization act as a single entity with a unified common goal thus making it easier to 
address and overcome the challenges faced by the organization. It is important, however, to emphasize that the 
advantages of employee ownership also exist on a macro level by creating stability and positive conditions for the US 
economy in various towns and cities. The idea of stakeholder ownership means that employee-owned companies are 
likely to experience less of an impact during times of economic struggle because insiders are committed to the success 
of the company. This resilience is important given the dynamic environment characterized by the emergence of new 
technologies and fluctuations in the global economy. Also, the concept of implementing employee ownership can 
improve company morale and reduce turnover rates, consequently saving money and attracting better performers. 
These advantages are crucial as smaller entities witness growing competition and pressure in the market. Thus, when 
formulating their strategic plans, policymakers and other business stakeholders should think about encouraging 
employees to own parts of companies to help make small firms in the country more sustainable. It can therefore be 
concluded that the incorporation of employee ownership structures within small enterprises results in prospective 
benefits, thereby contributing to the successes of the employees and the enterprises themselves. Therefore, it would be 
critical to acknowledge and encourage such approaches in the future as they will help small businesses remain relevant 
and contribute to the economy during its transformation. Promoting employee ownership is not only about enhancing 
particular organizations; it is also about creating a stronger and more sustainable economy for everyone. 
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