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Abstract 

Effective integration of new generations of employees has been a problem for 

organizations for decades, resulting in high turnover, increased costs, and lowered 

revenue. Generation Z (Gen Z) has recently entered the workforce and is experiencing the 

same ineffective integration practices as prior generations, with characteristics and 

expectations that conflict with current work climates. Therefore, the purpose of this study 

was to explore the level of consensus among 15 midlevel organizational managers over 

the age of 30, employed at a mid-level managers’ position with a direct reporting line of 

20 or more employees for a minimum of 2 years, possessing educational qualifications of 

a bachelor’s degree or above, from an organization of 500 employees or more on 

integration strategies to engage and retain Gen Z employees. The study was an e-Delphi 

and used a conceptual framework based on the organizational support theory and the 

psychological contract theory, supporting the Bauer’s onboarding model of the Four C’s: 

compliance, culture, clarification, and connection. The data was collected using Survey 

Monkey and analyzed using thematic analysis and patterns. The findings include a 

consensus on integration practices focused on (a) socio-economic support, (b) 

psychological well-being, (c) developing a career path, (d) establishing support 

mechanisms, (e) developing personal relationships and belief systems, and (f) 

benchmarking growth opportunities. The findings may create positive social change 

through fostering healthy relationships with managers and diverse generations of 

employees, creating a harmonized workplace, as well as bridging the generational divide 

and promoting organizational success.  



 

 

 

Integration Workplace Practices for Generation Z: An e-Delphi Study 

by 

Unnatti Jain 

 

MA, Kent University, 2015 

BA, University of Delhi, 1996 

 

 

Dissertation Submitted in Partial Fulfillment 

of the Requirements for the Degree of 

Doctor of Philosophy 

Management 

 

 

Walden University 

May 2020 

  



 

Dedication 

The study is dedicated to my father, Sudhir Kumar Jain, who has been my 

inspiration and the guiding force behind me. His belief and encouragement to do the right 

thing and believe in the good in people drive me to become a better person. This journey 

would not have been possible without his support and his unwavering belief in my 

capabilities. 

I also dedicate this study to my son Tarang Mishra, who has been the driving 

factor behind the study. The topic of my research was carefully selected so that I could 

solidify my relationship with him and be the guiding force behind him to make him into a 

robust young adult. His support throughout my study has been my pillar of strength. Each 

time I stumbled through this journey, he was the rock behind me believing in me and 

pushing me to the finish line. 

  



 

Acknowledgments 

This journey deserves a round of applause for many people without whose 

support and guidance I would not be able to complete the study. Firstly, I would like to 

thank my chair, Dr. David Banner, for accepting the chair position at such short notice, 

for all his encouraging words and quick feedback. I would also like to acknowledge Dr. 

Julie Weibell and Dr. Daphne Halkias for taking the second committee member position. 

It has been a pleasure working with both of my chair and committee members. A very 

special thank you to Dr. Halkias, who has been instrumental in helping me finish this 

journey. Her commitment and dedication to my study have rendered me speechless, and I 

will remain ever so grateful for her belief in me. 

I would also like to thank Dr. Donna Brown, who was my previous chair and who 

believed in me and took my study to the next level with her support and guidance. A 

heartfelt acknowledgment to Dr. Sandy Kolberg, who was instrumental in showing me 

direction in all my three residencies. It is because of her strong mentorship that I was able 

to complete my study. 

I would also like to thank all the faculty with whom I met at the residencies and 

who was instrumental in guiding my fellow students in each class and me from whom I 

learned a lot and who motivated me every step of the way. Lastly, I would like to 

acknowledge my son Tarang Mishra who has been the best support that I could ask for 

since I began my research.  

  



i 

Table of Contents 

List of Tables ..................................................................................................................... vi 

List of Figures ................................................................................................................... vii 

Chapter 1: Introduction to the Study ....................................................................................1 

Background of the Study ...............................................................................................3 

Problem Statement .........................................................................................................7 

Purpose of the Study ......................................................................................................8 

Research Question .........................................................................................................8 

Conceptual Framework ..................................................................................................8 

Nature of the Study ......................................................................................................12 

Criteria for Expert Selection ........................................................................................13 

Definitions....................................................................................................................14 

Assumptions .................................................................................................................16 

Scope and Delimitations ..............................................................................................17 

Limitations ...................................................................................................................18 

Significance of the Study .............................................................................................18 

Significance to Practice......................................................................................... 19 

Significance to Theory .......................................................................................... 19 

Significance to Social Change .............................................................................. 20 

Summary and Transition ..............................................................................................20 

Chapter 2: Literature Review .............................................................................................23 

Literature Search Strategy............................................................................................26 

Conceptual Framework ................................................................................................28 



ii 

Organizational Support Theory (OST) ................................................................. 28 

Psychological Contract Theory (PCT) .................................................................. 31 

Onboarding Model ................................................................................................ 33 

Literature Review.........................................................................................................35 

The Delphi Method ............................................................................................... 36 

Key Themes in the Literature ......................................................................................39 

Positive Traits of Gen Z ........................................................................................ 40 

Negative Traits of Gen Z ...................................................................................... 47 

Strauss and Howe Generational Theory ............................................................... 49 

Value of Understanding Gen Z ............................................................................. 52 

Integration Practices.............................................................................................. 55 

Past Organizational Failure With the Millennials ................................................. 59 

Current Data on Gen Z Workplace Practices ........................................................ 64 

Foundation of the Framework ......................................................................................68 

Organizational Support Theory (OST) ................................................................. 68 

Psychological Contract Theory ............................................................................. 71 

Integration of Organizational Support Theory and Psychological Contract 

Theory ....................................................................................................... 73 

Summary and Conclusions ..........................................................................................73 

Chapter 3: Research Method ..............................................................................................75 

Research Design and Rationale ...................................................................................76 

Role of the Researcher .................................................................................................80 

Methodology ................................................................................................................81 



iii 

Participant Selection Logic ................................................................................... 81 

Instrumentation ..................................................................................................... 85 

Procedures for Recruitment, Participation, and Data Collection .......................... 88 

Data Analysis Plan ................................................................................................ 91 

Issues of Trustworthiness ...................................................................................... 94 

Credibility ............................................................................................................. 94 

Transferability ....................................................................................................... 95 

Dependability ........................................................................................................ 95 

Confirmability ....................................................................................................... 96 

Ethical Procedures .......................................................................................................96 

Confidentiality ...................................................................................................... 96 

Informed Consent.................................................................................................. 97 

Treatment of Human Participants ......................................................................... 97 

Data Collection and Storage ................................................................................. 98 

Summary ......................................................................................................................98 

Chapter 4: Results  ...........................................................................................................100 

Research Setting.........................................................................................................101 

Demographics ............................................................................................................102 

Data Collection ..........................................................................................................103 

Recruitment ......................................................................................................... 103 

Participation Overview ....................................................................................... 105 

Location, Frequency, and Duration of Data Collection ...................................... 106 

Data Recording Procedures ................................................................................. 110 



iv 

Variations in Data Collection.............................................................................. 111 

Unusual Circumstances in Data Collection ........................................................ 112 

Data Analysis .............................................................................................................112 

Round 1: Analysis of Responses and Feedback Material ................................... 113 

Round 2: Analysis of Responses......................................................................... 117 

Round 3: Rating .................................................................................................. 119 

Evidence of Trustworthiness......................................................................................120 

Credibility ........................................................................................................... 121 

Transferability ..................................................................................................... 122 

Dependability ...................................................................................................... 122 

Confirmability ..................................................................................................... 123 

Study Results .............................................................................................................124 

Round 1: Analysis of Responses and Feedback Material ................................... 124 

Round 2: Analysis of Responses......................................................................... 130 

Round 3: Rating .................................................................................................. 131 

Summary ....................................................................................................................134 

Chapter 5: Discussion, Conclusions, and Recommendations ..........................................136 

Interpretation of Findings ..........................................................................................137 

Delphi Study Round 1 ......................................................................................... 139 

Delphi Study Round 2 ......................................................................................... 144 

Delphi Study Round 3: Rating ............................................................................ 153 

Limitations of the Study.............................................................................................156 

Recommendations ......................................................................................................159 



v 

Reflections of Experience ................................................................................... 160 

Implications................................................................................................................163 

Methodological and Theoretical Implications .................................................... 163 

Recommendations for Practice ........................................................................... 164 

Social Change Implications ................................................................................ 165 

Conclusions ................................................................................................................166 

References ........................................................................................................................169 

Appendix A: Walden Participant Pool Invitation Email..................................................216 

Appendix B: First Round Questionnaire..........................................................................218 

Appendix C: First Round Data ........................................................................................219 

Appendix D: Second Round Data ....................................................................................224 

Appendix E: Third Round Data .......................................................................................230 

 

  



vi 

List of Tables 

Table 1. Conceptual Framework ........................................................................................10 

Table 2. Panelists’ Demographic Characteristics ............................................................104 

Table 3. Questionnaire Response Rate ............................................................................107 

Table 4. Data Collection Timeline ...................................................................................108 

Table 5. First Round 20 Themes and Codes ....................................................................116 

Table 6. First Round Coding Sheet ..................................................................................126 

Table 7. Top 5 Statements Based on Code Frequency ....................................................132 

Table 8. Statements Failing to Meet Consensus Threshold in Round 3 ..........................133 

Table 9. Statements that Satisfied Consensus Threshold in Round 3 ..............................134 

Table 10. Overall Study Findings ....................................................................................140 

 

  



vii 

List of Figures 

Figure 1. Data reduction results by category: Round 1 ...................................................118 

Figure 2. Data reduction results by category: Round 2 ...................................................120 

Figure 3. Data reduction results by category: Round 3 ...................................................121 

Figure 4. Breakdown of six categories with the ten final consensus statements .............138 

Figure 5. Graphical representation of the top six themes based on code frequency ........140 

Figure 6. Graphical representation of the top six themes based on code frequency ........140 

Figure 7. Visual representation of codes for effective personal development practices .142 

 

 

 



1 

 

Chapter 1: Introduction to the Study 

Managers in organizations have struggled for years with employee engagement, 

as they fail to realize generational differences and instead apply the same rules of 

engagement to all employees (Rather, 2018). The demographics of the workforce change 

with time, and the new professionals from Generation Z (Gen Z) have different 

expectations (Rodriguez, Boyer, Fleming, & Cohen, 2019). Gen Z consists of individuals 

born between 1997 to 2012 who, according to the U.S. Census Bureau, make up one-third 

of the U.S. population. 

The latest U.S. Bureau of Labor Statistics report (2018) reflected the challenge of 

understanding Gen Z, as analysts found that 22% of these individuals worked one year or 

less with a single organization, with 74% of 16- to 19-year-old Gen Zs staying with their 

current employer for less than a year. The trend of high turnover of Gen Zs continues 

after the millennials, as managers struggle to provide “job flexibility, fair treatment, open 

communication, mentoring and social responsibility” (Rodriguez et al., 2019, p. 55). Hall 

(2018) argued that the different values and aspirations of Gen Zs demand redefining 

engagement strategies recycled from earlier generations to achieve higher employment 

success.  

Some researchers (e.g., Cucina, Byle, Martin, Peyton, & Gast, 2018) have 

identified generational variations as exaggerated. Managing four generations in the 

workforce at the same time can prove challenging for managers due to the employees’ 

vast difference in work attitudes. Young adults today may have different values and 

beliefs than the generation before them, and the next generations will evolve from the 
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current generation (Martin & Waxman, 2017). Scholars have attributed generational 

differences to multiple factors, such as situational occurrences and psychological 

adjustments to social, cultural, and economic shifts (Kalleberg & Marsden, 2019). Thus, 

an in-depth understanding of the employee and managerial mindsets has value to devise 

strategies that work for the benefit of both employer and employee. 

Although research indicates human capability enhances with time, employees 

should feel enabled at the outset to integrate with the work environment to improve their 

performances in a faster, more strategic manner, something that would benefit the 

manager, employees, and company (Crane & Hartwell, 2018). Employers often devise 

strategies to retain employees for a competitive advantage (Sethi, 2018). The Bureau of 

Labor Statistics predicted an additional 50.6 million jobs between 2012 to 2022, with 

20% of the American workforce comprising Gen Z by 2020 (McGaha, 2018). The labor 

market reached historic heights in 2018, as outlined in the Job Openings and Labor 

Turnover Survey (Bureau of Labor Statistics, 2019), and it will continue to grow. Gen Zs 

are newer to organizations. Therefore, an evaluation of this group is critical to finding 

solutions for blending them into the workplace and harnessing their innovative ideas to 

meet future challenges. 

By 2020, there will be 23 million Gen Zs in the global workforce (Stewart, 2018). 

As organizations continue to face the challenge of creating a midpoint of understanding, 

they must develop strategies that complement both employer and employee. This study 

was conducted as a means to explore forward-looking integration strategies to allow Gen 

Z members to perform at their maximum potential. The findings may make an original 
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contribution for facilitating acceptance of Gen Z into the workforce, allowing them to 

create positive social change through fostering healthy relationships with managers and 

other generations. It could also help in creating a harmonized workplace, building the 

skills gap between generations through bidirectional learning, and bridging the 

longstanding generational divide to promote organizational success. 

The chapter includes a background of the ineffectiveness of organizational 

integration practices that create retention issues with the millennials. The problem 

statement centers on similar integration strategies practiced for Gen Z, causing corporate 

retention challenges. Chapter 1 also features an explanation of the purpose and the type 

of study. The conceptual framework is discussed based on organizational support theory 

(OST) and psychological contract theory (PCT). These theories further the onboarding 

concept of integration, which rests on the four pillars of compliance, clarification, culture, 

and connection. Next follows an examination of the scope, nature of the study, 

limitations, and delimitations with definitions of the terms. The chapter concludes with an 

active component of social change and a transition to the literature review in Chapter 2. 

Background of the Study 

Organizations struggle with retaining and honoring the talent of employees due to 

a lack of effective integration practices in the workplace, which places pressure on 

managers to improve employee assimilation (Caldwell & Peters, 2018). Constant 

evolving technology poses increased challenges for managers to engage knowledge 

workers who are challenging to manage without job satisfaction and operational 

independence (Markos & Sridevi, 2010). Organizations struggled with millennials in the 
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workforce due to the inability to creatively integrate them into the workforce (De Hauw 

& De Vos, 2010). The millennials’ problems emanated from the organizational practices 

with which even the baby boomers (the generation born between 1946 and 1964) 

struggled; however, accepting such practices as the status quo meant they did not change 

(Campione, 2015). With another generation entering the workforce, organizations have 

another opportunity to revisit their integration practices to harmonize the workplace 

assimilation. 

There are four generations in the workplace: (a) baby boomers; (b) Generation X; 

(c) Generation Y, also known as the millennials, and (d) Generation Z. The dilemma of 

engaging four generations into the workforce is surmountable through creative employee 

and employer blending practices (Ferri-Reed, 2016). Companies face nonconformance 

due to the continuous failure of engaging their employees (Yaneva, 2018). The 

expectations posed by this mixed generational workforce require managers to lead 

employees through understanding the workplace attitudes and manage their expectations.  

Organizations fail primarily due to a short-sighted focus on three central attitudes; 

short-term orientation, shallow thinking, and quick-fix expectations (Hickman & Silva, 

2018). The research study addressed the practices for adoption by midlevel organizational 

managers to assimilate and welcome a new generation into the workforce. Gen Zs have 

the values, talent, and potential to impact economic, political, and social development, 

which they could harness through training and development opportunities.  

Gen Z trends show they are social entrepreneurs who focus on social justice, are 

mindful in creating their future, and form a socially conscious cohort (Hope, 2016). 
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These traits imply that if organizations are open to receiving their talents, Gen Z could 

help create a work culture that values and promotes positive social change in the world 

(Singh & Dangmei, 2016). Managers could develop and implement integration practices 

that inspire the new generation of employees to increase business value, bring more 

meaning to their lives, and contribute to the betterment of society. 

Businesses that strategically invest in the training and development of Gen Z may 

build trust, commitment, and new capabilities in this young talent that could translate into 

a competitive advantage and improved business outcomes (Larkin, Jancourt, & Hendrix, 

2018). Harmonizing Gen Zs into the workplace and understanding their strengths and 

weaknesses to draw out their potential could strengthen their ability to perform, build 

strong relationships, and promote positive social change in communities.  

Organizational managers require training to manage Gen Z, who is competitive 

and a driven generation (Goh & Lee, 2018). Chillakuri and Mahanandia (2018) suggested 

that HR managers redefine their integration practices for creating empowered leaders by 

providing multiple opportunities, flexibility, and global exposure to address any 

challenges in welcoming this generation into the workforce. The authors suggested that 

Gen Z is different from other cohorts and merit serious considerations if organizations 

want to employ members of this population. Organizations require developing strategies 

and systems that will help build and engage this generation of employees.  

A survey of 2017/2018 college graduates hired by Accenture showed that Gen Z 

identifies longevity in the job with mentoring; formal training; meaningful, challenging 

work; and an evident skills path from their first day of employment (Lyons, Schweitzer, 
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Urick, & Kuron, 2018). The study found that 54% of employees believed their skills went 

unutilized; as such, they were searching for alternative work. The authors suggested an 

understanding of Gen Z values and career aspirations create the best organizational 

match. 

Millennials (the generation born between 1981 and 1996), like any other 

generation, have positive and negative traits. They are said to possess a sense of 

entitlement that is self-serving and narcissistic, creating an inflated sense of self (Credo, 

Lanier, Matherne, & Cox, 2016). Generational theorists have attributed millennials’ 

beliefs to social and environmental changes during their crucial years (Nicholas, 2008). 

Some of the positive traits of the generation are confidence, ambition, and technological 

savvy (Downing, 2006). Millennials are impatient with organizational management and 

thus considered a job-hopping age (Adkins, 2016). Millennials are now the managers in 

organizations and can create change by learning from their mistakes and enabling the 

next generation, Gen Z, discouraging negative behaviors and rewarding positive attitudes. 

The conflict of companies over millennial retention has organizations 

reevaluating the basic needs of Gen Z to set them up for success (Randstad, 2016). This 

research may reduce the gap in the literature on the lack of forward-looking integration 

strategies for Gen Z to blend into the workforce (see Hsieh, 2018). The literature 

indicates that organizations struggle to retain the various generations due to unclear 

practices and different generational needs and aspirations. A goal of this study was to 

seek clarity around recommended integration practices by organizational managers to 
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assimilate Gen Z into the organization, creating a competitive advantage for companies 

with more formalized retention practices. 

Problem Statement 

The effective integration of new generations of employees is critical for 

companies to retain talent and avoid the high costs of turnover from business disruptions, 

loss of productivity, and rehiring (Caldwell & Peters, 2018). Insufficient and ineffective 

employee integration practices for millennials have resulted in turnover costs as high as 

$30.5 billion annually (Adkins, 2016) and individual company replacement costs of up to 

$2.7 million, depending on the size of the organization (Delsaux, 2018). The general 

management problem involves organizations not effectively assimilating new generations 

of employees into the workplace, risking lower employee fulfillment, higher turnover 

rates, increased costs, lower productivity, and decreased customer satisfaction. The 

situation continues with Gen Z, the successor generation to millennials, who began 

entering the workforce in 2011. 

Gen Z now experiences the same ineffective integration practices as the 

millennial generation (Chillakuri & Mahanandia, 2018). Accenture analysts supported the 

specific management problem by reporting 54% of 2015–2016 hired graduates felt 

underemployed and were only willing to stay in their jobs if offered engagement from 

day one. Also, 84% of Gen Z expects their first employer to provide formal training 

(Lyons et al., 2018). The specific management problem is that management fails to 

operationalize the strategies in the day-to-day business to reach Gen Z employees (see 

Orrheim & Thunvall, 2018). Tension exists between the practices, new employee 



8 

 

expectations, and the strategies that companies need to adopt, attract, and retain these 

workers. This research may assist in reducing the gap in the literature on the lack of 

forward-looking integration strategies effectively operationalized for Gen Z to blend into 

the workforce to increase retention.  

Purpose of the Study 

Organizations fail to assimilate Gen Z, thus increasing organizational costs and 

lowering revenue (Caldwell & Peters, 2018). Companies lack the understanding of the 

workplace attitudes of Gen Z, who now experience the same ineffective amalgamation 

practices as the millennials (Chillakuri & Mahanandia, 2018).  

The purpose of this e-Delphi study was to explore and determine if there is a 

consensus among senior organizational managers across U.S. financial, food service, and 

technological industries regarding strategies to integrate and keep Gen Z employees 

engaged and retained. 

Research Question 

One research question governed the e-Delphi study: What is the level of 

consensus among midlevel organizational managers across U.S. financial, food service, 

and technological industries on integration strategies to engage and retain Gen Z 

employees? 

Conceptual Framework 

The study’s conceptual framework comprised concepts from OST and PCT to 

form an integration model. OST centers on the concept of employees’ perception of their 

contribution and well-being (Kurtessis et al., 2017). PCT is a theory that focuses on the 
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concept of an unwritten contract that forms between the employee and the employer, 

which needs continuous negotiation and forms the basis of individual behavior in 

organizations (Schein, 1965). The two theories and their concepts support Bauer’s 

onboarding model (2010), which includes the idea of the Four C’s: compliance, culture, 

connection, and clarification.  

Perceived organizational support (POS) directly links to OST, with POS fulfilling 

an individual socioemotional need; thus, the commitment from the employer towards the 

organization increases psychological well-being (Kurtessis et al., 2017). POS has 

empirical links to participation in decision-making, the fairness of rewards, 

developmental experiences and promotions, autonomy, and job security (Dawley et al., 

2010). Rousseau proposed PCT to illustrate the contract between two parties by which 

one party believes they will receive pay in some form for their rendered services 

(Robinson & Rousseau, 1994). The psychological contract components primarily 

comprise training and development, informal mentoring, and investing in the employee 

from the recruitment to initial time spent in acquainting the employee for the job. 

The framework for the study centers on the concepts of OST and the PCT. The 

concept of the norm of supporting reciprocity, fulfilling socioemotional needs, 

mentoring, and coaching employees of OST encourages the employer to support the well-

being of the employee through rewards and empowerment (see Eisenberger, Huntington, 

Hutchison, & Sowa, 1986). Such investment from the employer increases employees’ 

emotional attachment to the organization, thus boosting loyalty and increased efforts in 

building a successful organization (see Eisenberger et al., 1986; Schein, 1988). PCT 
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concepts of schemas, promise, and mutuality pertain to an employee’s training and 

development through mentoring and developing interpersonal relationships to build 

connections; in turn, employees gain an in-depth knowledge of the culture in an 

organization (see Rousseau, 1989; Schein, 1988). The concepts from these two theories 

support the four strategies presented in Table 1: compliance, clarification, culture, and 

connection.  

Table 1  

Conceptual Framework 

Theories Organizational support theory 

Psychological contract 

theory   
An unwritten contract between the 

employer and employee to support 

the psychological well-being of the 

employee through participation in 

decision-making, the fairness of 

rewards, developmental 

experiences and promotions, 

autonomy, and job security 

Suggests training and 

development, informal 

mentoring, and investing in 

the employee from 

recruitment to initial time 

spent in acquainting the 

employee to the job 

 

Compliance Clarification Culture Connection 

• Rules and 

regulations 

• Processes 

• Employee 

handbook 

• Performance expectations 

• Training and development 

• Shared organizational 

norms (formal and 

informal 

• Understanding company 

mission and vision 

• Interpersonal 

relationships 

• Formal and 

informal 

networks 

• Mentoring 

Integration 

model 

Socioeconomic support, psychological well-being, developing a career path, 

establishing support mechanisms through personal relationships and belief systems, 

benchmarking growth opportunities 

 

Based on these concepts and strategies, a new integration model comes together, 

which could provide Gen Z with socioeconomic support, psychological well-being, a 

career path, healthy relationships, and benchmark growth opportunities. The conceptual 

framework may evolve to develop new integration strategies by organizational managers 
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to assimilate Gen Z into the organizations and create a competitive advantage for 

companies with better retention practices. The integration model is discussed in depth in 

Chapter 2. 

This research study helped to identify midlevel organizational managers who 

define strategies to integrate Gen Z into the workforce following the Four C’s (Meyer & 

Bartels, 2017a). Such preferences relate to the individual’s psychological contract and 

organizational support, which are linkable to form an integration model. The model may 

enable corporate managers to develop preferences to design strategies to support Gen Z. 

The Four C’s model may also help both organizations and Gen Zs to work in unison by 

focusing on compliance, clarification, culture, and connection in the workers’ first year of 

employment.  

Four C’s model could support psychological well-being and socioeconomic 

practices (Meyer & Bartels, 2017). The model contributes to establishing support 

mechanisms through personal relationships and beliefs in upper management, developing 

a clear career path, and benchmarking growth opportunities in the employees during the 

first year of employment. The concepts in the framework can serve to accentuate the 

potential of Gen Z employees and enable a codependent relationship between the 

employer and the employee. The theories based on the concept pertain more to the 

sociological and interpersonal relationships by going beyond the transactional style of 

leadership to transformational leadership in organizations. Regarding this study, this 

framework helped with achieving a consensus among mid-level organizational managers 
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across U.S. financial, food service, and technological industries on integration strategies 

to engage and retain Gen Z employees. 

Nature of the Study 

The qualitative study was e-Delphi design, which originated at the RAND 

Corporation in the 1950s (Hsu & Sandford, 2007). With the Delphi design, researchers 

gather expert assessments of a phenomenon through questionnaires and controlled 

opinion feedback (Linstone & Turoff, 2011). The technique involves collecting a 

consensus-based on logical reasoning to investigate and forecast the future of a problem 

(Hsu & Sandford, 2010). According to Green (2014), the design consists of a structured 

communication technique that serves as an interactive forecasting method. Qualitative 

researchers use the Delphi technique when the objective is to gather consensus 

(McPherson, Reese, & Wendler, 2018). This study generated a level of agreement among 

a panel of organizational managers on a situation that is not well understood.  

e-Delphi was appropriate for addressing the overall purpose of the study, which 

was to gain insights from experts on effective integration practices for Gen Z. Delphi is 

considered the most relevant research design when:  

• the problem cannot be solved through analytical methods, but requires 

collective judgment; 

• the experts have no communication with one another and come from diverse 

backgrounds, and  

• the researcher can ensure validity by maintaining the diversity of the 

participants (Green, 2014).  
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A qualitative Delphi design was the most appropriate method and design for the 

study, as I used a nationwide panel of experts to gain consensus. The accessibility for a 

national group of organizational managers to engage in a face-to-face exchange was not 

possible. I solicited participants from LinkedIn and Walden University participant pool 

by conducting a profile search for managers of multinationals, examining their profiles to 

see if they fit the criteria. I posted the recruitment letter to the identified groups. Once 

individuals reached out with interest in participation, I then sent them the Walden 

University Institutional Review Board (IRB) approved consent form. Once they returned 

the consent form with the words “I consent” in the subject line, I sent them the link to the 

first survey in a separate email. 

Criteria for Expert Selection 

Subjective insights came from a self-qualified expert panel of participants based 

on the following criteria:  (a) over the age of 30 years, (b) worked as an organizational 

manager (c) at a mid-level with a direct reporting line of 20 or more employees for a 

minimum of 2 years, (d) held a bachelor’s degree or above, and (e) worked in an 

organization of 500 or more employees. The study was to include a maximum of 25 

participants recruited via purposive and snowball sampling. According to (Tongco, 

2007), purposive sampling is a technique to select candidates who meet a set selection 

criterion and possess the knowledge/expertise to answer the study’s research question.  

Managers were selected from the U.S. financial, food service, and technology 

industries. The organization selection criteria included an organization with more than 

500 employees. The data collection tools included multiple rounds of questionnaires to 
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gain a level of agreement. Data analysis occurred through manual thematic coding to 

identify beliefs and patterns.  

Definitions 

Baby boomer: Individuals born between 1946 and 1964, also known as boomers, 

members of this population have either already retired or are approaching retirement 

(McGaha, 2018). 

Employee assimilation: This term refers to a process of relying on social 

interactions for knowledge and support to create change in organizations (Miller, 2018).  

Generation X: The “post-baby boom generation,” members of the Gen X 

population born between 1965 and 1980 (Katz, 2017).  

Generation Y: Millennials, also known as, Gen Y refers to individuals born 

between 1981 and 1996 (García, Gonzales-Miranda, Gallo, & Roman-Calderon, 2019). 

Generation Z: Individuals born between 1997 and 2012, have traits somewhat 

different from the millennials and different perspectives of the workplace than some of 

the other generations (Stillman & Stillman, 2017). 

Generational variation: Differences in work values due to aging and change in 

historical times and shifts in workplace attitudes (Kalleberg & Marsden, 2019). 

Integration practices: This term refers to practices that include socioeconomic 

support, psychological well-being, career path development, and the establishment of 

support mechanisms through personal relationships and belief systems for a new recruit 

in an organization (see Runnymede, 2018). 
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Manager: For the study, managers are midlevel organizational managers who 

have a direct level of reporting of at least 20 employees (see Ricketts & Rudd, 2002). 

Millennial: Individuals born between 1980 and 1999, also known as Gen Y, who 

hold different outlooks and workplace attitudes than previous generations (García et al., 

2019). 

Onboarding program: Both formal and informal practices, such as providing 

written knowledge and socialization avenues to help newcomers adjust to their new 

position (Klein, Polin, & Sutton, 2015). 

Retention strategy: A paradigm inclusive of organizational practices, individual 

relationships with the organization, and the conscious effort applied by the company to 

practically affect the lives of people to retain them comprise retention strategies (van Zyl, 

2019). 

Socially conscious cohort: Individuals who are concerned with the environment, 

inequalities, and unethical practices comprise the socially conscious cohort (Alonso‐

Almeida & Llach, 2019). Members of this group contribute to bringing about a change in 

the community and work for a larger purpose (Alonso‐Almeida & Llach, 2019).  

Social entrepreneur: Individuals who create opportunities to resolve social 

problems in society (Onishi, Burkemper, Micelotta, & Wales, 2018). 

Subjective insight: A viewpoint portrayed without impact by personal experiences 

or biases. 

Traditionalist: The oldest generation defined in academia as people born between 

1900 and 1945 (Wiedmer, 2015). 



16 

 

Assumptions 

Assumptions are fundamental beliefs that cannot be proven (Simon, 2011). The 

study included a range of assumptions. The first assumption was that organizational 

managers would view the research problem as significant and agree to participate in the 

Delphi panel. Proactive strategy principles have not yet attained universal acceptance 

among practitioners (Barton, 2015; Berger-Wallise, 2012; Jorgensen, 2014). 

 A second assumption was that organizational managers would feel qualified to 

participate in the study; however, some may lack the formal preparation and training 

required to engage in understanding effective leadership practices (see Koh & Welch, 

2014; Meyerson, 2015; Trezza, 2013; Weinstein et al., 2013). The third assumption was 

that even with the absence of any formal training in the selection criterion, the other 

selection criterion requirements placed the participants selected as experts in the field of 

study. 

Also, it was assumed that generational differences would align with the 

characteristics individuals possess (see Chou, 2012). The research is needed because Gen 

Z is still entering the workforce, and their workplace attitudes and preferences are 

unknown (see Wall, 2018). For the study, another assumption was that inconsistencies in 

the generational cohorts had a significant influence on companies (Carley, 2008; 

Gimbergsson & Lundberg, 2015; Rodriguez Lamas, 2016). Also assumed was that 

organizational managers may consider redefining new employee integration practices to 

accommodate Gen Z into the workforce.  



17 

 

Also, the managers reviewed the Four C’s, which are a critical component to 

hiring and retaining the Gen Z cohort. For the research, the panel was aware of the Four 

C’s: compliance, clarification, culture, and connection—as a means to define workplace 

strategies. The study was an e-Delphi study due to the flexibility of the research design, 

based on the assumption that obtaining the subjective judgments of experts contributed to 

employment and industry knowledge. 

Scope and Delimitations 

The scope of the study included integration practices for Gen Z as perceived by 

organizational managers with the specified criteria. The growth of an organization 

becomes stunted primarily due to employee turnover, and one of the many reasons for the 

high turnover is employee dissatisfaction (see Pratiwi, Ferdiana, & Hartanto, 2018). 

Millennials leave their employment when they feel excluded, undervalued, and not 

respected by their managers (Sims & Bias, 2019). The research centered on the 

generation now entering the workforce, called Gen Z, to reduce the knowledge gap of the 

lack of forward-looking strategies for the next generation.  

The study was an e-Delphi, and the data came from organization managers over 

the age of 30, employed as a manager with a direct reporting line of 20 or more for a 

minimum of 2 years, and who held a bachelor’s degree or above. The participant age 

limit was necessary to focus on the millennials in management positions who may recall 

their own experiences while creating strategies for the next generation. The questionnaire 

encompassed the Four C’s of compliance, clarification, culture, and connection, with a 

conceptual framework based on concepts from PCT and OST. 
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Limitations 

As posited by Simon and Goes (2013), limitations refer to situations beyond the 

researcher’s control, and they usually flow from methodology and study design choices. 

Determining limitations comes from considering the four aspects of trustworthiness—

credibility, dependability, confirmability, and transferability—in defining participant 

criteria. A primary limitation that can occur in the Delphi design is the consensus from 

experts, which may not be a real consensus, as the expert may meet the criterion; 

however, it may be unable to provide a credible solution due to lack of sound judgment.  

Another limitation could occur if another researcher had gathered similar 

integration practices from the same sample and found different results. The limitation 

could relate to participants suggesting integration practices with the other generations 

without considering specific characteristics of Gen Z due to their lack of knowledge. An 

additional limitation could be if the participants were from a particular generation and 

only willing to provide input from their viewpoint rather than a holistic view. 

Significance of the Study  

Trends regarding Gen Z show they are social entrepreneurs who focus on social 

justice are mindful in creating their future and comprise a socially conscious cohort 

(Hope, 2016). According to these traits, if organizations are receptive to this talent, the 

Gen Z population may help create a work culture that values and promotes positive social 

change in the world (Singh & Dangmei, 2016). Managers could develop and implement 

integration practices that encourage the new generation of employees to increase business 

value and bring more meaning to their lives while contributing to the betterment of 
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society (Yaneva, 2018). As a significance to practice, the findings may help organizations 

reduce turnover. As a significance to theory, new integration practices could be devised 

which could support the future generations. 

Significance to Practice 

The purpose of the research was to generate effective integration practices for 

Gen Z employees and alleviating organizations retention challenges. Strategically 

investing in the training and development of Gen Z may build trust, commitment, and 

new capabilities in this young talent, which could translate into a competitive advantage 

and improved business outcomes (Larkin, Jancourt, & Hendrix, 2018). The findings of 

the study may enable organizational managers to reduce turnover and increase profit by 

recruiting and investing in the new talented generation. The results of the study could 

assist corporate managers and HR professionals in developing integration practices that 

support retention for Gen Z employees. 

Significance to Theory 

The lack of effective integration practices has created retention challenges for 

decades with organizations at large. For instance, onboarding individuals in an 

organization refers to completing required documents, providing office space, promoting 

technology access, and offering training. It does not include an introduction to cultural 

norms or increasing integration through connection (Byford, Watkins, & Triantogiannis, 

2017). Gen Z is now entering the workplace. Harmonizing with them through an 

understanding of their capabilities to draw out their potential could strengthen their 

ability to perform, build strong relationships, and promote positive social change in 
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communities. The research could reduce a gap in identifying forward-looking integration 

strategies operationalized for retention of Gen Z into the workforce.  

Significance to Social Change 

The findings may make an original contribution to facilitate acceptance of Gen Z 

into the workforce, allowing organizations to create positive social change through 

fostering healthy relationships with managers and other generations. The results could 

also help in creating a harmonized workplace, building the skills gap between generations 

through learning from each other, bridging the generational divide that plagued 

organizations for decades, and promoting organizational success. Additionally, these 

findings could allow corporate managers to practice transformational leadership through 

a generation seemingly capable of creating social change through investment. The results 

may also lead managers to develop strategies to reduce turnover and increase healthier 

employer-employee relationships. Engaging and supporting Gen Z may raise the 

confidence of the generation to create a positive change in society through volunteering 

and participating in civic movements. 

Summary and Transition 

Organizations have struggled with assimilating employees into the workforce 

through effective integration practices. The research was a study of the new workforce, 

Gen Z, for whom organizations are facing similar engagement and retention challenges as 

the millennials due to a lack of forward-looking integration strategies. The background 

provided a brief outline of the characteristics of Gen Z and the dilemma of managers who 

attempt to engage four generations into the workplace simultaneously. The problem 
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centers on the criticality of incorporating integration while hiring new employees to avoid 

engagement and retention challenges.  

The purpose of the study was to procure insight and practices of midlevel 

organizational managers across the U.S. financial, food service, and technological 

industries to create forward-looking integration strategies for Gen Z employees for 

engagement and retention. Answering the research question generated a level of 

consensus on the integration techniques with a conceptual framework based on PCT and 

OST while incorporating the Four C’s: compliance, clarification, culture, and connection. 

The combination of the two approaches created an integration model that illuminated 

ways for managers to provide Gen Z employees with socioeconomic support, 

psychological well-being, and a steady career path by building healthy working 

relationships. 

A Delphi design was the appropriate choice because of the criteria of selecting 

midlevel managers over the age of 30, with a direct reporting line of 20 or more 

employees for a minimum of 2 years and educational qualifications of a bachelor’s 

degree or above. Definitions of critical terms appeared in the chapter, followed by 

assumptions of the willingness of organizational managers to understand the significance 

of the integration practices.  

The limitations surrounding the e- Delphi design included the concern that 

participants may manipulate their responses. However, I addressed these limitations with 

participant criteria that enabled trustworthiness. The significance to practice, theory, and 

social change rest on the belief of an improved employer-employee relationship and 
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motivation for Gen Z, who could enable social change in communities through building 

strong relationships. 

The literature review, as provided in Chapter 2, involved an appeal to scholarly 

authority and verification and justification on my assertions with appropriate citations 

from other scholars. The review containes seven themes necessary to identify the gap and 

relate to the purpose of the study. The chapter also provides a background and context for 

the study to establish academic authority in the field. The literature reviewed is consistent 

with the scope of the research. The literature review includes a discussion of the strengths 

and weaknesses of other studies, along with the rationale for selecting the appropriate 

methodology. Analysis and synthesis of prior scholarship illustrate what information is 

known, controversial, or unknown. 
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Chapter 2: Literature Review 

Ineffective integration of employees in the workplace has led to high turnover and 

lower employee fulfillment across the generations. Some organizations have addressed 

the challenges of integration, communication, and motivation barriers of the past 

generations (Arrington, 2018). Organizations that failed to implement retention practices 

have lost valuable employees, thus incurring a financial loss. Traditionalists, baby 

boomers, Gen X, and Gen Y all possess different values and attitudes depending on the 

socio-economic conditions during their times (Buahene & Kovary, 2003). Kapoor and 

Solomon (2011) suggested that similarities existed between traditionalists and baby 

boomers and Generation X and millennials; however, each new generation had a stronger 

voice and expectations than the one before them.  

Although generational conflicts prevail in organizations due to different mindsets, 

organizations could make use of these differences (Riggs, 2017). The general 

management problem involves organizations not effectively assimilating new generations 

of employees into the workplace, which leads to lower employee fulfillment, higher 

turnover rates, increased costs, lower productivity, and decreased customer satisfaction 

(see Caldwell & Peters, 2018). The successor generation to millennials, Gen Z, began 

entering the workforce in 2011. 

In a study supporting the specific management problem, that management fails to 

operationalize the strategies in the day-to-day business to reach Gen Z employees 

(Orrheim & Thunvall, 2018), Accenture analysts reported 54% of 2015/2016 hired 

college graduates felt underemployed and were only willing to stay in their jobs if they 
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were engaged from day one. Besides, 84% of Gen Z individuals expect their first 

employer to offer formal training (Lyons et al., 2018). According to Randstad (2016), 

retaining Gen Z recruits requires intensive indoctrination and support mechanisms that 

may not reflect the same needs as the millennials. Management cannot operationalize the 

strategies in day-to-day business to reach Gen Z employees (see Orrheim & Thunvall, 

2018). Tension exists between the practices, new employee expectations, and strategies 

companies need to adapt to attract, engage, and retain Gen Z workers. This research study 

reduced a gap in the literature on the lack of forward-looking integration strategies 

effectively operationalized for Gen Z to assimilate into the workforce and increase 

engagement and retention.  

The purpose of this e-Delphi study was to explore and determine if there was a 

consensus among senior organizational managers across U.S. financial, food service, and 

technological industries regarding strategies to integrate and keep Gen Z employees 

engaged and retained. Organizations struggled with the millennials due to the failure of 

effective integration practices and lack of onboarding packages (see Ferri-Reed, 2013). A 

report by Gallup showed that millennials’ disengagement in their jobs cost the U.S. 

economy $30.5 billion annually (Clifton, 2016). Millennials have somewhat similar traits 

as Gen Z, something organizations can leverage. Managers need to manage new Gen Z 

employees after understanding the qualities the cohort brings to the workplace.  

The literature review contains articles, journals, dissertations, and scholarly 

documents to appeal to academic authority and to gather appropriate scholarly backup. 

The analysis included evidence showing the gap in the literature for the stated problem. 
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The academic discourse on the lack of integration practices for Gen Z provides a 

background and context for the study and establishes academic authority.  

In conducting the literature review, I was able to identify a gap in the research, 

which suggests a lack of forward-looking integration strategies effectively 

operationalized for Gen Z to blend into the workforce and increase engagement and 

retention. The study created new knowledge on effective integration practices in the 

workplace by focusing on the views of midlevel organizational managers. The findings 

may ensure the Gen Z cohort does not face the same engagement and retention issues as 

the millennials, and that managers and workers understand each other enough to create a 

thriving workplace. 

In Chapter 2, I identify the databases and search engines used for the literature 

review, list key search terms, describe the iterative search process to highlight relevant 

scholarship, and illustrate the process of addressing the lack of research on a topic. Seven 

major themes emerge from existing literature related to the study:  

• positive traits of Gen Z  

• negative traits of Gen Z  

• the Strauss and Howe generational theory  

• value of understanding Gen Z  

• integration practices  

• past organizational failure with millennials 

• current data on Gen Z workplace practices  
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The first theme includes the positive traits of Gen Z; the second theme centers on 

the negative characteristics of Gen Z as captured from the academic literature. The third 

theme involves the origin of the Strauss and Howe generational theory and the features of 

the four generations before Gen Z. The fourth theme covers the synthesis of views from 

researchers on recommendations and the market trends, indicating a compelling need to 

understand Gen Z. The fifth theme includes the integration practices incorporated in the 

literature with the millennials and the former generations. The sixth theme has a 

summation of the reasons for the past organizational failure with the millennials. Finally, 

the seventh theme provides data on the current workplace practices for Gen Z. 

Literature Search Strategy 

Peer-reviewed journal articles from the past 5 years were the primary source of 

knowledge in the literature review. Primary databases accessed included SAGE Journals, 

ERIC, Science Direct, Hospitality and Tourism Complete, Harvard Business Review, 

Education Source, Directory of Open Access Journals, Regional Business News, Ingenta 

Connect, CINAHL Plus, Expanded Academic ASAP, ProQuest Dissertations and Theses 

Global, Walden ScholarWorks Dissertations, Project MUSE, Business Source Complete, 

Emerald Insight, Journals@OVID, and Supplemental index. Due to a lack of academic 

research present on Gen Z, some seminal sources older than 5 years were necessary. 

Google and Google Scholar were the search engines used.  

Key words and combinations of key words were integration practices, integration 

model, generational diversity, Generation Z, Generation Z work, Generation Z 

perception of work, onboarding, education, Delphi technique, Delphi method, guidelines, 
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consensus, trends, planning, expert opinion, expert consensus, Generation Z employment, 

entrepreneurship, psychology, Gen Z authenticity , changing workforce flexibility, 

multigenerational, millennials, baby boomers, Generation Y, students conduct of life, 

work environment models, theoretical intergenerational relations, social identification, 

research knowledge transfer psychological aspects, knowledge transfer social aspects, 

professional socialization research, professional socialization psychological aspects, 

psychological contract -research, psychological contract social aspects, work 

environment research, social integration research, social integration psychological 

aspects, organizational research, leadership, management strategies, retention, 

engagement, career aspirations, generational differences, social media, social networks, 

workplace, work values, career, professional abilities, workforce, sustainable strategies, 

technology adoption, industry hiring, employee development methods, HR and 

organizational behavior, employee behavior, organizational socialization, interpersonal 

relations, new employees, superior subordinate relationship, work environment, 

psychological aspects, employee social networks, company business planning, employee 

orientation, innovations, human resources directors planning, retention, onboarding, 

onboarding (management coaching, organizational commitment, job satisfaction, 

employee orientation, socialization, civil service positions, employment administrative 

agencies, employment, work groups analysis, and workplace multiculturalism analysis. 

Concerning Gen Z, I found a lack of germinal and seminal research on the 

population due to its recent emergence as a topic of discussion in academia (McGaha, 

2018). I used a systematic approach to identify any qualitative, quantitative, or mixed 
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methods studies on Gen Z with a focus on lack of engagement and retention due to failed 

integration practices. The exploration of methodology and design choices ensured 

alignment within the study. The conceptual framework centered on the concepts of OST 

and PCT, each discussed in detail to create a new integration model supporting the four 

pillars of compliance, clarification, culture, and connection. The integration model 

supported socioeconomic support, psychological well-being, a stable career path, 

establishment of support mechanisms through personal relationships, and benchmarks of 

growth opportunities for Gen Z. 

Conceptual Framework 

The qualitative e-Delphi study pertains to the phenomenon of the engagement and 

retention of Gen Z in the workplace through constructing questions after analyzing the 

workplace attitudes of Gen Z present in the literature review and building consensus 

among midlevel organizational managers across U.S. financial, food service, and 

technological industries. The Delphi design relies upon the conceptual framework of OST 

and PCT, with anticipated results to build an integration model built on compliance, 

clarification, culture, and connection. The conceptual framework relies upon synthesizing 

concepts from OST and PCT and expanding on Bauer’s onboarding model of the Four 

C’s, which links to the concepts from the two approaches. The relationship challenging 

these concepts, and the model follow.  

Organizational Support Theory (OST) 

Employees’ commitment to an organization builds on the employee belief that the 

organization can nurture and add to their psychological well-being. Eisenberger et al. 
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(1986) stated that mental and welfare support to employees reduces absenteeism and 

increases employees’ emotional attachment, which is followed by increased loyalty and 

hard work. OST (Eisenberger et al., 1986) supports the concept that employee treatment 

by an organization strongly influences the amount of work done by employees, who are 

aware of this exchange during their tenure. Chiang and Hsieh (2012) concluded that  

OST positively influences organizational behavior and increases job performance through 

psychological empowerment.  

Following a longitudinal study, Stinglhamber and Vandenberghe (2003) argued 

that OST multiplies organizational commitment because it fulfills the socioeconomic 

needs of employees and increases self-worth. (Aselage & Eisenberger, 2003, p. 500) 

contended that because OST offers no written support to employees, integrating it with a 

psychological contract of providing a tangible reward to employees through “recruiters, 

coworkers, supervisors, upper managers, organizational literature and human resource 

practices” communicates socioemotional needs to increase OST. Another aspect related 

to OST and organizational commitment is organization-based self-esteem (OBSE), 

something to which Fuller, Barnett, Hester, and Relyea (2003) referred as employees’ 

self-worth in seeing themselves as an organizational member. Each of these concepts 

relates to the employee’s commitment to an organization by analyzing the OST provided. 

Loi, Hang-yue, and Foley (2006) examined the relationship between OST and an 

employee’s justice perceptions and suggested open and regular communication between 

managers and employees to affirm workers’ value and increase their self-esteem. The two 

critical antecedents of OST found in the literature are “supervisor support and procedural 
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fairness” (Weibel, 2007, p. 511). Enhancement of employees’ justice perceptions can 

occur through regular and open communication with managers, enabling the employee to 

feel safe and secure in the working environment, thus increasing organizational 

commitment. 

OST links to several antecedents in the literature. Fulfilling the socioemotional 

needs of employees occurs through respect, caring, appropriate wages, and adequate 

benefits, as employees identify with the organization and believe in their vision to offer 

organizational commitment (Satardien et al., 2019). Engelbrecht and Samuel (2019) 

found that managers can undergo training to develop socioeconomic behaviors through 

transformational leadership, increasing employee retention. Engelbrecht and Samuel 

(2019) indicated that such attitudes tend to reduce turnover intention and increase 

employees' OST. For example, Karaalioglu, Araalioglu, and Karabulut (2019) shared 

similar findings, suggesting that managers should incorporate ways to improve job 

satisfaction levels through reward systems and training opportunities. The conclusion 

provides credence that managers’ viewpoints require consideration before designing 

strategies for employees. 

Human resources professionals and managers create strategies to enhance and 

protect employees from reducing turnover and boosting performance. OST builds on 

defining how to use these strategies more effectively by using five principles: (a) convey 

the voluntary aspects of favorable treatment and involuntary issues of unfavorable 

treatment; (b) assign representatives of the organization to support OST; (c) be sincere; 

(d) tailor rewards to cultural norms; and (e) support employees on a day-to-day basis, 
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giving credibility to organizations (Eisenberger et al., 1986; Kurtessis et al., 2017; Meyer 

& Bartels, 2017; Shanock et al., 2019). The five principles of the OST enable the Four 

C’s of compliance, clarification, culture, and connection to build an integration model 

that supports socioeconomic support and psychological well-being. 

Psychological Contract Theory (PCT) 

PCT originated from ancient Greek philosophers in the 17th and 18th centuries. 

The term has evolved since Argyris (1960) introduced the theory in the book 

Understanding Organizational Behavior. PCT is a contract between two parties that 

occurs in a social context (Argyris, 1960; Levinson, 1962; Rousseau, 1989, 1995). 

Rousseau (1995) suggested the four types of unwritten agreements. The four tacit 

agreements include psychological, normative, implied, and social, which occur at an 

individual level. They are different personal beliefs in a contractual setting between an 

employee and an organization.  

Levinson et al. (2003) defined psychological contracts as mutual expectations that 

set the relationship between the employer and the employee. Schein (1988) further 

explained that in a mental contract, organizations and individuals each have expectations 

of each other, including the rights, privileges, and obligations between employee and 

employer. Such expectations are not written but operate seamlessly within behavior 

(Schein, 1988; Sels, Janssens, & Brande, 2004) defined the contract as a prior promise 

and unwritten contract for future benefits by employee and employer.  

Mutuality and reciprocity play a significant role in a psychological contract 

setting. For instance, an employer that promises to provide career development expects 
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the employee will work hard to increase the profits of the organization; an employee’s 

failure to do so results in a breach of the psychological contract (Dabos & Rousseau, 

2004). (Robinson & Rousseau, 1994; Rousseau, 1989, 2011; Schein, 1988 & van Zyl, 

2019) stated that these expectations define the amount of work needed for a set amount of 

pay and involve the rights, privileges, and obligations of an employer and employee. The 

organization fulfills the contract through exercising authority; in turn, the employee 

fulfills it by contributing as per the expectations of the employer. 

Researchers have studied and enhanced PCT through studying surveys that show 

employers’ views of an organization’s fulfillment, whether with an emotional component 

or purely transactional with a concentration on focus violation (Rousseau, 2011). Pre-

employment experiences can affect the psychological contract, suggesting a bias due to 

negative pre-employment experiences. In such situations, schemas help the worker decide 

role responsibilities and job security through social interactions with coworkers 

(Rousseau, 2001). The psychological contract emerges when the organization believes 

employees should receive a reward for their hard work, and the employees meet this 

expectation by working hard. 

Organizational performance with multiple generations in the workforce is 

increasingly complex, with the engagement and retention of employees now a critical 

issue in every organization. Kutaula, Gillani, and Budhwar (2019) analyzed employment 

relationships in Asia using the PCT. They suggested that managers could focus on team-

building, team-focused activities, and an understanding of culture to fulfill the 

psychological contract and ensure employee loyalty.  
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A large part of the PCT focuses on the breach and violation of the contract, which 

leads to job dissatisfaction and absenteeism. As Chang (2015) noted, “Rousseau (1989) 

argued that psychological contracts only exist in employees because beliefs are held by 

people rather than organizations” (p. 14). Following Rousseau’s argument, academic 

researchers focused on employees. Syrek and Antoni (2017) noted that, with an 

awareness of employees’ beliefs, managers reduce turnover and increase job satisfaction 

by preventing contract violation, building communication, and enhanced belief systems. 

Furthermore, breaches are also dependent on previous unmet expectations from the 

worker’s former employer, resulting in the perception of a breach spiral (Atkinson, 

Matthews, Henderson, & Spitzmueller, 2018). Thus, written contracts with clear 

expectations between employer and employee build on the psychological contract, 

creating revised belief systems. 

Onboarding Model  

Onboarding is the process by which employees become a part of the organization 

through organizational socialization (Bauer & Erdogan, 2011). An effective onboarding 

process, as explained by Bauer (2010), consisted of four elements that typically enhance 

the operation and enable the employer and the employee to build meaningful 

relationships. Caldwell & Peters, (2018) said the model consists of four building blocks: 

(a) compliance: policies and procedures, (b) clarification: understanding of the new job, 

(c) culture: formal and informal organizational norms, and (d) connection: interpersonal 

relationships through formal and informal networks.  
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The study’s framework rests on the concept of OST and PCT, which consists of 

sustaining the employee with socioeconomic support, mental well-being, a stable career 

path, appropriate support mechanisms through harnessing belief systems, and 

benchmarked growth opportunities. These qualities together form an integration model, 

which includes strategies defined by the Four C’s.  

The compliance section of the policy supports the rules and regulations provided 

in the handbook while integrating the employee into the workplace under the mission and 

vision of the organization. The clarification strategy articulates the performance 

expectations and the training and development required, specified according to the 

employees’ credentials during the hiring process, which supports their growth and 

development — defining the strategies around sharing the organizational culture formally 

and informally may further help the employee, who is encouraged by articulating the 

vision of the organization. Finally, the connection strategy fosters the employee through 

support to develop interpersonal formal and informal networks. The employee may 

receive mentoring from peers, managers, and supervisors. 

The conceptual framework factored into the questions based on the Four C’s in 

the survey. The survey was a part of the Delphi methodology and given to midlevel 

managers in qualifying organizations who met participation criteria. 

The onboarding concept integrated with the theories. Onboarding is the 

process of integrating an employee into the organization to drive their maximum potential 

and enable long-term retention. Bauer (2010) introduced the concept of onboarding with 

the Four C’s: compliance, clarification, connection, and culture. Compliance includes the 
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rules, regulations, and processes provided in the employee handbook. Clarification 

involves the details provided to the employee at the time of hire, as well as the 

breakdown of job responsibilities, performance expectations, and training and 

development map. Culture features the learning of the shared organizational norms, both 

formal and informal, and understanding the company’s mission and vision. Connection 

translates to interpersonal relationships, mentoring, and the development of formal and 

informal networks. 

The initial stages of an employee joining the organization are crucial to the 

success of the employee and the organization. The integration model is based on the Four 

C’s and may be carried out throughout the first year of employment. The questions for 

data collection include the integration model, which offers socioeconomic support, 

psychological well-being, development of a career path, establishment of support 

mechanisms through personal relationships and belief systems, and benchmarked growth 

opportunities. Midlevel managers suggested strategies based on the criteria in the 

framework. The integration model enabled midlevel managers to define policies that 

supported the integration model for Gen Z. 

Literature Review 

The constructs of interest used in the study were consensus-driven, based on the 

Delphi methodology. Driving consensus is a method of synthesizing information where 

the current data is not enough to reach a solution; thus, personal insights from experts are 

needed to reach a decision based on a majority (Jones & Hunter, 1995). Several methods 

exist for defining a consensus: (a) percentage agreement through a final vote among the 
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experts participating in the study (80%), (b) rating scale, or (c) a majority of participants 

to give a positive rating to the topic for its inclusion (Nair, Aggarwal, & Khanna, 2011).  

The three most common types of consensus methods are the nominal group 

technique, RAND/UCLA, and the Delphi method (Humphrey-Murto, Varpio, Gonsalves, 

& Wood, 2017). The nominal group technique, which is using a structured process of 

face-to-face interactions with experts, consists of two rounds and panelists rating, 

discussing, and then rerating the questions. The RAND/CLA method is a modified 

Delphi process that, unlike Delphi, is not a full agreement from experts but features a 

prespecified target of 80% (Cotti et al., 2019). The Delphi process uses several rounds of 

opinions from experts to gain a consensus until reaching the specified criteria (Skela-

Savic, MacRae, Lillo-Crespo, & Rooney, 2017). The Delphi method is the best method to 

avoid bias and social pressures, as the other methods use face-to-face interaction. Another 

reason to choose the Delphi method is the difficulty in finding the expert panel of 

managers for face-to-face interaction in a short amount of time. 

The Delphi Method 

 Dalkey and Helmer (1963) developed the Delphi technique in the 1950s at the 

RAND Corporation as part of a research project called Project Delphi. It is a means to 

gather a convergence of opinions from experts in their area of expertise (Avella, 2016; 

Davidson, 2013; Green, 2014). The Delphi name stems from Greek mythology and the 

Oracle of Delphi, who had the power to predict the future (Cornel & Mirela, 2008). 

Delphi is also described as a method of crafting a group opinion through structured 

questionnaires to devise solutions to complex problems. 
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The technique has evolved from the 1950s, beginning with military use and 

forecasting in the RAND Corporation, to include use in other sectors in the 1960s 

(Finley, 2012; Linstone, 1985). The Delphi technique gained momentum between 1980 

and 2004 as a research design. (Avella, 2016 and Dalkey & Helmer, 1963) stated that the 

forward-looking nature of the Delphi method makes it an iterative qualitative design of 

gathering opinions from subject matter experts, filling an understudied gap. 

Researchers apply the technique in qualitative research when there is a 

requirement of judgment from subject matter experts in forecasting a solution to a 

problem (Cornel & Mirela, 2008; Hanafin, n.d.). (Green, 2014 and Linstone & Turoff, 

1975) noted that Delphi is one of the most appropriate research designs when it is not 

possible to solve a problem through analytical methods, instead of requiring collective 

judgments; when the expert individuals have no communication with one another and 

come from diverse backgrounds; and when the researcher can ensure validity by 

maintaining the diversity of the participants. 

The qualitative Delphi method has roots in the philosophy of Locke, Kant, and 

Hegel (Turoff, 1970). Philosophers accentuate the importance of opinions relating to 

reality and the approach to decision-making. The Delphi method originated to inform 

practical research to support Dewey’s pragmatism through assumptions (Dalkey & 

Helmer, 1963). Dewey’s pragmatism serves as a concrete bridge between theories and 

methods, originating from the interpretive paradigm linked to subjective human 

experiences (Fay, 1996; Kirk & Reid, 2002). 
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 Brady (2015) and Hsu & Sandford (2010) suggested pragmatism is evident in the 

qualitative Delphi method in the following ways: (a) it is flexible and useful with 

quantitative and qualitative data sources; (b) it is affordable, comprising surveys and 

questionnaires that can be quickly disseminated; and (c) it is useful for collecting input 

from experts. Delphi studies do not have the same complexity as other research designs 

that may require specialized education, technology, and knowledge, thus making Delphi a 

useful data collection tool for community-based research and decision-making.  

For the study, I chose Delphi instead of a case study. According to Yin (2017), a 

case study enables exploration of participants’ experiences and perspectives within a real-

life setting. The case study method is the most appropriate research design when no 

control exists over the phenomenon being studied (Amerson, 2011). A case study is a 

qualitative research design used to explore, describe, or explain a case of interest, as well 

as enable a holistic and meaningful understanding of a phenomenon (Yin, 2017). Case 

studies also permit a heuristic approach, allowing for the explanation of what happened 

and why it happened, which increases applicability (Yin, 2017).  

The Delphi method was borne out of military projects as a means of judgment, 

decision-aiding, or forecasting (Rowe & Wright, 1999), useful when there is incomplete 

knowledge about a phenomenon (Adler & Ziglio, 1996; Delbeq, Vande Ven, & 

Gustafson, 1975). Skulmoski, Hartman, & Krahn, (2007) defined Delphi studies 

consisting of utilizing a panel of experts to build consensus. Qualities of the Delphi 

design include anonymity, responses not identified with names, and controlled feedback, 

an action allowing the group members to reevaluate their answers after analysis in the 
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first survey. Also, statistical group response ensures the reflection of every group 

member’s opinion in the final response (Rudner et al., 2001). Structured interaction 

involves standard questions through a survey to find answers and achieve a consensus. 

Dalkey & Helmer, (1963); Diamond et al., (2014) & Linstone & Turoff, (1975) defined a 

dialectical inquiry as a form of qualitative research utilizing the method of debate, as 

researchers aim to discover truth through examining and interrogating competing ideas, 

perspectives, or arguments.  

When considering sample size in a Delphi study, the researcher must remember 

saturation determines the sample size in qualitative research; however, additional 

elements to consider include code saturation and meaning saturation. Code saturation 

occurs when researchers have “heard it all,” and meaning saturation refers to the need to 

“understand it all” (Hennink, Kaiser, & Marconi, 2016, p.605). The number of 

participants for the study should not be too large, which can be challenging to coordinate, 

or too small, leading the assessment to be too narrow. Data collection in a Delphi study 

occurs through an open-ended questionnaire completed by a panel of experts to 

understand the different views and perspectives with specific criteria; a description of the 

problem; identification of the means of communication to collect responses and 

summaries from previously published research articles, literature, and case studies 

(Patton, 2014); and reflexive journal notes (Merriam & Tisdell, 2015).  

Key Themes in the Literature 

The literature review incorporates seven significant themes based on the research 

question and the purpose of the study: (a) positive traits of Gen Z, (b) negative traits of 
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Gen Z, (c) the Strauss and Howe generational theory, (d ) value of understanding Gen Z, 

(e) integration practices, (f) organizational failure with the millennials, and (g) current 

data on Gen Z workplace practices. Investigating the first theme required inquiry on the 

positive traits of Gen Z. The second theme highlights the research on the negative 

characteristics of Gen Z, as captured from the academic literature. The third theme 

discusses the origin of the Strauss and Howe generational theory and the features of the 

four generations before Gen Z. The fourth theme articulates a synthesis of views from 

researchers on recommendations and market trends that create a compelling need to 

understand Gen Z. The fifth theme includes the integration practices incorporated this far 

in literature with the millennials and the former generations. The sixth theme sums up the 

review of the reasons for the past organizational failure with the millennials. Finally, the 

seventh theme provides data on the current workplace practices for Gen Z. 

Positive Traits of Gen Z 

Gen Z trends show they are social entrepreneurs who focus on social justice, are 

mindful in creating their future, and form a socially conscious cohort (Hope, 2016). 

These traits imply that if organizations are open to receiving talent, Gen Z will help 

create a work culture that values and promotes positive social change in the world (Singh 

& Dangmei, 2016). Managers could use these traits to analyze the integration practices 

that could encourage the new generation of employees to increase business value, bring 

more meaning to their lives, and contribute to the betterment of society (Yaneva, 2018).  
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Seemiller & Grace, (2017, p. 25) posited that the entry of a new generation into the 

workforce can enable managers to “educate, mobilize, and empower” Gen Z to solve the 

issues that could create a positive impact on society.  

Strategically investing in the training and development of Gen Z may build trust, 

commitment, and new capabilities that could translate into a competitive advantage and 

improved business outcomes (Larkin et al., 2018). Harmonizing Gen Z into the 

workplace and understanding their strengths and weaknesses to draw out their potential 

could strengthen their ability to perform, build strong relationships, and promote positive 

social change in communities. Gen Z employees prefer to work for managers with 

honesty and integrity (Stillman & Stillman, 2017). One of their prerequisites for working 

for an organization is the demonstration of ties with the community and social 

responsibility.  

Researchers in academia have identified the characteristics of Gen Z as requiring 

flexibility at work, focusing on tangible rewards, maintaining a global mindset, being 

professionally committed, and experimenting with new things (Puiu, 2017; Singh & 

Dangmei, 2016). Hope (2016) acknowledged the traits of Gen Z and forewarned 

organizations to prepare to welcome them. Numerous researchers continue to call Gen Z 

the “we” generation who are socially liberal and more realistic than millennials. McGaha, 

(2018); Seemiller & Grace, (2017) & Smith & Cawthon, (2017) argued that Gen Z's 

thinking is oriented to social change, and their driving factor is creating a difference in 

society.  
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Desai and Lele (2017) conducted a quantitative study on the attitudes of Gen Z as 

related to social media and the workplace. The author used a structured questionnaire 

using the reliability scale with 181 participants, of which 81 were undergraduates, and 60 

participants were enrolled in a post-graduate program. The birth year of the students 

ranged from 1990 to 2000. The study consisted of 34 variables and sub-variables. The 

results of the study showed that Generation Z does not shy away from work but has 

certain predefined notions towards their workplace. They value the team, superiors, 

subordinates, and freedom of speech. The authors’ findings indicated a challenge exists 

for organizations to understand the generation, as they have specific needs compared to 

the other generations. 

Chillakuri and Mahanandia (2018) conducted an exploratory study using journal 

articles, newspapers, and conference proceedings, which included interactions with 

Generation Z. The authors indicated that the data on generation Z is scarce due to their 

recent entry into the workforce. The findings showed that Gen Zs are early starters who 

are independent with an entrepreneurial drive, multitaskers, and people who require 

flexibility at the workplace. The generation is said to be comfortable working across the 

globe, even though they have not had global exposure in person.  

Gen Z is a technological generation, and organizations need to use technology to 

communicate with this generation. Social recruiting may serve as an alternative method 

of hiring (Canedo, Graen, Grace, & Johnson, 2017; Chillakuri & Mahanandia, 2018). 

Chillakuri and Mahanandia (2018) suggested that organizational managers should be 

ready to address challenges with these workers, which arise due to age, experience, 
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thinking, and style. Organizations require redefining policies and strategies and 

developing systems around them. Chillakuri & Mahanandia (2018) suggested specific 

strategies to mitigate the differences that arose with other generations, such as the 

millennials, and preempt the troubles for organizations.  

Smith and Cawthon (2017) conducted a media review of the book by Seemilar 

and Grace (2016), “Gen Z goes to college” Seemilar and Grace (2016) investigated 295 

sources using qualitative and quantitative methods and studied literature from other 

scholars. Smith and Cawthon (2017) conducted a review of the findings and divided the 

research into themes comprising of “Who is Generation Z?,” “Beliefs and Perspectives,” 

“Communication Platforms and Preferences,” “Social Media Use,” “Friends, Family, and 

Romance,” “Care and Concern,” “Engagement and Social Change,” “Leadership Styles 

and Capacities,” “Maximizing Learning,” and “Working with Generation Z.”  

The review highlighted the common theme of social media consumption by Gen 

Z to engage with friends, family, and the workplace. Due to their understanding of social 

media and their belief in creating positive social change in society, Gen Z will engage in 

politics and voting as they become of age. The authors concluded that organizations 

require an understanding of Gen Z and that they will live their values through lifestyle 

changes.  

Tulgan (2013) wrote his first book, “Managing Generation X,” in 1995. 

Organizations approached the author for advice on managing Generation Z, which 

prompted the tracking of Generation Z since 2008 by conducting in-depth interviews with 

young adults. The research revealed the distinguishing characteristics of economics, 
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geopolitics, technology, and parenting. The author listed items that are important for Gen 

Z in the workplace: social media, human connection, global mindset, diversity, training, 

and promotion of high-intensity relationships. The authors suggested that organizations 

can retain Gen Z employees by building dream jobs that incorporate all of the mentioned 

characteristics.  

The author further indicated that organizations should promote high-intensity 

relationships, provide continuous reeducation, define laser-focus roles, take control of the 

virtual ethos, plan for global outreach and local nesting, and build continuity through 

short-term renewable loyalty. The findings of the authors concluded the apparent level of 

focus on the needs of Gen Z, along with similar characteristics of the kind of interaction 

these employees require from organizations.  

Seemilar and Grace (2015) wrote a book, “Gen Z goes to college,” which reports 

data from 295 sources compiled from fifteen partner institutions. The authors initiated the 

emails with partner institutions who sent out the survey to their qualified students. The 

investigation started with 1,223 students, and 1,143 took the study who were born after 

1995. The survey included qualitative and quantitative design and included open-ended 

and multiple-choice questions.  

The results indicated Gen Z as being loyal, compassionate, unbiased, 

contemplative, adamant, and unwavering. Puiu (2017) conducted quantitative research of 

111 teenagers using Google forms along with documentation, observation, comparison, 

analysis, and synthesis. The authors described their learning styles as different from other 

generations. Gen Z workers are self-learners and realistic in their thought processes. Both 
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Puiu and Seemiliar and Grace highlighted Gen Zs' need for human interaction, and 

communication despite their dependence on social media.  

Singh (2014) researched Generation Z using primary and secondary data. The 

primary data consisted of interviews and interactions with various generations and 

secondary data comprised of journals, discussion with experts, and magazine articles. The 

authors associated Gen Z with being individualistically focused on good life, loyal, 

curious, and faster learners than any other generation due to their constant interaction 

with technology.  

Gen Z individuals have grown up with technology at their fingertips, and the 

virtual world is one of their strengths. Persada, Miraja, and Nadlifatin (2019) conducted 

quantitative research to analyze data using online questionnaires as their primary 

development instrument. The research question was based on identifying behavioral 

patterns of Generation Z for online learning. The research participants included 123 first-

year students who were actively using collaboration platforms. The four main areas of 

focus for the questionnaires included personal, professional, as learners and community 

members.  

Research findings suggested that managers seeking to utilize the strength should 

create accessible learning resources to improve the workers’ internal perspective. Gen Z 

is self-taught in technology; thus, organizations benefit by creating an environment that 

can deepen their understanding and create an atmosphere of formalized learning to ensure 

full utilization of their local knowledge.  
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At the 14th International Scientific Conference, “Adapting Your Teaching to 

Accommodate the Net Generation / Z-Generation of Learners,” Chicioreanu and Amza 

(2018) researched at the Politehnica University of Bucharest. The research question was 

to identify the learning needs, expectations, and motivations by using technology to 

develop teaching methods. The process of group sampling was used, and questionnaires 

were distributed to faculty and students. The participants included Millennials and Gen Z 

students.  

The authors concluded that Gen Z is looking for learning designed in an 

interactive fashion, which is a blend of technology and personal interaction. Vitelar 

(2019) used a quantitative methodology to understand GenZs use of personal branding 

through social media. The study was conducted in Romania. The researchers used a 

quantitative questionnaire utilizing a convenience sample of 100 individuals between 18-

24 years of age. The researcher further detailed the cohort’s love for technology, which is 

grounded in the building of personal brands through the use of social media. Gen Z uses 

social media for “self-expression, creating a positive image and reputation for building 

networks, differentiating in the marketplace, and staying competitive.” Vitelar noted that 

these young adults spend considerable time on social media to build their reputation for 

networking and recruiting purposes. 

Although managers are still forming the workplace tactics for the new set of 

people, Persada et al. (2019) proposed the most important incentives for this generation 

are value, career, learning, and self-regard. Tulgan (2013) also offered the same 

viewpoint by stating that Gen Z expects a clear reward structure to the amount of time 
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spent in the workplace. This attitude could be beneficial for managers if leaders put into 

place a tangible reward system to motivate employees. 

Negative Traits of Gen Z  

Tóth-Kaszás (2018) conducted empirical research in Hungary, interviewing 

leaders from non-profit organizations on the characteristics of Gen Z. The researcher held 

21 interviews using a structured questionnaire on strategies that could be applied to keep 

Generation Z motivated to work in small towns. The results described Gen Z as a self-

indulgent generation who live for the day and do not like limitations. The researcher 

classified this young generation as self-centered, defining their personality through social 

media and hiding behind avatars to express themselves (Piore, 2019; Shatto & Erwin, 

2016; Stillman & Stillman, 2017). Their immersion into technology prevents them from 

verbalizing their emotions but does not take away their sensitivity to human emotions. 

Due to their multitasking ability, Gen Z individuals lack precision and critical thinking. 

They do not like following the rules; however, they are better at it than the millennials 

(Tóth-Kaszás, 2018). Keeping Gen Z close to their hometowns is a difficult task due to 

their curious minds and constant search for better opportunities.  

Mohr and Mohr (2017) performed a descriptive comparison of Gen Y and Gen Z 

through using current research from researchers such as (Elmore, 2010 and Seemiller & 

Grace, 2017) and stated that, although this generation does have positive characteristics, 

some of the negatives are due to the exposure to the digital world, which enables them to 

become uncompetitive and uncreative. The authors described Gen Z as lacking 

spontaneity, defocused, critical of their peers, and not wanting to miss out on anything. 
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Schenarts (2019) researched dictionaries, libraries, and databases on the current research 

presented on generation Z and supported the view iterating the digitized world has 

created short attention spans and generational conflicts. Although the digitized world 

gave Gen Z intelligence, it also created impatience, anxiety, and depression. Technology 

played a pivotal role in the development of Gen Z, and the challenge for organizations is 

how to drive this generation by incorporating technology as a significant component in 

the workplace, at the same time ensuring these employees remain engaged and use their 

intelligence for positive evolution. 

Schlee, Eveland, and Harich (2019) conducted a study using a Likert scale on 

millennials and Gen Z, with emphasis on their learning styles and their attitudes towards 

team projects. The authors consulted 24 marketing research students to develop the 

questionnaire. The sample consisted of 51% men and 49% women; 549 students 

completed the questionnaire. Results revealed that Gen Z was more anxious and less 

confident than millennials, and teamwork was not one of their strengths. Purcell (2019), 

on the other hand, suggested sustaining the learning styles of Gen Z by enabling them to 

take a deep dive into content through individual attention and personalization to their 

specific needs. 

Gen Zs' average attention span has reduced to 8 seconds as compared to 12 

seconds from the millennials (Shatto & Erwin, 2016). Harvard Medical School attributed 

the reduction to an attention deficit disorder due to the imagery of the virtual world. 

Furthermore, the acquired attention deficit disorder reduces Gen Zs ability to concentrate 
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on complex problems due to the visual imagery of social media and technology (Chun, 

2017; Singh & Dangmei, 2016).  

Cameron and Pagnattaro (2017), based on studies conducted by Google and after 

studying existing literature on Generation Z, argued the 8-second attention span also 

creates efficiency in Gen Z, helping them to process massive information overload at a 

breakneck speed. The lack of concentration due to technology could cause a challenge for 

organizations to develop mediums to communicate with this generation to drive their 

potential. Cameron & Pagnattaro, (2017 p. 320) suggested the three learning styles for 

Generation Z as “visual, auditory, and kinesthetic.”  

Strauss and Howe Generational Theory 

The Strauss and Howe generational theory pertains to attitudinal differences due 

to social and environmental circumstances at the time of the development of the 

particular generation (Gurova & Endokimova, 2016). Strauss and Howe (1991) shared 

the characteristics of four generations by discussing the main attributes of each as 

affected by economic and social circumstances (McGaha, 2018). The four generations are 

as follows: (a) traditionalist: members of the general population born between 1925 and 

1945; (b) baby boomers: members of the general population born between 1946 and 

1964; (c) Generation X: members of the general population born between 1965 and 1980; 

and (d) Generation Y: members of the general population born between 1981 and 1999 

(King, 2017). Their research specified the generational pattern that exists in each 

generation based on social and economic circumstances. 
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Strauss and Howe published another book in 2000 called Millennials Rising: The 

Next Great Generation, in which they praised the millennials as a generation that will 

make more of a difference in society than Gen X and Gen Y. The authors also predicted 

Gen Z would be the next generation to gain the intellectualism from the traditionalists, 

idealism from the baby boomers, action- orientation from Gen X, and optimism from the 

millennials.  

According to Strauss and Howe (2000), all the changes that millennials and Gen Z 

will go through will stem from prevailing societal circumstances, which affect their 

personalities and drive them to be better than the previous generations. Based on Strauss 

and Howe’s generational theory for the research, a discussion of each of the ages follows 

based on their years of birth and the economic and historical circumstances at the time. 

Traditionalists (1928-1945). Also known as veterans, traditionalists grew up 

during the end of World War II and the beginning of the 1950 Korean War. The 

economic downturn dictated their core values, and they pride themselves on conformity, 

sacrifice, patience, rules adherence, and being followers rather than leaders (McGaha, 

2018; Wiedmer, 2015). 

Baby boomers (1946-1964). Entering a society that had already encountered four 

years of world war, the baby boomer generation marked the “decades between World 

War II and the Civil Rights Movement” (Hughes & Angela, 2004, p.224). The 

characteristics of baby boomers include loyalty, hard work, and technological amateurs. 

Employees consider baby boomers to be “less competent, less qualified, less friendly, and 

less desirable than younger workers” (Cox, Young, Guardia, & Bohmann, 2018, p.72). 
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Generation X (1965–1980). Gen X individuals are those born around or during 

the Vietnam War, the only war lost by the United States. They grew up with boomers as 

their parents and experienced the invention of Apple and terrorist attacks, which led to 

the economic downturn (McGaha, 2018). Gen X rebelled against the baby boomers and 

looked for a sense of family. They want balance, informality, casual authority, and 

skepticism (Zemke, Raines, & Filipczak, 2013). 

Generation Y/millennials (1981–1996). Early events in the millennials’ lives 

were globalism, the terrorist attacks of September 11, 2001, and the Internet Age 

(National Endowment for Financial Education, 2015). Researchers have identified 

millennials as being well-educated, self-centered with no loyalty and ethics in the 

workplace, and highly ambitious. Gen Y wants to rise quickly in ranks, live in the present 

moment, and value their freedom. They are a vulnerable population that does not like 

setbacks (Baiyin Yang, 2018). 

Generation Z (1997–2012). Gen Z underwent influence by the revolution of the 

digital world, a volatile economy faced by multiple violent attacks (post–9/11), terrorist 

attacks, and social justice movements. Gen Z trends show they are social entrepreneurs 

who focus on social justice, are mindful in creating their future, and form a socially 

conscious cohort (Hope, 2016). Gen Z prefers to work for managers with honesty and 

integrity (Stillman & Stillman, 2017). Researchers in academia identified the 

characteristics of Gen Z as requiring flexibility at work, focusing on tangible rewards, 

owning a global mindset, being professionally committed, and experimenting with new 

things (Puiu, 2017; Singh & Dangmei, 2016).  
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Value of Understanding Gen Z 

Gen Z, the oldest of whom are now reaching 25 years of age, are joining the 

workforce. Gen Zs are individuals born after 1997 (McGaha, 2018; Seemiller & Grace, 

2017; Stillman & Stillman, 2017; Tóth-Kaszás, 2018). Their characteristics differ from 

the previous generations, which forces the organizations to understand them (Chillakuri 

& Mahanandia, 2018). A new generation entering the workforce changes the landscape 

for organizations, requiring them to devise new strategies and change old ways to 

accommodate new thinking. 

Chillakuri and Mahanandia (2018), in their exploratory study, while researching 

journal articles, newspapers, and conference proceedings and Seemiller and Grace (2017) 

in their qualitative study using 295 sources and data from 15 partner institutions 

identified Gen Z as having a strong entrepreneurial drive. Singh Ghura (2017) performed 

a qualitative study, and the method used for the research was semi-structured in-depth 

interviews. The research question centered around the challenges faced by Indian 

organizations while working with Generation Z intrapreneurs.  

The exploratory study focuses on existing literature on Generation Z in the 

workforce, referring to them as “intrapreneurs” (p. 106). According to Singh Ghura, 

intrapreneurs take approval from managers to use the organization’s resources. 

(Luchsinger & Ray Bagby, 1987) further said that an entrepreneur and an intrapreneur 

both rely on innovation and teamwork, with a difference in the setting: one works in an 

individual environment, with the other working in an organization with procedural and 

structural regulations.  
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According to Buekens (2014), organizations can build an intrapreneurial culture 

to harness innovation by allowing individuals to take risks and implement the company’s 

vision through empowering employees and giving them access to the company’s 

resources. Onyebu and Oluwafemi (2018) asserted that to grow effective intrapreneurs, 

organizations should adopt a leadership style that recognizes, motivates, and rewards 

these individuals in achieving organizational development through innovation. The 

landscape for organizations is changing as competition grows, and individuals look for 

more significant challenges. Harnessing and developing Gen Z through recognizing and 

cultivating talent could enable organizations to remain competitive in a growing 

environment. 

The professional world has multiple generations working together, which creates 

intergenerational differences. Following a study in China, Tang (2019) conducted a 

critical analysis of the literature present on Gen Z and found Gen Z as having a 

significant impact globally, thus identifying a need to understand the values and cultural 

differences of this particular group. Previous generations shaped the organizational 

landscape; as such, identifying managerial preferences of Gen Z will enable organizations 

to devise means to harmonize four generations in the workplace (McGaha, 2018).  

In his research of Gen Z in the federal workforce of generational differences and 

managerial effectiveness as perceived by various generations, Arrington (2018) suggested 

future recommendations and analysis on studying the attributes of Gen Z, specifically to 

increase the success of any organization and enable the four generations to work 

harmoniously. The researcher used quantitative methodology and accumulated data from 
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preexisting federal public sector members. The sample population comprised of 

1,845,662 employees. The survey instrument used the 3-point type Likert scale. The 

results indicated that each of the generations has its values and attitudes. (Wiedmer, 

2015) after studying existing research suggested that managers should adopt the 

appropriate technique to communicate with different ages; in the case of Gen Z, 

technology impacts the way they will inform and innovate. 

Disruptive technology has touched every aspect of businesses and the way people 

work. Gen Z is at the core of the innovation, and embracing them will prepare 

organizations to take a leapfrog approach into the world of progress with disruption 

(Koulopoulos et al., 2016). Artificial intelligence (AI) and disruptive technology are 

highly influenced by millennials and Gen Z, who firmly believe the development of AI 

will reduce governance and scrutiny in organizations (Whitman & Sobczak, 2018). The 

reliance of organizations on AI in the future for successful business practices requires 

support and understanding of this generation. 

Gen Z is new to the workforce; thus, in-depth understanding is lacking through 

research or their actions of joining the workforce, as only the oldest members are entering 

the educated workforce. Organizations should obtain a comprehensive understanding of 

this generation to ensure a successful transition from other generations, as they differ in 

their values and attitudes. Thus, to welcome and retain this generation, companies must 

devise integration practices that drive Gen Z maximum potential.  

The exhaustive literature review that follows covers what is meant by integration 

practices in the workplace and how different ages vary in the adoption of these practices. 
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Also included is a detailed overview of the prior generation, the millennials, and the 

reason organizations struggled with millennials due to the failure of such integration 

practices in the workplace. 

Integration Practices 

Integration rests on the four pillars of compliance, clarification, culture, and 

connection, as discussed in the study’s conceptual framework. Wiggins-Romesburg and 

Githens (2018) studied the various forms of diversity and resistance that could potentially 

create equity and integrative practices in organizations by creating an integrative 

atmosphere. The authors suggested that organizations incorporate a component of 

multiculturalism, compliance, and inclusion to foster a connection with employees to 

develop a productive workplace.  

Along similar lines were the findings of Ricketts and Rudd (2002) using the 

experiential learning theory of Kolb (1984), combining experience, perception, cognition, 

and behavior through a review of the personal development of youth. Ricketts and Rudd 

(2002) suggested the behavioral aspects of youth required to study before designing an 

integration model by considering the three dimensions of awareness, integration, and 

interaction. The researchers conducted a theoretical investigation of the current literature 

on youth leadership and developed a model for formal leadership for youth programs.  

The authors conducted an exhaustive literature review on the leadership models currently 

available for youth before developing the model. Although the authors defined the 

integration model specifically for Gen Z employees, there was no data or a review of 

managerial practices. The literature provided by Ricketts and Rudd (2002) connects the 
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three dimensions of awareness, integration, and interaction to the integration model 

suggested in the study, which is based on clarification, connection, culture, and 

compliance. Caldwell and Peters (2018) identified the moral norms that organizations 

should use in welcoming Gen Z into the companies as new hires. These norms related to 

the clarification role of the integration model to include psychological well-being and 

interpersonal ethical relationships.  

Byford et al. (2017) gathered the results from a global survey of 588 senior 

executives, in which 70% of respondents attributed their failure to lead an organization to 

lack of understanding of norms and lack of cultural fit in the organization. The senior 

executives who were interviewed upon joining the organization also said that 

organizational culture and politics was the primary reason for people leaving the 

organization. The authors articulated five tasks of which executives must be aware of 

during the first few months after entering the company. These tasks include assuming 

operational leadership, taking charge of the team, aligning with stakeholders, engaging 

with the culture, and defining strategic intent. Byford et al. suggested using the term 

integration instead of onboarding, which enabled an employee to become a functioning 

member at the outset. The researchers articulated that if companies perform true 

integration, then people can reach full performance in 4 months rather than an average of 

6 months. The authors' findings are generalizable concerning issues of onboarding; 

however, the researchers did not focus on the intricacies aligning the lack of onboarding 

to loss of business and resources.  
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Mueller et al. (2013) conducted a quantitative study at a research university in the 

Midwest with a sample of 906 participants. The identified participants were recruited 

from the organizational hiring records. The invitation was sent via email and followed up 

by a phone call to fill up an online survey. A total of 14 questionnaires were filled out by 

264 participants from the pool. The findings suggested that initial interactions have 

potent effects on newcomers entering the workplace. The authors compared relationships 

between supervisors and coworkers. The positive triggers for newcomers included 

personal support and connectedness, and negative triggers involved interpersonal 

conflict, power struggles, and trust violation. Social support emerged as a vital function 

to support newcomers. Mueller et al. suggested newcomers who receive a high level of 

support settle down faster, have a higher level of confidence in the organization, and 

produce better results than those who do not feel socially supported. The researchers 

studied the effects of socialization directly linked to onboarding, a new employee in 

organizations. Mueller et al. indicated a need for future research for supporting 

newcomers and understanding their behaviors in the first 90 days of entering the 

workforce. The researchers emphasized the socialization concept without expanding on 

management support.  

Cable et al. (2013) conducted a field experiment at Wipro, with 605 participants 

divided amongst three operations. Participants comprised of three groups. The first group 

emphasized individual identity, focusing on individuals bringing their strengths to work; 

the second group stressed the organizational entity, focusing on imbibing the corporate 

values and concentration on institutional needs; and the third followed whereby 
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newcomers underwent training in 15- to 20 person groups to transfer the company’s 

culture by focusing on each one’s identity. The authors posited that the standard 

onboarding approach is inappropriate for bringing new employees on board, eliminating 

creativity, and disempowering newcomers from demonstrating their strengths. Cable et 

al. (2013) found that when personal character received a higher focus than the employee, 

turnover was less, and customer satisfaction was high. The authors suggested authentic 

self-expression increased self-esteem, increasing employee performance with less 

likelihood to quit their jobs than found by following organizational commitments or the 

traditional onboarding.  

Emphasis was on the four essential elements to onboarding for the future 

upcoming workforce (Cable et al. 2013). Managers should connect with people without a 

job description and enable them to express their strengths and use them at work. The 

newcomers should have dedicated time to show their talents, which will allow 

management to utilize employees’ strengths to the maximum and ensure lower turnover. 

Introductions require tailoring the conversations and allowing the newcomers to express 

their power, enabling them visibility with their colleagues. Lastly, Cable et al. suggested 

that companies should allow newcomers to indicate how their forces can benefit 

organizations and where they can provide the maximum benefit in creating a win-win for 

both the organization and the newcomers. The article was useful in portraying the 

benefits of a small change in socialization practices in creating a difference in 

organizations. All four steps mentioned by the authors connect to compliance, 
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clarification, connection, and culture for understanding the characteristics of the new 

workforce to develop effective integration practices. 

Organizations have worked with various generations in the past, and are now 

encountering a generation that holds different views about the workplace. Malcolm 

Knowles, in his adult learning theory, discussed people developing self-responsibility if 

they are allowed to create their own learning needs (Knowles, 1978). Adult learning 

theory centers on the six assumptions of maturity: self-direction, growing experience, 

development tasks to ensure readiness, problem-centered learning, internal motivations, 

and the ability to define the why to a newcomer (Malik, 2016). This theory, if applied to 

every learning program oriented at the newly entering Gen Z, can enable organizations to 

create a solid foundation that will help these young employees assimilate into the 

organization. 

Past Organizational Failure With the Millennials 

Millennials, also known as Gen Y, were born between 1981 and 1996 and termed 

the digital natives. The millennial generation was meant to devise new methods to change 

organizational thinking (McGaha, 2018). Organizations struggled to retain millennials, 

considering they were a lazy generation, negative, with a short attention span and having 

unrealistic organizational expectations (De Hauw & De Vos, 2010; Mondres, 2019; 

Rather, 2018). Ruiz & Davis, (2017) stated that the critical requests from millennials 

included workplace freedom and unspecialized work roles; organizational reluctance 

resulted from a lack of organizational and supervisor support and a lack of effective 

strategies to blend the millennial generation into the workforce. 
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Different generations bring different attitudes and motivations to the workplace. 

Calk and Patrick (2017) investigated the motivational factors for millennials, referring to 

the five motivational factors listed in the Work Motivation Inventory (WMI). WMI uses 

“forced choice, paired-comparison technique to create a motivational profile” (Calk & 

Patrick, 2017 p. 133) to make workplace choices. The authors collected responses from 

88 completed surveys out of a total of 341 studies distributed to the millennials.  

The findings suggested millennials had substandard ethics, beliefs, and 

communication skills and thus failed to make long-term commitments to organizations. 

Multiple authors offered varying views on the perspective of the millennials. A recent 

Gallup report identified Gen Z as the job-hopping generation, with turnover costing 

organizations $30.5 billion annually (Adkins, 2016). Adkins continued to say that the 

expectation is that two out of three millennials will leave their organizations by 2020, and 

only 16% of onboarding millennials reported they would stay with the same employer for 

ten years.  

The literature also indicates millennials are creative, technologically savvy, 

socially conscious, and like to work for organizations that enable them to give back to 

society (De Hauw & De Vos, 2010; Ferri-Reed, 2013; Rather, 2018). Some of the 

motivating factors for this generation are diversity, teamwork, global assignments, and 

cultural awareness to perform in a multicultural environment (Ruiz & Davis, 2017). 

Millennials and Gen Z, who are the younger generations in the workforce, both want to 

hold on to their identity, improve the world in which they live, and work in and for 

organizations that meet their basic financial needs (Gray, 2018). De Hauw & De Vos, 
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(2010) in their article suggested that career progression, training and development, 

meaningful work, and giving back to society emerged as the key motivational factor for 

the millennials and Gen Z.  

In a study conducted on the intergenerational motivational factors in the federal 

workforce, Ertas (2015) did quantitative research and used the Federal Employee 

Viewpoint Survey collecting responses from 266, 000 full-time employees. The findings 

suggested the millennials were far more inclined to change careers as compared to baby 

boomers. Millennials prefer to have multiple job streams and work-life balance, and they 

change employers sooner than the older workforce (Ertas, 2015). Most of the 

characteristics of the millennials, as listed in the literature, mirror the characteristics of 

Gen Z; however, organizations struggled to retain the millennials, and now, a new 

generation that holds a more definite ideology than older workers has entered the 

workforce. 

Ferri-Reed (2013), in a peer-reviewed article, identified the millennials as 

technologically savvy; they do not understand any verbal cues yet are comfortable with 

face-to-face interactions. The generation’s members value their time as much as they 

appreciate their work time. The millennials are eager for constructive feedback. They like 

to share information and work in collaboration with their colleagues. Millennials are 

extraordinarily self-confident, with their self-esteem enhanced by their parents and 

teachers. Lastly, Ferri-Reed stated that members of the generation would work in an 

organization that has a community presence.  
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Ferri-Reed (2013) suggested that, if the retention of these employees is essential 

to organizations, then companies must rebuild their onboarding packages. The author 

suggested that organizations should have millennials contribute to the redesign of the 

onboarding package. The information about onboarding packages should be visual, brief, 

and automated. Ferri-Reed also indicated that the presentations are interactive, and the 

organizations allow members of the generation to work in teams. The information passed 

on to the group should be relevant and detailed. The onboarding gap from organizations 

has been around for decades, and unless organizations create a viable solution, they will 

struggle to engage and retain employees actively. 

Fullen (2019) performed a recent phenomenological study using a theoretical 

framework using the Generational cohort theory. The author studied the retention reasons 

for millennials employees. In Fullen’s research, the 12 interviewed participants had held 

a combined total of 74 full-time positions. None of the 12 participants had received the 

opportunity by their respective employers to stay with the organization upon granting a 

notice to leave. A callous attitude toward organizations emerged in several participant 

interviews. The researcher found that, as organizations must now hire more millennials, 

managers struggle to integrate and engage these new hires.  

Millennials are a new challenge to organizations as opposed to previous 

generations (Ferri-Reed, 2014). One of the most significant challenges facing 

organizations is employee engagement and retention (Putre, 2016). Fullen continued to 

state that although a large body of literature exists on millennials in the workplace, 

research on retention techniques has not received the same attention.  
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Koppel et al. (2017) conducted a study to identify the reasons for millennial 

nurses leaving the organization sooner than others. The analysis was based on analyzing 

nurse’s responses from the Employee engagement survey conducted by the Advisory 

Board Survey Solutions (ABSS). The findings discussed the lack of support felt by 

millennials in the first few years of joining an organization. The researchers suggested 

that organizations offer assistance in the first few months, and also provide millennials 

with opportunities in other departments to increase retention.  

One of the significant challenges facing contemporary organizations is creating an 

integrated culture to accommodate the four generations currently in the workforce and 

develop strategies to drive each group’s maximum potentials (Canedo et al., 2017). 

Promoting employee engagement and employee retention strategies resulted in employee 

satisfaction, a commitment from the employee to improve the organization’s brand, and a 

competitive advantage for the company. Organizations spend money on the training and 

retention of millennials, also called the job-hopping generation, to integrate them into the 

culture created by the baby boomer generation; however, these companies struggled to 

retain millennials (Ivanović & Ivančević, 2019). (Catano & Morrow Hines, 2016) 

suggested that for the retention of high-quality employees of any generation, 

organizations should create psychologically healthy workplaces and include corporate 

social responsibility in terms of reference to keep the job exciting and viable.  

Although the Gen Z individuals entering the U.S. workforce have some 

similarities with millennials, they also have some stark differences, such as cynicism, 

pragmatism, independence, and digital native status (Grow & Yang, 2018). Gen Z 
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members were born after 1995, making the oldest ones 25 years of age at the end of 2019 

(Piore, 2019). Some of the Gen Z employees who have entered the workplace have 

experienced ineffective integration practices due to the lack of knowledge and a 

company’s earlier experiences with employees. Schroth, (2019) further confirmed that 

these ineffective integration practices are already making Gen Z reconsider their 

workplace choices.  

Current Data on Gen Z Workplace Practices 

Lyons et al. (2018) surveyed 2017/2018 graduates hired by Accenture last year. 

They found Gen Z identifies staying in the job with mentoring; formal training; 

meaningful, challenging work; and an evident skills path from their first day of 

employment. Lyons et al. (2018) found that 54% of employees believing their skills were 

going unutilized; as such, they were searching for alternative work. Specific to the 

Accenture report, organizations’ failed integration practices resulted from the lack of 

knowledge of the needs and characteristics of Gen Z (Lyons et al., 2018).  

Gen Zs cited the number one reason for them leaving their jobs in the first six 

months was the lack of onboarding practices (Schroth, 2019). In a report of top 

companies, 87% of Gen Zs who had already entered the workforce said they did not have 

the necessary tools to perform their jobs (Schroth, 2019). Audi recently conducted a 

study of its 5,000 employees and found:  

The young generations’ expectations and visions concern…an attractive 

employer, who offers security, wealth, and perspectives as well as work-life 

balance, flexible frameworks to enable modern work, appreciation, and support 
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by their leaders but also possibilities to act on their responsibilities and 

opportunities to develop further in accordance to their current life situations. 

Many of the participants also show readiness to work internationally, even in the 

long-term. (Klein et al., 2017, p.13) 

Dell Technologies recently surveyed 12,086 secondary and postsecondary 

students aged 16 to 23 years from 17 countries across the globe. Indications for 

employers and educators regarding the age group are as follows: (a) they are interested in 

trailblazing technology and willing to share their knowledge; (b) they prefer a technology 

career over any other job offer; (c) Gen Z heeds attention to data security but does not 

know how to address it; (d) they are confident but not ready for the workforce yet; 

(e) they are not only interested in money, but want to work for a social cause; and 

(f) contrary to popular belief, they want human interaction (“Gen Z,” n.d.). 

A LinkedIn survey (Gen Z Is Shaping a New Era of Learning n.d.) was a means to 

assess the learning trends and gaps in the engagement of Gen Z versus what human 

resources managers think Gen Z needs in the workforce. Findings indicated that Gen Z 

wants to learn new skills and gain professional skills to advance in their career. They 

desire independence in learning and think hard skills are more important than soft skills 

(“Gen Z Is Shaping a New Era of Learning,” n.d.). The findings also showed that human 

resources managers and professionals are thinking in a different direction to provide for 

this workforce.  

Ernst and Young (2019) conducted a multigenerational survey of 1,800 people, 

including the millennials, and found Gen Z values health coverage, gives importance to 
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their ideas being valued in the workplace, and wants recognition for their contribution 

more than the millennials did (Merriman, n.d.). Similarly, Deloitte (Insights, D. 2017) 

conducted a study in its organization centered on one of their Gen Z employees. The 

company created a set of rules specifically about the leadership in organizations to 

seamlessly accommodate Gen Z into the workforce.  

Findings included that, due to the generational differences in the workplace, 

organizations should allow professionals to share their perspectives in an open forum and 

incorporate their suggestions into the decision-making, which makes the employees feel 

heard. Commitments from senior professionals are necessary to spend adequate time with 

the incoming Gen Z to support and provide tacit knowledge, which may have varied 

compared to their own time. A rigorous data analysis on engagement and performance 

indicators could suggest to management the capabilities, behaviors, and experiences of 

top performers, and these statistics could feed into the talent strategy. Understanding 

generational trends aside, every individual is unique. Lastly, Gen Z is evolving, and as 

they grow, their needs will change. Therefore, the organization should be ready to change 

with them (Insights 2017). 

The Workforce Institute of Kronos and Future Workplace (2019) reported on Gen 

Z attitudes in the workplace in 12 countries. Findings showed that Gen Zs demanded 

flexibility at work, preferred face-to-face interaction, and felt anxious about their success 

as workers (The Workplace Institute at Kronos and Future Workplace, 2019). Gen Z 

members think the school has not prepared them for negotiation, networking, working 

with confidence, and long working hours. Perhaps most importantly, the report addressed 
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what the generation asked from their managers, with responses including clear goals and 

feedback, modern workplace technology, respect and recognition, meaningful projects, 

and work-life balance. 

The Change Generation Report, published by the Lovell Corporation, included 

findings from a survey of about 2,000 Gen Z and millennials from Canada. Results 

indicated 75% of Gen Z have an entrepreneurial spirit, seek mentorship, want a quality of 

life, lean towards training and development, are socially conscious, follow their passion, 

and want to make a difference in the world (Change Generation Report, 2017).  

Barna (2018), a private for-profit organization, conducted two studies on Gen Z, 

one in November 2016, which included 1,490 U.S. teenagers, and another in 2017, with 

507 teenagers. The organization sought to understand cultural trends on values, beliefs, 

and behaviors. Findings indicated that Gen Z members identify themselves with personal 

achievement. They want financial independence, and family members are their role 

models for career and business success (Barna, 2018).  

 Ripplematch (2019), a company using artificial intelligence to connect 

companies to candidates, surveyed 550 Gen Z members in 2018 and 2019. The key 

findings indicated that Gen Z bases its workplace preferences on the company’s mission, 

vision, culture, and future opportunities. They prefer face-to-face communication, even 

during the interview process, and information on the company culture (Ripplematch, 

2019). 

Monster (2016), along with the global research firm TNS, conducted a 

multigenerational survey of about 2,000 people. The results showed 70% of Gen Z 
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gravitate towards companies with a high-paying package, 46% said they wanted the 

ability to pursue their passion, and 32% wanted job security. Some of the essential 

requisites of employers are identifying the company’s brand, establishing a strong brand 

presence, creating opportunities to share their experiences on social media, and 

identifying with the digital communication to attract the talent (Monster, 2016). 

All of the research and surveys indicated the preferences of Gen Z, who are 

looking for a different experience than the millennials in laying out their choices in the 

digital world. Companies require building a pool of talent of the generation through 

identifying and relating to the characteristics and developing integration strategies that fit 

the needs of the generation. 

Foundation of the Framework 

Organizational Support Theory (OST) 

An emotional connection with the organization enables employees to have higher 

levels of dedication towards their employers. Appreciation, reward, and respect from the 

employer can raise employees’ self-esteem and motivate them to become a top achiever 

(Dawley et al., 2010; Eisenberger et al., 1986). OST is a means to identify the positive 

impact of perceived organizational support to the mental health driving factors of 

employees and their positive orientation towards the organization and their jobs 

(Eisenberger et al., 1986). The use of OST, or POS, is expected to increase an employee’s 

psychological well-being.  

Across the review of the literature, I found POS associated with components of 

the treatment an employee receives from an organization. Fairness, supervisor support, 
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rewards, recognition, and favorable working conditions emerged as some of the 

significant components of POS (Aselage & Eisenberger, 2003; Rhoades & Eisenberger, 

2002). Researchers who conducted reviews of POS also suggested the relationship 

between employers and employees, which is the basis of OST, was based on social 

exchange (Baran, Shanock, & Miller, 2012). The workforce landscape has now widened 

to recent and multiple generations, which also increases the scope of POS to expand to 

future interpersonal relationships in considering the employee’s well-being (Baran et al., 

2012). (Piore, 2019) continued to reaffirm that the new generation, specifically Gen Z, is 

a savvy generation that values mental health and career growth in equal doses.  

An organization’s employees are the ones constituting its existence. One of the 

issues that emerged included ill-treatment of an employee by one manager that defined an 

organization as a whole. POS thus should be limited to top management, which 

comprises the organization and is responsible for upholding the values; they, in turn, 

should create a trickle-down effect of positive POS (Aselage & Eisenberger, 2003; 

Eisenberger & Stinglhamber, 2011; Rhoades & Eisenberger, 2002). Lee & Jeung,+ 

(2018) posited that the status of the individual responsible for POS is not yet a part of 

existing literature; however, it emerged peripherally concerning the social exchange 

theory, with the consensus being that high-ranking people received more POS than low-

ranking people.  

The three mechanisms of POS are group identification, outcome expectancy, and 

felt obligation (Eisenberger et al., 1986; Yu & Frenkel, 2013). According to Yu and 

Frenkel (2013), Felt obligation is a mechanism derived from the social exchange theory, 



70 

 

group identification from social identity theory, and outcome expectancy from 

expectancy theory.  

According to social theorists, when people are treated well, they feel obligated to 

return the favor. The reciprocity norm, when applied by both individuals, increases, 

allowing employees to have high POS (Albrecht & Su, 2012; Arshadi, 2011; Lew, 2009). 

Group identification, which is an offshoot of the social identity theory, shows 

individuals’ self-worth enhanced through group identification, which motivates them to 

meet the organization’s vision and contribute to its mission (Eccelston & Major, 2006; 

Singh, Gupta, Shrivastava, & Bhattacharyya, 2006; Yu & Frenkel, 2013). Outcome 

expectancy derives from the expectancy theory, which shows that employees, when 

shown care, begin trusting the organization to compensate them for their hard work 

appropriately.  

Perceived support from the organization to employees also enhances creativity. 

Organizational support plays a vital role in increasing employees’ creativity when they 

feel their ideas are receiving due consideration, thus increasing organizational 

performance (Eisenman & Schussel, 1970; Ibrahim, Isa, & Shahbudin, 2016; Yu & 

Frenkel, 2013). OST and PCT, which is the second theory used in the study’s framework, 

are correlated and arise from the same construct. Both approaches have the basis of social 

exchange processes. However, they center on different parts of the relationships between 

employers and employees (Aselage & Eisenberger, 2003; Coyle-Shapiro & Conway, 

2005; Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001). The following is a 

detailed overview of PCT. 
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Psychological Contract Theory 

PCT has its basis on unwritten contracts between an employer and an employee of 

an organization. PCT in literature refers to the individual’s beliefs in another party, 

binding the two parties based on reciprocity (Rousseau, 1989, 1995). In an organizational 

setting, psychological contracts exist between the employee and the organization (Coyle-

Shapiro & Conway, 2005; Eisenberger et al., 2001). Rousseau, (2011) further explained 

that when the individual believes the organization will reciprocate the contribution of an 

employee, a psychological contract emerges.  

The psychological contract plays an essential role in understanding organizational 

behavior and motivational levels in employees. Violation of the psychological contract 

results in anger and frustration in employees, affecting both individuals and organizations 

(Robinson & Rousseau, 1994; Roehling, 1997). Argyris (1960) introduced the term 

psychological contract as a means to understand the unspoken relationships between 

employers and employees. Roehling (1997) furthered that the concept evolved over the 

years, with Argyris’s original supposition that the parties should have the same 

understanding of their obligations to each other for the organization to succeed. 

Psychological contracts develop through schemas or mental models that 

employees hold as expectations from previous employment experiences (Rousseau, 1989; 

Sherman & Morley, 2015). Before accepting employment with a particular organization, 

an employee holds certain beliefs and expectations, which a previous employer met or 

did not meet, and which impacts the construct of the new psychological contract with the 

new organization (Rousseau, 2003; Sherman & Morley, 2015). If the organization is 
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unable to meet these preconceived notions of the employees, adverse emotional reactions 

arise, thus causing a breach of the psychological contract. 

Organizations have neglected the need for mental agreements and development of 

employees, failing to manage the emotional and cognitive needs and focusing solely on 

revenues, which resulted in dissatisfied employees (Meckler, Drake, & Levinson, 2003; 

Rousseau, 2003). Since the 1980s, organizations have faced a high turnover due to a lack 

of attention to the contractual obligations to employees (Morrison, 1994). Schien and 

Levinson (2007) posited matching employer and employee expectations is imperative to 

attain positive outcomes for the organization and career growth for the employee (Coyle-

Shapiro & Parzefall, 2008; Meckler et al., 2003; Schein, 2007). Trust at the time of hiring 

is a significant component of the psychological contract. 

Rousseau (1995) suggested that four types of contracts exist between employees 

and organizations: psychological, normative, implied, and social. Psychological contracts 

are unspoken contracts, which include individuals’ expectations when they join the 

organization (Rousseau, 1989, 2003, 2004, 2011). Normative commitments involve 

implicit agreements that set out the terms and conditions of the employees and the 

management, as expressed through employment practices (Cregan, Kulik, Metz, & 

Brown, 2019; Rousseau, 1995). According to Rousseau (1989), “Implied contracts are 

mutual obligations characterizing interactions existing at the level of the relationship 

(e.g., dyadic, interunit)” (p. 1). Social contracts involve the values of society and the 

interpretation of promises (Rousseau, 1995). PCT and its integration with the 
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organizational behavior theory will form and guide the research and the foundation of the 

study.  

Integration of Organizational Support Theory and Psychological Contract Theory 

 OST and PCT support different characteristics of a relationship. However, for an 

organization and an individual to succeed, these two theories are interdependent (Aselage 

& Eisenberger, 2003; Coyle-Shapiro & Conway, 2005). Thus, the organization of the 

research involves the concept of an unwritten contract between the employer and 

employee to support the psychological well-being of the employee through participation 

in decision-making, the fairness of rewards, developmental experiences and promotions, 

autonomy, and job security. The employer may support the employee’s psychological 

well-being through training and development, informal mentoring, and investment in the 

employee from recruitment to initial time spent in acquainting the employee to the job. 

These two theories interact to form an integration model based on compliance, 

clarification, connection, and culture. 

Summary and Conclusions 

The literature review of the study appeared in seven themes that introduced Gen 

Z, whose years of birth fall between 1995 and 2015. The chapter included an overview of 

Gen Z positive and negative traits, as well as a summary of the need for obtaining an in-

depth understanding of the generation and developing effective integration practices to 

enable retention in the workforce. The literature contained the how and why of the failure 

of the millennials and the mistakes committed by organizations. Also included were 

current data on Gen Z entry into the workforce and the reasons they are already leaving 
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their positions. Not all of the data were peer-reviewed, as scholarly inquiry is still sparse 

considering the group’s recent entry into the workforce. 

The conceptual framework comprised the concepts of OST and PCT, both of 

which appeared in detail in the literature. The study involved the use of Bauer’s 

onboarding model (Bauer, 2010), which supports the Four C’s—compliance, 

clarification, culture, and connection—to form an integrated model for developing the 

integration practices based on socioeconomic support, psychological well-being, 

development of a career path, establishment of support mechanisms through personal 

relationships and belief systems, and benchmarked growth opportunities for Gen Z.  

The current literature holds information on the millennials; however, little 

information on Gen Z due to their recent addition to the workforce. The integration 

strategies incorporated in literature are sparse and contain more onboarding than on the 

effective integration of the employees in the workplace. The study incorporated the 

Delphi design, given the need for reducing the gap in the literature on the lack of 

forward-looking integration strategies effectively operationalized for Gen Z to blend into 

the workforce to increase engagement and retention (Hsieh, 2018). 

The study used e-Delphi as its method, also described in detail in Chapter 2 and 

Chapter 3. The following chapters provide the reader with insights into the technique of 

data collection, the survey questions, and the processes used to analyze the data and reach 

the conclusion of the study. The next chapter includes an in-depth analysis of the 

methodology.  
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Chapter 3: Research Method 

The purpose of the e-Delphi study was to explore and determine if there is a 

consensus among senior organizational managers across U.S. financial, food service, and 

technological industries regarding strategies to integrate and keep Gen Z employees 

engaged and retained. The specific management problem was that management fails to 

operationalize the strategies in the day-to-day business to reach Gen Z employees 

(Orrheim & Thunvall, 2018). The trend is continuing with Gen Z (Caldwell & Peters, 

2018). The successor generation to the millennials, Gen Z, began entering the workforce 

in 2011. The study incorporated the Delphi design, given the need to add to the body of 

knowledge and reduce the gap in the literature on the lack of forward-looking integration 

strategies effectively operationalized for Gen Z to blend into the workforce to increase 

engagement and retention (see Hsieh, 2018). 

This chapter includes a discussion of the research design and rationale, with the 

central concept/phenomenon of the study, the research tradition, and reasons for choosing 

the Delphi methodology. The role of the researcher is described, along with any biases. 

The methodology section contains participant selection logic, data collection 

instrumentation, data analysis plan, and issues of trustworthiness through the specific 

address of credibility, transferability, dependability, and confirmability. The ethical 

considerations consist of confidentiality procedures, treatment of human participants as 

per IRB-appropriate documentation, and data analysis procedures, followed by the 

summary and conclusions. 
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Research Design and Rationale 

The following research question guided the study: What is the level of consensus 

among midlevel organizational managers across U.S. financial, food service, and 

technological industries on integration strategies to engage and retain Gen Z employees? 

The qualitative Delphi study is a means to explore the phenomenon of the engagement 

and retention by organizational managers in the workplace through understanding 

Generation Z’s workplace attitudes and building consensus among midlevel 

organizational managers across U.S. financial, food service, and technological industries. 

Qualitative research is rooted in hermeneutics and phenomenology. As noted by 

Jackson, Drummond, and Camara (2007), qualitative researchers translate all forms of 

social inquiry into understanding human experiences. Data collection comes from in-

depth observations with tools such as open-ended interviews, surveys, and fieldwork in 

real-world settings to perform analysis of problems (Patton, 2014). Flick, Von Kardorff, 

and Steinke (2004) stated that the relevance of qualitative research originates from the 

ability to capture real-life processes using questioning methods to curate descriptions to 

significant questions. 

Another type of methodology is quantitative. Researchers have defined 

quantitative analysis in multiple ways. Sukamolson (2007) studied various authors to 

establish quantitative inquiry as a phenomenon guided by mathematical methods to 

express empirical statements. The quantitative method allows a researcher to test 

hypotheses through studying behavioral patterns and to quantify them in numerical data, 

subsequently presenting results in statistical language.  
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The third type of research method is mixed methods, a means of collective 

strategies to analyze quantitative and qualitative data, which could be based on two 

interrelated research questions (Creswell & Tashakkori, 2007). A mixed-method is a 

pragmatic approach that considers all viewpoints of qualitative and quantitative research 

methodology (Johnson, Onwuegbuzie, & Turner, 2007). Harper (2019) stated that mixed 

methods incorporate the advantages of both qualitative and quantitative approaches to 

understand the problem that neither method could offer on its own. 

Based on the research question and the purpose of the study, a qualitative 

approach was appropriate. The research was based on exploring and determining the 

level of consensus among organizational managers by answering questions arising from 

new concepts based on OST and PCT after studying the characteristics of Generation Z; 

thus, a qualitative approach was feasible. A qualitative approach was a suitable strategy 

for exploring the level of consensus from a group of managers through mapping out 

behavioral patterns of previous generations. As the purpose of the study was not to 

formulate a hypothesis to a particular problem, and the research question was dependent 

on current shortfalls, neither quantitative nor mixed methods were viable. 

The selection of the Delphi design was appropriate for the study, as I sought to 

gain expert knowledge through exploring the level of consensus that could be useful for 

organizations seeking to hire and retain Gen Z employees strategically. The Delphi 

design, which originated at the RAND Corporation in the 1950s, is a technique to gather 

expert assessments of a phenomenon through questionnaires and controlled opinion 

feedback (Linstone & Turoff, 2011). The design involves achieving a level of consensus 
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based on logical reasoning to investigate and forecast the future of a particular problem 

(Hsu & Sandford, 2010). According to Green (2014), the design consists of a structured 

communication technique serving as an interactive forecasting method. Delphi is a design 

for qualitative studies when the researcher is trying to determine the level of unanimity 

among experts (McPherson et al., 2018).  

Delphi is a forecasting method used to solicit opinions through carefully designed 

questionnaires and correctly targeted experts (Cornel & Mirela, 2008). Linstone and 

Turoff (2011) expanded on the idea by stating the Delphi design does not possess value 

in gaining convergence of opinion from experts; however, it should hold divergent views 

through the researcher challenging the assumptions of the participants. Delphi was 

appropriate for addressing the overall purpose of the study, which is to gain insights from 

experts on effective integration practices for Gen Z. Opportunities for the method arise 

when analytical methods are insufficient to solve the problem, suggesting a need for 

collective judgments; when expert individuals who have no communication with one 

another and come from diverse backgrounds; and when the researcher can ensure validity 

by maintaining the diversity of the participants.  

The nature of the study was qualitative with the use of e-Delphi as the most 

appropriate design, given that I wanted to use a nationwide panel of experts to gain a 

level of consensus. The accessibility for a national group of organizational managers to 

engage in a face-to-face exchange was not possible. 

The Delphi method, when used via the Internet to collect data, is widely known as 

an e-Delphi method. The researcher in e-Delphi facilitates and communicates with a 
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group of experts through using online survey methods (Donohoe et al., 2012). In a critical 

methodological discussion in a case study on the advantages and disadvantages of the e-

Delphi research, it is suggested that before formulating an e-Delphi analysis, the 

researcher should be aware of its limitations (Toronto, 2017). Some of the limitations 

articulated were the anonymity of the Internet, which prevents the researcher from 

carefully monitoring the research, firewalls preventing the experts from receiving the 

surveys and technological and interpretation of the survey itself, which could limit the 

experts from accurately answering the research question (Toronto, 2017). I addressed the 

limitations of the e-Delphi study by being attentive and closely monitoring the surveys 

while answering the expert’s questions.  

While the e-Delphi system still lacks critical analysis, it has some significant 

advantages, which is drawing researchers to use the methodology. For a researcher, the e-

Delphi system saves execution time, “developing and sending individual questionnaires, 

sending follow-up letters and accompanying questionnaires, performing statistical 

functions, and determining the consensus and stability of each question” (Chou, 2002, p. 

236). The method helped me to conduct my research efficiently and effectively while 

enabling the panel members to answer the questions directly in their own time and space 

(Chou, 2002). 

The e-Delphi design involves three rounds of iterations intending to reduce the 

responses until some form of consensus is received with 55% to a 100% agreement with 

the standard being 70% (R Avella, 2016). In my e-Delphi study, I used three rounds of 

surveys. The first round of survey consisted of an open-ended questionnaire, the second 
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questionnaire consisted of Likert type questions, and the third questionnaire was rank 

type scale with somewhat important (1) being the lowest scale and very important (5) 

being the highest scale (Hsu & Sandford, 2010) 

I used purposive, snowball, and criterion-based sampling participants. Purposive 

sampling is typically used when information is held by a specific group of people and 

requires a high degree of interpretation, and the experts are needed for data gathering 

(Tongco, 2007). Snowball sampling is based on networks whereby existing participants 

or contacts recommend others for participation in the study (Biernacki & Waldorf, 1981; 

Goodman, 1961; Noy, 2008). Criterion-based sampling gathers a heterogeneous group of 

participants to support maximum variation sampling (Aspers & Corte, 2019). Maximum 

variation sampling in qualitative research relies on the researcher’s judgment to select 

participants with diverse characteristics to ensure the presence of maximum variability 

within the primary data. The criterion for selection of candidates was midlevel managers 

over the age of 30, with a direct reporting line of 20 or more employees for a minimum of 

2 years and educational qualifications of a bachelor’s degree or above. 

Role of the Researcher 

As the researcher, I adopted the role of an observer and facilitator by developing 

multiple questionnaires. I did not directly answer any questions but analyzed each set to 

establish the next set of surveys. The participants who fit the expert selection criteria 

came LinkedIn groups through purposive and snowball sampling. A solicitation was 

posted on for participants on LinkedIn and the Walden University participant pool, to 

ensure no personal, professional, instructor, or supervisory relationships existed. 
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In qualitative research, the researcher serves as a human instrument collecting 

data, with the role of the researcher being to divulge any biases or limitations of the study 

(Simon, 2011). The biases surrounding the Delphi method include a possible 

manipulation of the results. However, the development of criteria based on 

trustworthiness significantly minimized biases. A primary bias that can occur in the 

Delphi methodology is that the consensus from experts may not be a real consensus and 

is open to manipulation.  

I addressed biases by attending to the four aspects of trustworthiness concerning: 

credibility, dependability, confirmability, and transferability. I disclosed all assumptions, 

limitations delimitations to the participants. The purpose of my study was framed not to 

validate any personal views. Another potential for bias would be if other researchers used 

the integration practices gathered from the research participants in another survey and did 

not achieve similar results. The bias could be related to participants suggesting 

integration practices with the other generations without considering the specific 

characteristics of Gen Z due to lack of knowledge. An additional bias includes if the 

participants are from a particular generation and only willing to provide input from their 

point of view rather than a holistic viewpoint, thus skewing results. 

Methodology 

Participant Selection Logic 

Delphi is a forecasting method used to solicit opinions through carefully designed 

questionnaires and targeting the correct experts (Cornel & Mirela, 2008). Linstone and 

Turoff (2011) stated Delphi methodology does not possess value in gaining convergence 
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of opinion from experts. Still, it should hold divergent views through the researcher 

challenging the assumptions of the participants. Avella (2016) suggested a Delphi design 

sets criteria for expert selection, with subsequent application of the requirements in 

selecting experts for the study. For most Delphi studies, 15 to 20 participants are ideal; 

randomly selecting participants for a Delphi study is not an appropriate technique 

(Ludwig, 1997). Participant's selection should occur after carefully identifying the 

qualifications and detailed criteria.  

The study included purposive snowball and criterion-based sampling (Tracy, 

2019). Purposive sampling, also known as judgment, subjective, or selective sampling is 

a data-gathering technique by which the researcher decides on the expert selection criteria 

and releases a call for participation for the research study or contacts them personally 

(Etikan, Musa, & Alkassim, 2016; Tongco, 2007). Snowball sampling is based on 

networks whereby existing participants or contacts recommend others for participation in 

the study (Biernacki & Waldorf, 1981; Goodman, 1961; Noy, 2008). As noted by Guarte 

and Barrios (2006), the researcher selects the chosen targeted population depending on 

the selection criteria; as such, the method is one of the popular techniques in qualitative 

research.  

Etikan, Musa et al. (2016) posited the participants selected through purposive 

sampling need to have the knowledge related to the construct, the availability and the 

willingness to be a part of the research, and the ability to articulate their responses 

honestly without bias. In snowball sampling, the researcher ensures the referrals received 

from the original participants are made aware of the limitations of the study. Because the 
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respondents can hold the same characteristics as the participants, the researcher must 

prevent bias in the study.  

I set the minimum target of 10 participants and a maximum number of 25. As 

posited by Skulmoski et al. (2007), the sample size can vary in a Delphi design, 

depending on if the researcher has a heterogenous sample or a homogenous sample. For 

the study, heterogeneous groups will participate. I ensured maximum variation sampling 

using a heterogeneous group, which can quickly be recruited through an e-Delphi study. 

Maximum variation sampling in qualitative research relies on the researcher’s judgment 

to select participants with diverse characteristics to ensure the presence of maximum 

variability within the primary data (Tracy, 2019). Powell (2003) stated, in a Delphi 

design, the number of panel members could range from small to large; however, it is the 

knowledge and the ability of the experts that add value to the research, bringing its 

authenticity and providing a solution.  

Researchers have conducted Delphi studies with a broad range of panel sizes 

(Akins, Tolson, & Cole, 2005). In a review of 60 Delphi studies from 1971 to 2014, de 

Loë, Melnychuk, Murray, and Plummer (2016) found panel sizes ranging from 10 to 

1,274. The authors emphasized the panel size was dependent on the exploratory nature of 

the research question and the dropout rate during information gathering. Although most 

studies have a panel size of 10 to 50, five studies reviewed in the inquiry had a panel size 

as large as 120 participants. As noted by McPherson et al. (2018), the attrition rate in a 

Delphi study can be disadvantageous, as experts drop out during the process due to lack 

of engagement or other responsibilities. The selection of 10 to 25 participants for the 
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study was in line with acknowledging the attrition rates. I was able to gather 22 

participants with purposive and snowball sampling.  

The participants met the following criteria: over the age of 30, employed as an 

organizational manager at mid-level with a direct reporting line of 20 or more employees 

for a minimum of two years, and possess educational qualifications of a bachelor’s 

degree or above. As noted by Peterson (2018), there is no set of finite guidelines selection 

of an expert for a Delphi panel. Scholars used various criteria to assessed expert 

qualifications “education, years of work experience, professional qualifications, project 

involvement, licensures, and professional publications” (Peterson, 2018, p.1). 

The study included 24 participants selected through purposive and snowball 

sampling. The midlevel managers came from the financial, food service, and technology 

industries in the United States from an organization with more than 500 employees. To 

ensure the credibility of meeting these criteria, I requested their certification as part of 

completing the informed consent form. 

The multiple rounds of interviews provide an opportunity for participants to come 

to a consensus in a Delphi study, with saturation referred to as a convergence of opinion 

(Mary Kay & Ellen, 2000). I maintained alignment with the recommendation of three 

rounds of questionnaires. In the first round questionnaire I used open-ended approach to 

gather expert opinions on the integration practices for Generation Z, the second 

questionnaire asks the panel of experts to rank these statements, and in third, the group 

reached a level of consensus (Cole, Donohoe & Steffson, 2013; Habibi, Sarafrazi & 

Izadyar, 2014; Haynes & Shelton, 2018). When exploring consensus, the three rounds, 



85 

 

took me about three months to gather data (Iqbal & Pipon-Young, 2009). The sample size 

varies in a Delphi study; thus, saturation holds a different meaning with the methodology.  

Instrumentation 

The e-Delphi method is a method used over the Internet, where the researcher 

combines expert opinion to solve a problem generating new knowledge (Cole et al., 

2013). The data collection tools used in a Delphi study are questionnaires that are 

administered electronically and consist of three rounds (Brady, 2015). The first 

questionnaire usually begins with the researcher articulating five questions which 

correlate directly to the overarching research question, and in my study, the first five 

questions were related to the conceptual framework of the Four Cs: compliance, culture, 

clarification, and connection (Akins et al., 2005) 

The first round of the questionnaire limited the answers to 150 words, and the 

questions were framed in a manner that enabled me to generate a set of common 

categories and themes which formed the basis of my conceptual framework (Brady, 

2015; Brooks, 1979). The answers from the first round of the questionnaire were divided 

into categories of compliance, culture, connection, and clarification. The four groups 

were further divided into sub-categories of socioeconomic support, psychological well-

being, developing a career path, establishing support mechanisms through personal 

relationships and belief systems, and benchmarking growth opportunities. The 

development of the first survey questionnaire (Round 1) started with open-ended 

questions and a request for a list of opinions involving experiences, judgments, 

predictions, and recommendations. To further understand responses from Round 1, I used 
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grouping words and phrases, which helped in identifying themes and patterns (Skulmoski 

& Hartman, 2002).  

The circulation of the second survey questionnaire (Round 2) was used to indicate 

a collective list of responses whereby the experts/communities of practice (COP) rated 

each idea according to an order of importance using a Likert-type scale. The original 

sample size with the use of purposive sampling, snowball sampling, and criterion-based 

sampling was 24. Delphi has been known for high attrition rates during the multiple 

rounds of questionnaires with the dropouts in between rounds (Mullen, 2003). There have 

also been concerns about bias due to low response rate, and to maintain rigor, researchers 

are expected to maintain a minimum of 70% response rate (Mullen, 2003). My final 

sample size resulted in 15 participants with an original sample of 24 participants. The 

second round consisted of questions that were derived from the themes and formed the 

analysis of the first round (Davidson, 2013). My second questionnaire resulted in 15 

participants. 

Based on the ratings provided in the second questionnaire, the third questionnaire 

(Round 3) served as a means of seeking consensus among the group by having experts 

rank ideas in order of importance. I collected and analyzed responses using qualitative 

measures to monitor group while tracking statistical knowledge of themes and patterns. A 

ranking type survey was used to elicit opinions from experts through the controlled 

feedback process (Custer et al., 1999). Each of the surveys had experts who were selected 

with a stringent criterion and fit the box of an expert who could potentially answer the 

overarching research question and could identify with the problem. The experts for the 
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selection criterion and either worked with Generation Z in their current capacity directly 

or monitored them closely and were responsible for recruitment in the future. 

The data instruments were researcher-developed questionnaires, as shown in 

Appendix A. The first communication with the panelist went out in the form of the IRB 

consent form, which listed details of the purpose, number of questionnaires, frequency, 

and ethical concerns. The link to the first questionnaire was sent in a separate email once 

the participant consented with a return email. Delphi design is associated with five terms, 

which are synonymous with the method: 

1. Anonymity is the process coordinated by the researcher for panel members who 

do not know each other.  

2. Iteration refers to the series of survey rounds where the survey instrument 

reflects the panel members' responses to the previous survey.  

3. Controlled feedback emerges from the research conducting a statistical analysis 

of the survey results and constructing the next survey to express the aggregated 

responses.  

4. Statistical “group response” shows the group's responses as measures of central 

tendency, dispersion, and frequency distribution.  

5. Stability – refers to the consistency of responses through the rounds of the 

surveys (Rowe & Wright, 1999; von der Gracht; 2012).  

The essence of a Delphi study is to measure consensus or dissent among the experts, and 

there are many perspectives on what constitutes agreement or disagreement (von der 

Gracht, 2012). It can mean group opinion, general agreement, or group solidarity. 
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Researchers need a clear definition of consensus and the parameters for when to stop a 

Delphi process because of a lack of consensus (Diamond et al., 2014). A common 

statistical analysis for Delphi results comes from a measure of central tendency such as 

mean, median, and mode as well as measures of dispersion (von der Gracht, 2012). A 

robust final step is having the panel members rank the study topics for importance 

(Cuhls, 2004). 

Procedures for Recruitment, Participation, and Data Collection 

Panel-building in a Delphi comprises: (a) defining the relevant expertise and (b) 

identifying individuals with the desired knowledge (Hirschhorn, 2019). The success of 

the Delphi method relies on careful expert selection, which is a methodological absolute 

for a researcher using the e-Delphi technique (Donohoe et al., 2012). The study 

incorporated two approaches to identify and recruit candidates. First, I posted the study in 

the Walden University participant pool to invite participants who met the eligibility 

criteria. Second, a solicitation post for participants was sent to LinkedIn groups to 

identify midlevel managers for the different industries specified in the eligibility criteria. 

The initial sample resulted in too few participants after using purposive sampling for four 

weeks. The experts were then asked to suggest other participants resulting in snowball 

sampling until saturation was achieved, and the responses were similar in nature 

(Hirschhorn, 2019). Qualitative sample works on the concept of diminishing returns, as 

more data does not necessarily mean more information, as long as each code becomes a 

part of the analysis framework (Mark Mason, 2010). I reached saturation with the final 

sample of 15 participants. 



89 

 

Upon agreeing to participate in the study with a response to the call for 

participation, participants received an e-mail with the IRB approved consent form that 

briefly introduced the researcher, described the purpose of study, and briefly explained 

the three rounds of questionnaire responses and the approximate time they will need to 

devote to the answers. The consent form also listed the eligibility criteria. I also used the 

opportunity to ask if they knew of any additional qualifying members who may wish to 

be a part of the study. Once they responded with “I Consent” on the subject line to the 

informed consent form, which contained information about the study, the researcher, the 

time required for the study, risks and benefits, privacy and confidentiality, and the right 

to withdraw without penalty, the first survey link was sent to them. 

Three rounds of questionnaires contributed to data. As noted by Custer, Scarcella, 

and Stewart (1999), the first round of questionnaires in a Delphi study only allows 

necessary information about the subject. After analyzing responses from the first 

questionnaire, researchers need to convert them into a structured questionnaire (Hsu & 

Sandford, 2010). The first round of surveys went to all recruited participants from the 

LinkedIn groups who had signed and returned the informed consent form. The second 

questionnaire consisted of closed-ended questions built after analyzing the first round of 

responses. The panel of experts in a Delphi study can suggest changes in the survey if 

permitted by the research team (Kalaian & Kasim, 2012). In between the rounds, the 

researcher gathers the responses, statistically summarizes the answers, and presents the 

feedback of all participants in another format. In the third round of the questionnaire, the 

panelists come to a consensus.  
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The average duration of a Delphi study is between 3 to 6 months (Custer et al., 

1999; McPherson et al., 2018; Peterson, 2017; Powell, 2003). The participants had three 

weeks after receipt of the first questionnaire to return their responses. Analysis of the 

answers occurred for one week, after which respondents received the second 

questionnaire. Four weeks passed between the participants receiving the first and second 

questionnaires. They had three weeks to return to the second questionnaire. Analysis of 

the second round of responses took one week after the researcher received the answers. 

The third and final survey went out after four weeks, with an expectation of receiving 

answers within another three weeks. The final analysis followed the 4-week response 

time, and the researcher distributed the results after two weeks. The study took about two 

months to complete depending, on the speed of participants’ responses. Reminder e-mails 

went out seven days before each round deadline, and then two days before the close of 

the survey. 

After four weeks of recruiting, the participants were lower than anticipated, and 

the attrition rate was high; thus, I used snowball sampling to recruit additional 

participants. All participants received final study results via e-mail as well as information 

about the end of the study. An additional e-mail was sent to thank them for their 

participation and remind them that their identities are kept confidential. The survey 

questions were recorded in Microsoft Word format and then transferred to survey 

monkey. I recorded the responses for each interview questions into an excel sheet. I used 

survey monkey to transfer data into the excel sheet and compared them side by side to 

ensure accuracy. Research participant responses were transmitted into separate tabs for 
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each survey using Microsoft Excel. The spreadsheet was divided into six sheets, which 

were used to track responses and reminder emails. The final spreadsheet which was used 

to analyze responses had the following categories: (a) survey number, (b) participants’ 

name, (c) participants email, (d) questions with rating, (e) answers from the first survey, 

(f) codes, (g) categories, (h) themes, and (i) additional comments. 

Credibility in qualitative research can be developed by demonstrating researcher 

“engagement, methods of observation, and audit trails” (Diane, 2014, p. 89). I maintained 

credibility by actively engaging with participants when they had questions and 

maintaining audit trails. I informed the participants at the beginning of the study that they 

would be provided the study results at the end of the study. 

Data Analysis Plan 

The Delphi methodology entails data collection and data analysis simultaneously 

(Peterson, 2017). e-Delphi is a relatively new technique that leverages the Internet and 

reduces time, costs, communication challenges, along with reducing the attrition rate 

(Cole et al., 2013). The first round of Delphi begins with an open-ended questionnaire 

designed from the extensive literature review, which is converted into a structured 

questionnaire in the next rounds (Hsu & Sandford, 2007). Lilja, Laakso, and Palomäki 

(2011) stated that, in the Delphi process, the first round enables the panelists to acquaint 

themselves with the operation of the subject by adding to the issue. In the second round, 

the introduction of terms such as desirability, feasibility, and importance appear in the 

questionnaire. In the event of a disagreement, the evaluation of the reasons occurs in the 
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third phase, while panelists clarify their opinions. In between the stages, the researcher 

analyzes the results with themes and codes to develop the next round of questionnaires.  

To reduce the time of data analysis, I analyzed data in between rounds using 

themes and codes. The themes and codes underwent adjustment as answers to 

questionnaires arrived, entering them into an Excel spreadsheet according to questions 

and participant names. I used Microsoft Excel as my primary data analysis tool. I 

transmitted the results from Survey monkey into an excel spreadsheet and imported the 

file to excel for analysis.  

Round 1. Loo (2002) posited that the first round of questions in a Delphi 

methodology is much like a survey with open-ended questions, which allows the 

panelists to voice their opinion in their own words while answering significant problems 

of the study. The purpose of the first round in Delphi is to clearly articulate the questions 

for the panelists to reduce frustration and increase the clarity of the process and the study 

(Skulmoski et al., 2007). As noted by (Davidson, 2013), the first round of the 

questionnaire is critical to everything that follows as it sets the foundation for the next 

two rounds. (Hsu & Sandford, 2010) suggested that the questions in the first round should 

stem from the literature review. 

The e-Delphi system was developed to overcome one of the disadvantages of the 

Delphi system, reducing the attrition rate as in the process mailing questionnaires and 

returning them the drop-out rate for participants increased substantially (Chou, 2002). 

(Donohoe et al., 2012) suggested that should an e-Delphi study considered the 

methodology for the research, the research participants should be informed about the 
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objectives, purpose, ethics, and times in advance to establish clear communication 

between the participants and the researcher. After posting the recruitment letter on 

LinkedIn and The Walden Participant Pool, I sent the IRB consent form to each of the 

participants with the survey link in a separate email. 

I used Survey monkey to gather the responses to the first questionnaire. The 

answers were transferred to an excel file with each column divided with the email address 

of the participants and the detailed response to each of the five questions. The data was 

divided into categories and themes. The first level of categories listed was compliance, 

clarification, culture, and connection. The subcategories listed were Socioeconomic 

support, psychological well-being, developing a career path, establishing support 

mechanisms through personal relationships and belief systems, and benchmarking growth 

opportunities. I further used thematic coding and color-coded the data to develop the 

second round of the questionnaire.  

Round 2. In the second round of Delphi, participants received the second 

questionnaire based on the results of the first round, at which time they started to reach a 

level of consensus and agree or disagree on the outcomes (Hsu & Sandford, 2007). 

Ludwig (1997) stated in the second-round, participants rank questions using a Likert-type 

scale developed from the first round of questionnaires and provide a rationale for their 

rating along with additional comments. In the second round, I offered themes deduced 

from the first round to the participants and formulated questions on the integration 

practices based on the Four C’s: compliance, clarification, culture, and connection. I then 
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added every theme deducted from the first round, even if it did not pertain to the second 

round, to avoid researcher bias.  

Round 3. The third questionnaire contained the consensus achieved from the first 

two rounds; experts either agree on disagreeing and thus completed the final stage (see 

Yousuf, 2007). The third round captured results from the second round on the consensus 

built based around themes, and I used the Likert-type scale, listing the strategies with the 

scale rating on 1 to 5 with 1 = important to 5 = very important. After receiving the 

results, I analyzed them using thematic coding to reveal the findings of the study. Drop 

out issues are common in a Delphi study, which can sometimes be overcome by 

developing a personal rapport with participants and sending repeated reminders (Hung, 

Altschuld, & Lee, 2008). When a participant dropped out in the middle of the study, the 

response was not included in the analysis. 

Issues of Trustworthiness 

Unlike quantitative research, with trustworthiness assessed through reliability and 

validity, the process in qualitative research is based on credibility, dependability, 

confirmability, and transferability. (Hasson & Keeney, 2011). Each of the four processes 

is described in detail. After describing the processes from literature, I have outlined ways 

in which my study tackled each of the issues of trustworthiness. 

Credibility 

Credibility refers to researchers’ ability to interpret their own experiences 

correctly and to adequately engage with the participants through audit trails and other 

methods of data analysis (Cope, 2014). Graneheim and Lundham (2004) explained 
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credibility as data and processes selected to address the focus of the research. As posited 

by Patton (1999), the credibility of research is enhanced through “rigorous methods, the 

credibility of the researcher, and an appreciation of the qualitative inquiry” (p.12). Some 

of the methods to establish credibility in research are debriefing and member checking 

(Peterson, 2017). Member checking is a process whereby participants review themes or 

patterns in between questionnaires to establish credibility, a process that also helps 

participants decipher the accuracy of the results (Carlson, 2010). Credibility in qualitative 

research can be developed by demonstrating researcher “engagement, methods of 

observation, and audit trails” (Diane G., 2014, p. 89). I maintained credibility by actively 

engaging with participants when they had questions and maintaining audit trails. 

Transferability 

Transferability is the ability of the researcher to detail the methodology for other 

researchers to replicate the study. Thomas and Magilvy (2011) highlighted that one of the 

strategies for attaining transferability is to address appropriate descriptions of the 

geographical limitations and the audience of the study. Peterson (2017) noted that 

providing a detailed analysis and specifications can also facilitate transferability. Another 

strategy indicated by Krefting (1991) is to provide a full description of the participants 

and the research to ensure the process is transferable. This study included a detailed 

description of the methodology and the participant selection to ensure transferability. 

Dependability 

Dependability is achieved by creating stability in data and having a varied expert 

panel for the study (Hasson & Keeney, 2011). Krefting (1991) noted that dependability 
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could also be referred to as variability, looking at the range of experience of the 

participants and selection from varied sources. I ensured dependability by discussing the 

study with peers from Walden University and other universities and also talking about it 

with the committee members. I kept a reflexivity journal and notes during the data 

collection and analysis process, which are other means to ensure the dependability of the 

research. 

Confirmability 

Establishing confirmability in qualitative research occurs through analyzing data 

and maintaining an audit trail during the data collection process (Krefting, 1991; Lincoln 

& Guba, 1982). The researcher can play the role of an auditor and keep reflexive journals 

to ensure confirmability. For the study, I created an audit trail and reflexive journal to 

maintain my assumptions, limitations, judgments, and articulations while collecting and 

analyzing the questionnaire results. 

Ethical Procedures 

Confidentiality 

Confidentiality in qualitative research entails respecting participants’ views and 

maintaining privacy at every stage of the process (Goldblatt, Karnieli-Miller, & 

Neumann, 2011). Maintaining researcher integrity throughout the study prevents ethical 

dilemmas (Pollock, 2012). Ethical concerns in qualitative research are less visible than in 

quantitative methods, in part addressed by the use of an informed consent form 

(Grafanaki, 1996). Data collection occurred after IRB approval (02-28-20-0667763) and 

upon receiving signed consent forms from all participants. Once the appropriate IRB 
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approvals were received, a call for participants went out to the Walden University 

participant pool and LinkedIn groups.  

Informed Consent 

Informed consent is a process of conveying the risks and advantages of the 

research accurately to the candidates, enabling them to make an informed decision about 

participating in the study (Nusbaum, Douglas, Damus, Paasche-Orlow, & Estrella-Luna, 

2017). After participants reached out, I sent the interested participants the informed 

consent form sufficiently listing the background information of the study, research 

question, purpose, procedure, and the timeline with contact information for additional 

items or should they want to drop out of the study. Considering the study was an e-Delphi 

design, IRB approved every survey before it was sent to the participants following the 

necessary procedures. 

Treatment of Human Participants 

During data collection, the study included purposeful sampling through calls for 

participants to the Walden University participant pool and LinkedIn. The process allowed 

participants to respond directly to me where they could potentially provide their e-mail 

addresses if they wanted to be a part of the study. Once agreed, they received an IRB 

consent form. I had sole access to any participant information during the study, and 

participants were anonymous to each other. I discussed all information with the 

dissertation committee to ensure full disclosure and maintain the ethical standards of the 

research. 
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Data Collection and Storage  

During the data collection phase, all information resided in a password-protected 

file and remained locked at all times in a personal file cabinet. The data underwent 

backup and storage on a password-protected USB drive, which was stored in my personal 

file cabinet. I will distribute the data collected to participants after each questionnaire is 

analyzed, but not attribute answers to any individual to maintain the anonymity of the 

participants. I will retain all data for five years following completion of the study, after 

which time I will shred, delete, and destroy all materials. 

Summary 

The e-Delphi study is a means to answer the following research question: What is 

the level of consensus among senior organizational managers across U.S. financial, food 

service, and technological industries on integration strategies to engage and retain Gen Z 

employees? The study used the e-Delphi methodology to develop a consensus on the 

integration strategies to engage and retain Gen Z in the workplace. The selection criteria 

suggested for participants included managers over the age of 30, employed at a mid-level 

managers’ position with a direct reporting line of 20 or more employees for a minimum 

of 2 years, possessing educational qualifications of a bachelor’s degree or above, and 

coming from an organization of 500 employees or more.  

The role of the researcher was that of an observer and a facilitator. Participants 

selected came from LinkedIn groups. The study involved 24 participants acquired 

through purposive and snowball sampling. When purposive sampling failed to gather 
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enough participants, snowball sampling was used to gather additional research 

participants. 

There were three rounds of questionnaires with three weeks in between responses 

before I analyzed the results. Engagement with participants and audit trails addressed the 

issues of trustworthiness and credibility Transferability was solved by having a detailed 

description of the participants and the methodology. I maintained reflexivity journals to 

ensure dependability and maintained audit trails and journal notes to address 

confirmability. The findings of the study appear in Chapter 4. 
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Chapter 4: Results  

The purpose of the e-Delphi study was to explore and determine if there is a 

consensus among senior organizational managers across U.S. financial, food service, and 

technological industries regarding strategies to integrate and keep Gen Z employees 

engaged and retained. The selection of the Delphi design was appropriate for the study, as 

I wanted to gain expert knowledge through a consensus that could be useful for 

organizations seeking to strategically hire and retain Gen Z employees (see Orrheim & 

Thunvall, 2018). The e-Delphi technique is the Internet version of the Delphi technique, 

which is administered by the researcher to gather a panel of experts, pose questions, 

synthesize feedback and determine a level of consensus to a problem (Cole et al., 2013). 

The e-Delphi technique was appropriate for the study as the purpose of the study 

was (a) to gain expert knowledge, (b) yhe generation in question was relatively 

understudied, (c) it was not possible to gather experts face to face to gather a level of 

consensus from all levels of leaders, and (d) it was easier to get the time from senior 

leaders via surveys than in-person to develop new knowledge on the integration practices 

for Generation Z. 

In alignment with the purpose, the following research question guided the Delphi 

study: What is the level of consensus among senior organizational managers across U.S. 

financial, food service, and technological industries on integration strategies to engage 

and retain Gen Z employees? This chapter contains information on the research setting, 

participant demographics, data collection procedures such as location, frequency, and 

duration of data collection for each data collection instrument. The data analysis section 
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describes the specific categories, themes, and codes that were used for data analysis. The 

study also describes the final results after the analysis. 

Research Setting 

The research setting involved searching for participants using multiple sampling 

techniques to identify participants who fit the selection criterion and could add to the 

creation of a new body of knowledge. The data collection occurred through an online 

survey method (Toronto, 2017). The research instrument consisted of an online survey 

with five questions that were related to the foundational framework, based on  (a) 

socioeconomic support, (b) psychological well-being, (c) developing a career path, (d) 

establishing support mechanisms through personal relationships and belief systems, and 

(e) benchmarking growth opportunities. The questions were based on an integration 

model developed in the conceptual framework resting on the four pillars of compliance, 

clarification, culture, and connection from Bauer’s onboarding model (Bauer, 2010). 

As this was an e-Delphi study, it was not possible to observe the physical or 

organizational conditions of the participants during data collection (Cole et al., 2013). I 

did not collect any demographic data other than the certification provided by each 

participant that they fit the eligibility criterion. The instruments in the study did not ask 

the participants to disclose any information on the organizational conditions that may 

have affected them during the data collection phase. Thus, I do not have any information 

on the personal or organizational conditions that may have affected the participants, 

which influences the interpretation of the study results. 
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Demographics 

In an e-Delphi study, a researcher must decide on the expert criteria before the 

origination of the study and ensure the panel composition can effectuate appropriate 

results (Keeney et al., 2006). Each participant in the study satisfied the following 

criterion: (a) over the age of 30 years, (b) worked as an organizational manager at a mid-

level (c) with a direct reporting line of 20 or more employees for a minimum of 2 years, 

(d) held a bachelor’s degree or above, and (e) worked in an organization of 500 or more 

employees. I used these five eligibility criteria to identify managers and HR leaders from 

across the different industries, 

 I used the participant profile on LinkedIn to validate that they met the eligibility 

criteria before recruiting them for the study. The informed consent form listed the 

eligibility criteria, and an additional consent email from each participant was used as 

proof of their age. Other than asking the participants if they satisfy the study eligibility 

criterion, I did not collect any additional demographic data. 
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Table 2 

Panelists’ Demographic Characteristics (N = 15) 

Demographic characteristics      Number of experts 

  

  

Adult over age of 30       15 

Employed over 2 years as organizational manager   15 

Direct reporting line of 20 or more     15 

Possession of Bachelor’s degree     15 

Worked in an organization of 500 or more employees  15    

Data Collection 

Recruitment 

 My recruitment methods followed the IRB requirements of participation selection. 

I maintained the confidentiality of the participants by distributing the data collected to 

participants after each questionnaire was analyzed, but not attributing answers to any 

individual to maintain the confidentiality of the participants. I had sole access to any 

participant information during the study, and participants were not privy to the names of 

the rest of the participants. I discussed all information with the dissertation committee to 

ensure full disclosure and maintained the ethical standards of the study.  

 I used purposive and snowball sampling for recruiting participants. Call for 

participants was put on LinkedIn and Walden Participant pool. The identification of 

experts followed two approaches purposive sampling and snowball sampling (Noy, 2008; 

Tongco, 2007). Both my sampling approaches were based on the following criteria to 

identify experts (a) over the age of 30 years, (b) work as an organizational manager at a 
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mid-level (c) with a direct reporting line of 20 or more employees for a minimum of 2 

years, (d) held a bachelor’s degree or above, and (e) worked in an organization of 500 or 

more employees. 

I used purposive sampling initially to recruit participants. After I recruited 10 

participants, and my dropout rate reduced my confirmed participant rate to six, I asked 

the recruited experts to recommend other experts (Etikan et al., 2016). I sent the informed 

consent form to each recommended participant and requested them to respond with the 

words “I consent” if they decided to participate in the study. To ensure compliance with 

the IRB requirements, I created an excel file with the categories to track responses with 

categories such as 1. Serial Number, 2. Date sent, 3. Reminder sent, 4. The email address 

of the survey collector, 4. Response- “Yes,” and 5. Response- “No.” 

Participant recruitment began on March 2, 2020. I allocated three weeks for 

responses for each survey to ensure enough time for reminder emails. I sent reminder 

emails one week before the close of the survey. The initial participants recruited in the 

study using purposive sampling were recruited via LinkedIn. I sent the study invitation 

email with the IRB approved consent form to 24 participants who agreed to participate in 

the study and received the “I Consent” response from all 24 participants. All 24 

participants were sent the link to the first survey from Survey Monkey, and the survey 

was open for three weeks. I sent a reminder email one week before the close of the survey 

and received 15 responses with an attrition rate of 37.5%.  

The typical time spent by each participant to complete the first survey was 22 

minutes, as recorded by Survey Monkey. All surveys were sent to IRB for clearance 
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before being sent to the participants. By March 20, 2020, I had 15 confirmed participants 

who completed all rounds. When I received an attrition rate of 37.5% after I sent the first 

survey, I recruited additional people through snowball sampling, and all the 15 

participants after that stayed with me till the end of the study. I got additional people after 

I closed the survey on April 26, 2020, after meeting my target participation of 15 people. 

A thank you email was sent to the people who were recommended telling them that the 

survey was closed. 

Participation Overview 

 Twenty-four individuals satisfied the eligibility criterion and agreed to participate 

in the study. Each of the participants signed the informed consent form and sent it via 

email as a confirmation to their participation. Out of the 24 who participated, fifteen 

participated in all three rounds. Table 3 contains the response rate for each round of the e-

Delphi study. I did not follow up with any participants who left the study beyond my 

initial reminder email to complete the first survey. I do not know or was suggested any 

reasoning as to why these individuals left the study. 

Table 3 

Questionnaire Response Rate  

Round  Questionnaires  Questionnaire   Response rate% 

     Distributed     Returned 

1  24   15    62.5% 

2  15   15    100%   

3  15   15    100% 
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Location, Frequency, and Duration of Data Collection 

Data collection took place between March 2, 2020, and April 21, 2020. I used 

three data collection instruments in this study, all of which were electronic 

questionnaires. The distribution of the electronic questionnaires took place through 

Survey Monkey. Participants had three weeks to complete each questionnaire. 

Participants who did not respond received an email reminder one week before the close 

of each round. As per IRB regulations, each questionnaire required approval before it is 

distributed to the Delphi panel, as specified in Chapter 3. I received IRB approval (02-28-

20-0667763), before the beginning of each round and after analysis of the previous round. 

I was able to begin each round much earlier than expected as the approval from IRB 

came the same day. The data collection happened earlier than also expected because of 

unusual circumstances during data collection, which are mentioned later in this section. 

Table 4 contains the timeline for data collection in this e-Delphi study. 

Table 4 

Data Collection Timeline  

Event      Start date   End date 

Round 1   3/02/2020   3/20/2020  

Analysis Round 1 data 3/20/2020   3/24/2019  

Round 2   3/24/2019   4/08/2020  

Analysis Round 2 data 4/08/2020   4/12/2020  

Round 3   4/13/2020   4/21/2020    
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Round 1. In the first round, I provided the IRB approved questionnaire to the 

twenty-four participants. The first survey was designed based on the extensive literature 

review conducted in Chapter 2 (Franklin & Hart, 2007). In an e-Delphi study, the first 

round of the questionnaire is considered the brainstorming round, which enables the 

researcher to narrow down items that are pertinent to the study (Brady, 2015). The first 

round consists of at least five questions that responses from the experts (Cole et al., 2013; 

Dalkey & Helmer, 1963). The questionnaire was based on Bauer’s onboarding model, 

which consisted of clarification, compliance, culture, and connection (Bauer, 2010).  

The questions were linked to the integration model presented in the conceptual 

framework. The four groups were further divided into sub-categories of socioeconomic 

support, psychological well-being, developing a career path, establishing support 

mechanisms through personal relationships and belief systems, and benchmarking growth 

opportunities. The development of the first survey questionnaire (Round 1) started with 

open-ended questions and a request for a list of opinions involving experiences, 

judgments, predictions, and recommendations. 

 To further understand responses from Round 1, I used grouping words and 

phrases, which helped in identifying themes and patterns (Skulmoski & Hartman, 2002). 

The categorization and consolidation of raw data were verified for reliability by repeated 

iteration. Thematic coding of nominal data generated through the diverse responses for 

Round 1 was categorized using the constant comparison method of data analysis. This 

method was repeated for data analysis purposes in Round 2 and 3. 
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The questionnaire had questions that required a response in a bulleted format with 

3-5 recommendations for each item. 

1. Integration Practices for the engagement and retention of Generation Z in the 

workplace are practices that include socioeconomic support, psychological well-

being, career path development, and the establishment of support mechanisms 

through personal relationships and belief systems. What are the integration 

practices lacking in your organization? 

2. How can Generation Z work towards becoming an integral part of your 

organization? 

3. What should HR managers focus on when hiring a Generation Z? 

4. What mistakes did your organization commit with the millennials while 

integrating them in the organization, and what should be changed to adopt the 

new Generation Z individuals into the workforce? 

5. What will change the viewpoints of managers towards Generation Z, which will 

help them grow in the organization while increasing the organization’s ROI? 

See Appendix A for a copy of the first-round questionnaire. 

Round 2. In the second round, the questions posed were the results of the analysis 

of Round 1. The content of the questions remained the same, but the wordings were 

clarified and detailed (Tolsgaard et al., 2013). Experts narrowed down the responses from 

the first survey by prioritizing interventions. The questions were grouped into words and 

phrases to ensure the questions included the integration model of the conceptual 

framework. The respondents examined the consolidated list of the critical issues against a 
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three-point scale of 1. Strongly agree 2. Agree 3. Disagree (Schmidt, 1997). Member 

checking was enabled by providing space for additional comments. The answers from the 

first round were divided into themes that were segregated under subcategories of 

socioeconomic support, psychological well-being, developing a career path, establishing 

support mechanisms through personal relationships and belief systems, and 

benchmarking growth opportunities. 

See Appendix B for a copy of the second-round questionnaire. 

Round 3. In the third round, the experts received the questionnaire with questions 

based on the ranking in the second round. The items developed ranked against two 

seperate 5 point Likert scales (desirability and feasibility). Desirability measures ranged 

from (1) highly undesirable to (5) highly desirable, and feasibility ranged from (1) 

definitely infeasible to (5) definitely feasible (Turoff, 1975). There was an additional 

column provided with a limit of 50 words for comments if the experts did not agree or 

had other explanations. 

The third-round questionnaire included the following meaning of each item on the 

desirability scale:  

• (1) – Highly undesirable: Should not be included 

• (2) – Undesirable: Will have little or no positive effect.  

• (3) – Neither desirable nor undesirable: Will have equal positive and 

negative effects.  

• (4) – Desirable: Will have a positive impact with minimum adverse 

effects.  
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• (5) – Highly desirable: Will have a positive impact and little or no adverse 

effect.  

The third-round questionnaire included the meaning of each item on the 

feasibility scale:  

• (1) – Definitely infeasible: Is not possible 

• (2) – Probably infeasible: Maybe not possible 

• (3) – May or may not be feasible: Not sure whether possible 

• (4) – Probably feasible: Maybe possible 

• (5) – Definitely feasible: Can be possible 

See Appendix C for a copy of the third-round questionnaire. 

Data Recording Procedures  

I distributed all three questionnaires to the study participants using Survey 

Monkey. In the first questionnaire, the word limit was kept to 150 words, and the experts 

were asked to type the questions directly into the space provided. I transmitted the 

answers from Survey monkey into a word document and transferred them into an excel 

spreadsheet. The participant responses were assigned to one tab with separate columns. 

The columns were divided into the email address of the participants and detailed response 

to the five questions. The data was divided into categories and themes. The first level of 

categories listed was compliance, clarification, culture, and connection. The 

subcategories listed were socioeconomic support, psychological well-being, developing a 

career path, establishing support mechanisms through personal relationships and belief 

systems, and benchmarking growth opportunities. I further used thematic coding and 
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color-coded the data to develop the second round of the questionnaire. See Appendix D 

for a copy of the recorded data from Round 1. The second and third round questionnaires 

were manually transferred to the master spreadsheet. I made similar columns in different 

excel tabs to transfer data from Round 2 and Round 3. To ensure accuracy, I conducted a 

side by side comparison of the second and third-round questionnaire with the tabs created 

in the excel sheet. Appendices E and F include copies of the rating data from Round 2 

and Round 3, respectively. 

I used a debriefing and member checking strategy to provide participants with the 

opportunity to review and comment on the collected data to ensure the credibility of the 

study results. I was also readily available to participants via phone and email if they had 

additional questions. The participants were provided with the opportunity to review and 

comment on the collected data.  

Variations in Data Collection  

There were minor differences which existed between the data collection as 

specified in Chapter 3. Before beginning the data collection, my timeline was determined 

to distributing three weeks between each survey and one week for analysis. However, due 

to unusual circumstances as specified in the next section, the data was collected sooner. I 

initially relied heavily on purposive sampling to gather participants; however, with the 

attrition rate, my participant size ended at six. I switched to snowball sampling to collect 

enough participants and meet the minimum criterion of participants set in Chapter 3. 
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Unusual Circumstances in Data Collection  

When the data collection began, the world suffered a global pandemic COVID-

19, which grew in size as data collection came to a close. During the epidemic, people 

were advised to stay at home, and the world was on lockdown with restrictions. This 

pandemic opened up sometime in people’s lives while they were looking for distractions 

during their stay at home. The data collection happened faster than the timeline, which 

was earlier suggested in Chapter 2, as people responded to more quickly to the surveys. 

Data Analysis 

One of the key ingredients of this e-Delphi study was identifying codes and 

themes to analyze and present data (Saldana, 2015) successfully. All responses by the 

experts were segregated into themes and codes to present accurate results in the study 

findings (Hsu & Sandford, 2010). The study consisted of three researcher-developed 

questionnaires that completed in nine weeks. The third-round generated data from a final 

sample of fifteen participants, which was analyzed using Survey Monkey and Microsoft 

Excel. I first analyzed data using thematic analysis and linked the themes to the codes, 

which linked to the conceptual framework and the literature review in Chapter 2 

(Saldana, 2015). 

The original concepts were collected from the literature review to develop themes 

and organize the data received from the experts (see Hirschhorn, 2019). A code in 

qualitative inquiry is a word or a phrase that captures the essence of a portion of the 

sentence based on the meaning of the data (see Saldana, 2015). I used thematic and 

analytical coding that captured the main idea. The redundancies were eliminated, and the 
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themes used to develop the next round while narrowing down the essential elements to 

develop the study results. 

Round 1: Analysis of Responses and Feedback Material 

 The first round of responses was transferred into Microsoft excel from Survey 

Monkey and qualitatively coded and analyzed (see Saldana, 2015). I used baseline 

concepts articulated from the literature review as guidance for the interpretation of the 

responses received from the experts (see Hirschhorn, 2019). I developed themes from the 

responses received in the first round using thematic content analysis. I separated the first-

round data into separate tabs in the spreadsheet according to the following categories: (a) 

Participant ID P1-P10, (b) Questions, (c) Expert Response, (d) Themes Generated by 

Researcher, (e) Codes Generated by Researcher, and (f) Categories Generated by 

Researcher. I reviewed and conducted side by side comparison to create familiarity with 

the data. Codes and themes that were generated got rid of the redundancies using the 

literature review baseline. The concepts from the framework were used to analyze and 

organize data received from the experts (see Saldana, 2015). 

After carefully studying the data multiple times, I coded the raw data and 

developed categories. I used pattern coding and highlighted key phrases that directly 

answered the research question. A pattern is identified by similarity, difference, 

frequency, sequence, correspondence, causation (Saldana, 2015). To avoid potential bias, 

I identified themes, codes, and patterns while I conducted the data analysis. I used the 

constant comparison technique as I continued to receive the responses from the 

participants. The responses were duplicated, where the expert provided a single statement 
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that was a part of multiple categories. I continued to make updates to the spreadsheet as 

the responses continued to come in and adjusted the codes and themes. I ensured 

consistency in coding by applying a code to each statement corresponding to the five 

questions in the first questionnaire. Appendix D contains the expert responses in Round 1 

with the respective researcher assigned codes. The analysis of the first round resulted in 

twenty-one themes and codes. Table 5 consists of the twenty themes and codes generated 

from the first round. 
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Table 5 

First Round 24 Themes and Codes  

Themes       Code    

Mentoring        101 

Work-life balance       102 

Soft skills training       103 

Personal development       104 

Training        105 

Lower expectations       106 

Leverage relationships      107 

Passion        108 

Cross-training        109 

Entrepreneurial Spirit        201 

Right attitude        202 

Adoption of new beliefs      203 

Flexible workplace rules       204 

Talent building        205 

Feedback loops       206 

Positive reinforcement      207 

Increased interactions       208 

Provide leadership opportunities     209 

                          (table continues) 
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Practicing servant leadership      301 

Advocating for your rights      302  

Less orientation and training      303 

More social media engagement     304 

Clarity of success       305 

Limited experience compensation     306 

 

  The categorization and consolidation of raw data were verified for reliability by 

repeated iteration. Thematic coding of nominal data generated through the diverse 

responses for Round 1 was categorized using the constant comparison method of data 

analysis. This method was repeated for data analysis purposes in Round 2 and 3. The 

analysis process conducted ensured avoidance of generalization of answers, which 

prevented the distortion of the expert opinions (see Hirschhorn, 2019). Figure 1 illustrates 

a graphical representation of the data reduction results by category and Round 1. 
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Round 1 

• Questionnaire contains five open-ended questions 

• Responses generated 152 statements 

•  152 statements, 21 themes, five categories emerged from the thematic content 

analysis. 

o Category 1: Socioeconomic support (28 items) 

o Category 2 Psychological well-being (45 items) 

o Category 3: Developing a career Path (35 items) 

o Category 4: Establishing support mechanisms through personal relationships and 

belief systems (27 items) 

o Category 5: Benchmarking growth opportunities (17 items) 

 

Figure 1. Data reduction results by category: Round 1. 

 

Round 2: Analysis of Responses 

The second-round questionnaire was developed from the twenty-one themes 

generated from the responses of the first round. The content of the questions remained the 

same, but the wordings were clarified and detailed (Tolsgaard et al., 2013). Experts 

narrowed down the responses from the first survey by prioritizing interventions. The 

questions were grouped into words and phrases to ensure the questions included the 

integration model of the conceptual framework. The respondents examined the 

consolidated list of the critical issues against a three-point scale of 1. Strongly agree 2. 
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Agree 3. Disagree (Schmidt, 1997). Member checking was enabled by providing space 

for additional comments. The answers from the first round were divided into themes that 

were segregated under subcategories of socioeconomic support, psychological well-

being, developing a career path, establishing support mechanisms through personal 

relationships and belief systems, and benchmarking growth opportunities. My final 

sample size resulted in 15 participants with an original sample of 24 participants. The 

second round consisted of questions that were derived from the themes and formed the 

analysis of the first round (Davidson, 2013). The second questionnaire resulted in 15 

participants. The second round Figure 2 illustrates a graphical representation of the data 

reduction results by category and Round 2. 
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Round 2 

• Panelists first-round items for desirability and feasibility using 5-point Likert 

Scale 

• Statement passed to the third round based on second-round results 

• Responses generated 116 statements from the first round 

0 Category 1: Socioeconomic support (15 items) 

o Category 2 Psychological well-being (25 items) 

o Category 3: Developing a career path (35 items) 

o Category 4: Establishing support mechanisms through personal relationships and 

belief systems (26 items) 

o Category 5: Benchmarking growth opportunities (15 items) 

 

Figure 2. Data reduction results by category: Round 2. 

Round 3: Rating  

Based on the ratings provided in the second questionnaire, the third questionnaire 

(Round 3) served as a means of seeking consensus among the group by having experts 

rank ideas in order of importance. I collected and analyzed responses using qualitative 

measures to monitor group while tracking statistical knowledge of themes and patterns. A 

ranking type survey was used to elicit opinions from experts through the controlled 

feedback process (Custer et al., 1999). The third round captured results from the second 

round on the consensus built based around themes, and I used the Likert-type scale, 

listing the strategies with the scale rating on 1 to 5 with 1 = important to 5 = very 
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important. After receiving the results, I analyzed them using thematic coding to reveal 

the findings of the study. Drop out issues are common in a Delphi study, which can 

sometimes be overcome by developing a personal rapport with participants and sending 

repeated reminders (Hung, Altschuld, & Lee, 2008). All participants who were a part of 

the second round moved to the third round. Figure 3 illustrates a graphical representation 

of the data reduction results by category and round 3. 

Round 3 

• Panelists final round for importance using a Rank type scale 

• Statement passed to the third round based on second-round results 

• Responses generated 34 statements from the first round 

0 Category 1: Socioeconomic support (4 items) 

o Category 2 Psychological well-being (12 items) 

o Category 3: Developing a career path (4 items) 

o Category 4: Establishing support mechanisms through personal relationships and 

belief systems (4 items) 

o Category 5: Benchmarking growth opportunities (10 items) 

Figure 3. Data reduction results by category: Round 3. 

 

Evidence of Trustworthiness 

Unlike quantitative research, with trustworthiness assessed through reliability and 

validity, the process in qualitative research is based on credibility, dependability, 

confirmability, and transferability. (Hasson & Keeney, 2011). This e-Delphi study gained 
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rigor by addressing all the four elements of trustworthiness. An email trail was 

maintained, member checking established, constant comparison of data conducted 

(Hasson & Keeney, 2011). Each of the four processes is described in detail below. After 

describing the processes from literature, I have outlined ways in which my study tackled 

each of the issues of trustworthiness. 

Credibility 

Credibility refers to researchers’ ability to interpret their own experiences 

correctly and to adequately engage with the participants through audit trails and other 

methods of data analysis (Cope, 2014). Graneheim and Lundham (2004) explained 

credibility as data and processes selected to address the focus of the research. As posited 

by Hsu & Sandford, (2010), the credibility of research is enhanced through rigorous 

methods, the credibility of the researcher, and an appreciation of the qualitative inquiry. 

Some of the approaches to establish credibility in the study are debriefing and member 

checking (Peterson, 2017). Member checking is a process whereby participants review 

themes or patterns in between questionnaires to establish credibility, a process that also 

helps participants decipher the accuracy of the results (Carlson, 2010). Credibility in 

qualitative research can be developed by demonstrating researcher “engagement, methods 

of observation, and audit trails” (Diane, 2014). I maintained credibility by actively 

engaging with participants when they had questions and maintaining audit trails. I 

provided additional space in each survey for comments. This member-checking and 

statement rating performed by the panelist in the third round of the questionnaire further 

enhanced the credibility of the study results. This high level of consensus in the final list 
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of thirty-four statements reflected the integration practices which could be developed and 

adopted to engage and retain Gen Z. 

Transferability 

Transferability is the ability of the researcher to detail the methodology for other 

researchers to replicate the study. Thomas and Magilvy (2011) highlighted that one of the 

strategies for attaining transferability is to address appropriate descriptions of the 

geographical limitations and the audience of the study. Peterson (2017) noted that 

providing a detailed analysis and specifications can also facilitate transferability. Another 

strategy indicated by Krefting (1991) is to provide a full description of the participants 

and the research to ensure the process is transferable.  

Transferability can be measured through content validity, construct validity, and 

criterion validity (Hasson & Keeney, 2011). Thematic coding of nominal data generated 

through the diverse responses for Round 1 was categorized using the constant comparison 

method of data analysis. This method was repeated for data analysis purposes in Round 2 

and 3. This e-Delphi study also included a detailed description of the methodology and 

the participant selection to ensure transferability. 

Dependability 

Dependability is achieved by creating stability in data and having a varied expert 

panel for the study (Hasson & Keeney, 2011). Krefting (1991) noted that dependability 

could also be referred to as variability, looking at the range of experience of the 

participants and selection from varied sources. I ensured dependability by discussing the 

study with peers from Walden University and other universities and also talking about it 
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with the committee members. I kept a reflexivity journal and notes during the data 

collection and analysis process, which are other means to ensure the dependability of the 

research. 

Confidence in research data can be increased by data and theoretical triangulation 

to reveal and understand the problem at hand and reveal relevant findings (Thurmond, 

2001). I used data triangulation by collecting multiple surveys at different times and used 

comparative analysis to gain a comprehensive review and strengthen the findings of the 

study (Velez, Neubert & Halkias, 2020). Theoretical triangulation is a combination of 

perspectives, approaches, sources, and data analysis methods. Triangulation is used to 

counterbalance the use of a single strategy, thus increasing the ability to increase the 

findings (Thurmond, 2001). This study compared the panelist responses to each other and 

the existing research to establish dependability. 

Confirmability 

Establishing confirmability in qualitative research occurs through analyzing data 

and maintaining an audit trail during the data collection process (Krefting, 1991; Lincoln 

& Guba, 1982). The researcher can play the role of an auditor and keep reflexive journals 

to ensure confirmability. I maintained an email and an audit trail to support 

confirmability. For the study, I created an audit trail and reflexive journal to keep my 

assumptions, limitations, judgments, and articulations while collecting and analyzing the 

questionnaire results. 

Post-positivists philosophy supports the requirement of confirmability: “There can 

be no absolute objectivity; at best, the researcher can become conscious of and hopefully 
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reduce […] biases” (Wallendorf & Belk, 1989. P.69). Therefore, a clear audit trail of data 

gathering and interpretation is one of the most critical measures for enhancing 

confirmability in Delphi research (Skulmoski et al., 2007), “The Delphi method for 

graduate research,” Journal of Information Technology Education: Research, Vol. 6, 

pp. 1-21. I transcribed all survey responses and spread them in a database. To increase 

confirmability, I leveraged triangulation to confirm the analysis of textual data. To 

strengthen future replication studies, research can use formally determine inter-rater 

reliability in order to assess the confirmability of the coding process (Gossler et al., 

2019). 

Study Results 

Round 1: Analysis of Responses and Feedback Material  

The panel generated 110 statements in response to the five open-ended questions 

in the Round 1 questionnaire. See Appendix E for a copy of the expert response 

statements. This e-Delphi study used baseline concepts from the extensive literature 

review and the conceptual framework, which comprised of Bauer’s onboarding model 

(Bauer, 2010). I used thematic coding to identify themes and patterns. Table 6 contains 

the final coding response to the first round of questionnaire responses.  



125 

 

Table 6 

First Round Coding Sheet  

Code category/description     Code   Frequency 

 

Socio economic support     10   

Hierarchical thinking      101 

Same access to services     1011-10198  

Lack of a career path      102 

Strengths codependency      1021-1026   

Psychological Well-Being     60 

Entitlement        6031-6032   3 

Utilizing talent      604   8 

Lack of work life balance     6041-6043   

No awareness of psychological well-being   605 

Work-life balance       6051-6054   4 

Inability to recognize mental imbalance   606 

Understanding Gen Z traits     6061-6062  2 

Developing a Career Path     20 

More innovative approaches     201-2014  4 

Different generational working styles    2011-20112   12 

Higher managed interaction with Gen Z   202 

Networking       203 

         (table continues) 
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Code category/description     Code   Frequency 

 

Start-up mentality      204-20424  4 

Creating leadership opportunities personal development 205-2052  2 

Flexibility to work remotely     206 

Enthusiastic to make a difference    207  

Digital knowledge/nomads     208 

Cleary defined development goals    209  

Adequate compensation     210 

Diversity       211 

Cultural/ethical/racial     212 

Programs specifically geared to GenZ development  213 

Establishing Support Mechanisms    30 

Mentorship services      301-3014  4 

Robust mentoring program     302-3022 

(On-boarding) and online security training   303   

Having an open mind      304 

Attitude vs. aptitude      305 

Easier process on operational functionality   306 

Work performance and attitude in the workplace  307 

Better engage and motivate students    308 

Customized approach through data    309 

(table continues) 
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Code category/description     Code   Frequency 

 

Personal Relationships and Belief Systems  40 

Mission driven with opportunity to contribute and grow 401 

Need to be part of the greater picture    402-4022  2 

Social gathering and interaction in social settings  403 

High sense of idealism     404 

Success clarity       405 

Willingness to listen and learn from the GenZ  405-4053  3  

Leadership shall possess level of emotional intelligence 406 

Seek advice       407 

Understanding of goals and expectations   408 

Navigate difficulties      409 

Environmentally friendly     410 

Culture of respect and honesty    411 

Management alignment     412 

Benchmarking Growth Opportunities    50 

Personal growth (training, peer to peer mentoring)  501 

Human interaction and online courses   502 

Support of passion and self-development   503  

Adaptability (need for higher and flexible adaptability) 504  

Social development and soft skills    505 

(table continues) 
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Code category/description     Code   Frequency 

 

Maturity & business etiquette     506 

Creative freedom at work     507 

Compensating for limited experience    508 

Opportunities to fit in, make them feel as part of a whole 509 

Desire to take success into their own hands   510 

Integrating technology     511 

Social interaction       512 

Communication platform     513 

Specific feedback      514  

Goal setting without taking it personally   515 

Practicing servant leadership     516 

Less orientation and training     517 

Mental health and well-being     518 

Insurance benefits shall include therapy   519 

Flexibility and adaptability     520-5205  5  

Developing apps to make healthcare accessible  521 

HR selection process needs to be modified   522-52217  4 

Continued to do business as usual    523 

Understanding of goals and expectations   524  

Leadership needs to continue to coach these soft skills 525  

(table continues) 
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Code category/description     Code   Frequency 

 

Pros and cons of sharing personal information online 526-5262  2 

Employee activities, training materials   527 

Tap into the strength of individuality    528 

Need to feel they are valued, appreciated, and protected 529 

Better and more social media engagement   530 

Need to add to the subject matter expertise   531    

Work on talent development 

Find meaningful solutions for GenZ in the work program 

Communication style that fit GenZs need 

Leverage their strengths for optimum productivity 

Personal growth (training, peer to peer mentoring) 

Human interaction and online courses 

Support of passion and self-development 

 

The 110 statements provided by the experts in Round 1 fell in six significant 

categories coinciding with the open-ended questions of the first round: (a) Category 1: 

Socio-economic support (4 items), (b) Category 2: Psychological well-being (13 items), 

(c) Category 3: Developing a career path (24 items), (d) Category 4: Establishing support 

mechanisms (13 items), (e) Category 5: Personal relationships and belief systems (18 

items), (f) Benchmarking growth opportunities (38 items). These six major themes were 

present in the literature review. Benchmarking growth opportunities consisted of the 
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maximum amount of codes, whereas socio-economic support consisted of the least 

amount of codes. Table 7 includes the statements as an output from the top six themes in 

Round 1 

Table 7 

Top 5 Statements Based on Code Frequency 

Statements        Code frequency 

Integration practices to retain and motivate GenZs in the workforce   38  

include mentoring programs, a well-established work-life balance,  

enhancing soft skills of GenZs and establishing personal  

development training programs.  

 

GenZs are an integral part of any organization of the future and need to be   24 

retained as the workforce of the future. However, the non-applied leadership style  

and generational conflict often make them lose their sense of entitlement  

and ownership.  

  

HR managers need to start focusing on establishing mentoring and    18 

cross-support training programs for their GenZs and enhance the workforce  

with an entrepreneurial spirit. 

 

To employ a “happy and efficient” GenZs in your organization        13 

flexible workplace rules, talent building programs, soft skills training  

and feedback loops should be established. 

 

Would you agree that positive reinforcement increased interactions between  13 

leadership and GenZs and providing leadership opportunities as well as  

the potential of growth for GenZs is crucial to increase the ROI of an organization  

and enhance the relationship between leadership and GenZs?  

 

 

Round 2: Analysis of Responses 

 The responses in Round 1 generated 110 statements, which were grouped into 26 

themes. These 110 statements were used to develop the second-round questionnaire. The 

experts were informed that the second-round questionnaire consisted of themes generated 
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from the first round statements. The second round questions were completed against two 

separate (desirability and feasibility) 5-point Likert scales. Desirability measures ranged 

from (1) highly undesirable to (5) highly desirable, and feasibility ranged from (1) 

definitely infeasible to (5) definitely feasible (Turoff, 1975). There was a box provided to 

the experts at the end of each question if their rating was below two to ensure member 

checking. There were no statements failing to pass to Round 3. All five statements 

contained in Round two passed the desirability and feasibility test, with an average of 70 

percent. 

Round 3: Rating 

I used all 110 statements, which passed round one and two to generate the third 

questionnaire. Out of the 24 themes that emerged, ten themes cleared the third round, 

with an average of 70 percent. The experts were asked to rate the importance of each of 

the ten themes that originated in the first two rounds to be included to form the 

integration practices of Generation Z. Desirability measures ranged from (1) highly 

undesirable to (5) highly desirable, and feasibility ranged from (1) definitely infeasible to 

(5) definitely feasible (Turoff, 1975).  

Statements that did not satisfy the consensus threshold in Round 3 are listed in 

Table 8. 
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Table 8 

Statements Failing to Meet Consensus Threshold in Round 3 

Statement       Rating   Rating 

               (desirability)      (feasibility) 

 

Generation Z should be provided with     2  3 

high sense of idealism 

Gen Zs have clarity of success     5  4 

Gen Zs know how to navigate difficulties    5  5 

Gen Zs need to focus on social development    4  3 

Gen Zs do not have maturity & business etiquette   3  2 

Gen Zs should be compensated for limited experience  4  3 

GenZs have the desire to take success into their own hands  5  4  

Gen Zs need a communication platform    5  3 

Gen Zs need less orientation and training    3  2 

Organizations should continue to do business as usual  4  3 

Gen Zs do not know the pros and cons of sharing personal  4  3 

information online 

Gen Zs need better and more social media engagement  5  4  

Organizations should adhere to the communication style that  

fit GenZs need Gen Z’s should be given more online courses 4  3 
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Statements that satisfied the consensus threshold in Round 3 are listed in Table 9. 

Table 9 

Statements that Satisfied Consensus Threshold in Round 3 

Statement      Rating   Rating  

              (desirability)          (feasibility) 

Mentoring programs      5   5 

 

Work life balance      5   5 

   

Soft skills development training    5   5  

   

Cross-support training programs    5   4 

 

Transformational leadership     5   5 

 

Flexible workplace rules     4   5 

 

Talent building programs     5   5 

 

Feedback loops      5   4 

 

Positive relationships with leadership   5   5 

 

HR selection process needs to be modified   5   5 

   

The listed ten items which held consensus in the final round were a part of the six 

categories (a) Category 1: Socio-economic support (4 items), (b) Category 2: 

Psychological well-being (13 items), (c) Category 3: Developing a career path (24 items), 

(d) Category 4: Establishing support mechanisms (13 items), (e) Category 5: Personal 

relationships and belief systems (18 items), (f) Benchmarking growth opportunities (38 

items). These six themes correspond to Bauer’s (2015) onboarding model and the six 
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themes present in literature, forming the basis of the integration model in the conceptual 

framework. 

Summary 

This chapter presented a detailed analysis of the three-round e-Delphi study with 

an answer to the research question. What is the level of consensus among senior 

organizational managers across U.S. financial, food service, and technological industries 

on integration strategies to engage and retain Gen Z employees? The responses of the 

experts in the first round generated 110 statements and twenty-six themes. The 110 

statements fell under the six major categories which were presented in the conceptual 

framework and were derived from the literature review. (a) Category 1: Socio-economic 

support (4 items), (b) Category 2: Psychological well-being (13 items), (c) Category 3: 

Developing a career path (24 items), (d) Category 4: Establishing support mechanisms 

(13 items), (e) Category 5: Personal relationships and belief systems (18 items), and (f) 

Benchmarking growth opportunities (38 items). 

The benchmarking growth opportunities consisted of the maximum codes (38 

items), whereas the socio-economic support (4 items) included the least amount of codes. 

The top six themes noted in the first round by the panelist consisted of the following 

statements (a) Integration practices to retain and motivate GenZ in the workforce include 

mentoring programs, a well-established work-life balance, enhancing soft skills of your 

GenZ and establishing personal development training programs (b) To enhance a GenZs 

sense of belonging, they need to feel an open-door policy to be able to ask for their rights, 

help them lower expectations on how fast they can progress in the organization, leverage 
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relationships to their peers and co-workers and actively work on personal development 

(c) HR managers need to start focusing on establishing mentoring and cross-support 

training programs for their GenZ and enhance the workforce with an entrepreneurial 

spirit (d) To employ a “happy and efficient” GenZ in your organization flexible 

workplace rules, talent building programs, soft skills training, and feedback loops should 

be established. (e) Increasing an organization's ROI means helping employees grow to 

increase their efficiency and productivity. Managers and organizational leaders need to 

understand how to “deal and talk” with their GenZ workforce.  

The 10 consensus items that passed the final round included statements from each 

of the six categories (a) Mentoring programs, (b) Work-life balance, (c) Soft skills 

development program, (d) Cross-support training programs, (e) Transformational 

leadership, (f) Flexible workplace rules, (g) Talent building programs, (h) Feedback 

loops, (i) Positive relationships with leadership, and (j) HR selection process needs to be 

modified. The findings of this study suggest that organizations, while developing 

integration programs for Generation Z, should include the above ten items to engage and 

retain them into the workforce successfully. Chapter 5 consists of an interpretation of the 

study’s findings limitations, recommendations, and implications for research and positive 

social change. 
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Chapter 5: Discussion, Conclusions, and Recommendations 

The purpose of the study was to procure the insights and practices of midlevel 

organizational managers to create forward-looking integration strategies for Gen Z 

employees for engagement and retention. The e-Delphi technique is the Internet version 

of the Delphi technique, which is administered by the researcher to gather a panel of 

experts, pose questions, synthesize feedback and determine a level of consensus to a 

problem (Cole et al., 2013). The e-Delphi technique was appropriate for the study as the 

purpose of the study was to gain expert knowledge, and the generation in question was 

relatively understudied. It was not possible to gather experts face to face to infer a level 

of consensus from all levels of leaders, and it was easier to get the time from senior 

leaders via surveys than in-person to develop new knowledge on the integration practices 

for Generation Z. Other qualitative research methods, such as case study, were 

considered for the study, but they were deemed not appropriate to meet my study’s 

purpose since the criterion of the study was to gain expert knowledge through a 

consensus that was not possible with other research methods. 

The results of the study include an agreement on 10 statements that could form 

the integration practices for Generation Z and used to retain and engage the workers in 

organizations. The percentage breakdown of statements from the five categories are as 

follows: (a) Category 1: Socio-economic Support (4 items), (b) Category 2: 

Psychological Well-being (13 items), (c) Category 3: Developing a career path (24 

items), (d) Category 4: Establishing Support mechanisms (13 items), (e) Category 5: 
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Personal relationships and belief systems (18 items), and (f) Category 6: Benchmarking 

growth opportunities (38 items). 

Interpretation of Findings 

The findings of this study include a consensus on 10 integration practices that can 

help retain and engage Generation Z as they enter the workforce. These activities focus 

on socio-economic support, psychological well-being, developing a career path, 

establishing support mechanisms, developing personal relationships and belief systems, 

and benchmarking growth opportunities, which could help the new generation create 

successful careers while ensuring appropriate mental health. Figure 5 is a visual 

representation of the five categories represented in the list of the ten final consensus 

statements. 

 

 Figure 4. Breakdown of six categories with the ten final consensus statements. 

The key findings to this study indicate that the current integration practices which 

are present in literature are not sufficient to drive the maximum potential of a new 
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generation entering the workforce. Organization while integrating Generation Z into the 

workforce should consider incorporating practices that relate to socio-economic support, 

psychological well-being, developing a career path, establishing support mechanisms, 

developing personal relationships and belief systems, and benchmarking growth 

opportunities. The findings in this chapter are compared to the peer-reviewed literature in 

Chapter 2. In this chapter, I also analyze and interpret the results in the context of the 

conceptual framework and identify limitations, recommendations, and implications and 

conclusion of the study. 

Of the 110 statements, six significant themes were present in the literature review. 

Benchmarking growth opportunities consisted of the maximum amount of codes, whereas 

socio-economic support consisted of the least amount of codes. Table 7 includes the 

statements as an output from the top six themes in Round 1. Out of the 110 statements, 86 

failed to satisfy a 50% consensus in Rounds 2 and 3 collectively. Nonconsensus and final 

agreement both highlight the areas for organizations to consider when addressing the 

central problem of this study. Table 11 contains data corresponding to findings from each 

round of the study.  
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Table 10 

Overall Study Findings 

Category Round 1  Round 2 Round 3 Consensus  

generated  statements  statements  statements   

statements    

 

Socio economic   4  4  3  2 

support 

          

Psychological   13  13  3  3  

well being       

 

Career path    24  24  3  1 

 

Establishing     13  13  5  1 

support  

mechanisms   

  

Personal    18  18  4  2 

relationships  

and belief  

systems 

 

Benchmarking   38  38  6  1 

growth  

opportunities 

 

Delphi Study Round 1 

The first round of the questionnaire had five open-ended questions based on the 

main themes which resulted from the literature review and were the basis of the 

conceptual model. The conceptual model was based on Bauer's (2015) onboarding model 

and relied on the four pillars of compliance, clarification, culture, and connection. Fifteen 

participants out of the 24 invited responded to the first round of questionnaire, leading to 

a response which suggested 110 statements spanning over the six categories 

corresponding to the open-ended questions from the first round of questionnaire: (a) 
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Category 1: Socio-economic support (4 items), (b) Category 2: Psychological well-being 

(13 items), (c) Category 3: Developing a career path (24 items), (d) Category 4: 

Establishing support mechanisms (13 items), (e) Category 5: Personal relationships and 

belief systems (18 items), (f) Benchmarking growth opportunities (38 items). Figure 5 is 

a graphical representation of the top six themes based on code frequency. 

 

Figure 5. Graphical representation of the top six themes based on code frequency. 

Personal development. The panel recommendation to this first open-ended 

question 38 statements used in the second round of the questionnaire aligned to the 

following subcategories mentoring programs, a well-established work-life balance, and 

enhancing soft skills of GenZs.  

Figure 6 contains a visual representation of the first-round codes relating to 

effective personal development practices. 
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Figure 6. Visual representation of codes relating to effective personal development 

practices. 

Out of the top six themes, the theme of personal development had the highest 

code frequency. The experts mentioned the codes mentoring programs, work-life balance, 

and enhancing soft skills training 38 times. The panelist made collective reference 38 

times in the round 1 questionnaire as essential attributes to consider while generating 

integration practices for Generation Z. The findings are consistent with the suggestions of 

researchers in the literature review as lacking in the integration practices developed for 

other generations. According to Randstad (2016), retaining Gen Z recruits requires 

intensive indoctrination and support mechanisms that may not reflect the same needs as 

the millennials. Management has been unable to operationalize the strategies in day-to-

day business to reach Gen Z employees (Orrheim & Thunvall, 2018). Tension exists 

between the practices, new employee expectations, and strategies companies need to 

adapt to attract, engage, and retain Gen Z workers.  
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Leadership style. The second theme that stemmed out of the first-round 

interview was that of leadership style. The code was used 24 times, and the subcategories 

associated with it were Passion, the right attitude, increased interactions, and practicing 

transformational leadership or servant leadership. Figure 7 contains a visual 

representation of the first-round codes relating to effective leadership style practices. 

 

Figure 7. Visual representation of effective leadership style. 

In the literature review conducted, Onyebu and Oluwafemi (2018) asserted that to 

grow effective intrapreneurs, organizations should adopt a leadership style that 

recognizes, motivates, and rewards these individuals in achieving organizational 

development through innovation. The landscape for organizations is changing as 

competition grows, and individuals look for more significant challenges (Marshall & 

Wolanskyj-Spinner, 2020) 

Harnessing and developing Gen Z through recognizing and cultivating talent 

could enable organizations to remain competitive in a growing environment (Persada et 

al., 2019). The findings point to adopting a change in leadership style in which leaders 
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have increased interactions with this generation to help identify their passion, help them 

form the right attitude to drive maximum potential. 

Cross-support training. The third theme that emerged from the first round was 

establishing cross-support training programs with a frequency of 18 items. As per the 

literature review conducted, the Change Generation Report (2017), published by the 

Lovell Corporation, included findings from a survey of about 2,000 Gen Z and 

millennials from Canada. Results indicated 75% of Gen Z have an entrepreneurial spirit, 

seek mentorship, want a quality of life, lean towards training and development, are 

socially conscious, follow their passion, and want to make a difference in the world 

(Change Generation Report, 2017). The results from the first-round questionnaire from 

the experts indicated that Generation Z has an entrepreneurial spirit, and leadership 

should use this to their advantage by providing them with cross support training. 

Ensuring this generation is training in multiple fields will help them grow and enhance 

their expertise and allow them to develop products that increase the ROI of the 

organization. 

Feedback loops and Increased interactions. Feedback loops and increased 

interactions were clubbed together and had a code frequency of 13 items due to the two 

themes being inter-related. The experts suggested that regular feedback loops are 

established with Generation Z to ensure they are attentive and have low-performance 

issues. As suggested by multiple authors in the literature review, this generation, even 

though they are digital, the savviest they prefer face to face interactions with leadership 

(Dimock, 2019; Hampton et al., 2020; Seemiller et al., 2019)   
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The Workforce Institute of Kronos and Future Workplace (2019) reported on Gen 

Z attitudes in the workplace in 12 countries. Findings showed that Gen Zs demanded 

flexibility at work, preferred face-to-face interaction, and felt anxious about their success 

as workers (The Workplace Institute at Kronos and Future Workplace, 2019). Gen Z 

members think the school has not prepared them for negotiation, networking, working 

with confidence, and long working hours. The findings suggested that creating feedback 

loops often could enable better performance with Generation Z. 

The modified HR selection process. The modified HR selection process was 

suggested throughout the first-round answers and had a code frequency of 18. Ineffective 

integration of employees in the workplace has led to high turnover and lower employee 

fulfillment across the generations. Some organizations have addressed the challenges of 

integration, communication, and motivation barriers of the past generations (Arrington, 

2018). Organizations that failed to implement retention practices have lost valuable 

employees, thus incurring a financial loss. In a study supporting the specific management 

problem, that management fails to operationalize the strategies in the day-to-day business 

to reach Gen Z employees (Orrheim & Thunvall, 2018). As suggested by experts, this 

was a significant theme that ran across all through the three rounds. To retain and engage 

Generation Z organizations to require modifying their selection process to build it to 

support all the themes suggested in the first round. 

Delphi Study Round 2  

The responses in Round 1 generated 110 statements that were grouped into 24 

themes. Each statement on the second-round questionnaire was completed against two 
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separate (desirability and feasibility) 5-point Likert scales. Desirability measures ranged 

from 1 (highly undesirable) to 5 (highly desirable), and feasibility ranged from 1 

(definitely infeasible) to 5 (definitely feasible; Turoff, 1975). Of the 110 statements 

contained in the second- round questionnaire, ten met the threshold for inclusion in the 

third questionnaire. I have separated this section into two categories: (a) statements that 

failed to satisfy the consensus threshold, and (b) statements that met the consensus 

threshold. 

Statements that failed to satisfy the consensus threshold. The following 

sections contain a review of the statements that failed to satisfy the consensus threshold. 

Generation Z should be provided with a high sense of idealism. The statements 

that made it to Round 3 supported the literature review conducted in Chapter 2, which 

adhered to the positive and negative characteristics of Generation Z. The finding of the 

above statements diverges from the assertion made by (Berg & Carson, 2020; Callanan, 

2019; Francis & Hoefel, 2018), which suggests that Generation Z are realistic 

individuals, unlike the millennial generation. The digital natives feel comfortable 

searching for authentic relationships and jobs, providing them with a false sense of self 

would limit their openness to understanding multiple types of people. In contrast, this 

finding diverges from the assertion made by Wood (2013) r that even though a little 

idealism may have trickled down from the millennial generation, but combining 

Generation Z’s security needs and escapist behaviors, providing this generation with 

idealistic scenarios to enhance performance would be detrimental to organizations. 
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Generation Z’s have clarity of success. As suggested in the literature review, 

GenZs are entrepreneurial in nature and also driven by practicality and financial success, 

which does not necessarily mean they understand or know what success ideally looks like 

for them (Glass, 2007; Zimmerman, n.d.). In contrast, this finding diverges from the 

assertion made by the Workforce Institute of Kronos and Future Workplace (2019) that 

presented a report on Gen Z attitudes in the workplace in 12 countries. Findings showed 

that Gen Zs demanded flexibility at work, preferred face-to-face interaction, and felt 

anxious about their success as workers. The young adults wanted financial independence, 

and family members are their role models for career and business success (Barna, 2018). 

In contrast, this find diverges from the assertion made by Glass (2007) in his comparative 

analysis with other generations that Gen Z lives for the present moment, has no sense of 

commitment, and is happy with what they have.  

Gen Zs know how to navigate difficulties. While this may be true in the digital 

world where this generation is said to find solutions quicker and more efficiently than the 

millennials, this finding diverges from the assertion made by (Glass, 2007) that Gen Z 

may have some other possible negative characteristics such as differing viewpoints, a low 

attention span, lack of consequential thinking with blurring lines between professional 

and personal boundaries. In contrast, this finding diverges from the assertion of Gaidhani 

et al. ( 2018) that Gen Z is impatient with an attention deficit disorder and more entitled 

than the previous generations.  

Gen Zs need to focus on social development. The Change Generation Report 

(2017), published by the Lovell Corporation, included findings from a survey of about 
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2,000 Gen Z and millennials from Canada diverges from the assertion made in the report 

that 75% of GenZs are socially conscious, follow their passion, and want to make a 

difference in the world (Change Generation Report, 2017). In contrast, this finding 

diverges from the assertion made by Hope (2016) that Gen Z trends show they are social 

entrepreneurs who focus on social justice, are mindful in creating their future, and form a 

socially conscious cohort. Furthermore, the acquired attention deficit disorder reduces 

Gen Zs ability to concentrate on complex problems due to the visual imagery of social 

media and technology (Chun, 2017; Singh & Dangmei, 2016). GenZs are an extremely 

social generation; however, their way of interactions differs from the other generations in 

the past. 

Gen Zs do not have maturity and business etiquette. Generations talent can be 

used to their advantage by using the positive characteristics of individuals and negating 

the effect of the previous generational ideologies (Puiu, 2017). In contrast, this finding 

diverges from the assertion made by McQueen (2011) that Gen Zs are exposed to 30,000-

40,000 TV commercials each year, and including the societal influences, physiological 

and environmental factors play a substantial role in raising the maturity of these 

individuals. In contrast, this finding diverges from the assertion by (Beall, 2016; Calk & 

Patrick, 2017; Dimock, 2019) that GenZs are more mature than the millennials and 

possess the business etiquette to perform in a stressful work environment with 

appropriate leadership guidance. 

Gen Zs should be compensated for limited experience. Generation Z is described 

as being influential, thoughtful, loyal, compassionate, open-minded, and responsible. 
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Some of the positive characteristics of this generation are that they are very career-

oriented and are aware of the troubles and traumas of the world (Loveland, 2017). The 

finding diverges from the assertion made by Seemiller & Grace, (2017) that one of 

GenZ’s strengths is that they are willing to learn provided leadership has the time to help 

them grow and evolve As such this finding also diverges with the view that with a 

generation such as GenZ if they are compensated for limited experience, it would be 

stunting their growth (Al Amiri et al., 2019).  

Gen Zs need a communication platform. Generation Z, on average, spends 

between five and six hours on social media on a given day. The preference of social 

networking, file, and video sharing sites, games, and chat programs within the 

applications accessible through the diverges from the assertion made that they have no 

dearth of communication platforms (Guld & Maksa, 2014). In a recent research mobile 

phones were rated 73.5% as the gadgets most by this generation and they have social 

media and IM platforms on their mobile, which diverges from the assertion made by 

Wiastuti et al., (2020) that Gen Z would like always to stay connected, through IM 

platform or connected to social aspects through social media platforms.  

Gen Zs need less orientation and training. While Generation Z is a technically 

savvy and most digitally-driven generation, in contrast, the finding diverges from the 

assertion made by authors Seemiller & Grace (2017), they do need additional training and 

orientation to perform at their maximum potential. Furthermore, Rothman & 

Commissions, (2015) made the assertion which diverges from the finding that training 

program objectives should contain performance-driven, higher-order thinking skills 
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(HOTS) such as: analyze, compare, verify, critique, select, create, develop, etc.. Gen Zs 

have the values, talent, and potential to impact economic, political, and social 

development, which they could harness through training and development opportunities. 

Additionally, Lyons et al. (2018) surveyed 2017/2018 graduates hired by Accenture last 

year, and GenZ found Gen Z identifies staying in the job with mentoring; formal training; 

meaningful, challenging work; and evident skills path from their first day of employment. 

Gen Zs do not know the pros and cons of sharing personal information online. 

Generation Z has completely different ways of social interactions compared to 

millennials (Callanan, 2019). Gen Zs consume data primarily from Snapchat, Instagram, 

and Youtube which diverges from the assertion made by (Golden, n.d.; Kick et al., 2015) 

that most of the media platforms used by this generation share content which is either 

verbal in the form of pictures and videos. Gen Zs refrain from sharing personal stories 

and like to keep their emotions private while sharing personal information with close 

friends. The content used on social media by Gen Zs does not necessarily define them as 

being careless with personal information (Books et al., n.d.) 

Statements that satisfied the consensus threshold. The following sections 

contain a review of the statements that satisfied the consensus threshold. 

Mentoring programs and talent building programs. Generation Z prefers work 

environments that cultivate mentoring, learning, and professional development 

opportunities as they feel inept at dealing with life’s problems. (Singh & Dangmei, 2016). 

Generation Z is a generation that stands out more than the other generations in their 

characteristics and values. These individuals require mentoring programs that specifically 
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cater to their values and give them the necessary ammunition to increase performance. 

(Howe, 2010). Lyons et al. (2018) surveyed 2017/2018 graduates hired by Accenture last 

year. They found Gen Z identifies staying in the job with mentoring; formal training; 

meaningful, challenging work 

As per PST and OST, the employer may support the employee’s psychological 

well-being through training and development, informal mentoring, and investment in the 

employee from recruitment to initial time spent in acquainting the employee to the job. 

These two theories interact to form an integration model based on compliance, 

clarification, connection, and culture. PCT concepts of schemas, promise, and mutuality 

pertain to an employee’s training and development through mentoring and developing 

interpersonal relationships to build connections; in turn, employees gain an in-depth 

knowledge of the culture in an organization (Rousseau, 1989; Schein, 1988). 

Work-life balance and flexible workplace rules. In a study conducted by 

Generation Z students at a university in Slovakia, the results suggested that Generation Z 

was looking for internal job satisfaction, and work-life balance was considered a vital 

retention factor (Kirchmayer & Fratričová, 2020). Gen Z members think the school has 

not prepared them for negotiation, networking, working with confidence, and long 

working hours. Perhaps most importantly, the report addressed what Gen Z asked from 

their managers, with responses including clear goals and feedback, modern workplace 

technology, respect and recognition, meaningful projects, and work-life balance (The 

Workplace Institute at Kronos and Future Workplace, 2019).  

Audi recently conducted a study of its 5,000 employees and found:  
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“The young generations’ expectations and visions concern…an attractive 

employer, who offers security, wealth, and perspectives as well as work-life 

balance, flexible frameworks to enable modern work, appreciation, and support 

by their leaders but also possibilities to act on their responsibilities and 

opportunities to develop further in accordance to their current life situations. 

Many of the participants also show readiness to work internationally, even in the 

long-term.” (Klein et al., 2017, p.13) 

Soft skills development training and cross support training programs. In a study 

conducted of five years of exit questionnaires from Generation Z agency graduates, some 

of the skills that were highly rated were soft skills such as critical thinking and stress 

management, which were missing int here tenure at the agency (Swanson, 2019). As 

posited by (Smith et al., 2019), the soft skills are mainly comprised of “adaptability, 

ability to accept constructive criticism, communication (oral communication/ active 

listening/non-verbal communication), conflict management, critical thinking, 

interpersonal skills, problem-solving, self-control/emotional self-management, self-

motivation, teamwork/ collaboration, time management, and organization (p. 2).” In a 

competitive world where organizations are striving to build talent, soft skills would 

benefit Generation Z’s personal and professional development. 

Transformational leadership and positive relationships with leadership.  

Leadership is a crucial driving factor for ensuring that Generation Z performs to its 

maximum potential. Engelbrecht and Samuel (2019) found that managers can undergo 

training to develop socioeconomic behaviors through transformational leadership, 
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increasing employee retention. Engelbrecht and Samuel (2019) indicated that such 

attitudes tend to reduce turnover intention and increase employees' OST. Generation Z is 

suggested to prefer a transformational leader as those who have a vision, develop culture, 

values, and teamwork, and elevate people (Al Amiri et al., 2019). Both gender 

Generation Z students stand in favor of transformational leadership over transactional 

leadership and prefer feminine traits in a business leader (Bornman, 2019). Leaders who 

value empathy, support personal development and possess strong communication skills 

are the most valued leaders by the digital generation (Sander, 2020) 

Feedback loops and HR selection process. A LinkedIn survey (Gen Z Is Shaping 

a New Era of Learning n.d.) as a means to assess the learning trends and gaps in the 

engagement of Gen Z versus what human resources managers think Gen Z needs in the 

workforce. Findings indicated that Gen Z wants to learn new skills and gain professional 

qualifications to advance in their career. They desire independence in learning and think 

hard skills are more important than soft skills (“Gen Z Is Shaping a New Era of 

Learning,” n.d.). The findings also showed that human resources managers and 

professionals are thinking in a different direction to provide for this workforce.  

Human resources professionals and managers create strategies to enhance and 

protect employees from reducing turnover and boosting performance. OST builds on 

defining how to use these strategies more effectively by using five principles: (a) convey 

the voluntary aspects of favorable treatment and involuntary issues of unfavorable 

treatment; (b) assign representatives of the organization to support OST; (c) be sincere; 

(d) tailor rewards to cultural norms; and (e) support employees on a day-to-day basis, 
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giving credibility to organizations (Eisenberger et al., 1986; Kurtessis et al., 2017; Meyer 

& Bartels, 2017; Shanock et al., 2019). The five principles of the OST enable the Four 

C’s of compliance, clarification, culture, and connection to build an integration model 

that supports socioeconomic support and psychological well-being.  

Generation Z is a new generation in the workforce. If human resources, along 

with leadership design programs that support the five categories of socioeconomic 

support, psychological well-being, developing a career path, establishing support 

mechanisms through personal relationships and belief systems, and benchmarking growth 

opportunities, we will see a more empowered workforce. Continuous feedback loops for 

a generation that demands face to face interaction can enable organizations to support 

these young adults who can affect positive social change in society (Abdullah et al., 

2018). 

Delphi Study Round 3: Rating  

I used 10 statements flagged in Round 2, which moved to Round 3. All statements 

presented in Round 2 cleared Round 3. The participants were asked to evaluate the 

importance and confidence of each statement by providing a rating to each of the 

practices, which should be included as a part of the integration strategy for Generation Z. 

Experts were asked to consider the elements shortlisted and to rate each statement on the 

third-round questionnaire against two separate (desirability and feasibility) 5-point Likert 

scales. Desirability measures ranged from (1) highly undesirable to (5) highly desirable, 

and feasibility ranged from (1) definitely infeasible to (5) definitely feasible (Turoff, 
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1975). There were 86 statements that did not clear Round 1 out of the total 103 

statements. All statements presented in round 2 cleared to Round 3. 

Personal development. The ratings from the panelist in Round 3 indicated high 

levels of desirability and feasibility towards personal development, which consisted of 

Mentoring programs, work-life balance, and enhancing soft skills for Generation Z for 

active engagement and retention. A total of 39% of votes was granted to personal 

development, which was the highest of the six themes. This lends support to the 

assertions of (De Hauw & De Vos, 2010; Sethi, 2018; Yaneva, 2018 and Hickman & 

Silva, 2018) that the lack of developing mentoring programs, enhancing GenZs social 

skills and providing them adequate work-life balance can limit their potential and 

performance. The findings extend (Arrington, 2018; Al Amiri et al., 2019; Callanan, 

2019; Seemiller et al., 2019) work by drawing attention to developing mentoring 

programs that can reduce the generational gap and enable learning. The considerations 

allude to having the development of programs that support the growth of the latest 

generation in the workforce. 

Leadership style and increased interactions. Leadership style was rated as at 

25%, and increased interactions were at 8%. Leaders who could help identify passion, 

have the correct attitude, develop frequent interactions, and practice servant leadership. 

This lends support to the assertions (Onyebu and Oluwafemi, 2018; Al Amiri et al., 2019; 

Cucina et al., 2018) Generation Z are less likely to resist authority relationships, however, 

will perform for individuals when they are engaged in intensive working relationships. 

The findings extend (Arrington & Dwyer, 2018; Seemiller et al., 2019) view that 
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workplace idea generation and idea implementation can be enhanced through a change in 

leadership style. The considerations allude to adopting a leadership style that suits 

Generation Z’s characteristics and enables them to become the best version of 

themselves. 

Modified HR selection process and feedback loops. Changing the HR selection 

process was rated at 20% and 4 %, respectively. This lends support to the assertions of 

(Arrington, 2018; Bencsik et al., 2016; Chillakuri & Mahanandia, 2018) that the current 

human resources process runs short of providing adequate support to the newly entering 

generation in the workforce. The findings extend (Bencsik et al., 2016; Francis & Hoefel, 

2018; Jennings, 2017) that putting appropriate feedback loops in place can give rise to 

additional creativity and enable Generation Z to stay in organizations longer and perform 

at their maximum capacity. The considerations allude to designing the human resources 

selection process and including the integration practices mentioned in this study to create 

a workforce that performs better than the previous ones. 

Cross support training. Cross support training had 4% votes. Cross support 

training increases the knowledge base of the organization while training individuals in 

multiple fields. This lends support to the assertions of (Fredericks, 2018; Glass, 2007) 

that Generation Z is multi-faceted, and investing in their training programs in multiple 

fields can enable new levels of creativity and opportunity. The findings extend (Arrington 

& Dwyer, 2018; Cucina et al., 2018; Ferri-Reed, 2016; Fontana, 2017) view that a cross-

training trend across the organization can enable smoother working relationships and help 

in the generation developing loyalty to the organization and increase retention. The 
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considerations allude to developing cross-training programs and designing training 

programs that support cross development. 

Limitations of the Study 

The Delphi study technique is a process allowing a group identified experts to 

have open, anonymous discussions about a given research topic to identify critical issues 

or trends that have affected or may affect the group in the future (Fink-Hafner, 2019). 

The findings of the study may be limited concerning the generation of consensus among 

the participants, which may constrain the generalizability of the results (Cole et al., 

2013). Within this e- Delphi study, data from the participants was interpreted by the 

researcher between rounds to provide feedback to all participants, which may lead to 

another possible limitation of this study: investigator bias (Skulmoski, Hartman, & 

Krahn, 2007)). Researchers are tasked with must interpreting the participant data from 

previous Delphi rounds for subsequent questionnaires. I took great care to only rely on 

the expert opinions of participants for evaluating statements for consensus to a 

subsequent round to strengthen the integrity of the data.  

One of the significant limitations of the Delphi process is the difficulty in 

developing the first questionnaire, especially if the questionnaires are developed solely 

from the literature (Skulmoski, Hartman, & Krahn, 2007). The first questionnaire is of 

critical importance due to the possibility of missing some areas of research focus, which 

would omit relevant information from subsequent questionnaires (Beddoe, Karvinen-

Niinikoski, Ruch, & Tsui, 2016). Because there were no available surveys, the 

questionnaires had to be developed from the literature review in the current study. Some 
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relevant information may have been missed in creating the first questionnaire, thereby 

affecting the final results. To mitigate this limitation mentioned above, I collected and 

analyzed responses after Round 1 and 2 using qualitative measures to monitor group 

while tracking statistical knowledge of themes and patterns. A ranking type survey was 

used to elicit opinions from experts through the controlled feedback process (Custer et 

al., 1999). The participant experts who were carefully selected by strictly applying the 

study’s inclusion criterion. The experts for the selection criterion and either worked with 

Generation Z in their current capacity directly or monitored them closely and were 

responsible for recruitment in the future. 

   Another limitation of this study may have been the responses given by the 

panelists (Davidson, 2013). Some panelists may not have been as honest and open with 

their responses in order to be seen as having no problems at all, while other panelists may 

have overemphasized specific problems in adjusting to work-life as a GenZer. In 

realizing that the Delphi method has an inherent limitation in that it does not provide 

conclusive data, but instead only a profile of participant opinions and experience, I was 

careful to recheck responses twice and use the member checking process to assure the 

trustworthiness of data collected. Additionally, I carefully monitored the size of the 

panels to stay within the scope of qualitative sampling size (Schram, 2006) and the size 

of the list of outcomes, since larger panel sizes and a higher number of items in surveys 

tend to have significantly lower response rates that can skew the study results (Gargon, 

Crew, Burnside, & Williamson, 2019)  
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As posited by Simon and Goes (2013), limitations refer to situations beyond the 

researcher’s control, and they usually flow from methodology and study design choices. 

Determining limitations comes from considering the four aspects of trustworthiness- 

credibility, dependability, confirmability, and transferability - in defining participant 

criteria. A primary limitation that can occur in the Delphi design is the consensus from 

experts, which may not be a real consensus, as the expert may meet the criterion; 

however, it may be unable to provide a credible solution due to lack of sound judgment. I 

addressed the limitation by gathering experts from multiple fields and increasing the 

sample size to 15 participants to gather diverse views from different industries.  

I maintained credibility by actively engaging with participants when they had 

questions and maintaining audit trails. I provided additional space in each survey for 

comments. This member-checking and statement rating performed by the panelist in the 

third round of the questionnaire further enhanced the credibility of the study results. This 

high level of consensus in the final list of thirty-four statements reflected the integration 

practices which could be developed and adapted to engage and retain Gen Z. I used 

constant comparison method of data analysis. This method was repeated for data analysis 

purposes in Round 2 and 3. This e-Delphi study also included a detailed description of 

the methodology and the participant selection to ensure transferability. 

I kept a reflexivity journal and notes during the data collection and analysis 

process, which are other means to ensure the dependability of the research. Confidence in 

research data can be increased by data and theoretical triangulation to reveal and 

understand the problem at hand and reveal relevant findings (Thurmond, 2001). I used 
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data triangulation by collecting multiple surveys at different times and used comparative 

analysis to gain a comprehensive review and strengthen the findings of the study (Velez, 

Neubert & Halkias, 2020). Theoretical triangulation is a combination of perspectives, 

approaches, sources, and data analysis methods. Triangulation is used to counterbalance 

the use of a single strategy, thus increasing the ability to increase the findings 

(Thurmond, 2001). This study compared the panelist responses to each other and the 

existing research to establish dependability. 

For the study, I created an audit trail and reflexive journal to keep my 

assumptions, limitations, judgments, and articulations while collecting and analyzing the 

questionnaire results. I transcribed all survey responses and spread them in a database. To 

increase confirmability, I leveraged triangulation to confirm the analysis of textual data. 

To strengthen future replication studies, research can use formally determine inter-rater 

reliability to assess the confirmability of the coding process (Gossler et al., 2019). 

Another limitation was if the participants are from a particular generation and only 

willing to provide input from their viewpoint rather than a holistic view. I addressed this 

limitation by gathering participants of various ages and sectors. Varied participation 

created diverse perspectives and ensured the data collected captured all aspects. 

Recommendations 

The study was the first of its kind conducted by the researcher. Notes were taken 

during data collection, and close communication maintained to answer any additional 

questions from the participants due to the unforeseen circumstances of COVID 19. Data 
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was documented at every step to provide a richer and more meaningful 

recommendations.  

Reflections of Experience  

Every research begins with a passion for every researcher, and at very early stages 

in the journey, it turns the mindset into collecting facts and figures instead of wanting to 

create a passionate change and be driven by emotions. In this case, it was conducted by a 

Gen X when the generation was entering the workforce and was reasonably new to the 

working world. The findings indicated that Generation Z possesses the caliber to make a 

difference and has the capability of creating change in the world by using their positive 

characteristics to their advantage. The research was supported further by the strong sense 

of entrepreneurship, which drives these young adults and that with the belief in 

leadership, they can transform the corporate world. Another lesson learned from the 

experiences of this study was that face to face interviews may have created a richer set of 

data than using the survey methodology as it would have given more in-depth insights 

into how the current failed practices are impacting the organizations. Other modalities of 

data collection, such as phone interviews, could also provide additional rich data. It 

would also be recommended for Generation Z to conduct the research in a few years 

when they have settled in the corporate world and can identify additional challenges. 

Due to the potential difference in working culture differing in countries, Delphi 

studies on Generation Z localized to a specific region may present a viable option for 

future research. Future scholars may want to use a varied panelist criterion from the one 

used in this study. As the eligibility criteria for this study confined panelists to 
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individuals: 1) adult over the age of 30; 2) employed a minimum of two years; 3) 

possession of a Bachelors’ and above, and 4) work in an organization of 500 or more 

employees. Scholars may modify panel eligibility criteria to include younger individuals 

to gather first-hand knowledge. Scholars may also wish to conduct Delphi studies with 

panels comprised entirely of Generation Z to examine their behavior on the study topic. 

Scholars may be able to develop a further study based on these e-Delphi findings. In the 

next section, I discuss additional avenues for future studies. 

Engelbrecht and Samuel (2019) found that managers can undergo training to 

develop socioeconomic behaviors through transformational leadership, increasing 

employee retention. Engelbrecht and Samuel (2019) indicated that such attitudes tend to 

reduce turnover intention and increase employees' OST. Generation Z is suggested to 

prefer a transformational leader as those who have a vision, develop culture, values, and 

teamwork, and elevate people (Al Amiri et al., 2019). Both gender Generation Z students 

stand in favor of transformational leadership over transactional leadership and prefer 

feminine traits in a business leader (Bornman, 2019).  

The findings of this study indicate that the adoption of transformational leadership 

effectuates the positive characteristics of Generation Z. Millennials and Gen Z, who are 

the younger generations in the workforce, both want to hold on to their identity, improve 

the world in which they live, and work in and for organizations that meet their basic 

financial needs (Gray, 2018). Future researchers should consider additional qualitative 

research using a different methodology to assess the difference of transformational 

leadership on generation Z and the millennials to show the positive correlation between 
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performance and transformational leadership. It is recommended that further research be 

conducted on the engagement strategies adopted by the millennials, specifically to 

enhance performance for generation Z. 

Generation Z is labeled as an anxious generation in literature; it is recommended 

that future research could be conducted on strategies, which teach a spiritual element in 

this generation. Gen Z, while being a present generation, also lacks belief in themselves 

which is contrary to there personality types, it is recommended to study the spiritual 

elements that this generation could bring in to organizations to bridge the generational 

gap.  

Another characteristic that was evident in this generation was the need for face to 

face interactions with leadership. It is recommended to explore the kind of strategies that 

can be developed to invite more communications from parents and leadership, improving 

personal and professional relationships. Millennials are the generation before Generation 

Z. Future research could be conducted on the common characteristics between the two 

ages, which could be used in an organizational setting to bring positive impact to the 

organization and also give both generations stability and belief in each other. 

Most of the characteristics of the millennials, as listed in the literature, mirror the 

characteristics of Gen Z; however, organizations struggled to retain the millennials, and 

now, a new generation that holds a more definite ideology than older workers has entered 

the workforce (Ertas, 2015). The generational gap causes organizations to struggle with 

increasing the loss of employees. Generation Z is the first digital generation; their world 

revolves around technology. Future researchers should study the ways that the digital gap 
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between ages can be reduced while increasing the emotional connection between multiple 

generations.  

Lastly, this research has been conducted when the world is going through a 

pandemic, and all businesses and organizations are affected. After the epidemic, this 

world will face a new reality, have a gig economy, and we do not know what that reality 

would look like it. Future research after the pandemic could be conducted on how 

Generation Z can use their digital expertise to increase productivity as all businesses and 

organizations think of automated solutions. 

Implications 

Methodological and Theoretical Implications  

The findings of this study are aimed at designing integration practices that address 

a knowledge gap in the literature on the lack of forward-looking integration strategies 

effectively operationalized for Gen Z to blend into the workforce to increase engagement 

and retention (Hsieh, 2018). Management has failed to operationalize the strategies in the 

day-to-day business to reach millennials, and the trend is continuing with Generation Z 

(Orrheim & Thunvall, 2018; Caldwell & Peters, 2018). The current literature holds 

information on the millennials, however little information on Gen Z due to their recent 

addition to the workforce. The integration strategies incorporated in research are sparse 

and contain more onboarding than on the effective integration of the employees in the 

workplace. An e-Delphi approach met the purpose of this study and offered a distinct 

contribution to OST and PST theory. The e-Delphi technique, such as this proposed 

study, provide results from a consensus-building process that uses rounds of 
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questionnaires to gather expert opinions to inform theoretical change and reduces the gap 

in the academic world (Linstone & Turoff, 1975).  

Applying psychological contract theory, organizational support theory, and the 

Bauer’s onboarding model (Bauer, 2010) provides a theoretical understanding of the 

problem for organizations to provide appropriate integration strategies for engagement 

and retention of Generation Z. Combining OST and PST to create a new integration 

model with supports the integration practices for future employees is a vital addition to 

literature already present on integration, and combining it with the attitudes of Generation 

Z has reduced the knowledge gap further. 

Recommendations for Practice 

 The results of this study may be used by organizational leaders and managers to 

build mentoring programs, enhance soft skills, develop training programs and practice 

transformational leadership that may lead to an increase in engagement and retention of 

Generation Z and preceding generations. The mentoring programs can further reduce the 

generational gap and enable learning across various generations. Generation Z is less 

likely to resist authority relationships; however, it will perform for individuals when they 

are engaged in intensive working relationships. The findings extend (Arrington & Dwyer, 

2018; Seemiller et al., 2019) view that workplace idea generation and idea 

implementation can be enhanced through a change in leadership style. Developing cross-

training trends across the organization can enable smoother working relationships and 

help in the generation of growing loyalty to the organization and increase retention.  
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Social Change Implications 

The findings may make an original contribution to facilitate acceptance of Gen Z 

into the workforce, allowing organizations to create positive social change through 

fostering healthy relationships with managers and other generations. The results could 

also help in creating a harmonized workplace, building the skills gap between ages 

through learning from each other, bridging the generational divide that plagued 

organizations for decades, and promoting organizational success. Additionally, these 

findings could allow corporate managers to practice transformational leadership through 

a generation seemingly capable of creating social change through investment. The results 

may also lead managers to develop strategies to reduce turnover and increase healthier 

employer-employee relationships. Engaging and supporting Gen Z may raise the 

confidence of the generation to create a positive change in society through volunteering 

and participating in civic movements. 

Harmonizing with them through an understanding of their capabilities to draw out 

their potential could strengthen their ability to perform, build strong relationships, and 

promote positive social change in communities. Trends regarding Gen Z show they are 

social entrepreneurs who focus on social justice are mindful in creating their future and 

comprise a socially conscious cohort (Hope, 2016). According to these traits, if 

organizations are receptive to this talent, the Gen Z population may help create a work 

culture that values and promotes positive social change in the world (Singh & Dangmei, 

2016). The significance to practice, theory, and social change rest on the belief of an 
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improved employer-employee relationship and motivation for Gen Z, who could enable 

social change in communities through building strong relationships. 

Numerous researchers continue to call Gen Z the “we” generation who are 

socially liberal and more realistic than millennials. (McGaha, 2018; Seemiller & Grace, 

2017; Smith & Cawthon, 2017) argued that Gen Z's thinking is oriented to social change, 

and their driving factor is creating a difference. The world is going through a pandemic 

(COVID 19) and post this pandemic, organizations and institutions will need digital 

minds to function at its utmost capacity to develop new digital business solutions as the 

world steps into a new reality. Due to their understanding of social media and their belief 

in creating positive social change in society, Gen Z could engage in developing business 

solutions with cater to some of the most complex problems of the world living their 

values through lifestyle changes.  

Conclusions 

Organizations have suffered engagement and retention challenges for multiple 

decades, with each generation coming into the workforce with their own set of values. 

Literature had faded boundaries between integration and onboarding. Research has 

primarily referred to bring employees onboard rather than amalgamating them with the 

culture of the organization. The integration model in this study rests on organizational 

support theory and psychological contract theory, both of which hold mental and 

emotional components while addressing the policies and procedures of bringing a new 

employee on board.  
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Most of the research has treated employees as a tangible asset to the organization, 

which increases the ROI with appropriate compensation. My study inculcates a human 

element to organizations as well as the people producing for the organization. The themes 

which form the basis of my research are socio-economic support, psychological well-

being, ensuring employees have a career path, establishing appropriate support 

mechanisms, strong personal relationships and belief systems, and benchmarking growth 

opportunities. All of the six themes addressed in this study impact the mental health of an 

employee. Ensuring the mental state of an employee is in a healthy state will ensure that 

they are loyal to the organization to perform at their maximum capacity. 

The world is going through a pandemic (COVID-19), and people are beginning to 

realize the value of mental and physical health more each day. Generation Z, who have 

values that promote social change in society, deserve to be supported and given the 

appropriate resources to perform to their maximum potential. Especially as this 

generation steps into the workforce, their digital expertise will be in demand as the 

economy recovers from the fallout. At such time it is imperative that while welcoming 

this generation as their new workforce, managers and leaders develop positive 

relationships where they can complement each other. 

The findings of my study may help reshape the landscape of organizations, as one 

of the results also suggest that this generation works better with transformational 

leadership than transactional leadership. This study was conducted at a time when the 

world of work is changing, and I do hope that my research will add to the knowledge 
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bank and give a new perspective to working with GenZers while enabling them to 

become the best version of themselves. 
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Appendix A: Walden Participant Pool Invitation Email 

Hello XXX, 

My name is Unnatti Jain, and I am a doctoral student at Walden University, 

studying leadership and organizational change. I am in the process of writing my 

dissertation study focused on filling the gap in the literature on the lack of forward-

looking integration strategies effectively operationalized for Generation Z to blend into 

the workforce to increase engagement and retention.  

I have identified you as a potential participant based on your age, educational 

qualifications, and professional position as an organizational manager in an organization 

with more than 500 employees. If you consent to participate in the study, the procedure 

will include completing three rounds of electronic questionnaires. Each questionnaire 

would be required to be completed and returned in three weeks. A reminder email will be 

sent to you three days before the survey is due. 

Your participation will enable me to create a new body of knowledge which may 

allow Generation Z to generate career paths while allowing the organization to maximize 

their potential while developing effective integration strategies for them to keep them 

engaged and retained. The first round of study is expected to begin around February 15, 

2020. If you know of another colleague who would like to participate in the email, please 

forward them this email with a copy to my email address, and I can follow up with them.  

If you are willing to be a part of this study, please reply to this email with “I consent” in 

the subject line by 5: 00 p.m. February 1, 2020.  
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If you have any questions about the study, please send me an email at 

unnatti.jain@waldenu.edu. I appreciate your participation. 

 

Sincerely, 

Unnatti Jain,  

Doctoral Student, Walden University 
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Appendix B: First Round Questionnaire 

Open-ended questions 

 

Please provide your response in a bulleted format with 3-5 recommendations for each 

question. 

1. Integration Practices for the engagement and retention of Generation Z in the 

workplace are practices that include socioeconomic support, psychological well-

being, career path development, and the establishment of support mechanisms 

through personal relationships and belief systems. What are the integration 

practices lacking in your organization? 

2. How can Generation Z work towards becoming an integral part of your 

organization? 

3. What should HR managers focus on when hiring a Generation Z? 

4. What mistakes did your organization commit with the millennials while 

integrating them in the organization, and what should be changed to adopt the 

new Generation Z individuals into the workforce? 

5. What will change the viewpoints of managers towards Generation Z, which will 

help them grow in the organization while increasing the organization’s ROI? 
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Appendix C: First Round Data 

Participant ID             Data Generated by the 

panelist 

Code Applied by 

Researcher 

P1 I can't think of any to be 

perfectly honest. The lions 

share of individuals I work 

with are Gen Z and the 

interactions have always 

been overwhelmingly 

positive. I suppose as I've 

offered mentorship 

services for Gen Z 

individuals looking to 

enter the educational 

consulting field, one of the 

challenges has been really 

highlighting the value and 

joy in process rather than 

just results (the easy part 

in my humble opinion). 

1011 

P2 The whats in it for me is 

missing. My organization 

doesn't provide insight into 

why it's value should 

resonate with Gen Z. 

Additionally it doesn't 

have a robust mentoring 

program, and actually hand 

holds staff through their 

career. You are left on 

your own to fend for 

yourself. 

 

1021 

P3 We have weak mentorship 

programs but plenty of 

training. 

 

1031 
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P4 I would have to say that 

we are lacking in the arena 

of work-life balance and 

they understanding of their 

psychological well-being. 

The organization needs to 

work on the social 

development of important 

soft/people skills that is 

key to their success. Gen 

Zs tend to lack the social 

maturity and wherewithal 

in developing 

relationships. The more 

mature generations need to 

step in and support in this 

development through 

mentoring, social 

gathering and integrating 

additional social activities 

into work life 

 

1041 

P5 Flexible work schedule, 

allowing corporate 

employees to work 

remotely More access to 

personal development 

1131 

 

 

 

 

P6 A well defined career path 

for Generation Z and 

advice on psychological 

well being 

 

1161 

 

 

  

P7 Mentorship prorgams and 

accurate training for GenZ 

 

1163 

 

 

  

P8 My organization lacks 

programs or policies that 

support psychological 

well-being, examples 

being support of mental 

1191 
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health days, insurance or 

benefits inclusive of 

therapy and psychological 

care, and leadership 

possessing emotional 

intelligence of an age 

diverse workforce. When it 

comes to integration, my 

organization can improve 

on how it communicates 

and on boards new 

employees that are 

younger. Mentorship and 

training are minimal and 

do not ever get evaluated 

for how effective they are. 

Work life balance 

 

P9 Being a healthcare worker, 

I feel that the key point 

lacking in health care is 

that the health isurance 

plans are very complicated 

and also not easily 

accessible and affordable 

to the common man. 

 

1211 

 

 

  

P10 A well defined career path 

for Generation Z and 

advice on psychological 

well being 

 

1231 

P11 The socioeconomic 

support is one of the weak 

points in my organization. 

While it may be provided 

for some of the workforce, 

a consistency in proper and 

positive practices seem to 

occur along racial and 

ethnic lines in my 

organization. While 

instructions exist to aid in 

proper practices, actual 

1151 
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execution, follow-up and 

actual organizational 

practices do not align with 

best practices nor 

recommendations. The 

past few years has ushered 

in a marked increase in 

lack of social inclusion and 

insufficient integration not 

only among gen-z 

employees, but quite 

noticeably along 

aforementioned 

parameters. 

 

P12 Our organization has 

begun integrating digital 

processes in recruiting, 

onboarding, training and 

development to suit the 

preference of Gen Z's. 

Further they are offering 

more flexible, 

collaborative workstyle 

opportunities and the use 

of social media and apps to 

ensure they are well 

integrated. All 

feedback/surveys are 

tailored to ensure this 

generation's 'voice' is 

captured. While the 

organization focuses a lot 

on talent development, all 

programs are alike and not 

much are specifically 

geared towards the GenZ's. 

 

1241 

P13 My organization is lacking 

Mentorship programs and 

accurate training for GenZ. 

It is imperative that we 

train GenZ to be the next 

1341 
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set of conscious leaders of 

tomorrow. 

 

P14 There are no specific 

practices for integrating 

them. All employees get 

the same access to services 

 

3211 

P15 We have weak mentorship 

programs but plenty of 

training. 

 

1131 
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Appendix D: Second Round Data 

 

Statement Ratings Total Number of 

Panelist Who Selected 

Each Ratings 

Statement 1 Integration 

practices to retain and 

motivate GenZ in the 

workforce include 

mentoring programs, a 

well-established work-

life balance, enhancing 

soft skills and 

establishing personal 

development training 

programs. Do 

you agree these 

practices are essential 

in your organization? 

 
  

 Highly undesirable: Will 

have major negative 

effect. 

10 

 Undesirable: Will have a 

negative effect with little 

or no positive effect. 

0 

  Neither desirable nor 

undesirable: Will have 

equal positive and 

negative effects. 

1 

 Desirable: Will have a 

positive effect with 

minimum negative effects. 

3 

 Highly desirable: Will 

have a positive effect and 

little or no negative effect. 

0 

 Definitely infeasible: 

Cannot be implemented 

(unworkable). 

13 

 Probably infeasible: Some 

indication this cannot be 

implemented. 

2 
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 May or may not be 

feasible: Contradictory 

evidence this can be 

implemented. 

0 

 
Probably feasible: Some 

indication this can be 

implemented. 

1 

 
Definitely feasible: Can 

be implemented. 

0 

Statement 2 - Do you 

agree that to draw the 

maximum potential out 

of Generation Z, 

leaders need to practice 

transformational 

leadership to grow and 

retain this talent? 

 
  

    

 Definitely feasible: Can 

be implemented. 

13 

 Probably feasible: Some 

indication this can be 

implemented. 

1 

 May or may not be 

feasible: Contradictory 

evidence this can be 

implemented. 

1 

 Probably infeasible: Some 

indication this cannot be 

implemented. 

1 

 Definitely infeasible: 

Cannot be implemented 

(unworkable). 

0 

 Highly desirable: Will 

have a positive effect and 

little or no negative effect. 

12 

 Desirable: Will have a 

positive effect with 

minimum negative effects. 

2 

 Neither desirable nor 

undesirable: Will have 

equal positive and 

negative effects. 

0 



226 

 

 Undesirable: Will have a 

negative effect with little 

or no positive effect. 

1 

 Highly undesirable: Will 

have major negative 

effect. 

0 

Statement 3 – HR 

managers need to start 

focusing on 

establishing mentoring 

and cross-support 

training programs for 

their GenZ to bridge 

the cross-generational 

knowledge gap. Would 

you say this is 

important to retain 

GenZ in your 

organization? 

 
  

 
Highly undesirable: Will 

have major negative 

effect. 

0 

 Undesirable: Will have a 

negative effect with little 

or no positive effect. 

0 

 Neither desirable nor 

undesirable: Will have 

equal positive and 

negative effects. 

2 

 Desirable: Will have a 

positive effect with 

minimum negative effects. 

5 

 Highly desirable: Will 

have a positive effect and 

little or no negative effect. 

8 

 Definitely infeasible: 

Cannot be implemented 

(unworkable). 

0 

 Probably infeasible: Some 

indication this cannot be 

implemented. 

2 

 May or may not be 

feasible: Contradictory 

1 
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evidence this can be 

implemented. 

 Probably feasible: Some 

indication this can be 

implemented. 

3 

 Definitely feasible: Can 

be implemented. 

9 

Statement 4 -Common 

mistakes in integrating 

millennials in the 

workforce have been 

the lack of onboarding 

programs to set a 

landscape of 

engagement between 

millennials and the 

employer. In order to 

employ a “happy and 

efficient” GenZ in your 

organization flexible 

workplace rules, talent 

building programs, soft 

skills training, and 

feedback loops should 

be established. Do you 

agree with this 

statement? 

 
  

 Highly undesirable: Will 

have major negative 

effect. 

0 

 Undesirable: Will have a 

negative effect with little 

or no positive effect. 

0 

 Neither desirable nor 

undesirable: Will have 

equal positive and 

negative effects. 

1 

 Desirable: Will have a 

positive effect with 

minimum negative effects. 

8 

 Highly desirable: Will 

have a positive effect and 

little or no negative effect. 

6 
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 Definitely infeasible: 

Cannot be implemented 

(unworkable). 

0 

 Probably infeasible: Some 

indication this cannot be 

implemented. 

0 

 May or may not be 

feasible: Contradictory 

evidence this can be 

implemented. 

1 

 Probably feasible: Some 

indication this can be 

implemented. 

2 

 Definitely feasible: Can 

be implemented. 

13 

Statement 5 - 

Increasing an 

organizations ROI 

means helping 

employees grow to 

increase their 

efficiency and 

productivity. Managers 

and organizational 

leadership need to 

understand how to 

“deal and talk” with 

their GenZ workforce. 

Would you agree that 

positive reinforcement, 

increased interactions 

between leadership and 

GenZ and providing 

leadership 

opportunities as well as 

potential of growth for 

GenZ are crucial to 

increase the ROI of an 

organization and 

enhance the 

relationship between 

leadership and GenZ? 
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 Highly undesirable: Will 

have major negative 

effect. 

0 

 Undesirable: Will have a 

negative effect with little 

or no positive effect. 

0 

 Neither desirable nor 

undesirable: Will have 

equal positive and 

negative effects. 

0 

 Desirable: Will have a 

positive effect with 

minimum negative effects. 

10 

 Highly desirable: Will 

have a positive effect and 

little or no negative effect. 

5 

 Definitely infeasible: 

Cannot be implemented 

(unworkable). 

0 

 Probably infeasible: Some 

indication this cannot be 

implemented. 

0 

 May or may not be 

feasible: Contradictory 

evidence this can be 

implemented. 

1 

 Probably feasible: Some 

indication this can be 

implemented. 

10 

 Definitely feasible: Can 

be implemented. 

5 
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Appendix E: Third Round Data 

Statement Ratings Total Number of 

Panelist Who 

Selected Each 

Ratings 

Member checking- 

If you ranked 1-2 

for any of the 

above, you can give 

a brief explanation 

now. Please add 

keyword, e.g. 

"Mentoring" before 

typing your answer. 

(Limit 50 words) 

Statement 1 - 

Transformational 

Leadership 

 
   

 Highly undesirable: 

Will have major 

negative effect. 

0  

 Undesirable: Will 

have a negative 

effect with little or 

no positive effect. 

0  

  Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

0  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

4  

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

11  

 Definitely 

infeasible: Cannot 

0  
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be implemented 

(unworkable). 

 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

0  

 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

1  

 
Probably feasible: 

Some indication 

this can be 

implemented. 

3  

 
Definitely feasible: 

Can be 

implemented. 

11  

Statement 2 - 

Workplace Rules 

to draw out their 

maximum 

potential 

 
   

 Definitely feasible: 

Can be 

implemented. 

1  

 Probably feasible: 

Some indication 

this can be 

implemented. 

3  

 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

1  

 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

1  

 Definitely 

infeasible: Cannot 

1  
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be implemented 

(unworkable). 

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

5  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

7  

 Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

1  

 Undesirable: Will 

have a negative 

effect with little or 

no positive effect. 

1  

 Highly undesirable: 

Will have major 

negative effect. 

1  

Statement 3 – 

Mentoring 

 
  Respondent 1  

Mentoring,leadership est. 
positive rltn. are key to forge 
bonds of trus, and share the 
whats in it for me. Allowing for 
flex workplace allows for 
individuals to deliver at their 
pace, while feedback loops 
then are critical to sharing what 
is working well, and what 
needs to improve. 

Respondent 2 
Mentoring,leadership est. 
positive rltn. are key to forge 
bonds of trus, and share the 
whats in it for me. Allowing for 
flex workplace allows for 
individuals to deliver at their 
pace, while feedback loops 
then are critical to sharing what 
is working well, and what 
needs to improve. 

  
Highly undesirable: 

Will have major 

negative effect. 

0  

 Undesirable: Will 

have a negative 

0  
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effect with little or 

no positive effect. 

 Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

0  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

5  

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

10  

 Definitely 

infeasible: Cannot 

be implemented 

(unworkable). 

0  

 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

0  

 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

1  

 Probably feasible: 

Some indication 

this can be 

implemented. 

9  

 Definitely feasible: 

Can be 

implemented. 

5  

Statement 4 - 

work-life balance 
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 Highly undesirable: 

Will have major 

negative effect. 

0  

 Undesirable: Will 

have a negative 

effect with little or 

no positive effect. 

0  

 Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

0  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

5  

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

10  

 Definitely 

infeasible: Cannot 

be implemented 

(unworkable). 

0  

 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

0  

 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

1  

 Probably feasible: 

Some indication 

this can be 

implemented. 

9  

 Definitely feasible: 

Can be 

implemented. 

5  
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Statement 5 - soft 

Skills 

Development 

Training for 

Generation 

 
   

 Highly undesirable: 

Will have major 

negative effect. 

0  

 Undesirable: Will 

have a negative 

effect with little or 

no positive effect. 

0  

 Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

0  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

9  

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

6  

 Definitely 

infeasible: Cannot 

be implemented 

(unworkable). 

0  

 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

0  

 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

5  

 Probably feasible: 

Some indication 

this can be 

implemented. 

4  
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 Definitely feasible: 

Can be 

implemented. 

6  

Statement 6 - 

Workplace Rules 

to draw out their 

maximum 

potential 

 
   

 Highly undesirable: 

Will have major 

negative effect. 

0  

 Undesirable: Will 

have a negative 

effect with little or 

no positive effect. 

1  

 Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

1  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

1  

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

5  

 Definitely 

infeasible: Cannot 

be implemented 

(unworkable). 

0  

 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

0  

 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

1  
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 Probably feasible: 

Some indication 

this can be 

implemented. 

8  

 Definitely feasible: 

Can be 

implemented. 

7  

Statement 7 - 

Talent Building 

Programs 

 
   

 Highly undesirable: 

Will have major 

negative effect. 

0  

 Undesirable: Will 

have a negative 

effect with little or 

no positive effect. 

0  

 Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

1  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

5  

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

10  

 Definitely 

infeasible: Cannot 

be implemented 

(unworkable). 

0  

 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

0  
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 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

1  

 Probably feasible: 

Some indication 

this can be 

implemented. 

10  

 
Definitely feasible: 

Can be 

implemented. 

4  

Statement 8 - 

Feedback loops 

can enable a 

better working 

environment 

 
   

 Highly undesirable: 

Will have major 

negative effect. 

0  

 Undesirable: Will 

have a negative 

effect with little or 

no positive effect. 

0  

 Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

0  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

10  

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

5  

 Definitely 

infeasible: Cannot 

be implemented 

(unworkable). 

0  
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 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

0  

 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

1  

 Probably feasible: 

Some indication 

this can be 

implemented. 

10  

 Definitely feasible: 

Can be 

implemented. 

4  

Statement 9 - 

Leadership to 

develop positive 

relationships 

 

  

   

 Highly undesirable: 

Will have major 

negative effect. 

0  

 Undesirable: Will 

have a negative 

effect with little or 

no positive effect. 

0  

 Neither desirable 

nor undesirable: 

Will have equal 

positive and 

negative effects. 

0  

 Desirable: Will 

have a positive 

effect with 

minimum negative 

effects. 

2  

 Highly desirable: 

Will have a positive 

effect and little or 

no negative effect. 

13  

 Definitely 

infeasible: Cannot 

0  
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be implemented 

(unworkable). 

 Probably infeasible: 

Some indication 

this cannot be 

implemented. 

0  

 May or may not be 

feasible: 

Contradictory 

evidence this can be 

implemented. 

0  

 Probably feasible: 

Some indication 

this can be 

implemented. 

10  

 Definitely feasible: 

Can be 

implemented. 

5  
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