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Abstract
Many information technology (IT) managers have experienced challenges retaining high-
tech professionals. Organization leaders lose investments of time and money when
essential personnel leave. Grounded in the task-technology fit theory and the technology
acceptance model, the purpose of this qualitative multiple-case study was to explore
technology-focused strategies IT managers use to attract and retain IT professionals. The
participants included five IT managers from five high-tech organizations who
implemented strategies to attract and retain IT professionals. Data were collected from
semistructured interviews and online resources. Thematic analysis revealed four themes:
(a) using high-tech tools and alternative methods, (b) employing talent management
techniques, (c) amplifying organizational culture, and (d) safeguarding employee well-
being. A key recommendation is that IT managers use technology-based tools such as
social networking sites, employment websites, employment search engines, employer-
review websites, and e-learning platforms to gain global access, form connections, and
build relationships with potential candidates. The implications for positive social change
include the potential to contribute to the economic growth of local communities and

expand the global reach of organizations.
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Section 1: Foundation of the Study

Highly skilled information technology (IT) professionals are in demand in many
industries. According to Obisi and Gbadamosi (2017), technological innovations are
transforming the workforce and causing an escalated demand for skilled workers. The
increasing rate of technological change has led to modifications in job tasks and rendered
routine tasks obsolete (Deming, 2017). Jobs that require higher-level thinking skills are
not as easy to replicate as jobs that involve repetitive tasks and require low-level skills.
Therefore, strategies are needed to attract, retain, and develop IT professionals for the
workforce, especially in high-tech industries.

Background of the Problem

Technological developments are affecting the global workforce. Over the past few
decades, technical employment opportunities have grown, and projections indicate rapid
increases over the next decade (Csorny, 2013). The increased demand for services
produced by the IT industry has created a high demand for IT workers (Csorny, 2013).
High-tech organizations account for 12% of employment within the United States,
equating to 17 million workers within science, technology, engineering, and mathematics
(STEM) occupations (Wolf & Terrell, 2016). The accelerated rate of technological
advancements has caused an evolution in the skills needed by IT professionals
(Kappelman et al., 2016). Technology has been a key driver of economic growth, and it
has transformed the lives of corporations (Hessler, 2014). According to Hessler (2014),
economic power is the aim of every organization, and employee retention is essential for

organizations' successful performance (Cloutier et al., 2015). Therefore, high-tech



organizations must attract and retain highly skilled professionals to remain competitive
(Chakrabarti & Guha, 2016).

U.S. organizations struggle, however, to attract and retain critical skilled and
high-potential employees (Schramm, 2015). Implementing retention techniques will help
organizations reap benefits and improve organizational performance (Premalatha, 2016).
The focus of this study was on the strategies that IT managers use to attract and retain IT
professionals to meet the needs of a technology-driven workforce.

Problem Statement

High-tech organizations face many challenges concerning attracting and retaining
highly skilled professionals (Chakrabarti & Guha, 2016). The need for keeping high-tech
employees is evident in the United States and India because both require these high-tech
professionals for their domestic economies. The annual total separations rate in the U.S.
information industry increased from 29.7% in 2013 to 35.0% in 2017 (Roberts & Wolf,
2018), whereas the annual national average of IT industry resignations is 10% to 15% in
India (Saranya & Muthumani, 2015). Organizations lose investments of time and money
when essential personnel leave (Choudhary, 2016). The general IT problem is that many
organizations do not attract and retain professionals with the skills needed for high-tech
industries. The specific IT problem is that some IT managers lack effective technology-
focused strategies to attract and retain highly skilled IT professionals in a high-tech

workforce.



Purpose Statement

The purpose of this qualitative multiple case study was to explore technology-
focused strategies that IT managers used to attract and retain IT professionals to meet the
needs of a technology-driven workforce. The study population was IT managers from at
least four high-tech organizations in Atlanta, Georgia, who implemented strategies to
attract and retain highly skilled IT professionals for the high-tech workforce. The
findings of this study may promote social change by bolstering the economy in the local
community by keeping IT professionals employed.

Nature of the Study

| chose the qualitative research approach to explore technology-focused strategies
used by IT managers to attract and retain IT professionals for the high-tech workforce.
Quialitative research is an in-depth exploration of a phenomenon in its natural context
(Moser & Kaorstjens, 2017). The qualitative research method was appropriate because |
conducted a comprehensive examination in a real-life setting of the study phenomenon,
which was the practices of IT managers who have been effective in attracting and
retaining IT professionals for the high-tech workforce. A quantitative approach was not
suitable for this study because | explored the strategies used by IT managers in their
natural setting. In quantitative research, numerical data is used to quantify a theory or a
problem (McCusker & Gunaydin, 2015). The researcher did not select the quantitative
research method because the collection of numerical data did not occur, and a
guantitative approach was not warranted. Mixed-methods researchers combine

guantitative and qualitative techniques, procedures, and strategies in a single study to add
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reliability and significance to study outcomes (lvankova & Wingo, 2018). I did not select
the mixed-methods research method because there were no numerical factors to quantify
in the study. Therefore, the chosen research method was qualitative research because
answering the research question required in-depth exploration and did not necessitate
analysis of statistical data.

A multiple-case study design was the appropriate design chosen for this study. A
case study is an intensive study about a person, a group of people, or a thing or other
entity, in which the researcher asks open-ended questions and examines in-depth data to
gain insight and understanding of a phenomenon in the natural setting (Heale &
Twycross, 2018). A multiple-case study design is appropriate when the use of more than
one case will provide a better understanding of the phenomenon being investigated
(Heale & Twycross, 2018). In this study, | selected five high-tech organizations in
Atlanta, Georgia, to explore the many aspects of attraction and retention strategies used
by IT managers in the United States. The multiple-case study design was, therefore,
appropriate for this study. I considered ethnography and phenomenology for this study.
The ethnographic researcher becomes a participant in the environment to understand the
environment's culture, practices, and experiences (Simpson et al., 2014). | did not select
ethnographic research because | did not become a participant in the setting during the
study. The phenomenological researcher describes how humans experience a
phenomenon (Sousa, 2014). The phenomenological approach was inappropriate for this
study because I did not investigate the participants' experiences. | examined the strategies

used to attract and retain highly skilled IT professionals. | chose the case study design,



specifically a multiple-case study design, because | wanted to conduct an in-depth
investigation of the retention strategies used by IT managers in high-tech organizations in
the United States.
Research Question
What technology-focused strategies do IT managers use to attract and retain
highly skilled IT professionals in a high-tech workforce?
Interview/Survey Questions
1. What methods does your organization use to attract and retain highly skilled
IT professionals?
2. How has the implementation of these methods impacted attracting and
retaining IT professionals?
3. Which methods have had the most significant impact on attracting and
retaining IT professionals in your workplace?
4. How would the increased use of techniques to attract and retain IT
professionals impact your workplace?
Conceptual Framework
The two frameworks | used to inform this study were Goodhue's (1995) task-
technology fit theory (TTF) and Davis' (1989) perceived usefulness (PU) component of
the technology acceptance model (TAM). I used TIF and PU to explore the technology-

focused strategies used to attract and retain high-tech professionals.



Task-Technology Fit Theory

Technology assists users in performing tasks. For this reason, Goodhue (1995)
developed TTF to conceptualize how technology fits the needs of users performing tasks.
According to Goodhue and Thompson (1995), a gap between task requirements and
technology capabilities will negatively impact user performance. Furthermore, a fit
between task, technology, and individual attitudes will lead to better performance
(Goodhue & Thompson, 1995). | used the TTF theory to analyze employee retention
strategies that capitalize on the implementation of best-suited technology. Performance
impacts are witnessed when systems are used (Goodhue & Thompson, 1995).

Perceived Usefulness Component of the Technology Acceptance Model

Technology usage is a consideration when determining the effect on user
performance. PU originated from Bandura's (1977) self-efficacy theory, which defines
self-efficacy as an individual's belief in their ability to achieve goals. There is a
connection between job self-efficacy, job performance, and job satisfaction (Rigotti et al.,
2008). Individuals who have a high level of self-efficacy believe that they have the skills
needed to successfully perform in their career. This self-confidence contributes to
positive job performance and job satisfaction.

One of the primary strengths of the TAM resides in the predictive nature of the
framework. Saadé and Bahli (2005) defined PU, an independent component of TAM, as
the extent to which a user believes that utilizing a specific application will increase job
performance. A system is high in PU when the user acknowledges a positive relationship

between technology usage and job performance (Davis, 1989). External variables, such as



learning based on feedback, expectations to improve performance, and the amount of
time spent operating an application, determine PU (Davis et al., 1989).
The Combined Framework

The key propositions of this study were that using the best-suited technology to
accomplish a task and the PU of the technology will positively impact user performance
and retention. TTF was applicable to this study because job satisfaction and job
performance can positively impact employee retention and reduce the turnover for IT
personnel (Rigotti et al., 2008). However, the purpose of the study was not to find a fit
for employee job satisfaction. The purpose of the study was to determine the fit between
the technology-focused approaches that IT managers use to attract and retain high-tech
professionals. | combined TTF and PU to explore employee retention strategies that
capitalize on the implementation of best-suited technology. Figure 1 represents the

combination of TTF and the PU component of TAM.



Figure 1

The Conceptual Framework of Task-Technology Fit Theory and Perceived Usefulness as
Applied to This Study

Attraction and Retention Strategies

Performance
Impacts

Task
Technology
Fit
(TTF)

Technology Perceived Usefulness
(PU)

External factors

Note. The illustration shows how the task-technology fit theory (Goodhue & Thompson,

1995) and perceived usefulness, a component of the technology acceptance model (Davis
et al., 1989; Saadé & Bahli, 2005), interrelate to explain the study phenomenon.
Definition of Terms
High-tech organizations: Organizations that employ STEM professionals (Wolf &
Terrell, 2016).
High-tech professionals: Skilled, technically proficient individuals equipped with
educational and career experiences in STEM (Wolf & Terrell, 2016).

Retention: The continued employment of competent individuals (Bansal, 2014).
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Retention strategy: A planned process that is implemented to prioritize the needs
and expectations of employees to retain talented individuals within the organization
(Bansal, 2014).

Technology-focused strategy: The application of core technologies to assist an
organization in achieving a competitive advantage (Kang, 2016).

Assumptions, Limitations, and Delimitations
Assumptions

Assumptions are unverified facts that are believed to be true (Johnson, 2012).
When designing this study, | had several assumptions. One is that high-tech organizations
exist in Atlanta, Georgia. | also assumed that IT managers use technology-focused
strategies to attract and retain high-tech employees and that a sufficient number of these
managers would be willing to truthfully share practical strategies that they have used to
help their organizations attract and retain employees to achieve organizational goals.
Another assumption was that the technology-focused approaches used by organizations to
attract and retain employees will vary by organization.

Limitations

Limitations are potential weaknesses of the study (Johnson, 2012). Some
limitations of this research were that the study involved only IT managers of high-tech
organizations within the Atlanta metropolitan area. A different geographical location or
sample (e.g., employees in varying roles) may have produced different results. The
sample consisted of five IT managers in five high-tech organizations in Atlanta, Georgia.

Including more managers and more high-tech organizations in the study may have
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produced different results. Last, the study results were based upon the self-reporting of
study participants. Some respondents may have been biased, which might have affected
the validity of the findings.
Delimitations

Delimitations are the study's boundaries (Johnson, 2012) that limit the research
scope (Simons, 2014). The focus of the research study was Atlanta, Georgia. | selected
this geographical location because of its proximity to my place of business. Also, the
study participants were IT managers in five high-tech organizations. Criteria for study
participation in this study to answer the research question included employees with
authority to decide technology usage and prior experience determining approaches to
retain high-tech employees.

Significance of the Study

Contribution to Information Technology Practice

This research study may contribute to IT practice by providing IT managers with
an understanding of practical strategies and best practices for using technology to attract
and retain high-tech IT professionals. Attracting and retaining high-tech IT professionals
are challenges for IT industry management (Saranya & Muthumani, 2015). Implementing
effective attraction and retention strategies may enable leaders to retain high-tech
employees who possess the required skills and fit into the organization and its culture
(Martin & Ottemann, 2015). By applying effective attraction and retention strategies, IT

managers may be able to decrease employee turnover.
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Implications for Social Change

The findings of this study may promote social change by contributing to the
economic growth of local communities. Keeping IT professionals employed, increasing
resources available to the community, promoting investments in the local community,
and strengthening local government budgets may result in positive social change.
Continuous employment of the IT professional may help ensure sustainability by
positively impacting the financial well-being of the IT professional through job and
income security. Using the study's findings, business leaders may be able to implement
strategies to ensure that IT professionals' salaries are commensurate with their skills and
position. Increased skill utilization may increase employee job satisfaction and enhance
employee productivity and the economy (Romero & del Mar Salinas-Jimenez, 2018). A
skillset mismatch occurs when the skills acquired by the employee do not match the skills
required for the position (Romero & del Mar Salinas-Jimenez, 2018). Although the
reasons for a mismatch may vary, a skills mismatch is a likely source of job
dissatisfaction (Romero & del Mar Salinas-Jimenez, 2018). Employees who experience
job fit are less likely to quit their jobs (Lamm et al., 2015). There is a connection between
the individual, job responsibilities, and job satisfaction (Lamm et al., 2015). Employee
satisfaction leads to decreased employee turnover rates (Rose & Raja, 2016). Employee
turnover impacts employee morale and productivity (Krishnan & Warier, 2014). For
these reasons, society may benefit from a skilled, sustainable workforce to meet current

demands for high-tech IT professionals.
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A Review of the Professional and Academic Literature

In the literature review, | discuss research that relates to managerial strategies to
attract and retain highly skilled IT professionals. I also explain the conceptual framework
chosen for this study, which included (a) Goodhue's (1995) TTF and (b) Davis' (1989)
PU component of TAM. | analyzed the presumptions related to and that supported this
study. I discuss potential themes and phenomena for the study. Finally, | explain the
relationship of this study to earlier research studies.

The review includes 115 peer-reviewed articles from journals, with 85% of the
publication dates falling within the past 3 to 5 years. | used the Walden University
Library and the Robert W. Woodruff Library, in the Atlanta University Center, to access
databases. The databases included ProQuest, Emerald Management Journals, Business
Source Complete, Directory of Open Access Journals, and EBSCOhost Primary Source
Documents. | also used the search engine Google Scholar to find literature for the study.
Seminal works included in the research support the conceptual framework of this study.
The literature search strategy comprised keyword searches to find relevant references to
validate the investigation. The keywords and phrases were IT talent, IT retention, IT
turnover, attract and retain IT, attracting and retaining talent, talent management, task-
technology fit, e-recruitment tools, organizational attractiveness, technology adoption,
recruitment, and gamification.

In the review of the professional and academic literature, I highlight the following
themes: (a) integration of technology in the recruitment process, (b) employee talent

management, (c) the impact of technology on the economy, and (d) employee retention
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strategies. | chose these themes for the literature review because | wanted to identify the
procedures used to attract and retain IT professionals. | selected the TTF theory and PU
component of TAM as the conceptual framework for the study because of their fit with
the study. I sought to analyze employee retention strategies that capitalize on the
implementation of best-suited technologies to impact user performance and retention
positively.
Conceptual Framework

The purpose of this qualitative multiple case study was to explore technology-
focused strategies that IT managers used to attract and retain IT professionals to meet the
needs of a technology-driven workforce. The population for this study was IT managers
of five high-tech organizations who implemented strategies to attract and retain highly
skilled IT professionals. | conducted semistructured interviews, used member checking,
and reviewed industry documents as part of the research process. The purpose of this
literature review is to identify the conceptual framework and discuss key themes and
recent research studies about attraction and retention strategies. The conceptual
framework that informed this study consisted of Goodhue's (1995) TTF and Davis'
(1989) PU component of TAM.
Task-Technology Fit Theory

Technology assists users in performing tasks, and task-technology fit is defined
by how technology meets the needs of the required functions (Goodhue, 1995). When the
provided technology enables job completion, user performance will have more positive

results than when there is a disconnect between task requirements and technology
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capabilities. Although technology can be a crucial determinant in accomplishing tasks,
the utilization of the technology must occur before the impact of the technology can be
measured.

TTF is the cooperation between the required tasks, skills of the users, and the
capabilities of the technology. TTF is widely used to predict technology adoption and
performance enhancement (Bere, 2018). According to Staples and Seddon (2004), the
two methods for assessing task fitness are the facets-of-fit approach and the predicted-
outcome approach. The facets-of-fit approach involves the researcher evaluating all
required tasks and measuring whether the users can complete the tasks with the tools
(Staples & Seddon, 2004). The predicted-outcome approach involves the researcher
projecting whether utilizing the resources will produce the desired outcome for users
(Staples & Seddon, 2004). By using the TTF to integrate these two approaches, the
researcher can positively affect performance by examining the cooperation between the
required tasks, users' skills, and the technology's capabilities.

Several factors impact a user’s IT performance. Ease of use, perceived risk, and
the ability levels of users are some of the characteristics that affect outcomes for task
completion (Aljukhadar et al., 2014). Several factors impact a user’s motivation to
consent to use technology to perform an assignment. The belief that the use of technology
will not require additional effort from the user, the user’s perceived degree of uncertainty
associated with technology use, and the user’s prior knowledge, skills, and experiences
influence a user’s willingness to accept technology to complete a task (Aljukhadar et al.,

2014). The connection between the characteristics of the task and user perception can
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impact user performance. Bere (2018) confirmed that task and technology characteristics
positively influence task-technology fit and performance.

In a recent study, Huang and Chuang (2016) examined the role of task-technology
fit with e-recruitment, job search websites, and the impact on job seeker performance.
The findings indicated that TTF positively impacted acceptance, use, and attitude toward
job search websites because job seekers felt that they controlled whether to use the sites
(Huang & Chuang, 2016). The findings indicated that the use of these sites positively
influenced the performance impact of e-recruitment because the increased use of a job
search website can lead to a decrease in unemployment durations (Huang & Chuang,
2016). A high task-technology fit will result in better performance (Bere, 2018).

Tam and Oliveira (2016) conducted a study to determine the impact on individual
performance of utilizing mobile banking technology to complete banking transactions.
The researchers applied TTF theory to the study and surmised that system usage
improves performance when technology fits the assigned task (Tam & Oliveira, 2016).
The researchers hypothesized that the better the match between the mobile-banking
technology and the tasks, the higher the use of the mobile banking service (Tam &
Oliveira, 2016). The study findings indicated that technology is used when it fits the
assigned tasks and affects individual performance by saving time in conducting banking
transactions. A high degree of TTF promotes the use of technology. The study applied to
my research because the results contribute to the body of knowledge about strategies to

impact employee performance, positively promoting employee retention. This
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information may inform IT managers about other approaches to utilizing technology to
attract and develop employees.

According to Chung et al. (2015), enterprise mobile technologies foster internal
and external organizational collaboration, provide access to real-time information, and
promote creativity. Using TTF, the researchers examined the impact of enterprise mobile
applications (EMA) on creative job performance (Chung et al., 2015). The researchers
investigated how use of EMA and TTF for EMA are associated with employees’
perceived performance improvement and productivity increase. The researchers
hypothesized that: (a) TTF, concerning the use of EMA, positively influences job
performance, (b) TTF affects the habitual use of EMA, and (c) the routine use of EMA
positively impacts an employee’s perceived job performance. The research findings
indicated that an employee’s perceived TTF of EMA is positively associated with the
frequent use of EMA and job performance. The results of this study are applicable in
assisting managers in determining the impact of technology usage on job performance
and creativity. The study indicated that the fit between the assigned task and the EMA
positively impacted the employee’s job performance. Chung et al.’s (2015) study was
relevant to my research because | explored strategies that managers used to attract and
retain high-tech professionals. Utilizing suitable technology in the workplace positively
impacts employee performance. When a user applies a technology that matches a task,
the user perceives the usefulness of the technology (Howard & Rose, 2019). The
realization of the benefits of technology utilization for task completion may result in

continued technology usage (Howard & Rose, 2019).
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Additionally, Gerhart et al. (2015) conducted a study to determine how students

perceive that their task of learning fits with the use of e-book technology and how the
technology fit impacts the usage of the technology. The researchers created a model
called e-textbook TTF that is an extension of TTF and encompasses the consumer
acceptance and use of technology (UTAUT2) theory, which is an extension of TAM
(Gerhart et al., 2015). The researchers hypothesized that e-books would positively impact
users’ motivation to use e-book technology and improve perceived TTF. The study
results indicated that when students perceive a fit between the learning task and e-book
technology, they are more likely to use e-book technology. Furthermore, there is a strong
relationship between perceived TTF and performance. Gerhart et al.’s study related to my
research because | explored strategies to attract and retain high-tech professionals. Using
technology that fits the assigned task and that employees perceive as helpful for
improving their performance will likely be used. Therefore, successful employee
performance positively impacts employee retention.

Khan et al. (2018) conducted a study to understand the factors that influence
students’ adoption of massive open online courses (MOOCS) in Pakistan by incorporating
TTF in the study. The researchers applied TTF to connect the fit of technology use for
online learning and the task of learning. Khan et al. hypothesized that the technological
and task characteristics of MOOC:s influence TTF. Furthermore, the technology fit
influences the students’ intention to adopt MOOCs (Khan et al., 2018). The study
findings indicated that matching the technology of MOOCs with the task of learning is

appropriate. According to Khan et al., the fit between the task and technology
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characteristics positively impacts the students’ behavioral intention to adopt MOOC:s in
an online learning environment. The study by Khan et al. is related to my research
because | explored strategies to attract and retain high-tech professionals. One approach
examined in Khan et al.’s study is online learning for training and career development
purposes. With more skills and technology that fits required job tasks, employees will
perceive the utility of the technology and experience the impact of technology usage on
job performance. According to Tam and Oliveira (2016), TTF extends the TAM by
considering how the task affects technology use.
Technology Acceptance Model

TAM is a model that is used to study users’ acceptance of technology. In TAM,
system usage depends upon user motivation, which helps to determine whether the user
will accept or reject the system (Davis, 1989). Factors used to explain system use include
perceived usefulness (PU), perceived ease of use (PEOU), and user attitude toward use
(ATT; Davis, 1989). Using TAM, Kim and Ausar (2018) sought to determine the
relationship between employees’ technology usage, engagement, and their impact on
organizational outcomes. Kim and Ausar found that the increased use of the company’s
virtual employment engagement platform improved employee engagement and increased
employee retention. They concluded that increased use of workplace technology, when
perceived by employees as applicable, will improve employee job performance because
users can allocate time for other activities. Park et al. (2014) contributed to the
knowledge of TAM by showing that institutional and social norms govern the utilization

of group-based technologies in the workplace. TAM applies to this study because of its
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extensive use to evaluate information systems acceptance (Bach et al., 2016). By
assessing employee attitudes towards selected technologies, business leaders may
improve employee performance and retention (Bach et al., 2016). A user’s intent to
utilize technology increases with the realization of the benefits of using technology. PU, a
component of TAM, was chosen for this research because the focus of the study was on
technology-focused strategies for attracting and retaining high-tech professionals.

When determining the impact of technology on user performance, the utilization
of technology was a consideration. PU originated from Bandura’s (1977) self-efficacy
theory, which defines self-efficacy as one’s belief in their ability to achieve goals. PU is a
component of the TAM (Saadé & Bahli, 2005). PU is the extent to which a user believes
that using a specific application will increase job performance (Saadé & Bahli, 2005).
According to Davis (1989), a system is high in PU when a user believes that a
relationship exists between technology usage and job function. According to TAM, PU
predicts the behavioral intention to use technology (Park et al., 2014). A user’s intent to
use technology increases with the realization of the benefits of the technology.

Adapted to fit this study, PU is the extent to which IT managers believe that
technology-focused strategies would positively affect user performance and retention.
According to Davis et al. (1989), perceived usefulness may influence the use of
technology. PU relates to technology-focused strategies to attract and retain high-tech
professionals because high-tech software attracts high-potential job candidates.
Applicants and organizations use a variety of technological advancements to form

connections between employers and employees. In a recent study, To et al. (2018)
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researched the factors driving high-tech building professionals to use software for smart
and sustainable building technologies. According to To et al. (2018), users evaluated new
technologies based on PEOU and PU. The study's findings showed that building
professionals positively perceived new technologies because of the advantages associated
with adopting new technologies. This study applied to the research study because using
smart building technologies enhanced the performance of building professionals during
building design and construction (To et al., 2018).

A relationship exists between a person’s beliefs and that individual’s actions.
According to Saade and Bahli (2005), PU is the extent to which a user believes that using
a specific application will increase job performance. Employees’ beliefs in the match
between the technology and the ability to achieve organizational goals can affect how
organizations conduct business, maximizing performance (Tam & Oliveira, 2016). A gap
between technology capabilities and employees' task performance will challenge IT
managers. It may result in employee turnover within organizations.

Employee turnover is a challenge that organizations face. Choudhary (2016)
noted that an organization's success depends on the retention of essential employees and
that the loss of top talent affects organizational costs and performance. Employees who
have the knowledge and skillsets needed to attain organizational goals are vital resources,
and they positively impact corporate finances (Elnaga & Imran, 2013). Employee
turnover can negatively affect organizational performance, and managers need to
understand why employees leave. Chakrabarti and Guha (2016) conducted a study to

determine the factors that affect employee turnover. Six factors that cause voluntary
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employee turnover were central in the investigation. The researchers noted that
organizations could affect employee turnover by developing strategies to include the
organization's goals and the employee's goals. The researchers stated that the six factors
in the study: (a) higher salary, (b) more top portfolio, (c) higher company brand name, (d)
others (e) employee’s age, (f) employee’s attitude towards life and work, was not
exhaustive. Increased employee turnover rates are a challenge for some organizations
because of the impact on organizational performance.

The measurement of turnover rates occurs by comparing the total number of
employees who left an organization during the year with the total number of employees
hired at the beginning of the year. Idell et al. (2021) noted that between 2014 and 2017,
the IT employee turnover rate increased: 9% in 2014, 8.6% in 2015, 8% in 2016, 7.3% in
2017, and 8.2% in 2018, and 69.9% of the turnovers were voluntary. Similarly, in India,
the IT industry experiences 10 to 15% employee resignations yearly (Saranya &
Muthumani, 2015). The rising employee turnover rates result in surging organizational
costs due to the expenses associated with replacing and training newly hired employees.
Turnover rates are indicators of the health of an organization, and IT managers need
strategies to reduce the turnover rates for highly skilled IT personnel.

The tenets of my study are that using the best-suited technology to carry out a task
and the perceived usefulness of the technology may positively impact user performance
and retention. In this study, IT managers used strategies, including technology, to attract
high-tech employees. The purpose of the study was to determine the linkage between

technology-focused methods and attracting and retaining high-tech professionals. I used
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the TTF theory and PU to analyze employee retention strategies that capitalize on the
implementation of best-suited technology. Usually, the TTF theory would have been
applied to this study because job satisfaction and job performance can positively change
employee retention and reduce the turnover of IT personnel. However, the purpose of the
study was not to find a fit for employee job satisfaction but to find a connection between
attraction and retention strategies for high-tech personnel and technology-focused
strategies.
Analysis of Supporting Theories

TTF and PU, a component of TAM, provided the conceptual framework for the
study. Alternative theories, such as Herzberg’s two-factor theory (Herzberg et al., 2017),
the theory of work adjustment, and the zone of proximal development theory, supported
the study's conceptual framework.

Herzberg’s Two-Factor Theory. Herzberg’s two-factor theory (Herzberg et al.,
2017), influenced by Maslow’s (1943) hierarchy of needs, was a conceptual framework
considered for this study. The separation of job factors into categories can lead to
satisfaction and dissatisfaction (Herzberg et al., 2017). These factors, known as hygiene
and motivators, affect the quality of work. Because the researcher aimed to explore
technology-focused strategies used to attract and retain highly skilled IT professionals in
a high-tech workforce, the focus was not on hygiene factors such as pay and benefits.
Motivators are related to growth and self-actualization. Thus, | focused on motivators
from Herzberg's theory for this study. Achievement of self-actualization occurs when

maximized potential occurs, focusing on personal growth and not satisfying basic needs
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(Maslow, 1954; Sze, 2015). Increasing motivators, such as recognition, growth,
responsibility, and advancement, lead to job satisfaction. Kowal and Roztocki (2015)
conducted a study to determine the impact of business competence on the job satisfaction
of 391 IT professionals. Kowal and Roztocki (2015) found that business competence
affects the job satisfaction of IT professionals and may improve productivity. The two-
factor theory applied to this study because IT managers can positively change employee
retention by increasing employee motivational factors. This positive change may reduce
the turnover for IT personnel, which results in financial savings and improved employee
retention for the organization. I did not choose the two-factor theory for this study
because factors that lead to job satisfaction and dissatisfaction were not the primary focus
of the research. Although the findings indicated elements that resulted in increased
employee motivation and reduced employee turnover, the study's main objective was to
examine technology-focused strategies for attracting and retaining high-tech
professionals. The two-factor theory did not support the primary focus of this research.
Theory of Work Adjustment. The theory of work adjustment (TWA), by Dawis
and Lofquist (1984), was a conceptual framework considered for this study. The theory
defines work as the interaction between an employee and the work environment. The
tenet of the research was that work environments require specific skills for employees to
accomplish tasks, and the employees must meet the needs of the employment setting and
vice-versa. Work adjustment occurs when there is mutual agreement of the work
environment with the employees' performance and the satisfaction of employees with the

work environment; work adjustment results in tenure and may improve employee
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retention. Tarim (2016) noted that positively impacting employee and company
performance could be accomplished by: (a) assigning tasks based upon the skill set of the
employee, (b) ensuring that the career goals of the employee align with the competency
needs of the organization, (c) ensuring that employees have opportunities to demonstrate
talent to promote individual and organization growth, and (d) helping the employee to
experience career advancement. The TWA applied to this study because job satisfaction
can positively affect employee retention and reduce the turnover of IT personnel.
Technology integration may impact employee satisfaction and retention. The TWA was
not chosen for this study because facets of job satisfaction and employee retention were
not the primary focus of the research. Although increased employee retention, reduced
employee turnover, and employee satisfaction may have been outcomes of the study, the
study's primary goal was to examine technology-focused strategies for attracting and
retaining high-tech professionals. TWA was not the chosen framework for the study
because it did not support the primary focus of this research.

Zone of Proximal Development Theory. Lev Vygotsky’s (1978) zone of
proximal development (ZPD) theory was considered for this study. ZPD defines the
differences between tasks that a learner can perform without assistance, tasks that a
learner can perform with help, and duties that a learner cannot accomplish when provided
with support. When a learner interacts in a learning, cooperative environment, and a gap
exists between the user’s performance and assisted performance, a ZPD occurs (Clapper,
2015). Through collaboration, a shift can occur between what a learner can perform with

help and what a learner can perform individually (Eun, 2019). The tenet of the study was
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that a learner’s development potential increases by receiving guidance from external
sources. ZPD theory applied to this study because IT managers can positively impact
employee retention by increasing employee development by employing gaming
principles and integrating technology-enabled tools to attract and retain employees. ZPD
theory was not chosen for this study because the focus of the research did not include a
comparison of the differences between tasks that a learner can perform without
assistance, tasks that a learner can perform with help, and duties that a learner is unable to
perform at all when provided with support. The focus of this study was to examine
technology-focused strategies for attracting and retaining high-tech professionals.
Because the aim of the ZPD theory is not technology-focused strategies for attracting and
retaining high-tech professionals, ZPD theory was not an appropriate conceptual
framework for this study.

Analysis of Contrasting Theories

The development of the conceptual framework for this study included an
examination of TTF and PU, a component of TAM. Theories that did not support this
study included the job characteristics model and social exchange theory.

Job Characteristics Model. Job characteristics theory (JCT) originated from
Hackman and Lawler (1971) and was later modified to the job characteristics model
(JCM) by Hackman and Oldham (1976). According to Hackman and Lawler (1971),
before the 1960s, jobs were designed to be simplified to increase production, which
resulted in unmotivated and dissatisfied workers. JCM, a simplified, updated version of

JCT, was not considered for this study. The foundation for the theory is that the
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characteristics of the assigned tasks motivate employees. Thought-provoking duties
motivate employees more than repetitive, unstimulating tasks. By connecting the core job
dimensions of (a) skill variety, (b) task identity, (c) task significance, (d) autonomy, and
(e) feedback with the three psychological states of (1) experience meaningfulness of
work, (2) experienced responsibility for work outcomes, and (3) knowledge of the results
of work activities, Hackman and Oldham (1976) defined JCM. With the establishment of
core job dimensions and the achievement of psychological states, employees will
experience (1) high internal motivation, (2) high-quality work performance, (3) high job
satisfaction, and (4) high work effectiveness (Hackman & Oldham, 1976). The tenet of
JCM is that the knowledge of performing well on assigned tasks positively impacts
employees. Steyn and Vawda (2014) conducted a recent study investigating the influence
of job characteristics on job satisfaction, stress, and depression. The study findings
indicated a relationship between job characteristics and outcomes, and job design is not a
predictor of the impact on employees' mental health (Steyn & Vawda, 2014). JCM was
not meaningful for this study because job satisfaction and performance were not the
primary focus of the research. The purpose of the study was to explore technology-
focused strategies for attracting and retaining high-tech professionals.

Social Exchange Theory. According to Cropanzano and Mitchell (2005), Social
Exchange Theory (SET) is an influential conceptual paradigm for understanding behavior
in the workplace. George Homans (1958) developed SET and defined social behavior as
the exchange of material and non-material goods, such as symbols of approval or

prestige. According to Homans (1958), the transfer of items should result in equilibrium.
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The tenets of SET are that individuals will make decisions based upon expected
beneficial outcomes. When the favorable outcomes are minimal, the exchange of goods
will end. According to Harden et al. (2018), an example of social exchange theory in the
workplace is an employee exchanging knowledge, skills, and abilities for organizational
economic outcomes such as financial rewards, promotions, and benefits. SET was not an
appropriate conceptual framework for this study because the study did not focus on pay
and benefits but explored technology-focused strategies to attract and retain highly
skilled IT professionals in a high-tech workforce.
Analysis of Potential Themes and Phenomena

During the development of this study and review of the literature, | identified
themes related to strategies that IT managers may employ to positively impact employee
retention and reduce turnover. The pertinent themes explored include: (a) the impact of
technology on the economy, (b) employee retention strategies, (c) employee retention and
talent management, (d) high-tech tools to attract high-potential job candidates, and (e)
alternative methods to attract high-potential job candidates.
The Impact of Technology on the Economy

Technology is a driving force for business and the global economy. Hessler
(2014) stated that technology is the first driver of economic growth, and it has
transformed the lives of corporations. The Association of Southeast Asian Nations
(ASEAN) improved their economies and total production by more than 15% from 2008-
to 2015 by increasing the import and export of information communication technology

(ICT) products by 10% (Neamhom et al., 2018). High-tech industries provide
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approximately 10% of all U.S. jobs (Roberts & Wolf, 2018). High-tech industries offer

higher salaries for all occupations, accounting for 14.5 million jobs and 9.9% of total
wages and salaries (Roberts & Wolf, 2018). Careers that include many STEM workers
(science, technology, engineering, and mathematics) comprise the high-tech industry IT
workers, scientists, and engineers (Wolf & Terrell, 2016). The rise in technology usage
increased productivity and economic output for the Southeast Asian Nations.
Technological developments boost the U.S. economy by increasing both high-tech jobs
and salaries. Because technology is a driving force for business and the global economy,
skilled workers are needed to meet the demands of a high-tech workforce.

Risks of Technological Unemployment. Technology has transformed the labor
force and the skills required of workers. Because society heavily relies on technological
advancements, the workforce has become dependent upon and vulnerable to automation
technology (Coeckelbergh, 2015). Hicks (2018) estimated that 45% of work-related
activities could be automated using current technological developments. Automation may
result in the loss of 7% of today’s jobs by 2025 (Hicks, 2018). Decker et al. (2017)
conducted a study to explore the impact of the substitution of robotic labor for human
labor on the workforce. Technological advancements have aided in integrating
automation into the labor force, which has resulted in increased efficiency and savings in
labor costs (Decker et al., 2017). Decker et al. (2017) concluded that increased machine
language intelligence had catalyzed the transition of robots from human labor substitutes

to the workforce's complements. Furthermore, the impact of robotics on the labor force
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will vary from technological unemployment and increased efficiency to human and robot
collaboration in the workforce.

DeCanio (2016) conducted a study to determine conditions needed for artificial
intelligence to decrease wages and explore the interchange between the substitution of
human and robotic labor. The research findings indicated that it is inconclusive that the
increased usage of robots causes a decline in jobs (DeCanio, 2016). However, some
robots can perform tasks that require low-level skills (DeCanio, 2016). The increased
usage of robots will cause a decline in occupations that require low-level skills but will
cause an increase in jobs not impacted by computerization. The study's findings indicated
that as robotic labor increases, human wage decreases (DeCanio, 2016). Replacing
repetitive jobs with computers will impact wages and could lead to technological
unemployment (DeCanio, 2016).

Similarly, Frey and Osborne (2017) conducted a study to determine the
susceptibility of jobs to computerization. Previous studies indicated that computerization
included only manual tasks (Frey & Osborne, 2017). Frey and Osborne (2017) noted that
computerization could extend to include non-routine tasks. The study results showed that
increased machine language usage would cause a decrease in the demand for routine jobs
and an increased demand for jobs that are not subject to computerization (Frey &
Osborne, 2017). The study's findings indicated that 47% of the workforce is at risk of
decreased employment, and there is a relationship between an individual’s education,

wages, and computerization (Frey & Osborne, 2017). The shift in skills needed in the
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high-tech workforce is causing an increased need for IT professionals to develop higher-
level skills.

The accelerated rate of technological advancements has caused an evolution in the
skills needed by IT professionals (Kappelman et al., 2016). Organizations must upskill
employees (Peng et al., 2018). Routine tasks can now be replicated by automation,
robotics, or artificial intelligence, resulting in obsolete low-tech jobs. These technologies
will also create new jobs that require new skills and training (Wilson et al., 2017). IT
professionals must develop skills that cannot be simulated through computerization to
remain relevant in a dynamic, high-tech workforce.

Employee Retention Strategies

Employees are the key to organizational success. Balakrishnan (2014) defined
retention strategies as the policies and procedures instituted by an organization to
influence key personnel to remain with the current employer. According to Naqvi and
Bashir (2015), an employee’s emotional attachment, self-identification within an
organization, and organizational involvement impact an IT professional’s organizational
commitment. Naqvi and Bashir (2015) indicated that providing competitive
compensation, training, and development in the latest technologies and involvement in
decision-making are some factors that contribute to organizational commitment.
Increased organizational commitment is a strategy to impact retention positively (Naqgvi
& Bashir, 2015). Successful organizations can retain their key personnel.

Because employee retention is a primary organizational goal, IT managers must

select strategies to motivate skilled professionals to remain with the organization.
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Balakrishnan (2014) indicated that to retain key personnel, IT managers must provide
incentives, salary, motivation, and a supportive environment. Strategies used to improve
employee retention include considering employees' career goals and daily work
expectations, providing training programs and employee recognition, and encouraging
employee involvement in organizational decision-making (Luscombe et al., 2013). A
strategy to improve retention is to provide hybrid career development paths for IT
professionals, which provides professionals with the freedom to choose a career path
(Biron & Eshed, 2017). Hybrid career development paths help IT professionals achieve
career fit and decrease employee turnover (Biron & Eshed, 2017). Joia and Mangia
(2017) stated that the absence of professional development and career advancement
opportunities causes IT professionals to transition to careers in other fields and
contributes to rapid turnover rates. To decrease employee turnover and increase retention,
organizations must provide a clearly defined path for development.

Letchmiah and Thomas (2017) conducted a study to identify factors that
positively impact the retention of high-potential employees in a development finance
company. The study findings indicated that factors that influence the retention of high-
potential employees include leadership and organizational culture, organizational
purpose, developmental opportunities, meaningful work, and collegiality. The findings of
this study may assist managers in developing strategies to increase the commitment levels
of high-potential employees and improve the retention of high-potential employees. To
decrease employee turnover and increase retention, organizations must identify factors

positively impacting employee retention.
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Retention Challenges for Firms. Recruiting and retaining highly skilled
professionals is a challenge for high-tech firms. Stone (2017) stated that 86% of
employers have difficulty hiring IT professionals. More than 50% of employees actively
seek other employment opportunities, negatively impacting organizational productivity
(Cloutier et al., 2015). IT firms' employee turnover is an issue (Korsakiene et al., 2015).
The turnover rate has increased globally among IT professionals, and the shortage of
skilled professionals has driven high employee turnover rates (Korsakiene et al., 2015).
Organizational stability is related to low employee turnover rates, and instability
correlates with high employee turnover rates (Mitrovska & Eftimov, 2016). Tlaiss et al.
(2017) stated that the negative organizational impact of employee turnover includes the
knowledge void left by the departing employee and the recruitment and training costs for
the replacement personnel. Additionally, the employee turnover cost per employee is the
cost of the employee’s annual salary (Mitrovska & Eftimov, 2016). To combat a decrease
in organizational productivity and ensure organizational stability, the retention of top
talent is essential for the survival of an organization.

Employee Retention and Talent Management

Retention of employees who possess the knowledge and skills needed to attain
organizational goals is vital for business sustainability. According to Zylka and Fischbach
(2017), the retention of skilled IT professionals is crucial for the success of organizations.
When organizations fail to retain high-performing employees, the results for the
organization are loss of knowledge and increased organizational costs (Zylka &

Fischbach, 2017). Narayanan (2016) stated that talent management is a popular retention
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strategy for reducing employee turnover of talented, high-potential, or high-performing
employees. Although there is no universal definition of talent management, Gallardo-
Gallardo and Thunnissen (2016) defined talent management practices as attraction,
recruitment and selection, training and development, retention, and talent identification.
The implementation of talent management techniques positively impacts employee
retention of talented employees.

Narayanan (2016) conducted a study to develop proposals about the connection
between talent management practices and employee retention and the influence of
perceived job embeddedness. The researchers linked talent management practices, job
embeddedness, and the employee’s intention to stay. Research findings indicated that
talent management directly influences turnover intentions and increases retention rates. In
a similar study, Johennesse and Chou (2017) conducted a study to understand how talent
management processes contribute toward effective performance management and impact
employee retention in Taiwanese companies. The actions performed were based on
employee experiences and perceptions of talent management processes on their retention.
Employee training and development, employee appraisal and feedback, employee
empowerment, remuneration, and business coaching were factors used for the methods of
the study. The research results by Johennesse and Chou (2017) provide IT managers with
strategies to target essential factors that impact employee retention through increased
awareness and knowledge of how employees are motivated and retained. Talent

management can assist managers in retaining critical employees.
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High-performing employees, who can improve business performance, are the
primary focus of talent management (King, 2015). The U.S. Office of Personnel
Management (2019) stated that talent management exists to ensure that the right people
with the right skills occupy the right position at the right time to ensure that the
organization achieves its mission. According to Swailes et al. (2014), talent management
refers to the 1-10% of high-performing, high-potential employees in an organization.
High-performing, high-potential employees are essential for organizational success, and
talent management activities reduce turnover rates for highly skilled personnel. Using a
qualitative case study approach, Kim et al. (2014) conducted research with best-practice
organizations, resulting in a comprehensive, theoretical model for developing technical
talent management programs. The retention of highly skilled employees will positively
impact business outcomes.

Employee Engagement and Turnover. Maintaining an engaged workforce can
positively impact employee retention and performance. Engaged employees are
committed to the goals and values of the organization and motivate co-workers to achieve
organizational goals (Anitha, 2014). According to Ertlirk and Vurgun (2015), employees
who feel motivated and supported are more likely to remain with an organization.
Strategies that IT managers can use to demonstrate support for IT professionals include:
(a) demonstrating integrity and trustworthiness, (b) sharing information through open
communications, (c) creating a collaborative environment, (d) meeting regularly with
employees to provide performance feedback, (e) empowering employees to be involved

in decision-making, (f) providing career development and training, and (g) providing
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employee recognition for contributions to the workplace (Ertirk & Vurgun, 2015). Eom
(2015) stated that the IT personnel who feel valued and recognized for their corporate
contributions are likely to remain with an organization. Kennedy and Daim (2010)
indicated that employee engagement and retention are vital for success. Lowman (2016)
conducted a study to explore strategies for attracting and retaining workplace talent, and
the findings of the research indicated that employee engagement decreases turnover and
improves retention rates.

The central claim of the study conducted by Memon et al. (2014) was that the
relationship between organizational culture, employee values, and the person-
organization fit impacts employee retention. Memon et al. (2014) indicated that person-
organization fitness leads to employee engagement and reduces turnover. Factors that
facilitate employee engagement include work environment, leadership, interpersonal
work relationships, training, career development, compensation, organizational policies,
and workplace well-being (Anitha, 2014). To positively impact employee retention, IT
managers are responsible for empowering employees, providing competitive salaries, and
developing and maintaining employees' skills (Ahmed et al., 2017). Moen et al. (2016)
conducted a study to determine the impact of employee control and supervisory support
on the well-being of IT professionals. The research findings of Moen et al. (2016)
indicated that the work environment, work hours, and supervisory support are some
factors that impact workplace well-being and employee retention. Organizations with
actively engaged employees reap the benefits of loyal employees, better well-being of

employees and families, and increased business performance (Romans & Tobaben,
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2016). The active engagement of employees results in decreased employee turnover
(Romans & Tobaben, 2016). Moore et al. (2016) conducted a study to investigate the
significant role of managers in setting the work environment and retaining employees.
The study's findings indicated that managerial openness impacts turnover intention
(Moore et al., 2016). Candidness includes concern for employees, listening to employees,
acting on behalf of employees, and providing a risk-free zone for honest communications
(Moore et al., 2016). Employee engagement impacts turnover intention and is a critical
factor in employee retention.

Threats to Employee Well-Being. Job insecurity replaced employment stability
due to rapid technological advancements. Job insecurity, which causes employee
performance to decrease, is defined as the uncertainty of employment continuity and
stability (Shoss, 2017). Employee job security is beneficial to the success of an
organization and the well-being of its employees. Well-being includes an individual’s
mental, physical, and general health and satisfactory work-related and non-work-related
experiences (Nielsen et al., 2017). Unreasonable workloads and work-related pressures
destabilize the well-being of employees (Boxall & Macky, 2014). Enhanced
environments that cultivate open communication, individual training and development,
and self-governance stabilize employee well-being (Boxall & Macky, 2014). Guest
(2017) stated that some technological advancements, such as automation, telecommuting,
and an increase in information accessibility, can positively and negatively impact the
well-being of employees. Technology innovations can positively impact employee well-

being by increasing task specialization and decreasing workload. Technology innovations
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can negatively impact the well-being of low-skilled individuals by causing routine tasks
to become outdated, which may lead to job insecurity. Job insecurity adversely affects the
well-being of employees and can influence job performance (Yang et al., 2019).
Reducing job insecurity will improve organizational performance and enrich employees'
workplace experience.

Employee Training and Development. Training and development of high-
potential employees are imperative for organizational success. Biron and Eshed (2017)
conducted a study with engineers, computer scientists, and other IT professionals. The
study results indicated that it is an expectation for organizations to provide employees
with opportunities for professional growth and development (Biron & Eshed, 2017).
Downs (2015) indicated that 96% of executives surveyed believe that high-potential
employees positively impact organizational recruitment and retention and that investment
in the development of high-potential employees is essential. Mathimaran and Kumar
(2017) concluded that training and development are critical factors impacting employee
retention. Hirsch (2015) researched retention strategies used by a business leader in
analytic business software. Hirsch (2015) determined that SAS provides professional
development for employees during all stages of their professional career and helps to
develop a growth mindset in employees. SAS provides networking opportunities between
executives and those employees who have not reached an executive status, and IT
personnel are continuously encouraged to develop their intelligence and skills (Hirsch,

2015). Stone et al. (2015) suggested that organizations integrate technology in training
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design to affect learning outcomes. Successful organizations ensure longevity by
providing continuous training and development for employees.
High-Tech Software to Attract High-Potential Job Candidates

The use of technology in the recruitment process has changed the hiring strategies
used by organizations and the search techniques used by job applicants to locate job
openings. Companies and candidates rely on technology to improve recruitment in a
competitive market for top talent. Sahay (2015) conducted a study to explore emerging
trends and challenges in recruiting job seekers. A shift from an employer-driven market
to a candidate-driven market has occurred. Developing tools, such as social media, video,
big data, cloud-based platforms, and mobile computing platforms, are some technologies
used to match job seekers with career opportunities. Organizations must now embrace
various new technologies to market the company’s brand to attract employees and gain a
competitive advantage.

Social networks are a viable source for skilled candidates, and organizations use
social networks to create a social presence and attract candidates (Jones, 2016).
According to Blacksmith and Poeppelman (2014), 83% of organizations have
transformed recruitment by using social media to recruit applicants using their social
media profiles. Applicants may use social profiles instead of resumes to apply for jobs
using LinkedIn and applicant tracking systems (Jones, 2016). The LinkedIn profile is a
dynamic, digital resume compared to the static, traditional resume (Zide et al., 2014).
Applicants use new technologies, such as webinars, videos, and blogs, to gain insider

information about organizations of interest (Blacksmith & Poeppelman, 2014).
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Organizations use tools to form connections and build relationships with applicants while
increasing awareness about the company brand. According to Adler and Ghiselli (2015),
employer branding helps to reduce employee turnover, reduces recruitment costs, and
helps to increase employee retention. Job seekers use various technologies to learn more
about potential employers and build their online presence. Technology has transformed
the job-seeking process for applicants and organizations' recruitment and hiring
strategies.

e-Recruitment. E-recruitment is defined as using online resources to attract and
hire new employment candidates for an organization. According to Radhika and John
(2016), e-recruitment helps support conventional recruitment methods. Traditional
recruitment methods include internal hiring, print advertisements, paper-based
applications, employment agencies, employee referrals, and temp agencies. Although
conventional recruitment methods may have proven effective in the past, these recruiting
techniques have been costly and time-consuming. Traditional recruitment methods
neither include minimal organizational costs nor unlimited access to potential job
applicants' global pool (Koch et al., 2018). Limiting the number of applicants for
potential career opportunities can lead to the recruitment of the wrong candidate and
create expenses for the organization (Koch et al., 2018). The coupling of e-recruitment
and traditional recruitment methods can increase the probability of selecting the correct
candidates for career opportunities, expedite the recruitment process, and help expand the
global capacity of connecting job seekers and organizations. E-recruitment is similar to

an umbrella encompassing digital practices, tools, and platforms for attracting skilled
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candidates (Holm, 2014). Interactive e-recruitment and interactive technologies should
help organizations attract applicants and positively impact the motivation levels of
potential hires to apply for jobs (Stone et al., 2015). The utility of this study was to
examine tools, such as social media, search engines, gamification, and artificial
intelligence used for recruitment purposes.

Use of Social Media. Various technologies, including social media, have been
adopted in the recruitment process. From 2011 to 2016, a significant shift toward
adopting social media platforms occurred because companies recognized the value of
social media technology in their organization (Deans & Tretola, 2018). Social media is a
low-cost tool for finding employees and personal and company branding (McCabe,
2017). Social media helps customize online presence to a specific audience and build
associations among users (Qi et al., 2018). Social media allows for instant
communications with a global audience (Qi et al., 2018), and social media provides a
means for organizations to attract a more significant number of applicants. The use of
social media as a recruiting tool has increased in popularity (Dutta, 2014).

Kashi et al. (2016) conducted a qualitative study to identify critical factors driving
Australia's organizational adoption of social recruiting technologies. The researchers
performed comparisons in benefits versus complexity compatibility. The selection of
organizations for the study depended on whether they had adopted or intended to adopt
social recruiting technologies as a part of their recruitment strategies. The researchers
grouped the organizations into adopters, laggards, and non-adopters. The researchers

investigated the key factors that influence organizations to adopt social recruiting. The
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researchers applied the Tornatzky and Fleisher Technology, Organization, and
Environment (TOE) framework. The research findings indicated that the perception of
benefits, support of top management, and managers with recruitment knowledge and
social recruitment skills are the most critical drivers of technology adoption. The research
findings also indicated negative legal, ethical, and privacy issues in adopting social
recruiting technologies. The study conducted by Kashi et al. (2016) applied to my
research study because the impact of social media recruiting positively enhanced
strategies used by some organizations to attract and retain employees. Social media can
be a valuable tool for companies to implement to satisfy the labor force needs of the
organization.

Job applicants and organizations seeking to attract new talent actively adopt social
media. Social Networking Sites (SNS) users who post information about new
technologies and industry standards attract the attention of IT recruiters (Capiluppi et al.,
2013). Some IT recruiters use SNS as sources to determine the personal fit within an
organization. The recruiters may search profiles to learn how others have acknowledged
the professional activities of candidates. The use of SNS benefits candidates by
increasing their social presence and social skills and by providing employers with the
convenience of direct access to references.

The rapid growth of SNS has implications for using this platform as a
multipurpose organizational resource. Previous research studies referenced TAM and
TTF regarding factors that motivated the acceptance and use of technology and the

impact on user performance (Lu & Yang, 2014). However, neither TAM nor TTF
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includes the social factors that impact user performance (Lu & Yang, 2014). SNS allows
individuals to interact and build relationships and may address social needs. The features
provided by SNS can help satisfy users' social needs ( Lu & Yang, 2014). SNS may
increase the intention to use technology (Lu & Yang, 2014). SNS adoption can be used in
business to boost employee engagement by addressing social needs and creating an
environment to improve learning and user performance.

The introduction of SNS to the recruitment model has caused a shift in the
traditional hiring and decision-making process from the employer to the employment
candidate. SNS, in recruitment, has prompted the need for employers to find cost-
effective ways to attract new hires. The need for cost-effective acquirement processes is
evident in the 7% cost increase of hiring a new employee and the increase in time needed
to fill a vacant position (Phillips-Wren et al., 2016). SNS may be applicable as a
relationship-building strategy to attract and attain new talent and as a tool for prospective
job seekers to gain information about companies, determine the fit within an
organization, and compare the employment opportunities between competitors. SNS has
caused an evolution in strategies used for attracting and retaining professionals. The most
popular SNS used by applicants and employees is LinkedIn (Zide et al., 2014).

LinkedlIn. Launched in 2003, LinkedIn is a social platform used to aid in the
recruitment process (Wilson, 2009). Social networking companies, like LinkedIn, have
revolutionized the recruitment practice by providing access to qualified job applicants in
a single location (McCabe, 2017). LinkedIn is the most widely used professional social

media website and has over 332 million members in 200 countries (Bohmova, 2016).
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Recruiters use LinkedIn to search for potential candidates and verify details provided by
candidates (Koch et al., 2018). According to Zide et al. (2014), information on LinkedIn
may be more accurate than the information included on a traditional resume because the
online information may be immediately verified. LinkedIn is categorized as a
professional social networking site because recruiters target professionals (Capiluppi et
al., 2013). Candidates may use LinkedIn to track career paths and publish skills and
achievements (Capiluppi et al., 2013). Candidates who use LinkedIn are responsible for
marketing their skills and accomplishments by fully populating the profile (Zide et al.,
2014). According to McCabe (2017), LinkedIn users with a completed profile are 40
times more likely to find organizations searching the database for applicants. LinkedIn is
a valuable tool for employers and applicants alike.

Gamification. Gamification uses gaming principles, such as points, badges, and
competition, to accomplish specific goals in a non-gaming context. Gamification aims to
align learning and engagement technology with the social media approach (Larkin,
2017). Gamification may be used to allow for increased interpersonal intervention levels
and improve the effectiveness of e-learning and e-training (Stone et al., 2015). According
to Dale (2014), organizations that implement gamification seek to understand and
influence desired behaviors in employees. Gamification increases employee engagement,
learning, and perceived ease of using information systems (Stone et al., 2015). The goal
of creating engaging experiences for employees and customers through the integration of
social media and game-like skills has led to the increased use of gamification (Robson et

al., 2015). Gamification is used to engage candidates and introduce them to the
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organization's culture to validate company fit (Gupta et al., 2018). Lowman (2016) stated
that gamification, which simulates a competitive, on-the-job experience, effectively
attracts and retains talent. DirecTV, Nike, and Volkswagen have successfully adopted
gamification strategies (Dale, 2014). The use of gamification is not limited to a specific
industry.

Gamification has been used in various environments to attract and retain
employees. Gamification exists in corporate settings for employee training, employee
attraction and selection, and education (Fetzer, 2015). The United States Army and
Deloitte are two organizations that employ gamification. The United States Army
currently uses gamification to target highly skilled individuals for recruitment by
allowing participants to experience firsthand combat in a game-like setting and tracking
game participants' progress (Lowman, 2016). America’s Army, the gaming tool, uses
repetitive, interactive Army advertisements to provide training, develop the skills of
individuals, and attract potential army recruits (Lowman, 2016). Deloitte, a “Big Four”
accounting organization, uses a gaming tool, Firefly Freedom, to identify high-potential
candidates (Savage & Bales, 2017). The smartphone app simulates a forest, and the
candidate must catch fireflies to provide light for a family during winter (Savage &
Bales, 2017). Savage and Bales (2017) stated that the game's objective is to test the
candidate’s risk level, perseverance, and ability to think and understand quickly. By
deciding to capture the fireflies, with the looming risk of breaking the jar and releasing

the fireflies, potential candidates demonstrate their risk level, perseverance, and mental
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agility. Gamification is a valuable tool for employers and applicants to assess whether the
organization or position is a good fit for the company and the individual.

Artificial Intelligence. Artificial intelligence (Al) technology is changing the
recruitment and hiring process landscape. The introduction of Al in recruitment was a
new trend in 2018, and Al removes unconscious bias in the resume screening process and
empowers employers to choose the best candidate (Upadhyay & Khandelwal, 2018). The
idea of machines learning and improving tasks based on experience was introduced in
1947 by Alan Turing (Raub, 2018). Turing, a British mathematician and logician, is the
father of modern computing (Raub, 2018). According to Raub (2018), the term Al was
first articulated by scientists and mathematicians at Dartmouth College in 1956.
Integrating artificial intelligence technology in the recruitment and hiring of candidates
has changed the traditional flow of filling job vacancies that organizations follow.

Technology-based organizations are integrating the use of algorithms into the
hiring process. According to Savage and Bales (2017), 8% of U.S. companies used
predictive analytics, including algorithms, in the hiring process, in 2016. Algorithms'
sequential instructions for solving problems provide the foundation of Al and are used to
develop models, which enable machines to make decisions. The use of algorithms for
hiring has increased.

The increased use of algorithms in the hiring process can be witnessed in
corporate America. Amazon, Apple, Facebook, and Google are high-tech organizations
using Al algorithms to differentiate between job candidates with the same technical skills

(Zehner & Zehner, 2018). Al algorithms investigate the character traits of intelligence,
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imagination, initiative, interpersonal skills, and integrity for each candidate (Zehner &
Zehner, 2018). The foundation for designing hiring algorithms is the past hiring data of
the organization (Savage & Bales, 2017). The algorithms are purposed to inform hiring
decisions and should not be the sole source for making decisions (Savage & Bales, 2017).
According to Savage and Bales (2017), the past organizational hiring data is matched
with the desired work traits of current employees with the data of job candidates. If a
company lacks cultural diversity, the hiring algorithms will not be designed with the
criteria to match the traits of the under-represented applicants with the hiring data of the
current organizational employees. The use of Al algorithms in the workplace increases
privacy risks for candidates because personal information, which is not related to work
responsibilities, can be learned by the algorithms (Cunningham, 2016). The algorithms
may subject candidates to unintentional gender or racial discrimination. Algorithm usage
in the hiring process may provide efficiency for employers and present privacy risks and
bias for potential employees.

Cybervetting. The increased use of technology-enabled practices has led to the
decline of the use of the traditional resume as the sole determinant that employers use for
hiring job candidates. Cybervetting, employers’ use of social media and search engines to
evaluate candidates, has become common in the hiring process (Berkelaar, 2017).
Berkelaar (2017) stated that many organizations use cybervetting as a tool to gain
information about the candidate, which may not appear on the resume. Employers use the
traditional resume to determine a candidate’s job skills, and 70% of employers use

Google search engines to determine the candidate’s ability to relate to others (Bolles,
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2016). Job search engines evaluate the applicant’s people skills and explore the
applicant’s online social presence. According to Berkelaar and Buzzanell (2014),
employers utilize technology to conduct online screenings of applicants to assess
compatibility with the organization's values. Cybervetting is an instrument used by some
employers to remove potential applicants whose online personalities may not align with
the organization's standards (Berkelaar, 2017). As a selection strategy, technology usage
improves the efficiency of the employer evaluation process and increases employer
control (Berkelaar & Buzzanell, 2014). Technology-enabled practices assist employers in
choosing the best candidate for the job.

The Digital Workplace. Technological innovations have provided the foundation
for the transformation of the workplace. The digital workplace is in its infancy, and only
44% of companies have adopted digital workplace tools (Attaran et al., 2019). The
traditional brick-and-mortar workplace, limited by time and geography, has been
upgraded to the modern, always-connected global workplace, which provides free access
to the latest cloud technologies and allows for unlimited collaboration between
colleagues. According to Hicks (2018), 3.7 million employees work from home, equating
to 2.8% of the overall workforce.

Additionally, employees in the digital workplace can use various workplace-
related technologies to complete their daily tasks. According to Bystrom et al. (2017),
digital workplaces occur in electronic working environments instead of physical ones.
High-performing companies design digital workplaces to enable employees to work more

effectively and create collaborative, integrated employee experiences (Dery et al., 2017).
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Dery et al. (2017) conducted a case study on three high-performing businesses that
reimaged the employee experience. The organizations successfully redesigned their
workplaces by integrating technologies at each company's core. Strategies used in the
redesign of the organizations include the introduction of IT systems and portals for
sharing knowledge and information among employees, the implementation of
videoconferencing systems, the introduction of social media platforms for collaboration
and communication between employees at all levels, and the empowerment of employees
to make decisions as a result of the sharing of knowledge and data (Dery et al., 2017).
Quality and productivity are impacted by employees not having access to the correct
information to make decisions (Attaran et al., 2019). Integrating social media platforms
into the digital workplace allows for effortless communication and opportunities for
digital meetings, which transcends time and space (Bystrom et al., 2017). The traditional
workplace has a new landscape, and the transformation has changed how employees
conduct work.
Alternative Methods to Attract High-Potential Job Candidates

Although technology usage has impacted the recruitment process employed by
many organizations, non-technical methods have proven to be successful in this digital
age. According to Stone (2017), university job fairs are viable for potential IT recruits.
The career aspirations of college students develop because of campus influences and
practices (Binder et al., 2016). Therefore, an on-campus presence of organizations

seeking to recruit potential hires may assist with employer branding and influence the
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campus culture. There are a variety of strategies that organizations may use to create a
campus presence.

Creating a campus presence will help companies generate awareness about their
organizations while attracting potential employees. Kunttu (2017) presented a
comparative, qualitative, multiple case study of nine university-industry collaborations.
The university-industry collaborations included student projects, thesis projects, tailored
degree courses, and jointly organized courses (Kunttu, 2017). The research findings
indicated that employers benefited from collaboration by receiving new ideas from
college students and transferring knowledge and skills from the classroom to the
workplace and vice-versa. Students benefitted from the partnership by gaining experience
and exposure to workplace practices. In a similar study, Doerschuk et al. (2016) explored
strategies to recruit, retain, and transition undergraduate students in STEM through the
STudents Advancing through Involvement in Research Student Talent Expansion
Program (STAIRSTEP ) at Lamar University in Beaumont, Texas. Strategies used in
STAIRSTEP included mentoring, tutoring, outreach, exposure to STEM, and research.
Researchers used a multidisciplinary approach to increase participants in STEM. The
study's findings indicated that teamwork with peers and faculty helped students
experience success. The study results may be used as a recruiting tool and foundation for
forming university-corporate connections. Universities that participate in industry
collaborations help equip their students for the workforce.

Allen (2014) conducted a study to explore the implementation of corporate

universities for talent management. Talent management includes the processes involved
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in attracting, developing, and retaining talent to meet the goals of an organization.
Corporate universities existed in World War Il and were used to assist in the training of
individuals to meet the needs of an organization. A corporate university differs from a
traditional training department because the emphasis of the corporate university is to
achieve the organization's mission. Allen (2014) reviewed the case study of MGM Grand
Hotel and Casino in Las Vegas, Northrop Gruman Corporation, and Enclos Construction.
Each organization used corporate universities, which helped with employee development,
engagement, retention, and business growth. The corporate universities helped the
organizations in the talent management process. The study conducted by Allen (2014)
was helpful for my research because the results contributed to a body of knowledge about
strategies used to attract and develop individuals for the workforce. The study results
provided IT managers with new approaches to attract and develop employees. The
implementation of a corporate university is expensive. However, the returns on the
investment could benefit the organization and the employees.

Exposure of college students to the workplace before graduation is used by some
organizations to attract potential hires. According to Gentelli (2015), university-industry
relationships are increasing. There are a variety of formats for implementing university-
industry relationships, including partnerships, preparation for the workforce, and research
and product development. The Centre for Forensic Science at the University of Western
Australia conducted a study that included integrating industry professionals in the college
classroom to expose students to the workplace culture (Gentelli, 2015). The research

study's findings indicated that the students valued learning opportunities from
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professionals in their field of interest and recognized the importance of a link between
industry and universities. The work-integrated learning environment provides
opportunities for professionals to prepare students for the workforce.

Ensuring that college graduates possess the required skills for the workplace is a
goal for colleges and universities. According to Tran (2016), university-industry
collaborations equip the workforce and bring the workplace into the classroom.
Equipping students entails acquiring the skills required to secure and retain careers (Tran,
2016). Producing graduates who possess the skills needed to obtain sought-after jobs may
increase retained employees and reduce employee turnover. University-industry
collaborations benefit organizations and participating students.

Relationship of This Study to Previous Research

The purpose of this qualitative, multiple case study was to explore technology-
focused strategies that IT managers use to attract and retain IT professionals to meet the
needs of a technology-driven workforce. During the literature review, | identified themes
that determine IT managers' strategies to impact employee retention and reduce turnover
positively. A detailed analysis of the topics included (a) high-tech software to attract
high-potential job candidates, (b) employee retention and talent management, (c)
employee retention strategies, and (d) the impact of technology on the economy. Several
researchers used TTF as the conceptual framework (Chung et al., 2015; Gerhart et al.,
2015; Huang & Chuang, 2016; Khan et al., 2018; Tam & Oliveira, 2016). These studies
supported my research because | explored strategies to attract and retain high-tech

employees. In each study, the findings indicated that when the assigned task matched the
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technology used, employee performance was positively impacted and may encourage
continued use of the technology. There is a positive correlation between successful
employee performance and employee retention.

Kim and Ausar (2018) and Park et al. (2014) used TAM, while To et al. (2018)
and Bach et al. (2016) used PU as the conceptual framework in their studies. The studies
proved that the increased use of technology positively affected employee engagement and
retention. The studies supported my research because | explored technology-focused
strategies for attracting and retaining high-tech professionals.

Technology usage has become a norm in recruiting high-tech professionals, and
several researchers conducted studies that examined technology usage as attraction and
retention strategies (Dutta, 2014; Lowman, 2016; Stone et al., 2015; Upadhyay &
Khandelwal, 2018). Recruitment and retention of high-tech professionals are critical for
high-tech organizations (Harden et al., 2018). Zylka and Fischbach (2017) and Kim et al.
(2014) conducted studies about the impact of organizations failing to retain high-
performing employees. Technology usage has become a significant driver in the high-
tech workforce, and | explored technology-focused strategies used to attract and retain
professionals for the high-tech workforce. These studies supported my research because
the findings indicated that technology usage increased engagement, decreased turnover,
and helped to improve employee retention.

My research aimed to explore strategies used to attract and retain high-tech
employees. In a study to examine strategies for attracting and retaining workplace talent,

Lowman (2016) noted that employee engagement decreases turnover and improves
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retention rates. Approaches to increase employee retention include considering
employees' career goals and daily work expectations, providing training programs and
employee recognition, and encouraging employee involvement in organizational
decision-making (Luscombe et al., 2013). An approach to increase retention of IT
professionals is to provide a hybrid career development path. This hybrid approach gives
professionals the freedom to choose a career path (Biron & Eshed, 2017). According to
Biron and Eshed (2017), the hybrid system may allow IT professionals to achieve career
fit and decrease employee turnover (Biron & Eshed, 2017). These studies supported my
research study because the findings provided strategies to decrease employee turnover
and improve retention rates. To reduce employee turnover rates and increase retention,
organizations must provide a clearly defined path for development.
Transition and Summary

Section 1 of this study contained information about strategies used by high-tech
organizations to attract and retain highly skilled IT professionals. Components of this
section included the background of the problem, the problem statement, the purpose
statement, the nature of the study, the research question, interview questions, conceptual
framework, operational definitions, assumptions, limitations, delimitations, and
significance of the study. The academic and professional literature review includes the
conceptual framework for the study. The two conceptual frameworks to inform this study
are Goodhue’s (1995) task-technology fit theory (TTF) and Davis’ (1989) perceived

usefulness (PU) theory, a component of the technology acceptance model (TAM).
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Section 2 includes details about how I conducted the study. Information in this
section consists of the purpose statement, the role of the researcher, participants, research
method and design, population and sampling, ethical research, data collection technique,

data organization techniques, data analysis, and reliability and validity.
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In this study, I explored technology-focused strategies that IT managers used to
attract and retain IT professionals to meet the needs of a technology-driven workforce. |
collected data from IT managers from five high-tech organizations in Atlanta, Georgia.
The participating managers had implemented strategies to attract and retain IT
professionals. Data collection methods included interviews, document reviews, and a
demographics questionnaire. Section 2 of the study consists of (a) purpose statement, (b)
role of the researcher, (c) participants, (d) research method and design, (e) population
sampling, (f) ethical research, (g) data collection instruments, (h) data collection
techniques, (i) data organization techniques, (j) data analysis techniques, and (k)
reliability and validity. Section 3 provides the findings of this study and details of the
application to professional practice and implications for change.

Purpose Statement

The purpose of this qualitative multiple case study was to explore technology-
focused strategies that IT managers used to attract and retain IT professionals to meet the
needs of a technology-driven workforce. The specific population for the study was IT
managers from five high-tech organizations in Atlanta, Georgia, who had implemented
strategies to attract and retain highly skilled IT professionals for the high-tech workforce.
The potential social change impact of this study includes benefiting the economy in the

local community by keeping the IT professionals employed.
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Role of the Researcher

The researcher is instrumental in data analysis and data collection in a qualitative
study (Clark & Vealé, 2018). The researcher collects data in the natural environment of
the study participants and presents assumptions and reasons for selecting the research
topic (Clark & Vealé, 2018). The researcher ensures that the study is beneficial, identifies
risks to research participants, and provides confidentiality and anonymity to research
participants (Roth & von Unger, 2018). Additionally, researchers ensure that participants
receive ethical, respectful treatment without exploitation (Emanuel et al., 2016).
According to Sutton and Austin (2015), the researcher explores the research participants'
thoughts and feelings to understand how and why certain behaviors exist. As the
researcher in this study, | was responsible for data collection and analysis and minimizing
bias. | have prior experience with the topic because | worked as an IT professional in a
major corporation and at a small, private firm in Atlanta, Georgia. | worked as an
undergraduate STEM instructor in Atlanta for over 20 years. | witnessed high-tech
undergraduate students accept employment within high-tech firms and switch companies
within three years. | did not have a personal or professional relationship with study
participants before they agreed to participate.

The Belmont Report includes guidelines for ensuring the protection of human
subjects. The basic ethical principles of the Belmont Report are (a) respect for persons,
(b) beneficence, and (c) justice (The National Commission for the Protection of Human
Subjects of Biomedical and Behavioral Research, 1979). To ensure adherence to the

guidelines of the Belmont Report, | provided study participants with details about the
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study. According to Pacho (2015), the informed consent process includes providing study
participants with study details to decide about participation. | obtained approval to
conduct the study from the Walden University Institutional Review Board (IRB). Each
study participant received an emailed informed consent form, explaining the purpose,
benefits, risks, and conditions for voluntary participation or non-participation. Study
participants electronically signed and returned the document to indicate consent. The
consent form stated the voluntary nature of the research and included the options to
accept or decline the invitation. | used an interview protocol containing open-ended,
predetermined questions (see Appendix A). The use of the interview protocol helped
ensure consistency in question delivery and responses and limited the flexibility of the
interviewer (Alsaawi, 2014). Adhering to an interview protocol is critical in research
because it helps minimize interviewer effects and helps to ensure unbiased results
(Ngongo et al., 2015).

Bias may impact research outcomes. According to Fusch and Ness (2015), both
the researcher and the study participants can introduce bias into the study. Bias exists in
all research, and it impacts the validity and reliability of the findings (Smith & Noble,
2014). According to Fusch et al. (2018), removing all bias is impossible. To mitigate bias
in this study, | interviewed multiple study participants from five high-tech organizations
who shared the characteristics required for study participation. | used an interview
protocol with open-ended questions to guarantee consistency and minimize bias. |

continued to collect data until I reached the saturation point when there was no new
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information. | used member checking by allowing study participants to review the
transcripts to ensure that their views had been correctly interpreted and presented.
Participants

The sampling method selected for this study was nonprobability sampling.
Nonprobability sampling is defined as selecting participants in a nonrandom manner from
a target population (EI-Masri, 2017). The participants all shared the specific
characteristics of (a) being employed as an IT manager in a high-tech Atlanta, Georgia,
organization, (b) having the job responsibility of making decisions about the use of
technology in the organization, and (c) being experienced with implementing successful
strategies to attract and retain high-tech employees. | was responsible for gaining access
to study participants because | was the sole researcher in the study.

| required strategies to gain access to participants. Hgyland et al. (2015) stated
that gaining initial access to participants and maintaining participant access during the
study can be challenging. To gain access to the study participants, I identified five high-
tech organizations in Atlanta. The organizations were determined based upon
recommendations from colleagues and high-tech organizations that have established
recruiting relationships within my place of employment. | had no working relationship
with the hiring organizations. | selected study participants based on their IT manager role
in a high-tech organization in Atlanta, Georgia. | obtained permission to conduct the
study from the Walden University IRB and the human resources departments at the
research sites. According to Boddy (2016), the smallest acceptable sample size of a

qualitative case study is a sample size of one. Marshall et al. (2013) stated that adequate
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sample size and data saturation are connected. According to Burkholder et al. (2019),
three to four cases are sufficient in a multiple case study. | intended to limit this study to
four high-tech organizations. However, my sample included one IT manager from each of
the five high-tech organizations. The sample size was appropriate because there was
enough data for reliable analysis and reporting. Data saturation is evident when the
sampling techniques result in redundant data. | conducted interviews until I received
redundant responses from the participating IT managers.

Barriers may exist when establishing a working relationship with participants due
to their hesitancy to fully engage in the study. Rowe (2016) stated that participants might
be cautious because the study may not address current issues. Participants may be critical
of existing practices without providing suggestions for improving the current setting
(Rowe, 2016). Open communication is key to meeting the needs of the participants and
the researcher. To gain access to potential research participants, | contacted the referrals
received from colleagues. | communicated with the individuals who served as the
recruiting liaison and the central point of contact for the IT managers of the potential
high-tech organizations. | worked to remove any barriers by establishing a working
relationship with participants. According to Thurairajah (2019), the qualitative researcher
needs to develop a relationship with study participants to gather data. To establish a
working relationship with potential participants, | provided a consent form. | gave a
detailed explanation of the study's goals and ensured the confidentiality and privacy of
participants. | informed participants about my background and familiarity with this

research topic. I provided open communication, addressed the concerns of participants,
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and discussed the impact of attraction and retention strategies and how the results of this
study may benefit IT managers.
Research Method and Design

The research method and design provided a framework for conducting the study.
A research methodology is a strategy used by the researcher to find or solve a problem
(Jamshed, 2014). The research methodology selected should address the research
question and increase the likelihood of gaining in-depth information about the research
topic (Dresch et al., 2015). Kothari (2004) stated that the research method selected should
be based on the research goals. The research method defines the techniques used to
conduct research; the research design provides evidence for the study (Kothari, 2004). 1
examined available approaches to select the best research method for this study.
Method

| explored three research methods: quantitative, qualitative, and mixed methods.
According to Choy (2014), there is not a definitive best approach due to the strengths and
weaknesses of the methods. | chose the qualitative research approach for this study after
examining the characteristics of each approach.

Quialitative research is an in-depth exploration of a phenomenon in its natural
context (Moser & Korstjens, 2017). According to Park and Park (2016), qualitative
research emphasizes using observation and interpretation for discovery, based upon
research questions, through field research in a natural setting. Qualitative research
methods apply when a researcher seeks to understand individuals' actions and behaviors

and understand a topic from participants' perspectives (Rosenthal, 2016). The qualitative
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research method was appropriate because | conducted an in-depth exploration of the
study phenomenon in a real-life setting. | gained the perspectives of IT managers by
discussing the impact of the attraction and retention strategies they used, and | analyzed
their interpretations of why they applied specific actions and behaviors.

According to Thurairajah (2019), the qualitative researcher needs to develop a
relationship with study participants to gather data. | provided open communication and
addressed the concerns of participating IT managers. | assured the participants that the
research findings would be presented as attraction and retention tools. Qualitative
research includes various sources of data, such as interview transcripts, newspaper
articles, questionnaires, diaries, videos, or field observations (Castleberry & Nolen,
2018). Qualitative data can help researchers understand and explain the reasons behind
attitudes and behaviors (Lauri, 2019). | selected qualitative research because | utilized
interviews to gather data.

| considered conducting a quantitative study. The goal of quantitative research is
to quantify a theory or a problem (McCusker & Gunaydin, 2015). Quantitative
researchers gather numerical data to establish correlations between variables and
outcomes (Choy, 2014). Qualitative researchers test statistical significance to reject the
null hypothesis and verify the study's findings (Trafimow, 2014). I did not choose the
guantitative research method because I did not collect numerical data. Because | did not
emphasize the statistical analysis of variable relationships, | concluded that the study did

not warrant a quantitative approach.
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Mixed-methods researchers combine quantitative and qualitative research
techniques in a single study to add reliability and significance to study outcomes
(Ivankova & Wingo, 2018). Also known as a multistrategy research, mixed-methods
research features both quantitative and qualitative components (Stahl et al., 2019), which
allows it to provide a better understanding of the study phenomenon (McChesney &
Aldridge, 2019). Mixed-methods research includes answerable information using
qualitative and quantitative methods (McChesney & Aldridge, 2019). The mixed-
methods research was not ideal for this study because there were no numerical factors to
quantify. Because the study involved a phenomenon in a natural setting, needed an in-
depth exploration, and did not include statistical data, | chose the qualitative research
method.

Research Design

| chose a multiple case study design for this study. A case study is an intensive
study about a person, a group of people, a thing or other entity. The researcher asks open-
ended questions and examines in-depth data to gain insight and understanding of a
phenomenon in the natural setting (Heale & Twycross, 2018). Case study researchers
may build theory, add detail to theory, and investigate a real-life phenomenon without
controlling conditions within a certain environmental context (Ridder, 2017). In the case
study design, the researcher acts as an instrument in gathering information within the
environment being studied (Alpi & Evans, 2019). Case study research provides a detailed
analysis of the experience of study participants in a specific context (Pacho, 2015). A

multiple case study design is applicable when more than one case will provide a better
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understanding of the phenomenon being investigated (Heale & Twycross, 2018). The

multiple case study design was appropriate for this study because | used more than one
case to explore the many aspects of attraction and retention strategies used by IT
managers, within the bounds of five high-tech organizations, in Atlanta, Georgia. Besides
the case study design, | considered ethnography and phenomenology.

The ethnographic researcher becomes a participant in the environment to
understand the environment's culture, practices, and experiences (Simpson et al., 2014).
Ethnographic researchers immerse themselves within a setting to understand the
behaviors of the individuals within the environment (Brown, 2014). Ethnographic
researchers spend extended periods within the environment to learn from the experiences
of the individuals in the setting (Palmer et al., 2018). The focus of my study was to
explore technology-focused strategies that IT managers used to attract and retain IT
professionals and not to study a cultural group in the organization. Additionally, the study
of technology-focused strategies did not require me to immerse myself in the
environment during the study. Therefore, | did not select an ethnographic design for the
research.

A phenomenological researcher describes how humans experience a phenomenon
(Sousa, 2014). Phenomenological studies involve the exploration of the primary
significance of an encounter shared by individuals in a specific setting (Hancock &
Algozzine, 2017). According to Wilson (2015), phenomenological researchers interpret
the meaning of the experience of individuals who have lived the phenomenon. I did not

select phenomenological design because the focus of my study was on strategies used to
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attract and retain highly skilled IT professionals. The focus of the research was not on the
participants’ experiences. Because | used more than one case to investigate the many
aspects of attraction and retention strategies used by IT managers, | chose the multiple
case study design.

Data saturation is an important research component and is a goal of the qualitative
researcher. According to Fusch and Ness (2015), failure to achieve data saturation
negatively impacts the quality of the research and the validity of study findings. Because
research study designs vary, there is no universal guideline to determine when data
saturation has been reached (Fusch & Ness, 2015). Data saturation occurs when
additional data collection results in no new information being collected (Saunders et al.,
2018). According to van Rijnsoever (2017), to achieve data saturation, data collection
and analysis should continue until no new concepts materialize. The researcher attains
data saturation when the results are capable of a degree of generalization (Boddy, 2016).
Data collection persisted until saturation occurred when | received redundant responses
from the IT managers.

Population and Sampling

A population is a group of individuals who share characteristics of interest and is
the subject of and is the primary source of data for a study (Asiamah et al., 2017). The
target population for the study was limited to IT managers from five high-tech
organizations in Atlanta, Georgia. The IT managers used technology-focused strategies to
attract and retain high-tech employees. Like Naqgvi and Bashir (2015), the target

population included experienced managers of IT departments who used attraction and
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retention strategies for highly skilled IT professionals. According to Asiamah et al.
(2017), IT managers could support the research study's most accurate information.
Therefore, the population of IT managers was selected for the study.

Sample selection and size strengthen a study and determine whether research
questions are answerable (Shorten & Moorley, 2014). The two main types of sampling
techniques are probability sampling and non-probability sampling. With probability
sampling, every element in the population has an equal chance of being included in the
sample (Wilson, 2014). According to Shorten and Moorley (2014), the random selection
of study participants occurs with probability sampling. Samples selected using
probability samplings are representative of the population (EIfil & Negida, 2017).
Probability sampling techniques were not chosen because probability sampling results in
numeric data, and there were no numerical factors to quantify in the study. Additionally,
the participants for this study were not randomly selected, and all participants shared the
specific criteria for participation. The sampling method chosen for this study was a non-
probability sampling technique.

Nonprobability sampling is nonrandomly selecting participants from a target
population (EI-Masri, 2017). The probability of participant selection is not calculable.
Nonprobability sampling is a technique that does not give all participants in a population
an equal chance of being included in the study (Etikan, 2016). For nonprobability
sampling, either the researcher determines the participants for the study or the
participants self-select for inclusion in the study (Link, 2018). Self-selection can

positively impact the study by reducing the time required to gather participants and may
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increase the willingness of participants to add insight into the study (Sharma, 2017).
According to Shorten and Moorley (2014), two qualitative sampling approaches include
(a) convenience and (b) purposive/judgmental.

Convenience sampling is a nonprobability sampling technique. Convenience
sampling occurs when the researcher's homogeneous target population is easily
accessible (Etikan, 2016). The physical location of the target population is in the desired
geographic location, and participants are readily available and willing to participate in the
study (Etikan, 2016). Convenience sampling is quick, inexpensive, and convenient
because the participants are selected based on accessibility, location, and availability
(EIfil & Negida, 2017). Convenience sampling is subject to selection bias because the
researcher's participants are self-selected or chosen based upon researcher-defined
characteristics (Etikan, 2016). Emerson (2015) stated that convenience sampling helps
the researcher to obtain the desired study participants and can easily influence the study
outcome because of the similar nature of the study participants. The researcher and study
participants introduce bias in a study. The researcher must be aware of their perspective
and the participants' views (Fusch & Ness, 2015). Bias may occur because self-selected
participants may distort the data (Sharma, 2017). The target population in convenience
sampling may not represent the population (Etikan, 2016; Sharma, 2017).

Purposive sampling, also known as judgmental sampling, is a nonrandom
sampling technique in which the number of study participants is not set (Etikan, 2016).
After the purpose of the research is determined, a predetermined target group is selected,

and the size of the sample depends upon the targets of the study (Apostolopoulos &



67

Liargovas, 2016). Like convenience sampling, the target population in purposive
sampling depends upon the judgment and selection of the researcher. According to Setia
(2016), the researcher deliberately selects research participants to answer the research
questions in purposive sampling. Because the researcher chooses the research population,
purposive sampling is subject to bias (Sharma, 2017). Purposive sampling provides
various non-probability sampling techniques to justify researcher generalizations from
the sample in the study (Sharma, 2017). Purposive sampling was suitable for this study
because | explored technology-focused strategies that IT managers used to attract and
retain IT professionals. | selected a pre-determined target population of participants who
shared the specific characteristics of (a) being employed as an IT manager in a high-tech
Atlanta, Georgia organization, (b) having the job responsibility of making decisions
about the use of technology in the organization, and (c) experienced with implementing
successful strategies to attract and retain high-tech employees.

There are no clear standards for sample size in qualitative research (Marshall et
al., 2013). Etikan (2016) stated that there is no set number of study participants in
purposive sampling. The size of the sample, in purposive sampling, is based on the
targets of the research (Apostolopoulos & Liargovas, 2016). Similarly, sampling size is
irrelevant with a multiple case study design because sampling logic is not used (Yin,
1994). According to Cleary et al. (2014), the qualitative researcher can justify the sample
size based on quality data and use the participants the data represents. According to
Malterud et al. (2016), the targeted sample size depends on the aim of the study. A

comprehensive study with a broad aim requires a larger sample size (Malterud et al.,
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2016). A narrow study aim will need the researcher to limit the number of eligible study
participants (Malterud et al., 2016). General guidelines for a multiple case study design
exist; however, there is no set range for the number of samples (Marshall et al., 2013).
The adequate sample size connects to data saturation when the sampling techniques result
in redundant data (Marshall et al., 2013). For this study, I utilized five high-tech
organizations, with one IT manager in each organization. The selection process of
participants in this study depended upon participants all sharing the specific
characteristics of (a) being employed as an IT manager in a high-tech Atlanta, Georgia
organization, (b) having the job responsibility of making decisions about the use of
technology in the organization, and (c) being experienced with implementing successful
strategies to attract and retain high-tech employees. Interviews continued until I received
redundant responses from the IT managers as data saturation had occurred.
Ethical Research

Researchers must protect research participants and safeguard the study's integrity,
value, and validity. Resnik (2015) defined ethics as guidelines for conduct that
differentiate between standard and nonstandard behaviors. According to Kendall and
Halliday (2014), aspects of ethical research include informed consent, minimizing harm,
and privacy and confidentiality.

Research participants should be informed about the risks and benefits of a
research study. The standard rule is a rule of ethics that requires researchers to inform
human subjects before participating in research and provides research participants the

right to freely withdraw from the study without penalty (Ross, 2019). Informed consent is
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a legal, ethical, and regulatory requirement for research (Grady, 2015). The informed
consent process includes providing study participants with participation details (Pacho,
2015). According to Pacho (2015), factors of the study include an explanation of the
purpose, benefits, risks, and conditions for voluntary participation or non-participation in
the study.

| obtained approval to conduct the study from the Walden University IRB. I
emailed each study participant an emailed informed consent form, which explained the
purpose, benefits, risks, and conditions for voluntary participation or non-participation in
the study. Study participants electronically signed and returned the consent document to
consent to the study. The consent form included the voluntary nature of the research. The
consent form informed participants of the options to accept or decline the invitation.
Participants were able to express the desire to withdraw from the study, at any time, by
sending a notification email to me.

Incentives are monetary or non-monetary gifts provided to participants for
participating in a study. Research studies indicate that offering incentives produces higher
participation rates (Kelly et al., 2017). Kelly et al. (2017) experimented with testing the
impact of incentives on willingness to participate in a qualitative interview. The
researchers used motivation categories of no incentive, non-monetary incentives, and
monetary incentives. The study findings indicated that financial incentives resulted in a
greater willingness to participate than the other types of incentives (Kelly et al., 2017).

However, | did not provide a monetary incentive to participants.
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| was responsible for protecting research participants. Emanuel et al. (2016)
outlined seven principles to safeguard research participants: (a) social value, (b) scientific
validity, (c) fair subject selection, (d) favorable risk-benefit ratio, (€) independent review,
(F) informed consent and (g) respect for the enrolled subject. The study has social value
because it offers insight on how to improve the well-being of the target population and
provides strategies to keep highly skilled IT professionals employed. The findings of this
study may contribute to scientific validity by adding to the body of knowledge about the
technology-focused methods that IT managers used to attract and retain highly skilled 1T
professionals. The target population was limited to IT managers from five high-tech
organizations in Atlanta, Georgia, who used technology-focused strategies to attract and
retain high-tech employees. The purpose of the population restriction was to ensure fair
subject selection. The risk-benefit ratio of the study was favorable because the burden of
participating in the research was minimal for the target population due to the use of
qualitative interviews.

The study was subject to independent review to confirm that the research satisfied
the seven ethical principles outlined by Emanuel et al. (2016). The Walden University
IRB provided permission to conduct the study before | began. Participants gave informed
consent by agreeing to the outlined conditions: (a) they have the mental capacity to self-
authorize participation in the study, (b) they fully understand all aspects of the study, (c)
they will receive full disclosure of all facts regarding study participation and study risks,
and (d) they understand that participation is voluntary and know the methods to end study

participation. | maintained the confidentiality of the participants. | informed participants
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the research findings and were allowed to voluntarily end study participation. In January
2017, | completed the National Institutes of Health’s Office of Extramural Research’s
web-based training course, “Protecting Human Research Participants,” to assure that the
ethical protection of participants was adequate and to ensure that | was knowledgeable
about the principles of the Belmont Report. The certificate of completion for the course is
included in Appendix B.

Adequate ethical protection of participants is the responsibility of the researcher.
The researcher must ensure participants' safety, rights, and welfare (Grady & Faucy,
2016). Virtues that contribute to participant protection include: (a) integrity, (b)
trustworthiness, (c) discernment, (d) conscientiousness, (e) compassion, and (f)
intellectual honesty (Grady & Faucy, 2016). | informed participants of any bias, notified
the IRB of potential conflicts of interest, demonstrated trustworthiness by accurately
recording and reporting responses, and provided honest, detailed study findings.

The data retention plan includes protecting the rights of participants. Providing
storage for all signed consent forms and study artifacts for five years in Google Drive is a
component of the data retention plan. Google Drive is password-protected and encrypted
using Secure Socket Layer (SSL). After five years, data destruction will occur. The data
retention plan will follow the requirements outlined by Walden University.

Confidentiality is a core tenet of research ethics (Surmiak, 2019). According to
Grossoehme (2014), the researcher should ensure that research participants remain
anonymous and that the privacy of participants’ data is maintained. Researchers are

obligated to safeguard entrusted information to protect participants and prevent harming a
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specific community's reputation (Turcotte-Tremblay & Mc Sween-Cadieux, 2018). The
linkage of information to participants increases the risks to participants (Francis &
Francis, 2014). | used nonidentifiable code implementation to protect the names of
individuals or organizations and keep the participants and organizations confidential.
Access to identifiable information was limited to me.
Data Collection

Instruments

Accurate data collection is a fundamental component of qualitative research
(Ranney et al., 2015). The U.S. Department of Health and Human Services (2019) noted
that data collection is the process of gathering and measuring information to answer
research questions accurately. In qualitative studies, the researcher is responsible for
evaluating and interpreting what is observed (Sanjari et al., 2014). Clark and Vealé
(2018) also noted that the researcher is the primary instrument used for data collection
and analysis in qualitative research. As a qualitative researcher, | was the primary data
collection instrument. My primary data collection technique was semistructured
interviews, and the secondary data collection technique was document review.
Semistructured interviews include using an interview protocol with predetermined
questions and allow for follow-up questions (Grossoehme, 2014). | used the interview
protocol (see Appendix A) while conducting the semistructured interviews. The interview
protocol helped me to understand the experiences of research participants who used
attraction and retention strategies with highly skilled IT professionals. According to

Castillo-Montoya (2016), the interview protocol is a systematic approach to interviewing,
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which can be used as a checklist to ensure that all essential questions that align with the
study are addressed. | used the interview protocol to guide the interviews because it
contained open-ended, pre-determined questions related to my research. The use of the
interview protocol limited my flexibility in questioning participants and helped to ensure
that | was consistent in question delivery (Alsaawi, 2014). The essential components of a
data collection protocol include: (a) developing a collection strategy, (b) identifying the
sampling population, and (c) obtaining the detailed data in a reproducible manner
(Ranney et al., 2015).

Cypress (2017) noted that reliability and validity often refer to quantitative
research. Bolarinwa (2015) defined validity in quantitative research as the degree to
which an instrument measures what it claims to measure and defines reliability as the
degree to which the results are reproducible. Leung (2015) stated that validity is the
appropriateness of the tool for the study related to the research question, design,
sampling, data analysis, results, and conclusions for the framework. In quantitative
research, dependable data collection that is reproducible and consistent will produce
repetitive outcomes (Ellis, 2018). According to Cypress (2017), validity and reliability
apply to quantitative research, and the qualitative equivalent is trustworthiness. The
methodologies, criteria, and terminology used in quantitative and qualitative research
differ (Cope, 2014). According to Cope (2014), rigor and validity are the frames of
reference for quantitative research, and trustworthiness and credibility are the frames of

reference for qualitative research. The truth value of qualitative research is
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trustworthiness (Cope, 2014). Quality, authenticity, and truthfulness in findings are terms
used to refer to trustworthiness (Cypress, 2017).

Connelly (2016) noted that credibility is equivalent to internal validity in
quantitative research. According to Thomas (2017), member checks enhance the
credibility or validity of research findings. Member checking allows study participants to
review the researcher’s interview interpretations to ensure accuracy (Lo, 2014).
According to Korstjens and Moser (2018), member checking strengthens the data because
respondents and participants can confirm that views have been correctly interpreted and
presented. | employed member checking before publishing the research findings to
enhance the study's credibility. I used member checking by re-interviewing study
participants. Using the interview protocol helped to ensure consistency in question
delivery. I confirmed that I correctly interpreted and reported the responses provided
during the initial consultation during the follow-up interviews. I did not need to modify
the transcripts to gain approval from participants.

Data Collection Technique

Interviews, focus groups, and observations are standard techniques for qualitative
data collection (Halcomb, 2016). According to Grossoehme (2014), researchers conduct
semistructured interviews using an interview protocol, which includes predetermined
questions and allows for follow-up questions. According to Wilson (2016), the guiding
questions used with semistructured interviews help to keep the conversation on track.
Interviews can be conducted in various formats, including face-to-face, electronically, or

over the telephone (Wilson, 2016).
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To determine the appropriateness of interviews for this qualitative study, I
researched the importance of the interview setting to interview outcomes. Dawson et al.
(2017) conducted a study to determine if the physical setting of an interview impacted the
willingness of participants to disclose information. The research findings indicated that
larger open spaces promote openness during interviews (Dawson et al., 2017). Interviews
are the most common form of data collection in qualitative research (Jamshed, 2014). An
interview involves a one-to-one conversation between the research participant and the
investigator, who questions and controls the discussion (Nyumba et al., 2018). According
to Abbe and Brandon (2014), the interviewer should establish rapport with the
participants to positively impact interviewing and enhance the interviewees' openness.
Face-to-face interviews help prevent misunderstandings and ensure privacy (Hilgert et
al., 2016). Interviewers should conduct interviews in a private setting to ensure privacy
and avoid interference with interviewees' responses (Mneimneh et al., 2015). The four
types of qualitative interviews are: (a) structured, (b) semistructured, (c) unstructured,
and (d) focus group discussions (Alsaawi, 2014). The researcher uses an interview
protocol in a structured interview. A structured interview includes a set of strict,
predetermined questions (Grossoehme, 2014). Structured interviews are focused and are
used to ensure consistency in question delivery and responses and limit the flexibility of
the interviewer (Alsaawi, 2014). Semistructured interviews are conducted using a
predetermined interview protocol and follow-up questions (Grossoehme, 2014).
According to Alsaawi (2014), the open-ended questions used in semistructured

interviews enable the interviewee to provide detailed responses. Unstructured interviews
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are informal conversational, and the interviewer does not use predetermined questions
(Jamshed, 2014). The interviewer immediately generates questions in unstructured
interviews (Jamshed, 2014). A focus group is a group interview or collective
conversation that consists of 6 to 8 homogeneous participants, selected using purposive
sampling (Ryan et al., 2014). The researcher facilitates the discussion between study
participants in a focus group (Nyumba et al., 2018). The focus group facilitator uses
open-ended questions to gather detailed responses from participants (Rosenthal, 2016).
Focus groups provide data that relies on group interactions to answer the research
questions for the study (Rosenthal, 2016). The semistructured interview was the chosen
data collection technique for my research. | used pre-determined, open-ended questions
to receive detailed, one-on-one responses from study participants.

| conducted semistructured interviews using an interview protocol (see Appendix
A). To access the study participants, | identified IT managers from five high-tech
organizations in Atlanta. | contacted the referrals received from colleagues. |
communicated with the individuals who served as the recruiting liaison and the central
point of contact for the IT managers of the potential high-tech organizations to explain
the purpose of the research study and request access to IT managers. | selected study
participants based on their role as IT managers in a high-tech organization in Atlanta,
Georgia. | obtained permission to conduct the study from the Walden University IRB. |
emailed each study participant an emailed informed consent form, which explained the
purpose, benefits, risks, and conditions for voluntary participation or non-participation in

the study. To consent to the study, study participants electronically signed and returned
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the consent portion of the form. The consent form included information about the
voluntary nature of research participation and the right to accept or decline the invitation.
Once | received consent from the participants and permission from the Walden
University IRB, | scheduled the virtual interview times with each research participant.
There are advantages and disadvantages associated with conducting interviews for
data collection. According to Wilson (2016), face-to-face interviews enable the
researcher to monitor each participant's body language and facial expressions. There are
advantages of semistructured, face-to-face interviews. According to Mclntosh and Morse
(2015), non-verbal communication is possible with semistructured interviews.
Additionally, the interviewer may clarify questions (MclIntosh & Morse, 2015). Non-
verbal communication provides clues to the researcher regarding the participant's comfort
level in responding to the type of research questions included in the study. The personal
interaction between the researcher and the study participant, in a face-to-face interview,
may have the contrasting effects of increasing the comfort level of the study participant
with the researcher or may lead to the discomfort of the study participant with the
researcher (Rahman, 2015). Additionally, face-to-face interviews may lead to response
bias and increased anxiety among research participants due to the researcher's presence
(Rahman, 2015). According to Brown (as cited in Alshengeeti, 2014), a summary of the

advantages and disadvantages of interviewing is provided in Table 1.
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Table 1

Advantages and Disadvantages of the Interviewing Approach

Advantage Disadvantage
High return rate Time-consuming
Fewer incomplete answers Small scale study
Can involve reality Never 100% anonymous
Controlled answers Potential for subconscious bias
Relatively flexible Potential inconsistencies

Note. | prepared this table using information from Alshengeeti (2014).

As shown in Table 1, Alshenqgeeti (2014) noted that face-to-face interviews might
lead to the subconscious bias of research participants. Fusch and Ness (2015) remarked
that both the researcher and the study participants introduce bias in the study. The
researcher must be aware of their perspective, as well as the views of the participants
(Fusch & Ness, 2015). Member checking reduces the potential for researcher bias (Birt et
al., 2016).

To reduce researcher bias in this study, | used member checking. Member
checking consists of verification and review of transcripts by study participants of the
accuracy of the researcher’s interpretation of the interview results (Varpio et al., 2017).
According to livari (2018), it is common to involve study participants after data
collection to check the researchers’ interpretation, correct errors, and reassess their

viewpoints. Participants must verify the accuracy of the researcher’s understanding of the
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interview results and review the data analyses to validate the researcher’s interpretations
of the study findings (Varpio et al., 2017). Member checks help establish the
trustworthiness of research findings by requesting the perspective of study participants
and allowing the researcher to interpret participants' experiences (Kornbluh, 2015). The
process allows study participants to confirm the accuracy of responses included in the
study (Birt et al., 2016). The goals of member checking are to correct errors and eliminate
misrepresentation of research findings. The member checking process helped to confirm
the accuracy of the participants’ responses and provided trustworthiness to my study
findings. Member checking and document review were techniques selected to assist in
data triangulation.

| used document review as a secondary method of data collection to aid in
triangulation in my research. According to Zeegers and Barron (2015), triangulation
attempts to gain more than one perspective on the study. With triangulation, researchers
validate study findings and lessen biases in a single study (Bowen, 2009). There are
several steps involved in the iterative document analysis process.

| used document review to evaluate documents to contribute to the trustworthiness
of a research study. O’Leary (2014) provided a detailed checklist for document analysis,
depicted in Figure 2. When planning to conduct document analysis, | requested the
participants to give printed or online materials that they have used to attract and retain IT
professionals. Although participants did not provide company-related documents to
support the study, some participants directed me to online resources used by their

organization to attract and retain high-tech personnel. | analyzed the online resources and
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organized them based on the related themes of the content. | reviewed the materials to
determine whether bias existed from the perspective of the resources' creators and the
researcher's interpretation. | thoroughly examined the resources and decided the purpose
of each text's materials and messages. | did not need additional documents at this stage,
and | did not repeat the previous steps. In the final phase of the iterative cycle, | began the
data analysis process.

Figure 2

Steps to Conducting Document Analysis

Plan the
document
types to be

used.

Analyze the Gather the
data. documents.

Document

Analysis

Reflect on
the process Review the
and modify documents.
as needed.

Interrogate
the
documents.

Note. Created by this researcher based on the essential guide to doing your research

project (O’Leary, 2014).
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According to Rich (2019), document analysis is a systematic process of finding,
selecting, reviewing, and interpreting documents to discover meaning related to the
research problem. Documents are pre-produced texts that the researcher did not generate,
and the researcher’s role is to gather, review, and analyze the documents (O’Leary,
2014). Document review is a universal data collection approach, and materials, such as
institutional records and public documents may be used as secondary data for the study
(Cleland, 2017). The goal of document analysis is the understanding of the contents of
the document through a detailed examination of the record (Gorichanaz & Latham,
2016). According to Siegner et al. (2018), document analysis provides background
information and study credibility and brings additional information to the study.
Document review and semistructured interviews were the selected data collection
techniques for this study because they allowed data collection to support the research
question.

Data Organization Techniques

According to Broman and Woo (2018), consistency is the first rule for data
organization. Franklin et al. (2018) stated that a systematic approach to the organization
would help to ensure consistency across multiple data sites. With a consistent
organization approach, differences in research results will be related to the participants
and not to the process (Franklin et al., 2018). Techniques to protect participants' identities
include using pseudonyms instead of naming participants and replacing identifiable
information with numbers (Saunders et al., 2015). To remove identifiers from research

participants and locations, | used the pseudonym RESP for each respondent, followed by
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the sequential participant response order. The identities of individual participants and the
location sites of the study were not shared. | used the consent form to receive permission
to audiotape each participant's interview. According to Widodo (2014), transcribing
interviews is a qualitative research activity. Software, such as NVivo, may be helpful in
logically organizing semistructured interview data (Young et al., 2018). NVivo can be
used to classify, sort, and organize interview transcripts (Sotiriadou et al., 2014). | used
NVivo software as a tool to organize data. | will ensure data security by storing all signed
consent forms and study artifacts for five years in Google Drive. Google Drive is
password-protected and encrypted using Secure Socket Layer (SSL). After five years of
retention, data destruction will occur. The data retention plan will follow the
requirements outlined by Walden University.
Data Analysis Technique

Thematic analysis (TA) is a conventional data analysis technique in qualitative
studies (Castleberry & Nolen, 2018). According to Crowe et al. (2015), TA enables the
researcher to capture meanings within the data, and it usually involves interviews as a
data collection technique. TA can be used to analyze data sets that vary in size and the
types of data samples (Clarke & Braun, 2017). It is a flexible data analysis strategy used
to interpret and identify patterns and themes in qualitative data (Maguire & Delahunt,
2017). TA ends when the researcher identifies themes that represent prominent patterns
in the data (Richards & Hemphill, 2018). According to Clarke and Braun (2017), themes

provide the structure for classifying and reporting the researcher’s observations. They
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define a theme as a recurring feature in the data set that captures essential information
concerning the research question. According to Braun and Clarke (as cited in Maguire &
Delahunt, 2017), there are 6-steps to conducting thematic analysis, included in Figure 3.
Figure 3

Six Steps to Conducting Thematic Analysis

Step 1: Become
familiar with the data.

Step 2: Generate
initial codes.

Step 6: Write-up.

Step 5: Define

themes. Step 3: Search for
themes.

Step 4: Review the
themes.

Note. Created by this researcher based on concepts in Doing a thematic analysis: A
practical, step-by-step guide for learning and teaching scholars (Maguire & Delahunt,
2017).

Figure 3 illustrates the six steps to conducting a thematic analysis. | used the
thematic approach to analyze the data. After collecting the data by conducting interviews,
I began the first phase of thematic analysis, familiarizing myself with the data (Maguire
& Delahunt, 2017). | listened to the recording of each interview and transcribed the

results using the audio transcription tool in Zoom. Next, I continuously reviewed the
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transcripts to understand each participant’s responses. | considered the common phrases
and terms that | heard participants say. According to Nowell et al. (2017), repeated
reading of the data while searching for meanings and patterns will help the researcher to
become immersed in the data. When the researcher becomes immersed in the data, it is
possible to identify and record data features related to the research question (Clarke &
Braun, 2014). I immersed myself in the data by repeatedly reviewing the interview
transcripts to ensure that | was knowledgeable about the content of the data. Once the
data were transcribed, |1 used member checking to verify with participants that my
interpretations were accurate. | repeated this process until all participants approved my
interview interpretations. Next, | generated codes from the analyses.

| reviewed the repeated transcript phrases and developed a code for the common
terms. Coding is a popular data analysis technique used to denote what is presented in a
portion of text and may take the form of numbers, a word, short phrases, or mnemonics to
summarize the data (Glaser & Laudel, 2013). The purpose of coding is to sort and
organize data to find relationships between data that have similar meanings and to assist
the researcher in determining the derived meaning from the data as it relates to the
research question (Stuckey, 2015). Clark and Vealé (2018) noted that summarizing the
data without losing the meaning of the original transcript is the goal of coding. Coding,
which was once a manual process, can now be efficiently managed using qualitative data
analysis software (Chowdhury, 2015). There are a variety of software packages that
researchers use to organize data. NVivo is the QDAS software that | used to manage the

data from my interviews.
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| used the QDAS software, NVivo, to assist with data analysis to code the data.
According to Leitch and Oktay (2016), QDAS can be useful for entering, coding,
organizing, and importing data. Cypress (2019) stated that using QDAS saves the
researcher time and provides increased flexibility. QDAS allows the researcher to
manage data more efficiently. Using NVivo assisted me in identifying themes that were
related to the research topic. According to Chowdhury (2015), the software cannot
analyze or interpret the data, and the researcher is responsible for deciphering meaning
from participants' narratives (Chowdhury, 2015). After identifying the themes, | reviewed
the ideas to confirm a fit between the identified themes and the research topic. I
continued with the thematic analysis approach and wrote the report.

The final phase of TA involves writing the analysis results by reporting on the
themes identified during the previous 5 phases. Although stage 6 is the writing of the
report phase, writing is a fundamental component of TA, which begins before stage 6
(Braun et al., 2016). According to Braun et al. (2014), writing the report involves the
researcher providing details about the data and making an argument to answer the
research question. To increase the validity of the information and to assist in validating
the themes chosen for the study, researchers should use quotes from the study participants
(Nowell et al., 2017). According to Nowell et al. (2017), submitting the report analyses to
study participants will ensure the accuracy of views and interpretations. To write the
report, | included the details of the previous steps of TA, and | incorporated member
checking to allow participants to confirm the accuracy of my interpretations. Researchers

use TA to understand an organization or group, and the findings of the analysis may be
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used as tools for decision-makers to make interventions (Wang et al., 2018). | used TA to
understand strategies used by IT managers to attract and retain high-tech employees. The
findings of this study may assist IT managers in developing or adopting strategies to
attract and retain high-tech employees. | used interviews to collect data and follow the
sequential TA process.
Reliability and Validity

Reliability

Reliability is the degree to which the research study results are reproducible
(Bolarinwa, 2015). According to Ardhendu (2014), the focus of reliability is to minimize
errors and biases in the study. To prove the research'’s reliability and enable other
researchers to replicate the research procedure, the researcher must document the
research process in the final report (Ardhendu, 2014). Quantitative researchers apply
statistical methods to establish the reliability and validity of research findings (Noble &
Smith, 2015). Qualitative researchers design strategies to ensure the trustworthiness of
research findings (Noble & Smith, 2015). Trustworthiness is related to a qualitative
research study (Ellis, 2016). Cope (2014) noted that trustworthiness is the truth value of
qualitative research. To ensure the study's reliability and trustworthiness and enable other
researchers to replicate the research, | documented all steps of the research procedure.
The quality criteria for all qualitative research include dependability, credibility,

transferability, and confirmability (Korstjens & Moser, 2018).
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Dependability

In qualitative research, dependability refers to research findings that are consistent
and documented (Moon et al., 2016). Dependability is confirmation that data analysis and
research design align (Korstjens & Moser, 2018). Hagood and Skinner (2015) noted that
dependability is an agreement between data collection methods, research objectives,
setting, and artifacts. According to Tong and Dew (2016), researchers achieve
dependability when the process is logical and transparent. To ensure dependability, the
researcher must provide an audit trail, which includes detailed documentation of the
research process and the decisions made during the research (Korstjens & Moser, 2018).
To ensure the dependability of the study findings, | provided an audit trail, which
included detailed documentation of the research process and the decisions made for this
study. During the follow-up interview with study participants, | employed member
checking to correctly interpret and report the responses provided during the initial
consultation. I also used the interview protocol to ensure consistency in question delivery
with each study participant. Because all participants were asked the same questions with
the interview protocol, the dependability of my interpretations was strengthened when
participants provided similar responses.

Credibility

Validity is the degree to which an instrument measures what it claims to measure
(Bolarinwa, 2015). According to Korstjens and Moser (2018), credibility is equivalent to
internal validity. Credibility is confidence in the trustworthiness of the research results,

based on the experiences of study participants (Hagood & Skinner, 2015). Research
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findings are authentic when the results are reproducible and replicable (Mendes-Da-Silva,
2019). Credibility is an alignment between the research design, the data, and the accuracy
of the research findings (Ellis, 2018). A study has credibility if the results can be trusted
(Tong & Dew, 2016). According to Korstjens and Moser (2018), member checking and
triangulation are strategies used to ensure credibility. To ensure the study's credibility, |
guaranteed that study participants met the criteria for study participation. I conducted
semistructured interviews, which allowed me to ask open-ended questions and allowed
study participants to add additional information that I may have omitted. After the initial
consultation, I employed member checking by following up with study participants. I
allowed the study participants to confirm that I correctly interpreted and reported the
responses provided by participants during the initial interview.

Member checking is a technigque used to establish validity (Brear, 2019).
According to Solomon and Amankwaa (2016), member checking is essential for
establishing credibility. Member checking strengthens the data because study participants
can ensure that views have been correctly interpreted and presented (Korstjens & Moser,
2018). According to Miles et al. (2014), member checking may help identify errors in
data representation and researcher bias. | used member checking to ensure the accuracy
of research participants' views.

Triangulation is a process of using multiple data collection techniques and data
sources to create a comprehensive understanding of the phenomenon (Ellis, 2018).
According to Ellis (2018), triangulation allows for comparing, contrasting, and verifying

the findings. This strategy usage tests the validity of results by merging information from
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different sources (Carter et al., 2014). Triangulation increases validity and reliability by
strengthening research findings and reducing the risk of false interpretation (Mishra &
Rasundram, 2017). Triangulation is also a strategy used to reduce the effect of researcher
bias (Gunawan, 2015). According to Fusch and Ness (2015), both the researcher and the
study participants introduce bias into the study. However, it is impossible to remove all
bias (Fusch et al., 2018). Triangulation can increase the credibility and validity of study
results by overcoming the deficiencies of single-method studies (Mishra & Rasundram,
2017). To increase the reliability and validity of the study, | used triangulation.
Triangulation was evident because | conducted semistructured interviews with multiple
study participants. | compared the consistency of the participants’ responses. | reduced
the risk of false interpretation by implementing member checking by allowing study
participants to review the interview interpretations after the initial interview. I also
conducted document analysis by requesting the participants to provide printed or online
materials used to attract and retain IT professionals. Although participants did not
produce company-related documents to support the study, some participants directed me
to online resources used by their organization to attract and retain high-tech personnel. |
analyzed each online resource provided.
Transferability

Transferability is the ability of the researcher to connect the research findings to
the theory and apply the results of the study to other settings (Hagood & Skinner, 2015).
Transferability is evident when non-participants find the results meaningful and relate the

study results to their own experiences (Cope, 2014). Tong and Dew (2016) asserted that
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transferability is evident when the findings are relevant to other contexts. A strategy to
facilitate transferability is providing extensive details about the study to non-participants
(Solomon & Amankwaa, 2016). Providing comprehensive information to non-study
participants will assist in making decisions about the applicability of the findings to other
settings (Solomon & Amankwaa, 2016). The dissemination of the research findings to IT
managers, not included in the study, will ensure that transferability has been attained and
can inform about successful strategies to attract and retain skilled professionals for the
high-tech workforce. The sharing of research with personnel in colleges and universities
who want to increase university-industry collaborations and guarantee that college
graduates possess the high-tech skills needed for the labor force may increase the
transferability of the study.
Confirmability

Confirmability is evidence that the findings of the study lack researcher bias
(Hagood & Skinner, 2015). Hagood and Skinner (2015) stated that the results are the
participants' reported experiences. There are several components to establishing
confirmability. To determine confirmability, include triangulation, provide an audit trail
of research activities, and develop a reflexive journal (Solomon & Amankwaa, 2016). A
reflexive journal includes detailed entries about the researcher’s decisions, perspectives,
and beliefs during the research process (Solomon & Amankwaa, 2016). Because the
researcher’s views can impact the research study, integrating reflexive journaling is an
activity to legitimate and validate the research procedure for the study (Mortari, 2015).

According to Tong and Dew (2016), researchers achieve confirmability when links exist
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between the findings, interpretations, and data. A relationship should not exist between
the researcher and the data (Tong & Dew, 2016). To minimize bias and achieve
confirmability, | included the following activities in the research process: triangulation,
an audit trail, and reflexive journaling. | used triangulation by conducting semistructured
interviews with multiple study participants to compare the data's consistency and reduced
the risk of false interpretation by implementing member checking through follow-up
meetings with research participants after the initial interview. I also conducted document
analysis by requesting the participants to provide printed or online materials used to
attract and retain IT professionals. | provided an audit trail, which included detailed
documentation of the research process and the decisions made for this study. | used a
reflexive journal to keep track of my actions and decisions during the data collection
process. | also used a reflexive journal to record my ideas and uncover any personal
biases that impacted the research outcomes.

Data saturation is an iterative data collection and analysis process that continues
until no new information or themes emerge from the data (Cook et al., 2016). Data
saturation is evident when no further data collection or analysis is needed (Saunders et
al., 2018). Nelson (2017) stated that the researcher must provide evidence of reaching
data saturation. According to Fusch and Ness (2015), failing to achieve data saturation
impacts the quality and validity of the research. To reach data saturation, | conducted
semistructured interviews with one IT manager in each of five high-tech organizations

until I received redundant interview responses.
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Transition and Summary

Section 2 of this study contained information about the purpose of my research.
Components of this section included the role of the researcher, participants, research
method and design, population sampling, ethical research, data collection technique, data
analysis technique, and reliability and validity. | explained why | selected qualitative
multiple case studies to explore technology-focused strategies used by IT managers to
attract and retain high-tech employees. | explained why purposive sampling with
semistructured interviews was appropriate for this study. Section 3 includes the purpose
of the study, the presentation of research findings, and the application of results to the
professional practice of IT. This section also contains implications for social change,
recommendations for action and further research, reflections, and a conclusion to the

study.
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Section 3: Application to Professional Practice and Implications for Change

In Section 1, I introduced the background of the problem, stated the problem and
purpose of the study, described the nature of the study, stated the research and interview
questions, provided an overview of the conceptual framework, discussed the significance
of the study, and reviewed the academic and professional literature. Section 2 included
details of how I conducted the research and what role | took as the researcher. | described
the participants, the research method and design, the population and sampling, and data
collection, organization, and analysis techniques. | also discussed the reliability and
validity of the study. In Section 3, | present the research findings and discuss their
applicability to the professional practice of IT. The section also includes a discussion of
implications for social change, recommendations for action and further research,
reflections, and a conclusion to the study.

Overview of Study

The purpose of this qualitative multiple case study was to explore technology-
focused strategies that IT managers used to attract and retain IT professionals to meet the
needs of a technology-driven workforce. | collected data from semistructured interviews
with IT managers from five high-tech organizations. One IT manager from each
institution represented one case study. | performed member checking with the five
participants to ensure that their views were correctly interpreted and presented; each
participant reviewed my account of their interview for accuracy. The IT managers who
participated in the study were responsible for making decisions about technology usage

and had experience with implementing successful strategies to attract and retain high-tech



94
employees. The TTF theory and PU component of TAM served as the conceptual

framework for the study. I drew the conceptual framework from TTF and PU because |
analyzed employee retention strategies that capitalize on the implementation of best-
suited technologies to impact user performance and retention positively.

The primary data collection techniques included semistructured, recorded
interviews via the videoconferencing application Zoom and document review. | followed
an interview protocol that included predetermined questions and allowed for follow-up
questions. | used document review as a secondary method of data collection to aid in
triangulation. Although participants did not provide company-related documents to
support the study, some participants directed me to online resources used by their
organization to attract and retain high-tech personnel. | transcribed the interviews using
the audio transcription tool in Zoom and coded and analyzed them using NVivo. | used
TA to analyze the data. The themes that emerged from the data include four strategies to
attract and retain employees: (a) using high-tech tools and alternative methods, (b)
employing talent management techniques, (c) amplifying organizational culture, and (d)
safeguarding employee well-being. The themes and subthemes that emerged from
participants' responses align with the conceptual framework, TTF theory and the PU
component of TAM, and articles from the professional and academic literature review.
They indicate the approaches used by study participants to attract and retain highly

skilled IT professionals for the high-tech workforce (see Table 2).
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Table 2

Number of Participants and Document References for Each Theme

Major theme No. of participants  No. of references
Using high-tech tools and alternative 5 40
methods
Employing talent management techniques 5 39
Amplifying organizational culture 5 36
Safeguarding employee well-being 5 15
Total 130

Presentation of the Findings

This study's central research question was, What technology-focused strategies do
IT managers use to attract and retain highly skilled IT professionals in a high-tech
workforce? | conducted semistructured interviews via Zoom to collect data. The
participants included five IT managers from five high-tech organizations who shared the
specific characteristics of (a) being employed as an IT manager in a high-tech
organization, (b) having the job responsibility of making decisions about the use of
technology in the organization, and (c) having experience with implementing successful
strategies to attract and retain high-tech employees. I collected information from industry
documents and researched resources used by participants to support their responses
during data collection. I used NVivo to classify and analyze the collected data. To

remove identifiers from research participants and locations, | used the pseudonym RESP
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for each respondent, followed by the sequential participant response order. During data
analysis, | used the conceptual framework, which consisted of Goodhue's (1995) TTF
theory and Davis' (1989) PU component of the TAM. Four main themes and 10
subthemes emerged from the data collection.

The primary themes that emerged during my interviews with the five IT managers
were using high-tech tools and alternative methods, employing talent management
techniques, amplifying organizational culture, and safeguarding employee well-being.
The themes surfaced during the analysis of responses from the interviews. | used three
approaches to analyze the data to achieve data triangulation. I used NVivo to code and
analyze the data from the five semistructured interviews. | implemented member
checking by allowing study participants to validate the consistency of their recorded
responses, and | conducted document analysis by reviewing the online resources that
study participants used to attract and retain IT professionals. The study's findings
highlight the IT managers' effective strategies to attract and retain highly skilled IT
professionals for the high-tech workforce.

Theme 1: Using High-Tech Tools and Alternative Methods

One theme that emerged from the data analysis was using high-tech tools and
alternative methods as attraction and retention strategies. The use of technology in the
recruitment process has transformed the hiring approaches used by organizations to
acquire new talent. In an aggressive market for highly skilled candidates, technology is a
driving force in expanding the global reach of organizations. All study participants

indicated that technology usage is a recruitment strategy employed by their respective
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organizations. Organizations use tools to form connections and build relationships with
applicants while increasing awareness of the company brand. Many organizations use
social networks to create a social presence and attract candidates (Jones, 2016). RESP 1,
2, 4, and 5 discussed adopting social media platforms and other web-based resources for
recruitment purposes. RESP 3 discussed using specific open-source technologies to
attract high-tech professionals to increase worldwide accessibility to qualified personnel.
Many organizations have embraced various new technologies to market the company's
brand to attract employees and gain a competitive advantage. The responses of all
participants support the first theme: using high-tech tools and alternative methods (see
Table 3).

Table 3

Number of Participants and Document References for Theme 1: Using High-Tech Tools
and Alternative Methods

Major theme and subtheme No. of participants No. of references

Using high-tech tools and 5 130

alternative methods

Social media (subtheme) 5 9

Other technologies (subtheme) 5 12

Alternative methods 5 16
(subtheme)

Total 37
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The IT managers in the study emphasized their reliance on high-tech tools and
traditional methods to attract and retain highly skilled IT professionals. The integration of
social media in the attraction and recruitment process has transformed the methods used
by employers and applicants to interact (Blacksmith & Poeppelman, 2014). Using new
tools provides global access for employers and candidates to potential hires and new
career opportunities. According to Stone et al. (2015), interactive technologies should
help organizations attract applicants and positively impact the motivation levels of
potential hires to apply for jobs. The interactive technologies used by study participants
include social networking sites, employment websites, employment search engines,
employer-review websites, and e-learning platforms. The IT managers also used the
traditional methods of internal hiring and employee referrals to attract IT professionals.
According to Bolles (2016), employers use the conventional resume to determine a
candidate's job skills, and 70% of employers use Google search engines to determine the
candidate's ability to relate to others by evaluating the applicant's people skills and
exploring the applicant's online social presence. To increase the potential of selecting the
right IT professionals for available positions, the study participants used a variety of
strategies to improve the efficiency of the employer evaluation process.

The two conceptual frameworks used to inform this study were Goodhue's (1995)
TTF theory (TTF) and Davis' (1989) PU component of the TAM. The responses of the IT
managers to the interview questions reflected the technology-focused and alternative
strategies used by the IT managers to attract and retain highly skilled IT professionals for

the high-tech workforce. Goodhue (1995) defined TTF as how technology fits the needs
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of a user in completing a job. Saadé and Bahli (2005) defined PU, an independent

component of TAM, as the extent to which a user believes that utilizing a specific
application will increase job performance. | combined TTF theory with PU to explore
employee retention strategies that capitalized on the best-suited technologies.
Subtheme 1: Social Media

One of the subthemes of using high-tech tools and alternative methods that
emerged from the data analysis was using social media to attract and retain IT personnel.
Social media can be a valuable tool for companies to implement to satisfy the labor force
needs of the organization. According to the Society for Human Resource Management
(SHRM, 2017), 84% of organizations in the United States use social media for
recruitment. Most employers, 54%, expect potential candidates to have a social media
presence (Society for Human Resource Management, 2015). According to Deans and
Tretola (2018), from 2011 to 2016, many organizations began to adopt social media
platforms because of the increased awareness of the value of social media technology to
the industry. LinkedIn was the most used social media platform among participants in
this research study. This finding is consistent with the literature that indicates that
LinkedIn is the most widely used professional social media website with over 332 million
members in over 200 countries, as of 2015 (Bohmova, 2016). Recruiters use LinkedIn to
search for potential candidates and verify details provided by candidates (Koch et al.,
2018). Twitter, a primary social networking site, is also used by employers to screen
employees. According to Rosen et al. (2018), Twitter is the second-ranked social media

website globally, and it is one of the top 12 most visited websites in the world. Research
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indicates that organizations can learn about a candidate's personality and assess hireablity
by screening an individual's profile (Rosen et al., 2018). RESP 1, RESP 2, and RESP 4
discussed using LinkedIn in various methods.

RESP 2 and RESP 4 said they use LinkedIn to post job advertisements. When
asked about the technology-focused strategies used to attract and retain IT professionals,
RESP 4 discussed a bidirectional relationship between potential candidates and his
organization. They source many potential candidates on LinkedIn. RESP 4 mentioned
that his organization receives recommendations and internal referrals from potential
candidates. RESP 4 stated that they advertise on LinkedIn and leverage advertisements
and other experiential opportunities to get the organization’s name out there.

Similarly, RESP 2 mentioned that his organization posts on LinkedIn, Jobvite,
Glassdoor, and other websites to leverage social media networking connections.
Organizations must now embrace various new technologies to market the company's
brand to attract employees and gain a competitive advantage. According to Whysall et al.
(2019), firms must devote time to promoting their employer brand to attract diverse,
potential employees and reflect what the organization aims to become. When discussing
technology-focused strategies, the participants did not differentiate between social media
and employment websites to attract and retain IT professionals. RESP 1 and RESP 5 both
confirmed the use of Indeed.

RESP 1 stated that to recruit top IT professionals, the organization has added to
the standard approach of posting traditional ads in the newspapers and job openings on

the websites by looking at third parties, like Indeed, Facebook, and Twitter. Research
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studies indicate that online job seekers differ from traditional job seekers based on
education, skills, and socioeconomic status (Campos et al., 2018). According to Koch et
al. (2018), traditional recruitment does not provide unlimited access to the global pool of
potential job applicants (Koch et al., 2018). In a recent study, Moseson et al. (2020)
found that online recruitment removes barriers and allows recruiters to identify a larger
candidate pool, reducing recruitment time and costs. Shifting the recruiting paradigm to
utilize online resources allows for greater geographic diversity. According to Campos et
al. (2018), using online resources decreases the search costs for organizations and
expands the reach to a larger audience. Limiting the number of applicants for potential
career opportunities can lead to the recruitment of the wrong candidate and create
expenses for the organization (Koch et al., 2018). RESP 5 stated that the organization
publishes positions on the company's internal website and in Indeed and similar websites.

The literature supports social media as an attraction and retention strategy.
According to Jones (2016), organizations use social networks to create a social presence
and attract candidates. Many organizations have transformed recruitment by using social
media to recruit applicants using their social media profiles (Blacksmith & Poeppelman,
2014). Social media screening can increase the chances of a potential candidate getting
hired (Rosen et al., 2018). The participants can connect with potential candidates using
social media.

The subtheme, use of social media as an attraction and retention strategy, aligns
with the conceptual framework used to inform this study, which consisted of Goodhue's

(1995) TTF theory and Davis' (1989) PU component of the TAM. IT managers used
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technology-focused strategies, such as social media to attract high-tech employees.
According to Davis et al. (1989), PU may influence the use of technology. PU relates to
technology-focused strategies to attract and retain high-tech professionals because high-
tech software attracts high-potential job candidates. The study participants used a variety
of technological advancements to form connections between employers and employees.
Subtheme 2: Other Technologies

One of the subthemes of using high-tech tools and alternative methods that
emerged from the data analysis was using other technologies to attract and retain IT
personnel. Organizations use tools to form connections and build relationships with
applicants while increasing awareness of the company brand. According to Phillips-Wren
et al. (2016), there is a growing need for cost-effective acquirement processes to hire new
employees. In addition to the more popular social networking sites such as LinkedIn,
Twitter, and Facebook, other technologies were often used to attract high-tech personnel.

Huang and Chuang (2021) noted that employment websites are popular tools for
online recruitment. These websites are helpful for employers because this resource
provides the management of job postings and candidate information. Additionally,
employment websites save money for organizations and help expand the global reach for
finding candidates that fit the organization's needs. RESP 1 and RESP 5 discussed the use
of websites that assist in matching the skills of potential candidates with available
positions needed within their organizations. RESP 1 uses AccessDubuqueJobs.com, an
employment website that local employers use to post jobs, manage applications, and

attract potential candidates. RESP 1 and RESP 5 use Indeed. Indeed is a worldwide
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employment search engine that organizations use to recruit potential candidates. RESP 5
stated that in addition to Indeed, his organization publishes job openings on the
organization's corporate website.

RESP 2 and RESP 4 use Glassdoor, an employer-review website that employers
use to attract and recruit top talent. Placing job advertisements is why RESP 2 and RESP
4 use Glassdoor. Employers and job candidates alike utilize Glassdoor. According to
Marinescu et al. (2021), online reviews publicize employers' reputations. Potential
candidates can learn more about hiring organizations, and employers can promote their
business and interact with potential candidates. Research studies indicate that 83% of job
candidates read online employer reviews and decide to pursue opportunities based on the
organization's reputation (Marinescu et al., 2021). The employer's reputation can impact
the ability to attract personnel. RESP 2 uses Jobvite to post positions. Jobvite is a cloud-
based recruiting software provider that integrates with various apps, including LinkedIn,
Facebook, Twitter, and Indeed.

In addition to LinkedIn, RESP 4 uses the following technologies to attract high-
tech personnel: Fishbowl, Best Places to Work, Skills Testing, HackerRank, and
Interview Science. Fishbowl, acquired by Glassdoor in September 2021, is a social media
platform of verified professionals that allows individuals in the same industry to connect
and collaborate (Glassdoor, 2021). According to Lunden (2021), Fishbowl, a standalone
app with 1 million users, will enable customers to provide anonymous feedback about
employers and search for jobs. RESP 4 explained how the organization uses Fishbowl

and Best Places to Work as attraction resources:
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We leverage advertisements and other sorts of experiential opportunities to get

our name out there. Things like Best Places to Work and responding to messages

on Fishbowl. Those things keep people aware of the value of working at this

company. So that's what we leverage from an attraction standpoint.

Best Places to Work. The Glassdoor Employees' Choice Awards for the Best
Places to Work is a webpage ranking the top companies based on anonymous company
reviews from company employees. Employees provide their opinions about their
employers, and they share whether they would recommend their employer as a
workplace. According to Glassdoor, the following eight workplace attributes are rated in
the review: overall company rating, career opportunities, compensation and benefits,
culture and values, senior management, work-life — balance, recommend to a friend, and
six-month business outlook. Glassdoor's Economic Research Team uses its proprietary
awards algorithm to ensure data integrity in the rating process (Glassdoor, 2021).

HackerRank. According to Maguire et al. (2017), HackerRank is an online
system organizations use to recruit programmers and test their programming skills.
HackerRank provides a subscription service that assists companies in sourcing, screening,
and hiring high-tech personnel (Maguire et al., 2017). HackerRank allows subscribers to
solve problems in a variety of Computer Science domains. The system sponsors
hackathon competitions, and participants can earn money and connect with hiring
organizations. Additionally, participants can learn new programming techniques and
access programming tutorials. RESP 2 and RESP 4 referenced skills testing as a strategy

to attract high-tech employees. According to RESP 2, his organization incorporates
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prerequisite skills testing based on the level of employment or the type of position.
HackerRank is used by RESP 4 to implement code testing for potential software
engineering clients or candidates. This organization uses various software tools to keep
the interview process standardized and efficient.

InterviewScience. InterviewScience is an e-learning course designed to assist
customers in preparing for interviews by mastering body language utilizing neuroscience
research, interactivity, and gamification (interviewscience.com). Olive Learning and
InterviewBuddy.com have partnered together to provide this service.
InterviewBuddy.com offers on-demand, virtual face-to-face mock, recorded interviews
with industry leaders and allows participants to review the recorded video. Clients may
benefit from InterviewBuddy.com because it simulates a live interview and provides the
tools to help participants improve their interviewing skills. According to Stone et al.
(2015), gamification may allow for increased levels of interpersonal intervention and
enhance the effectiveness of e-learning and e-training. According to Dale (2014),
organizations that implement gamification seek to understand and influence desired
behaviors in employees. By participating with InterviewBuddy.com, industry experts
gain access to potential candidates and introduce their organization to potential
employees. As an attraction strategy, some organizations use gamification to engage
candidates and introduce them to the organization's culture to validate company fit
(Gupta et al., 2018). Gamification, which simulates a competitive, on-the-job experience,

effectively attracts and retains talent (Lowman, 2016). InterviewScience is a valuable tool
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for employers and applicants to assess whether the organization or position is a good fit
and improve their interviewing skills.

The literature supports using other technologies as an attraction and retention
strategy. According to Onley (2016), smaller, less traditional sites emerge as alternative
solutions for attracting potential hires and building relationships with candidates. Study
participants used employment websites, employer-review websites, employment search
engines, online systems, and an e-learning course as attraction strategies. As a selection
strategy, technology usage improves the efficiency of the employer evaluation process
and increases employer control (Berkelaar & Buzzanell, 2014). Technology-enabled
practices assist employers in choosing the best candidate for the job. The participants can
connect with potential candidates using social media.

The subtheme, other technologies as an attraction and retention strategy, aligns
with TTF and PU. IT managers used technology-focused strategies, such as employment
websites, search engines, employer-review websites, recruiting software, apps, online
courses, and other technologies to attract and retain high-tech employees. According to
Davis et al. (1989), perceived usefulness may influence the use of technology. PU relates
to technology-focused strategies to attract and retain high-tech professionals because
high-tech software attracts high-potential job candidates. The study participants used the
technologies mentioned earlier to promote their organizations, expose potential
candidates to potential work environments, assess and develop the skills of potential

employees, and create connections between employers and potential employees.
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Subtheme 3: Alternative Methods

Alternative methods of attracting and retaining IT personnel is a subtheme that
emerged from using high-tech tools and alternative methods from the data analysis. The
use of technology in the recruitment process has modified the approach used by many
organizations. Nonetheless, non-technical recruitment methods have proven successful in
this time of reliance on technology. According to Stone (2017), university job fairs are a
valuable source for potential IT candidates. Kunttu (2017) indicated that employers
benefited from university-industry collaborations. Allen (2014) conducted a study to
explore the implementation of corporate universities for talent management. In the
research findings, none of the participants discussed university job fairs, university-
industry collaborations, or corporate universities as alternative methods to attract and
retain IT professionals. Three of the participating IT managers used employee referrals to
attract IT professionals. According to Cairns (2015), internal candidates staffed 65% of
all job openings through employee referrals. The literature supports the decision to use
referrals as an attraction strategy.

It is common for organizations to hire new candidates from current employee
referrals (Ekinci, 2016). In addition to saving recruitment money by using referrals,
organizations have automatic access to candidates. According to Pieper et al. (2019),
referral hiring is a good business decision. Referral hiring introduces potential candidates
to the organization and the organizational culture based on employees' perspectives.
According to Burks et al. (2015), referred applicants are more likely to maintain

employment with the organization, reduce recruitment costs, have higher productivity,
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and produce positive profits for firms. Burks et al. (2015) stated that referred workers
yield 21% to 39% higher earnings than non-referred workers. When asked about
alternative methods to attract IT professionals, RESP 2, RESP 3, and RESP 4 shared
similar insights. RESP 2 shared that exploring employee referrals is an essential strategy
for his organization. RESP 2 stated that who the candidate knows is not as important as
who knows the candidate. RESP 2 explained that having someone to vouch for a
potential candidate makes it easier to bring the candidate into the organization. RESP 2
further explained that technical aptitude and a good organizational fit are essential
strategies. According to the literature, candidates' behavioral and technical competencies
are equally important (Whysall et al., 2019). Therefore, the literature affirms that
managers must seek more than just technical knowledge to attract IT professionals
successfully.

According to RESP 3, passive referrals are essential to their organization. If the
candidate is a good fit for the organization, the organization will attempt to hire the
candidate, whether seeking an employment opportunity or not. Maurer (2015b) stated
that though challenging to recruit, passive candidates are desirable because they appear to
be the best-qualified candidates because of their success in their current jobs. RESP 3
noted:

But, if we get a candidate, whether they apply directly to us or through the

referral, or if we came across the candidate at tea, a party, or bar or something, if

this candidate is a good candidate, and sometimes, they may not be looking for a
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job, we will go out of the way to interview that candidate and see if we can hire

the person.

RESP 3 expressed that pursuing passive referrals is the best way to recruit great
talent. He further explained that one of the big recruitment channels for his organization
is a reference. RESP 3 believed that if the people working for his company like the
company and admire the organization's culture, they will reach out to their friendship
circle or their friends' circles. RESP 3 continued that when employees reach out to their
friendship circle or friends' circles, they will recommend their employer to the circles for
consideration, which keeps the potential candidate from going through the vendor or the
external hiring process. RESP 3 stated that this method keeps recruitment open 24 by
seven by 365, and it has always worked for his organization.

RESP 4 explained that his organization receives numerous internal referrals for
potential candidates. He noted that the recruiting team leverages the organizations’
networks within LinkedIn. According to RESP 4, the recruiting team can bring in new
people who have their networks. Then, the company utilizes those networks to expand
and find additional people. RESP 4 stated that the basis of this practice is that great
quality candidates tend to hang out with other great quality candidates or have worked
with other great quality candidates in the past, so, there is a network effect when hiring
new people. RESP 4 explained that this process allows his organization to source and
meet new people. He stated that it provides the opportunity to vet those potential people
within the network and utilize the consultant, who may have been a candidate in the past,

as vouching capability. RESP 4 indicated that if the prior consultant speaks favorably
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about the organization, validation from a trusted source is more valuable than any
advertisement that the organization could run or any tool that the organization could use
to attract people. RESP 4 acknowledged that the recruiting team attempts to source from
existing consultants and leverage their networks to expand the organizational reach.
RESP 4 rationalized that employee referrals are always a good way to attract people.
Once hired, the expectation is that the newly hired person will probably hang out with
people who have similar characteristics to what they possess. The belief is that if the
organization likes the newly hired person, there is a good chance that the organization
will also appreciate the friends of the recently employed individuals.

RESP 4 expounded that this process demonstrates that utilizing the network effect
and social networking apps, like LinkedIn, from a professional standpoint to try to source
people, may produce successful outcomes for the organization and referred candidates.
According to the literature, the head of global employer branding and recruitment at
Salesforce implements the practices used by RESP 4. The individuals that Salesforce
desires to hire are generally in their employees’ networks (Maurer, 2015b). Salesforce
has integrated technology into the referral process by utilizing an app to allows
employees to submit and track referrals. The organization administers a real-time online
employee referral community, which has benefitted Salesforce, with a 50% employee
participation rate (Maurer, 2015b). Salesforce sends recruitment content to candidates to
recruit passive candidates, and the organization hosts networking events to expose

potential candidates to current employees. The networking event helps passive candidates
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to learn about the organization. Recruiting passive candidates and exploring employee
referrals can ease organizations' attraction efforts.

One of the study participants used hiring internal candidates as an attraction and
retention strategy. According to Maurer (2021a), internal recruiting improves retention,
increases employee engagement, and assists managers in quickly redeploying employees
to meet rapidly changing business needs. The literature supports the decision to use
internal candidates. Internal candidates have a productivity advantage over external
candidates because of the firm-specific knowledge, skills, and experience that internal
hires possess (DeVaro et al., 2019). Krell (2015) defined firm-specific skills as the
detailed skills required to succeed in an organization instead of general skills possessed
by most. Internal candidates retain organizational knowledge and perform at an
acceptable level quicker than external candidates (Krell, 2015). Additionally, internal
candidates are already familiar with the organization's culture and may quickly form
connections with other employees.

Organizations that hire internally save recruiting costs by hiring individuals and
have automatic access to candidates. According to Maurer (2015c¢), utilizing the internal
hiring strategy can benefit organizations by increasing employee engagement and
retention and reducing the non-productive timeframe associated with hiring new
candidates. When asked about the recruitment strategy used for IT professionals, RESP 2

stated:
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We typically try to leverage the network within our current employees right there
working at work, with those in the profession. Typically, it is leveraging internal
networks using social media: LinkedIn, Glassdoor, Jobvite.

The literature supports alternative, non-technical methods as an attraction and
retention strategy. Utilizing referrals was emphasized in this study. Maurer (2015a) stated
that referrals are the most valuable external candidates many organizations get. RESP 3
mentioned pursuing a candidate that may not be looking for a job. Passive recruiting is
growing as a strategy that organizations use to recruit potential candidates (Kim, 2020).
Organizations use passive recruiting to actively seek employed candidates to fill vacant
positions within hiring organizations. According to Maurer (2016b), organizations seek
passive candidates already working in a highly skilled area because of their
qualifications. The skills, experiences, career goals, and how the individual fits within the
organization and in the position must be understood when organizations recruit (Maurer,
2016b). The study participants used the strategies of employee referrals and passive
recruiting to attract and retain IT professionals.

The theme, use of alternative methods as an attraction and retention strategy,
aligns with TTF and PU. IT managers used alternative methods, such as employee
referrals and passive recruiting to attract high-tech employees. According to Ekinci
(2016), many organizations hire candidates through employee referrals. This practice has
proven beneficial for organizations that use employee referrals as a screening function.
According to Davis et al. (1989), perceived usefulness may influence the use of

technology. PU relates to alternative methods to attract and retain high-tech professionals
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because hiring managers use a variety of online platforms to pursue active and passive
candidates.
Theme 2: Employing Talent Management Techniques

The second theme from the data analysis was employing talent management
techniques to attract and retain IT professionals. Talent management includes all
activities required to attract, select, develop, and retain employees. According to Feffer
(2015), technological advancements and changes to workforce demographics triggered a
transformation in the traditional methods for talent management. Job seekers expect
instant information, feedback, and a personalized approach, which can be accomplished
by utilizing tools such as social media, job-searching apps, and online communities for
recruiters to share organizational details and connect with candidates. Talent management
practices include attraction, recruitment and selection, training and development,
retention, and talent identification (Gallardo-Gallardo & Thunnissen, 2016). Research
studies have indicated that talent management directly influences turnover intentions and
increases retention rates. According to Pagan-Castafio et al. (2022), an organization’s
approach to talent management should include a balance between the needs of the
organization and the expectations of employees. The three subthemes that emerged were:
(a) incentives, (b) professional development, and (c) recruitment (see Table 4). Talent
management is gaining importance as employers compete for skilled employees to meet
the needs of an evolving workforce (Makarius & Srinivasan, 2017). Attraction and
retention of employees, career advancement, and training are essential strategies used by

study participants. The study participants indicated that talent management is a
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recruitment strategy their respective organizations employ because the implementation of
talent management techniques positively impacts the retention of talented employees.
Table 4

Number of Participants and Document References for Theme 2: Employing Talent
Management Techniques

Major theme and subtheme Source Reference

Employing talent 5 39

management techniques

Incentives (subtheme) 5 10

Professional development 5 17
(subtheme)

Recruitment (subtheme) 5 8

Total 35

The IT managers stressed the importance of talent management to each respective
organization. Talent management is a popular retention strategy for reducing employee
turnover of talented, high-potential, or high-performing employees (Narayanan, 2016).
The COVID-19 pandemic has caused a shift in talent management practices and
highlighted the significance of talent management to meet the needs of employees and
the organization. The pandemic has made investing in employee development and
upskilling and re-skilling employees critical (Maurer, 2021a). The techniques emphasized

by study participants include providing retention incentives, professional development
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opportunities, and recruitment. The study participants used various talent management
techniques to increase the potential of attracting and retaining IT professionals.

TTF and PU align with this central theme of employing talent management
techniques to attract and retain IT professionals. The interview content reflected the talent
management techniques used by the IT managers to attract and retain highly skilled IT
professionals for the high-tech workforce. Goodhue (1995) defined TTF as how
technology fits the needs of the jobs. The participants used online training platforms to
provide technical development opportunities for employees. IT managers used talent
management techniques to attract high-tech employees, such as giving retention
incentives, professional development opportunities, and recruitment. According to Davis
et al. (1989), perceived usefulness may influence the use of technology. PU relates to
employing talent management techniques because the participants used specific
technologies to attract and retain candidates.

Subtheme 1: Incentives

The first subtheme that emerged under employing talent management techniques
was incentives. The COVID-19 pandemic workforce disruption has resulted in many
organizations rethinking strategies to attract and retain key personnel. According to the
U.S. Bureau of Labor Statistics (2021), 4 million Americans quit their jobs in July 2021.
The Great Resignation, the pandemic-related mass workforce exodus, impacted various
industries. According to Maurer and Mirza (2021), 40% of U.S. workers in professional
and business services, including technology, are searching for new career opportunities.

The voluntary workforce departures compelled organizations to raise compensation and
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do more to attract talent (SHRM, 2021a). Providing meaningful incentives can help to
attract and retain IT personnel.

According to Coraggio and Liu (2016), retention incentives infuse satisfaction
and excitement into an organization. Incentives vary across businesses and may include
tuition assistance, leadership opportunities, professional development, and rewards and
recognition. Balakrishnan (2014) indicated that to retain key personnel, IT managers
must provide incentives, salary, motivation, and a supportive environment. All incentives
do not equate to a monetary value. Using a combination of incentives may reassure
employees of how the organization values them. According to Gulati (2016), intangible
benefits, such as flexibility and corporate values aligning with employees’ values, can
increase employee engagement. Expanded employee engagement results in decreased
employee turnover. Non-monetary gifts may include healthcare benefits, recognition,
rewards, and appreciation. Some employers are using benefits to attract and retain
employees.

According to SHRM (2021, some organizations have introduced incentives to
respond to the departure of valuable employees from the workforce. Reduced employee
health care premiums, increased parental leave for childcare, expanded employee
recognition programs, automatic contributions to employees’ 401k plans, flexible
working hours, remote working environment, and increased retirement fund matching are
some efforts implemented to counteract workforce departures (Miller, 2021). The study
participants discussed incentives used by their organization to attract and retain IT

professionals. RESP 2 and RESP 3 discussed the importance of providing a competitive
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salary to employees. RESP 2 includes stock options as an incentive. Except for RESP 3,
all participants offer professional and technical development incentives. RESP 2 provides
educational development incentives. RESP 2 and RESP 3 discussed how their
organizations prioritize work-life balance for employees.

When discussing compensation for new employees, RESP 2 stated that to satisfy
the need for new employees to look for more money, his organization always provides a
salary at or above market value. RESP 2 said that addressing the pay will directly impact
the organization's culture because the money and the culture will help retain employees.
Similarly, RESP 3 stated that to keep great talent and not continuously lose talent to the
market, his organization always pays the market or above market salary. Research
conducted by SHRM indicates that 53% of U.S. workers search for new jobs because of
compensation (Miller, 2021). Lower wages can negatively impact employee productivity
and result in employee turnover. Employee retention largely depends on pay (Michael et
al., 2016). Offering higher salaries can attract top candidates. According to Sammer
(2019), the increased revenue for new hires is a growing trend because top candidates
command higher wages, and the organizations need their talent. To attract and retain key
IT personnel, employers must offer wage-competitive salaries.

The literature supports employing talent management techniques as an attraction
and retention strategy. One technique mentioned in the interviews is providing a
competitive salary, which two study participants emphasized. Monetary incentives can
make employees feel satisfied, boost morale and performance, and prioritize the

importance of employees to the organization (Das, 2020). One study participant indicated
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that getting the pay right will improve employee retention. To retain employees,
organizations must compensate valued employees at or above the industry average
(Michael et al., 2016). Talent management can assist managers in retaining critical
employees.

The subtheme, the use of incentives as an attraction and retention strategy, aligns
with TTF and PU. IT managers used talent management techniques, such as incentives, to
attract high-tech employees. According to Davis et al. (1989), perceived usefulness may
influence the use of technology. PU relates to incentives because incentives are tools to
attract candidates. Once the candidates are employees, they gain access to different
software, various learning opportunities, and professional memberships to help employee
development. The study participants used incentives to leverage software and
development from a retention standpoint.

Subtheme 2: Professional Development

One subtheme of employing talent management techniques from the data analysis
is professional development to attract and retain IT personnel. Training and development
are critical factors that impact employee retention (Mathimaran & Kumar, 2017).
Professional development of high-potential employees is imperative for organizational
success. As a strategy to differentiate themselves and attract skilled talent, organizations
offer training and development (Schlechter et al., 2015). The study participants provided
details about how professional development is used as a talent management technique.
RESP 1 requests all IT members to continue to learn. RESP 2 emphasized the importance

of investing in employees’ skillset by keeping them immersed in cutting-edge technology
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and encouraging them to continue their education by taking advantage of the tuition
reimbursement offered by the organization. RESP 4 discussed the importance of
employees being lifetime learners and the learning opportunities and training resources
available to employees. RESP 5 provides training through self-paced online products to
help prepare for industry exams.

Professional development was not a priority for many organizations during the
pandemic. The COVID-19 pandemic transformed the traditional workplace setting into a
remote working environment. According to Jayathilake et al. (2021), many employees
lacked training and development due to the forced global lockdown. COVID-19 caused a
shift from physical classroom training to an online format. Emerging technologies have
become more crucial for professional development during the COVID-19 pandemic
(Mikotajczyk, 2021). RESP 5 discussed training and development opportunities
guaranteed by his organization as an attraction strength of his organization. According to
RESP 5, the pay discrepancy between his organization and larger companies is drastic.
Therefore, Udemy, an online training platform, is used for technical development.
Udemy, the largest educational online marketplace, was founded in 2010, and it has over
35 million students and more than 57,000 instructors (Mozahem, 2021). RESP 5 stated:

One of the strategies that we use is that we offer training. We purchase an online

product that employees may use at their own pace, at their own time, at home. It

will prepare them for industry exams, and they can take the exam. If they pass the

exam, our organization will pay for the exam, and we will pay for an increase, a
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step increase as well. So that's one of the main strategies that we use to attract

personnel and retain them.

RESP 5 discussed the success that the training program has added to his organization and
for employees. RESP 5 gave an example of one employee hired in the lowest technical
position. The employee advanced through the ranks by engaging in training courses and
passing industry-standard certification exams. The employee increased his salary by
taking advantage of the online training courses.

RESP 1 discussed training and development opportunities provided by his
organization as an attraction strategy. RESP 1 stated that because his company is smaller
in size and unable to pay top dollar, his organization focuses on a professional
development strategy and asks all IT members to continue to learn. RESP 1 stated that
the highest technical positions within his organization are Chief Information Officer
(Cl10), Director of Systems, and Director of Development. He currently serves as CIO.
RESP 1 noted:

We've had four employees that basically kind of rose up. They started as a

Network Administrator, and then they went to a System Engineer. Then they

might have gone to an Application Administrator position, but they couldn't get to

that Director of IT, because there was no vacancy. So, you know the success is
they worked for us for an average of five to six years. Then they parlayed that into

a better position with another company, where now they're running their own IT

departments. We've got five that | could name off the top of my head that really

did a nice job for us. They progressed through the positions that we had available,
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and then they moved on. We still stay in touch. Before COVID, we would get

together once a month. Because what it's helped is we've built this network of our

company's IT alumni. It's paid dividends because we can talk and bounce things

off of each other. For example, we can discuss potential vendors and other
experiences to discover what worked and what did not. So, it's good, because
those people are getting experience outside of our company. It helps us to hear

how other companies are doing it. Just having kind of that sounding board is a

successful piece of it.

Gaining knowledge and skills to increase employability happens through internal
and external organizational activities (Steil et al., 2020). RESP 1 uses opportunities to
learn from former IT employees to benefit his organization. By maintaining the
relationship between his organization and former IT employees, his organization can
learn from the experiences of other organizations. RESP 3 utilizes SCRUM teams to
ensure that IT members maintain their knowledge, skills, and employability. According
to Morandini et al. (2021), SCRUM is an agile methodology for project management,
including a team of members, with specific responsibilities. The SCRUM method
includes brief 2 to 4-week periods of work on the project, called sprints, and daily
planning meetings. Each sprint ends with a finished component of the final product
delivered to the client. The difference between traditional project management and the
SCRUM methodology is that the focus of SCRUM is to provide several iterations of a

project compared to providing a one-time delivery at the end (Morandini et al., 2021). At
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the end of a sprint, a Sprint Review meeting occurs to discuss accomplishments during
the sprint. RESP 3 noted:

We do the SCRUM teams, almost daily meetings, knowledge sharing, and a lot of

different tricks are tools that we use to keep the knowledge in-house, in the sense

that if a developer is working on something, the Tech Lead should know at least

50% of what this person is doing. The manager should know at least 20% of what

this guy is doing. Then, part of the trick is not that QA is doing all the testing.

Management must get involved in the testing and must understand the business

requirements. If something goes wrong, management should be able to solve the

problem. It is not up to the developers of the operation to fix the issue. The
management must participate and find a quick solution to get the business back to
production.
As indicated by RESP 3, SCRUM teams facilitate knowledge sharing and increased
communication. According to Tobenkin (2021), agile development rewards include
improvements in performance and higher employee engagement. Cultivating an
environment of higher employee engagement aligns with the goals of this study because
higher engagement results in increased employee retention.

According to Naim and Lenka (2017), IT professionals are likely to leave their
employers, and mentoring, as a developmental intervention, directly influences the
intention to stay. RESP 2 uses a mentoring approach for employees’ professional
development. RESP 2 stated that onboarding new employees is a principal strategy for

retention. Onboarding is orienting new employees to the organization by providing the
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tools needed to become productive employees. Approximately 33% of new hires look for
a new job within six months of employment, and it takes about eight months to become
effective (Zielinski, 2019). Onboarding can help speed up the process of acclimation to
the new organization. According to Provencher (2018), onboarding includes employees
learning their new role, connecting with the organization’s culture, and making a plan for
continued learning. RESP 2 noted that he approaches onboarding by using a Peer Group.
The Peer Group pairs the new hires with a long-term or tenured employee who can help
learn the organizational nuances, such as intranets, politics, and help the new hires
assimilate into the organization. In addition to onboarding, RESP 2 encourages taking
advantage of tuition reimbursement. According to Lobell (2021), a growing number of
organizations are providing educational benefits to employees, which creates
opportunities for job promotion, career mobility, and promotes workforce development.
RESP 2 noted:
My role in the organization is Director, and I help navigate employees’ careers. |
work closely with my HR partners, and what | realized is one of the most
underutilized benefits is the actual tuition reimbursement. So, what | typically
express to the teams that | manage is most companies give you a credit of $5,000
a year. Leveraging that to the best of your ability sometimes is not necessarily
regarding a technical degree. I’ve had people go through mini-MBA programs,
where it’s kind of a quick dash into what business looks like from all different
aspects of the MBA program. To encourage them to broaden their perspective.

So, most IT personnel are great engineers, or great administrators, from a
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technical perspective. They typically come in with a very narrowed focus. So, in

trying to expand their focus, I always tell them I’d rather you be better leaving me

than when you came to me. If you leave me in a better position, I’ve done my job.

The goal isn’t to keep people here. In this new environment, that doesn’t happen.

So, if you can keep them there for five years to make them productive and then

help them grow and elevate themselves to a new and higher position, I’'ve done

my job. So, I look at churn as being, if | can keep them there for more than five

years, I’ve been successful. If they leave as a good employee and not a

disgruntled one, they can always become re-hirable. That’s something else that

happens.
RESP 1 and RESP 2 both have the goal of retaining employees for at least five years.
RESP 1 and RESP 2 emphasized that their goal as IT managers is to help employees
elevate themselves and move on. According to Maurer (2021b), 35% of employees quit
their jobs searching for better compensation and benefits, and 25% of employees leave
their jobs in search of a better work-life balance. Employers must address employees '
concerns to increase employee engagement and reduce employee turnover.

According to Provencher (2018), to retain employees, employers must talk with
employees about desired growth and present learning opportunities to achieve
knowledge. RESP 4 noted that once hired, a retention strategy that his organization uses
is to provide consultants with access to online learning opportunities through tools like
Pluralsight, A Cloud Guru, and access to memberships. The goal is to provide knowledge

and learning opportunities to help the new hires grow. Pluralsight is an online education
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company that offers a variety of in-demand, self-paced video training courses, skills
assessments, and analytics customized to the customers’ current knowledge and preferred
way to learn. According to Trent-Gurbuz (2020), Pluralsight targets individuals, software
development, IT ops, and security teams. A Cloud Guru, a Pluralsight company, is an
online training platform for cloud certification exams. A Cloud Guru provides on-demand
cloud education. Investing in employees' professional development will help
organizations retain their key personnel. When discussing the strategy used by his
organization, RESP 4 stated:

So we're working to provide people knowledge and provide people learning

opportunities to help them grow. That is part of our retention strategy, and I think

that's the biggest focus that we have where we're leveraging software from a

retention standpoint.
Another professional development strategy used by RESP 2 is the requirement for IT
personnel to join Toastmasters. According to Yate (2017), effective communication
positively impacts career development, and participation in Toastmasters International
improves communication skills and helps build professional networks for participants.
The Toastmasters International website states that the nonprofit educational organization
teaches public speaking and leadership skills through a global network of over 15,800
clubs, 300,000 members in 149 countries worldwide. RESP 2 noted:

| typically require my staff to participate in Toastmasters for a year. Participating

in Toastmasters will help them to be more comfortable in presenting to the C-

suite and be more effective in delivering their messages. So, I think that’s to be
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one of the shortfalls. Either you have some people that are gifted with that. But

then, if not, you can have somebody who’s really technical but maybe an

introvert. Because most times, the engineers and IT people typically are great at
what they do, if they’re just doing, you know, dealing with IT administration. But,
if you say go to present to the C-suite, there’s a level of uncomfortableness that
comes with that. So, I always have required participation in Toastmasters. That’s
part of one of those things that is probably non-negotiable. At least 90% of
employees who report to me have gone through Toastmasters for one year as part
of my retention strategy.

The literature supports employing talent management techniques as an attraction
and retention strategy. One technique mentioned in the interviews is providing
professional development, which all study participants emphasized. Professional
development strategies used by study participants include: the use of online training
products, participation in internal and external organizational activities, knowledge
sharing through SCRUM teams, onboarding, and participation in Toastmasters are the
strategies used by study participants. Joia and Mangia (2017) stated that the absence of
professional development and career advancement opportunities causes IT professionals
to transition to careers in other fields and contributes to rapid turnover rates. To decrease
employee turnover and increase retention, organizations must provide a clearly defined
path for development.

Talent management can assist managers in retaining critical employees. The

subtheme, professional development as an attraction and retention strategy, aligns with
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TTF and PU. IT managers used talent management techniques, such as professional
development, to attract high-tech employees. According to Davis et al. (1989), perceived
usefulness may influence the use of technology. PU relates to professional development
because online training products provide a clearly defined path for growth, and
knowledge sharing between employees and managers occurs through digital technology.
Technology can streamline the onboarding process by providing access to digital portals
(Hirsch, 2017). The study participants used professional development to attract and retain
IT professionals.
Subtheme 3: Recruitment

One of the subthemes of employing talent management techniques from the data
analysis is recruiting and retaining IT personnel. According to Cairns (2015), developing
relationships with potential candidates early in the recruitment process positively impacts
the candidate’s view of the organization. The use of technology in the recruitment
process has changed the hiring strategies used by organizations and the search techniques
used by job applicants to locate job openings. Technologies such as video recruitment,
video interviewing, career websites, job boards, search engines, gamification, and social
media are some tools used for e-recruitment. According to Banerjee and Gupta (2019), e-
recruitment is a cost-effective solution to finding suitable candidates for available
positions. Companies and candidates rely on technology to improve recruitment in a
competitive market for top talent. According to Sotek-Borowska and Wilczewska (2018),
e-recruitment transforms traditional recruitment into a time-and-space independent hiring

process. The coupling of e-recruitment and traditional recruitment methods can increase
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the probability of selecting the correct candidates for career opportunities, expedite the
recruitment process, and is helpful as a strategy for expanding the global capacity of
connecting job seekers and organizations.

Two study participants discussed recruiting methods used to attract new
candidates. RESP 3 stated that hiring is an ongoing process in his organization. His
philosophy is to hire the best candidate, whether a vacancy exists or not. RESP 3 believes
constantly searching for new candidates increases his organization’s chances of finding
the best candidates, and a skilled candidate can always find a position. RESP 4 stated that
his organization uses technology-based interviewing to identify candidates' technical
skills. According to RESP 4, code testing, whiteboarding, and case studies are used
during the interview. Technical interviews assist I'T managers in assessing the candidates’
problem-solving and critical thinking skills, which are requisites for high-tech positions.

The literature supports recruitment as an attraction and retention strategy.
Recruitment techniques used by study participants include perpetual hiring and technical
interviews. According to Behroozi et al. (2019), technical interviews appeal to hiring
managers because questions can be derived from the organizations’ question banks.
Candidates are evaluated through objective scoring, resulting in a standardized process.
Technical interviews allow candidates to showcase their technical skills and
qualifications for the position.

According to Maurer (2021c), problem-solving tests are critical to hiring high-

tech personnel, and for effective results, the test should relate to real-world scenarios. In
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addition to testing the candidates’ technical skills, communication skills and the ability to
work in a high-pressure situation are also tested.

Talent management can assist managers in retaining critical employees. The
subtheme, recruitment as an attraction and retention strategy, aligns with TTF and PU. IT
managers used e-recruitment and perpetual hiring as attraction strategies. According to
Davis et al. (1989), perceived usefulness may influence the use of technology. PU relates
to recruitment because e-recruitment helps organizations attract a larger pool of
applicants and expedites recruitment. According to Stone et al. (2015), e-recruitment
positively impacts potential hires' motivation levels to apply for jobs (Stone et al., 2015).
The study participants used recruitment to attract and retain IT professionals.

Theme 3: Amplifying Organizational Culture

One theme that emerged from the data analysis was amplifying organizational
culture as an attraction and retention strategy. An organization’s culture uniquely defines
how employees engage, the attitudes, behaviors, values, and beliefs shared throughout the
organization, and it sets the standard for everything the organization does (SHRM,
2021b). Organizational culture has become increasingly important to employees, and it
impacts retention. Research studies indicate that corporate communication media and
transformational leadership determine corporate culture (Aryani & Widodo, 2020).
Organizational communication media encompasses all formal, informal, internal, and
external company communication. Examples of corporate communication media include
social media, e-mail, intranets, letters, memos, video conferencing, and team

collaboration software. Any format used to communicate company information could be
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categorized as corporate communication media. According to Dutta et al. (2021),
organizational communication is strongly related to productivity. Choosing effective
communication channels can positively impact productivity and employee engagement.
Transformational leaders are motivators, encouragers of collaboration, listeners to
ideas, open-minded, and inspire members to work towards a shared vision. According to
Standard (2020), transformational leaders admit and face their shortcomings, value team
members, respect others, and model high standards. A transformational leader is
transparent about vulnerabilities. The COVID-19 pandemic shifted the traditional view of
a leader from one who knows it all to one who may be unsure because of the uncertainty
of the pandemic (Anand, 2021a). All study participants indicated that corporate culture is
a recruitment strategy their respective organizations employ. According to SHRM
(2021b), leadership shapes organizational culture, and factors that contribute to the
culture include hiring practices, onboarding, and reward and recognition programs. The
study participants recognize the impact of organizational culture on organizational
success. The responses of all participants support the theme of amplifying corporate

culture (see Table 5).
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Table 5

Number of Participants and Document References for Theme 3: Amplifying

Organizational Culture

Major theme and subtheme No. of participants No. of references

Amplifying organizational 5 37
culture

Culture (subtheme) 5 19

Person-environment-fit 5 10
(subtheme)

Total 29

The IT managers emphasized promoting the organizational culture to attract and
retain highly skilled IT professionals. Letchmiah and Thomas (2017) conducted a study
that indicated the factors that influence the retention of high-potential employees include
leadership and organizational culture, organizational purpose, developmental
opportunities, meaningful work, and collegiality. Engaged employees who are content
with the organization's leadership have a plan for career development, and whose values
align with the organization's values perform better. According to Paul (2016), employee
engagement is one of the top 5 global business strategies for business leaders. An
engaged workforce can positively impact employee retention and performance. Employee
engagement decreases turnover and improves retention rates (Lowman, 2016). RESP 1

mentioned that the focus of his organization is a strategy of culture and professional
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development as an attraction and retention strategy. RESP 2 discussed integrating peer
groups into the organizational culture to impact employee retention. RESP 3 addressed
the impact of developing a culture of appreciation and recognition, and RESP 4 addressed
the organization’s culture of continuous learning as an attraction and retention strategy.
RESP 5 mentioned the organizational culture of maintaining a family atmosphere.

The two conceptual frameworks used to inform this study, TTF and PU, align
with this theme of amplifying the corporate culture. The interview content reflected how
the study participants amplified organizational culture to attract and retain highly skilled
IT professionals for the high-tech workforce. Goodhue (1995) defined TTF as how
technology fits the needs of the jobs. The participants relied heavily on technology to
maintain and communicate the organizational culture during the onboarding process and
promote a culture of learning within each organization. Technology was crucial when the
pandemic caused a shift from the traditional work environment to a remote working
environment. According to Davis et al. (1989), perceived usefulness may influence the
use of technology. PU relates to amplifying organizational culture because the
participants relied on specific technologies to attract and retain candidates.

Subtheme 1: Culture

One subtheme of amplifying organizational culture that emerged from the data
analysis was using culture to attract and retain IT personnel. During the COVID-19
pandemic, a challenge experienced by managers is maintaining corporate culture in a
virtual work environment. In late 2020, approximately 40% of the U.S. workforce

transitioned to remote work (Parsi, 2020). The shift from a traditional, physical office
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setting to a virtual format required a heavier reliance on technology and reengineering of
the organizational culture. To establish and maintain the culture, managers can provide
frequent, honest communication about their commitment to company values, emphasize
the importance of remaining connected, and provide recognition and appreciation for
employee performance. According to Anand (2021a), the new organizational culture
requires a mindset shift of leaders from command and control to coach and mentor.

The foundation of the culture of RESP1’s organization is professional
development and continuous learning. According to Grossman (2015), the strength of an
organization’s learning culture is the biggest driver of business impact. RESP 1 stated
that employees who are accustomed to detail-oriented, process-oriented organizations
might struggle with the culture of his company. Employees who think outside of the box,
troubleshoot, and are comfortable making decisions are more well-suited for this
organization. Individuals who need step-by-step instructions or struggle with learning
new technologies tend to find more suitable employment outside of the organization.
RESP 1 noted:

We have had employees who struggled with learning new technologies. We

change technologies based on what’s coming out and what’s going on. Some

people do not adapt well to the professional learning side. Some employees have
struggled between culture and professional development. Other employees like
working here. They know we're a privately held company, so we're not on Wall

Street. We're not getting like a yo-yo every year, depending on our stock price.

People like the comfort of knowing who they work for and that they work for a
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family-owned business. That says something to some people. As a result, we have

over 15 employees who have been with the company for more than four decades.
Developing a learning culture is supported in the literature. According to Grossman
(2015), 10% of organizations have learning cultures that support an open mindset, reflect
the organization's mission and goals, and foster an independent quest for knowledge. IT
leaders must model lifelong learning and ensure employee engagement to cultivate a
learning culture.

Research studies indicate that mentorships provide benefits for participants.
According to Robinson (2014), mentored employees receive knowledge about
organizational culture, increase career networks, gain greater corporate exposure, and
gain career development opportunities. RESP 2 discussed integrating peer mentoring
groups into the organizational culture to impact employee retention. According to Parsi
(2021), transferring knowledge, building relationships, listening, and responding are the
critical characteristics of mentorship. Mentorship increases engagement and creates an
environment that promotes knowledge and skills exchange. Organizations that provide
mentorship opportunities demonstrate commitment to employee development and retain
the experiences and understanding gained from higher-level employees (Office of Human
Resources, 2021). As an introduction to the organization's culture, RESP 2 stated that he
approaches onboarding using a Peer Mentoring Group. The Peer Mentoring Group pairs
the new hires with a higher-level team member who can help learn the organizational
distinctions, such as intranets, politics, and help the new hires assimilate into the

organization. RESP 2 noted:
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| have created a Peer Group, and | am the Director. Often, a new employee
doesn’t feel comfortable going to a Director if they have a gap in some skillset or
a request. So, what I typically do is pair them with a peer. The paired team
member would be someone in that capacity and can help them navigate the
nuances of the organization's inner workings, politics, websites, or intranets. We
establish a shadow relationship between the new higher and a higher-level team
member, who has already served in that particular role for a while, to help ease
that transition.
RESP 2 stressed that his organization’s culture keeps IT personnel learning cutting-edge
technologies to ensure employees know that the organization invests in their skills. RESP
2 stated that once employees feel like they are not growing or are not adequately
compensated, you’re always in jeopardy of losing them. RESP 2 emphasized that his
company will continue to nurture employees during onboarding and ensure that employee
compensation is at or above market value. Because professional development is central to
the organization’s culture, RESP 2 stated:
We encourage employees to be lifelong learners and look for continuing
education opportunities. So continue to grow from a technology. Sometimes it’s
more of opening our eyes to what they could be doing beyond just the technical
piece. In my Directorship, | try to broaden employees’ perspectives and
understanding of the business in totality. | want the employees to understand the
total picture, not just their piece but how the other pieces bring together the

results.
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According to Gurchiek (2019), employees value training above cash incentives.
An enterprise that makes learning an organizational priority highlights training and
development as a retention strategy and emphasizes a culture of learning. Corporate
culture sets the atmosphere for the workplace and communicates the organization's core
values.

According to Zielinski (2018), meaningful employee recognition is essential for
retaining top employees. RESP3 discussed amplifying organizational culture by ensuring
a culture of appreciation and recognition within his team. Miller (2021) and Coraggio and
Liu (2016) categorized rewards and recognition as retention incentives. Similarly,
Schramm (2017) stated that employee recognition positively impacts employee retention
and engagement and is tied to an organization’s core values. RESP 3 noted the following
needs of employees in his organization: (1) employees need to be heard, (2) employees’
ideas need to be respected, (3) employees want to participate in decision making, (4)
employees want to participate in product design, and (5) employees want to be
recognized. RESP 3 explained strategies that he uses in his organization. It is greatly
appreciated when employees go beyond the typical call of duty. The employees receive
recognition via a company newsletter. The newsletter, distributed throughout the
organization, includes the employee’s name, the problem, and how the employee
resolved the issue. According to RESP 3, any time there is an extensive software release,
employees who put in extra effort to deliver the product receive a pat on the back and
company-wide recognition. RESP 3 noted, “You cannot keep everybody happy. But

those who love the energy, want to work hard, and want to be rewarded for their hard



work, always will stick with you for a long, long time.” Acknowledging employee
contributions to the success of an organization makes employees feel valued and
increases employee motivation and retention.

RESP 4 addressed the organization’s culture of continuous learning as an
attraction and retention strategy. According to Anand (2021b), many organizations

provide personalized training for employees via online learning courses offered by
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vendors. The organizational goals are to provide knowledge and learning opportunities to

help the new hires grow and retain existing high-tech personnel. RESP 4 uses continuous

learning as an employee talent management technique, and uninterrupted learning is

rooted in the organization's culture. Anand (2021b) states that employees must constantly

learn new skills to remain productive, and companies must create an environment of
lifelong learning. To amplify the organizational culture of lifelong learning, RESP 4

provides employees access to personalized training via Pluralsight, which offers self-

paced video training courses, and A Cloud Guru, which provides on-demand cloud

education courses. RESP 4 noted:

As consultants, we've got to continue to grow and continue to stay abreast of new
technology and trends. Our access to training resources and knowledge
contributors is paramount for our consultants to continue to provide good value to
our clients. I talk to consultants about their training opportunities and the access to
training resources that we provide. We get rave reviews. We make sure to hire
people who are lifetime learners. That’s one of the characteristics that we look for

during the interview process. Does this person want to continue learning and
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growing as a technologist, even past their hire date? You don't necessarily have to

expand your skillset. We're not looking for those people. The people that we try to

attract are those who want to continue learning. Every now and then, we have
somebody that isn't necessarily interested in growing. People slip through the
cracks. I think there's a mutual understanding between that person and us that this
may not be the right place for them.

According to Johnson (2018), employees who do not want to grow can hinder the
progress of other employees. Employees who do not embrace continuous learning should
be reassigned to a new, challenging assignment or be encouraged to leave the
organization (Johnson, 2018). RESP 4 encourages the discontinuous learners to find a
better fit with a different organization.

RESP 5 discussed his organization’s culture of maintaining a close-knit, family
environment as a retention strategy. According to Obiekwe (2018), employees who relate
to their organization as a family will commit to organizational processes and assist the
organization in succeeding and achieving a competitive advantage. Employees within a
family environment care for each other, trust one another, look to help each other as
needed, and focus on the well-being of team members and the organization. Engaged
employees whose values align with the organization's culture are consistently productive,
and the organization benefits from high levels of engagement. The organizational family
culture (OFC) promotes community spirit and creates an atmosphere of support,
interconnection, socialization, openness, and interdependence (Obiekwe, 2018). RESP 5

noted:
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We're a small organization, and we are very family- and community-oriented. We

know everyone's name. We try to have a family atmosphere. We make sure that

we take care of each other if anything happens. Often, that's what employees are
looking for when they come to a small organization like ours. That's one of the
ways that we retain a lot of our workers through that community. We have to be
creative, and it's really about building relationships. Our network manager started
working here because he was tired of the drive to Atlanta. He didn't want to drive
anymore, and he can make double what he's making a year elsewhere. He feels
comfortable and has been working here over the years. It's just really building
relationships.

The strategy of building strong, positive connections between team members and
being actively engaged within the workplace has produced successful results for RESP
5’s organization. According to Ma et al. (2018), the more organizational connections an
employee has, the more likely to stay with the company. The fact that employees choose
the organizational culture and work-related responsibilities over earning higher salaries
aligns with the literature. According to Alonso (2019), a relationship exists between
corporate culture, employee engagement, business productivity, and profits.

The literature supports employers using culture as an attraction and retention
strategy. A positive organizational culture can produce high-performing employees and
directly affect an organization's performance (Gorondutse & Hilman, 2019). Employees
connected to the corporate culture are more engaged, which increases retention.

According to Folz (2016), organizational culture is considered a determining factor of a
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company’s success or failure. All study participants use corporate culture as an attraction
and retention strategy to acknowledge the importance of culture to the organizations.
RESP 1 and RESP 4 promote a culture of professional development and continuous
learning as an attraction strategy. Peer group mentoring during the onboarding process is
used by RESP 2 as an attraction strategy. RESP 3 cultivates an atmosphere of rewards
and recognition in his organization. RESP 5 promotes his organization’s culture of a
close-knit family environment as a retention strategy. The organizational culture attracts
employees whose values align with the organization's culture (Schlechter et al., 2015).

The subtheme aligns with TTF and PU, amplifying organizational culture as an
attraction and retention strategy. IT managers used a variety of technologies, such as
social media, e-mail, intranets, letters, memos, video conferencing, and team
collaboration software to cultivate organizational culture to attract and retain high-tech
employees. According to Davis et al. (1989), perceived usefulness may influence the use
of technology. PU relates to technology-focused strategies to promote the organizational
culture because high-tech software was essential in keeping employees and employers
connected during the pandemic. The study participants used a variety of technological
advancements to promote corporate culture and increase employee engagement.
Subtheme 2: Person-Environment Fit

One subtheme of amplifying organizational culture that emerged from the data
analysis was using person-environment fit to attract and retain IT personnel. Ma et al.
(2018) noted that the better the fit, the less likely an employee would leave an

organization. Organizational fit occurs when employees’ values align with the
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organization’s culture. According to Taylor (2021a), individuals who do not fit the
organization’s culture may not fully engage because they oppose the corporate
philosophy and how the company operates. The lack of fit impacts employee and
organizational performance and retention. According to Lee and Rhee (2019), low-
performing employees can negatively impact the motivation and performance of team
members.

RESP 2 explained his efforts to use a Performance Improvement Plan (PIP) as a
retention strategy for an employee who did want to fit into the newly formed
organization. A PIP is defined as a manager’s intent to develop the skills and capabilities
of low-performing employees to retain them rather than terminate them (Lee & Rhee,
2019). RESP 2 stated that EMP 1 was a great employee who was a direct report to RESP
2. Another organization acquired RESP 2’s company, and EMP 1 was required to take a
different organizational position, assimilate to the new environment, and adopt the new
organization's latest technology. Research from SHRM (2016) indicates that a corporate
acquisition occurs when one entity acquires another entity's control. The 70 to 90%
acquisition failure rate may be attributed to incompatible cultures and diminished trust
(SHRM, 2016). RESP 2 noted:

The employee that came along with me refused to adopt the new technology of

the new company. So, despite me continuing to do the same things, basically

rebirthing him, taking him through a process of understanding the latest
technology that we ended up having to take on, he refused to adjust. After a few

months, it began to get to a point where | had to put him on a performance
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improvement plan. | gave him steps to get better and a timeline. When he didn’t

meet those things, I met him to say, “Look. We were acquired. We have to adapt

and understand and expand our knowledge to be effective”. He refused. | ended
up having to release him from his responsibilities. Often, once you understand
that it’s not going to happen, it is best to part ways.

Despite RESP 2’s efforts, the employee decided that he did not want to fit in the
new organization and no longer belonged in the team. Cultivating a culture of belonging
is a critical element of retention (Gurchiek, 2021a). When employees do not feel
connected to the organization, they are not motivated to succeed. According to Schlechter
et al. (2015), organizations hire and retain employees that fit the organizational culture,
and employees who leave the organization do not fit.

RESP 2 and RESP 4 had similar ideas about low-performing employees. RESP 4
explained that employees who do not want lifelong learning experiences do not fit his
organization’s culture. His organization does not want to attract individuals who lack the
desire to learn new technologies or expand their skillset. RESP 4 noted:

The people that we try to attract are the people who want to continue to learn, and

there's a positive feedback loop that happens there. We're looking for a particular

type of person, and we provide that type of person what they're looking for, and
they're happy about it. We offer them more, and it just continues to produce
positive feedback. Most of our consultants respond well to the availability of
training. We have very few that don't. Now and then, we have somebody who isn't

necessarily interested in growing. When this happens, there's a mutual



143

understanding between that person and us that this may not be the right place for

them.
An employee who has poor organizational fit or poor performance may receive the option
of either resignation or termination (Bergeron, 2020). RESP 3 and RESP 4 provided
scenarios of employees who would benefit from leaving their respective organizations.

The literature supports promoting person-environment fit as an attraction and
retention strategy. When hiring new candidates, employers consider the personality traits
of the candidates, as well as the candidates’ knowledge and skills. According to van
Vianen (2018), people seek environments that match their characteristics, and the person-
environment fit is the agreement between individuals and their work environment.
Engaged, connected employees, whose values align with the organization's culture, are
more productive. Characteristics considered when assessing culture fit include a
candidate’s attitude, motivation, values, and alignment with the organization's culture
(Hennigan & Evans, 2018). It is important to note that organizational fit is not
transferrable from one organization to another because each organization has a unique
environment. The culture of one organization may not align with the culture of another
organization. The lack of fit impacts employee and organizational performance and
retention. According to Krishnan and Wesley (2017), the person-environment fit directly
relates to employee satisfaction and turnover intention. The participants can positively
impact employee retention by ensuring that each employee’s unique personality and

skills fit with the organization's culture.
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The subtheme, use of person-environment fit as an attraction and retention
strategy, aligns with TTF and PU. IT managers require employees to learn new
technologies as an attraction and retention strategy and maintain continuous growth and
competitiveness. According to Davis et al. (1989), perceived usefulness may influence
the use of technology. PU relates to technology-focused strategies to attract and retain
high-tech professionals because managers rely on technology to execute performance
improvement plans. Continuous knowledge attainment about cutting-edge technologies is
required for the organizations to thrive and meet the demands of clients.

Theme 4: Safeguarding Employee Well-being

One theme that emerged from the data analysis was safeguarding employee well-
being as an attraction and retention strategy. According to Miller (2019), some employers
offer wellness programs to attract and retain employees, maintain, improve employee
morale, and improve absenteeism/presenteeism. Well-being impacts an employee’s
performance in the workplace, and it affects the employee’s personal life. Well-being
includes an individual’s mental, physical, and general health, as well as satisfactory
work-related and non-work-related experiences (Nielsen et al., 2017). Several factors can
impact employees’ well-being. According to Laine and Rinne (2015), health issues and
work environment, work-life balance, workload and stress, leadership, and team
dynamics are among the factors that impact employee well-being. Employees connected
to the workplace are more engaged, which increases retention. According to Gurchiek
(2021b), the top three drivers of workplace well-being are: (1) feeling accepted, included,

and valued at work, (2) being warmly welcomed and made to feel part of the team, and
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in their approaches to safeguarding employee well-being by increasing connections
within the workplace.

Team building is a strategy used by RESP 1 and RESP 2 to build relationships
and increase engagement among team members. Team building can positively impact
team performance (Land, 2019). Several goals can be accomplished through team-
building exercises. Building team connections, improving communications,
collaboration, and creating an environment of trust are team-building goals. RESP 2
noted that virtual environments require that the team is connected, and he achieves
connectedness through a personalized approach called “A Day in the Life” and team-
building exercises. According to Greenwood and Krol (2020), managers can build a
culture of connection through regularly checking in with direct reports. “A Day in the
Life” occurs when RESP 2 joins a consultant on a business trip to provide support and
maintain a level of connection with the employee. RESP 2 uses this intentional check-in
as a strategy to reassure consultants that he is responsible for the team and will fight for
his team members as the team leader. RESP 2 builds camaraderie through team building
and creates a safe space of trust and protection for his team members. Team-building
activities promote positive physical and mental health because employees are engaged in
activities outside of the workplace that is not work-related or stress-related (Indeed
Editorial Team, 2021). Teamwork increases employee engagement. According to
Agovino (2019), teamwork is an essential component in the corporate environment, and it

is critical to a company’s success. Employees who are not engaged in the workplace cost
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U.S. companies in the range of $438 billion to $605 billion in annual revenue (Agovino,
2019). RESP 1 stated that COVID -19 presented challenges with making and maintaining
connections. RESP 1 noted:

It's been tough, but you know you try to build connections. You know, team

events or things like that to get people to know each other, a little more. You

know, so they are invested in each other.
According to Land (2019), team building should be a regularly occurring activity to
increase cohesion among team members. Increased communication and activities
between team members will help to build team connections. Connected employees have a
sense of belonging. The more organizational relationships an employee has, the more
likely the employee will stay with the company (Ma et al., 2018). The team-building
approach to promote employee well-being as an attraction and retention strategy used by
RESP 1 and RESP 2 aligns with the literature.

According to Williams (2020), remote work was once considered an incentive for
employees. COVID-19 has caused telecommuting to be crucial for business stability.
Before the pandemic, 5% of Americans worked from home three to five days per week,
and by April 2020, more than 37% of U.S. workers transitioned to full-time remote work
(Yang et al., 2021). Technology has been integral in the transition to the virtual
workplace. In addition to the critical need for technological advancements and business
continuity during the pandemic, the importance of safeguarding employee well-being is a
vital need. According to Gurchiek (2020), since the start of the pandemic, between 22 to

35% of U.S. workers have experienced symptoms that impact their well-being. RESP 3
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uses various techniques to safeguard the well-being of employees. Ensuring that
employees feel accepted, included, and valued at work is a driver of workplace well-
being (Gurchiek, 2021b) that RESP 3 executes with his employees. During the interview,
RESP 3 noted that employees in his organization need to be heard, their ideas to be
respected, and they want to participate in decision making. According to RESP 3, the
pandemic has allowed him to attract a larger talent pool. He aims to attract and retain
employees by providing remote work and flexible schedules with no geographical
boundaries. RESP 3 noted that he has learned that work can be done remotely, and post-
pandemic, he will not force anyone to come to the office. RESP 3 stated that maintaining
the human connection is essential. To keep the bonds between team members, he may
institute a same-day-a-week office visit; this once-a-week occurrence will allow team
members to know one another. RESP 3 noted:
We are still implementing processes to improve telecommuting rather than giving
up and saying that everybody must come to the office. | do not require employees
to work from home. If somebody doesn't feel good about working from home and
would like to continue coming to the office, they may. It's up to the employee.
Although I would recommend employees to stay home, get things done, and have
the discipline to do it, the office will be open. It is the individual’s choice. We're
going to reduce the footprint of the office size. It will be a walk-in office type, and
nobody will have a dedicated space. | believe that's how we can find better talent

anywhere. But the time zone difference and communication difference will
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always be the challenge, no matter where we are. Like any other international

company, we have to manage employees and our business.

RESP 3 focused on safeguarding employee well-being by offering flexible, remote hours.
Promoting remote work to protect employee well-being and as an attraction and retention
strategy attracts new talent and expands the global reach of the candidate pool.

The literature supports safeguarding employee well-being. Workplace stress and
the lack of employee well-being are related to high organizational productivity loss
(John, 2018). A lack of employee well-being can impact employee motivation and result
ina decline in business performance. According to Grensing-Pophal (2020), managers
should be aware of employee productivity to monitor employee well-being and health.
RESP 1, RESP 2, and RESP 3 used safeguarding employee well-being as an attraction
and retention strategy. Team building is a strategy used by RESP 1 and RESP 2 to build
relationships and increase engagement among team members. RESP 2 used a
personalized approach called “A Day in the Life” to connect to team members. RESP 3
uses the strategy of providing remote work and flexible schedules with no geographical
boundaries to safeguard employee well-being.

The theme, safeguarding employee well-being as an attraction and retention
strategy, aligns with TTF and PU. The pandemic presented a challenge in maintaining
employee connections, and IT managers used a variety of digital technologies to preserve
relationships. Managers relied heavily on communication technologies to remain
connected. According to Davis et al. (1989), perceived usefulness may influence the use

of technology. PU relates to safeguarding employee well-being because high-tech



149

software kept employees and employers connected during the pandemic. The study
participants used a variety of strategies to attract and retain high-tech personnel.
Applications to Professional Practice

The purpose of this qualitative multiple case study was to explore technology-
focused strategies that IT managers used to attract and retain IT professionals to meet the
needs of a technology-driven workforce. The participants in this study provided the
methods they used to appeal to and keep talented, high-tech IT professionals employed
within their organizations. IT managers can use strategies presented in this research study
to positively impact the IT workforce by establishing technology-focused strategies and
alternative methods to attract and retain IT personnel. According to Lewis (2021), the
high demand for technology will remain, and the attraction and retention of skilled IT
professionals will be increasingly difficult. Technology usage for recruitment and
employee development can be vital for attracting and retaining high-tech IT professionals
and organizational health.

The use of technology in the recruitment process has diversified the hiring
approaches used by organizations to secure talented candidates. Technology is a driving
force in expanding the global reach of organizations, and it allows organizations to form
and maintain relationships with potential candidates and build awareness about the
organization. According to Thakur (2019), technologies like social media and online
review sites can market an organization’s brand as a recruitment strategy. All study

participants indicated that reliance on high-tech tools and traditional methods of internal
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hiring and employee referrals are recruitment strategies employed by their respective
organizations.

The use of social media as an attraction and retention strategy can be applied to
professional practice. According to Maurer (2016a), 89% of organizations use social
media to post jobs, 84% use social media for recruiting, and 77% use social media to
increase employer branding. Maurer (2016a) further stated that 75% of organizations use
social media to contact candidates, 71% use social media to target candidates with
specific skills, and most organizations use social media to recruit managers and salaried
employees. Social media can be a valuable tool for companies to satisfy the
organization's labor force needs and build relationships with potential candidates.

Traditional recruitment methods for attraction and retention can be applied to
professional practice. According to Grensing-Pophal (2017), high-tech tools can help
automate recruitment, and conventional recruitment channels may be utilized to balance
technical and personal connections. Some of the IT managers who participated in this
study mentioned that posting traditional ads in the papers and job openings on websites,
employee referrals, and internal hiring are effective standard recruitment methods used
within their organizations. According to Frye (2017), the estimated cost of hiring a new
employee is more than $250,000. Therefore, some organizations use high-tech tools and
alternative resources to select the best-suited candidates.

Employing talent management techniques is an aspect of this research study that
could apply to professional practice. According to Lauby (2020), a well-developed talent

management strategy provides a competitive organizational advantage. The study
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participants used various talent management techniques to increase the potential of
attracting and retaining IT professionals. The approaches stressed by study participants
included providing retention incentives, professional development opportunities, and
recruitment. Researchers could apply the findings of this study to professional practice to
increase employee retention and decrease employee turnover.

Amplifying organizational culture is a facet of this research study that could apply
to professional practice. According to Frye (2017), in addition to ensuring that candidates
possess the technical expertise required for a position, organizations must accurately
reflect the company culture and values to attract the right talent. The study participants
recognized the importance of organizational culture to employees and the impact on
employee retention and organizational success. Strategies used by study participants to
impact attraction and retention include developing a learning culture, integrating peer
mentoring groups, providing professional development opportunities, meaningful
employee recognition, and onboarding. Onboarding acclimates new employees into the
organizational culture and improves retention by 82% and productivity by 70% (Frye,
2017). The concept of amplifying corporate culture could lead to more productive,
engaged, and retained IT personnel.

Safeguarding employee well-being is an aspect of the research study that could
apply to professional practice. The COVID-19 pandemic workforce disruption has
resulted in many organizations rethinking strategies to attract and retain key personnel,
including safeguarding the health and well-being of employees. According to Moss

(2020), leaders must prioritize social connections during the disturbance to the traditional
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workplace environment, which has resulted in social distancing and remote work. Based
on the study participants’ responses, team building, personalized approaches to
maintaining human connections, ensuring employee engagement, and providing remote
work and flexible schedules are strategies they used to protect the well-being of
employees. The practice of fostering an environment for healthy relationships and
personal connections among employees can increase employee engagement and protect
employees' health.
Implications for Social Change

The development and implementation of strategies for attracting and retaining
highly skilled IT professionals can positively impact social change by creating an
awareness of factors that affect employee retention and contribute to the economic
growth of local communities. Using high-tech tools removes geographical boundaries
and expands the global reach of organizations. Removing geographical boundaries allows
organizations to create satellite offices that can impact social change by reaching new
demographics to fill positions. The creation of satellite offices can impact social change
by improving the local economy by providing employment opportunities and decreasing
unemployment in the targeted areas. Organizations can use technology to affect social
change by sharing information about humanitarian efforts that the organization is
involved in to benefit charities and the local community and create opportunities for
employees to engage in the community. Using technology can also impact social change
by fostering an environment of lifelong learning through continuous online education and

professional development to create a more sustainable, skilled workforce.
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Talent management techniques reduce employee turnover and increase employee
retention. Talent management techniques may impact social change by stabilizing the
local economy. In a stable local economy, employees experience job security and salaries
commensurate with their skillset. A well-balanced economy may promote social change
through increased educational and employment opportunities, increased income-earning
potential, and it may contribute to decreased violence and increased community safety.
The study's findings may affect social change by providing IT managers with the tools to
align organizational culture and employees’ beliefs. By providing wellness programs,
organizations can promote a culture of well-being, including community involvement,
corporate and social connectedness, and prioritizing physical and mental health.
Promoting wellness can prevent health issues, boost employee performance and improve
retention.

Recommendations for Action

The development and implementation of strategies for attracting and retaining IT
professionals require IT managers to explore their organizational culture to determine
which methods will meet the needs of their organization. | explored technology-focused
strategies that IT managers used to attract and retain IT professionals to meet the needs of
a technology-driven workforce. | recommend that IT managers use technology-based
tools and traditional methods to form connections and build relationships as an attraction
and retention strategy. By adopting resources like InterviewScience and
InterviewBuddy.com, industry experts gain access to potential candidates and introduce

their organization to potential employees to assess whether the organization or position is
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a good fit and improve their interviewing skills. Using technology provides global access
for employers and candidates to potential hires and new career opportunities. Managers
can use recruitment marketing tools and social media platforms to reach potential
candidates.

| recommend that IT managers utilize internal hiring and employee referrals as an
attraction and retention strategy. Internal candidates possess firm-specific knowledge and
skills and are acclimated to the organization’s culture. Hiring internal candidates reduces
the non-productive time associated with hiring external candidates. Referral hiring
introduces potential candidates to the organization and the organizational culture based
on the referring employees' perspectives. In addition to saving recruitment money by
using referrals, organizations have automatic access to candidates.

| recommend that IT managers promote the organizational culture through
corporate communication channels and strengthen employee relationships. By building
strong, positive connections and providing flexibility in workspaces, whether remote,
hybrid, or traditional, IT managers can increase employee engagement while meeting the
organization's needs. IT managers should regularly check in with team members and
consider adopting the personalized approach called “A Day in the Life.” In this approach,
the IT manager joins a consultant on a business trip or workday to provide support and
connect with the employee. Healthy relationships and positive connections increase the
likelihood of an employee remaining with an organization.

| recommend that IT managers protect employees' mental and physical health by

promoting a culture of wellness and providing wellness programs that encompass the
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needs of the whole employee. The organizational culture should include the importance
of daily habits that enhance well-being. Employers who recognize the relationship
between well-being and performance may increase employee engagement by providing
personalized incentives and benefits to meet employees’ needs. Implementing programs
to emphasize health and well-being may reduce turnover, increase productivity, and
increase retention.

| recommend that IT managers foster a high feedback environment and conduct
exit interviews to gain employees’ perspectives about the organizational culture,
strengths, and weaknesses, and critique areas of improvement for the organization.
Continuous feedback will inform managers about employee morale and whether the
current practices meet employees' needs. This consistent information will provide the
tools needed for managers to respond to the needs of employees. Responsiveness helps
build a healthy environment of trust, communicates to employees that the managers are
interested in employee concerns, and promotes positive workplace communications. EXit
interviews can be tools that employers use to understand employee departures, provide
opportunities for employees to express grievances, address employee concerns, and
reduce employee turnover.

| recommend that IT managers remain well-informed about retention trends and
innovations to ensure that the organization remains competitive. Managers may use social
media and industry resources to stay abreast of industry-related trending topics. Trade
publications, journals, and magazines for IT professionals will contain industry standards

and new developments. Managers should network with former employers to learn about
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strategies used in other organizations. Managers should stay knowledgeable about
techniques that competitors use to maintain competitive advantage.
Recommendations for Further Study

The purpose of this qualitative multiple case study was to explore technology-
focused strategies that IT managers used to attract and retain IT professionals to meet the
needs of a technology-driven workforce. The literature supports non-technology-focused
strategies such as university job fairs, corporate universities, and university-industry
collaborations as valuable strategies for attracting potential IT candidates. In the research
findings, none of the participants discussed university job fairs, university-industry
partnerships, or corporate universities as possible methods to attract and retain IT
professionals. The recommendation is for IT managers to investigate the utility of
university job fairs, corporate universities, and university-industry collaborations as
possible strategies for attracting IT professionals. | would recommend that the research
be expanded to explore additional alternative tools used to attract and retain high-tech IT
professionals. Understanding the value of using these non-technology-focused strategies
may provide IT managers with additional attraction and retention strategies

In this study, | explored 5 IT managers' strategies to attract and retain IT
professionals for the workforce. | assumed that the study would include diverse IT
managers. All study participants were male, and the demographics comprised 40%
White, 40% Black, and 20% Indian. With the absence of female study participants, |
would recommend that IT managers research their organizational culture to determine the

inclusivity levels and investigate strategies to increase diversity in the IT workforce.
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Additionally, I recommend further research to explore the relationship between ethnicity,
gender, and retention of IT professionals. Understanding the importance of workplace
diversity and inclusion can positively impact retention.

The study was limited to five participants, one IT manager from five high-tech
organizations in Atlanta, Georgia. Including a more significant number of high-tech
organizations in the study may provide a broader perspective of strategies used
throughout high-tech organizations. In addition to increasing the number of participants
in the study, | recommend expanding the geographic location to other areas in the United
States and abroad. Conducting the research in a different geographical location may
impact study findings by producing different outcomes. Additionally, other geographical
areas may implement attraction and retention strategies based on the availability of
technological resources. Understanding attraction and retention strategies used globally
may contribute to a body of knowledge regarding attraction and retention strategies used
worldwide.

The semistructured interviews were limited to IT managers. | recommend
expanding the study to include high-tech IT professionals in different roles. Including IT
professionals in roles other than IT managers will benefit the IT practice by providing
access to the perspectives of other IT professionals regarding the attraction and retention
strategies implemented within their organizations that motivate them to remain employed
with their organizations.

The study findings indicated that the COVID-19 pandemic caused a shift in the

traditional roles of leaders, and the importance of corporate culture was realized.
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According to study participants, corporate culture is a recruitment strategy each
organization employs. Because leadership shapes corporate culture, I recommend further
study on the types of training that IT managers receive to shape the organization's culture
and positively impact employee retention.
Reflections

The third time is my charm during this quest to obtain a doctoral degree. The two
other unproductive attempts were in Educational Leadership and Systems Science. The
Educational Leadership degree would not satisfy the requirements for my faculty
position, and | did not complete the requirements for the Systems Science degree due to
my daughter's passing, although | completed the Ph.D. Qualifying Exam in Systems
Science, I could not complete the program, and it took me several years to reclaim the
focus and motivation required to pursue the doctoral degree. Once | regained clarity of
thought, I restarted my doctorate journey.

| have completed two project-based graduate degrees and an additional graduate
degree that did not require research completion. At the onset of this degree pursuit, |
expected a challenge because I had not conducted research before. | found the research
process to be straightforward. The most challenging aspects of the research process were
data collection and data analysis. Data collection was problematic because some potential
candidates, who the IRB had approved, were not responsive. Several potential
participants appeared excited to participate in the study and did not return the required
documentation for study participation. Therefore, | had to resubmit the application to the

IRB each time approved candidates did not respond, and | provided alternative
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candidates’ contact information. The IRB application resubmission and the delayed
response rate of some participants during the pandemic impacted my progress. Data
analysis was initially challenging because | was unsure of the best software to use. I
considered SPSS and Excel because | was proficient with these tools. I started using
Dedoose because of the low monthly cost. I decided to use NVivo because | completed a
training course, and | learned that NVivo was very easy for me to use.

The preconceived ideas that | brought into the study were that IT managers would
be willing to truthfully share practical strategies that have helped their organizations
attract and retain employees to achieve organizational goals. | also believed that potential
study participants would respond quickly and that the retention strategies used by high-
tech organizations would only be technology-based. The pandemic impacted my ability
to make immediate connections with approved participants, and there were delays in
collecting data. | was surprised to learn that some high-tech organizations were late
adopters of social media and other technologies for recruitment and attraction and that
traditional recruitment methods were effective for some organizations. I conducted
semistructured interviews with an interview protocol to ensure consistency in question
delivery and minimize bias during the data collection process. I did not knowingly
introduce bias or affect study participants' responses.

Summary and Study Conclusions

The purpose of this qualitative multiple case study was to explore technology-

focused strategies that IT managers used to attract and retain IT professionals to meet the

needs of a technology-driven workforce. | collected data using semistructured interviews
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with IT managers from five high-tech organizations. One IT manager from each
institution represented one case study. | conducted semistructured interviews and
reviewed industry documents to achieve data triangulation. | used member checking to
ensure the accuracy of the study findings. The themes that emerged from the data
analysis included: (a) using high-tech tools and alternative methods to attract and retain,
(b) employing talent management techniques to attract and retain, (c) amplifying
organizational culture to attract and retain, and (d) safeguarding employee well-being to
attract and retain. Study participants indicated that they used effective techniques and
innovative methods to attract and retain IT personnel. In conclusion, IT managers can use
various technology-focused strategies and alternative methods to attract and retain highly

skilled IT professionals in a high-tech workforce.



161

References
Abbe, A., & Brandon, S. E. (2014). Building and maintaining rapport in investigative
interviews. Police Practice & Research, 15(3), 207-220.

https://doi.org/10.1080/15614263.2013.827835

Adler, H., & Ghiselli, R. (2015). The importance of compensation and benefits on
university students’ perceptions of organizations as potential employers. Journal

of Management and Strategy, 6(1), 1-9. https://doi.org/10.5430/jms.v6nipl

Agovino, T. (2019, June 1). Building team bonds. Society for Human Resource

Management. https://www.shrm.org/hr-today/news/all-things-

work/pages/building-team-bonds.aspx

Ahmed, S., Taskin, N., Pauleen, D., & Parker, J. (2017). Motivating information
technology professionals: The case of New Zealand. Australian Journal of

Information Systems, 21, 1-30. https://doi.org/10.3127/ajis.v21i0.1421

Aljukhadar, M., Senecal, S., & Nantel, J. (2014). Is more always better? Investigating the
task-technology fit theory in an online user context. Information &

Management, 51(4), 391-397. https://doi.org/10.1016/].im.2013.10.003

Allen, M. (2014). Talent management and corporate universities. Graziadio Business
Review, 17(1), 1-6. https://gbr.pepperdine.edu/2014/04/talent-management-and-
corporate-universities/

Alonso, A. (2019, November 26). Workplace culture matters. Society for Human

Resource Management. https://www.shrm.org/hr-today/news/hr-

magazine/winter2019/pages/workplace-culture-matters.aspx



https://doi.org/10.1080/15614263.2013.827835
https://doi.org/10.5430/jms.v6n1p1
https://www.shrm.org/hr-today/news/all-things-work/pages/building-team-bonds.aspx
https://www.shrm.org/hr-today/news/all-things-work/pages/building-team-bonds.aspx
https://doi.org/10.3127/ajis.v21i0.1421
https://doi.org/10.1016/j.im.2013.10.003 
https://www.shrm.org/hr-today/news/hr-magazine/winter2019/pages/workplace-culture-matters.aspx
https://www.shrm.org/hr-today/news/hr-magazine/winter2019/pages/workplace-culture-matters.aspx

162
Alpi, K. M., & Evans, J. J. (2019). Distinguishing case study as a research method from

case reports as a publication type. Journal of the Medical Library Association,

107(1), 1-5. https://doi.org/10.5195/jmla.2019.615

Alsaawi, A. (2014). A critical review of qualitative interviews. European Journal of

Business and Social Sciences, 3(4), 149-156. https://doi.org/10.2139/ssrn.2819536

Alshengeeti, H. (2014). Interviewing as a data collection method: A critical review.

English Linguistics Research, 3(1), 39-45. https://doi.org/10.5430/elr.v3n1p39

Anand, S. (2021a, January 5). Lessons in leading virtually amid uncertainty. Society for

Human Resource Management (SHRM). https://www.shrm.org/shrm-

india/pages/lessons-in-leading-virtually-amid-uncertainty.aspx

Anand, S. (2021b, October 22). The changing face of learning and development in India.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/global-hr/pages/india-learning-

and-development-is-changing.aspx

Anitha, J. (2014). Determinants of employee engagement and their impact on employee
performance. International Journal of Productivity and Performance

Management, 63(3), 308-323. https://doi.org/10.1108/ijppm-01-2013-0008

Apostolopoulos, N., & Liargovas, P. (2016). Regional parameters and solar energy
enterprises: Purposive sampling and group AHP approach. International Journal

of Energy Sector Management, 10(1), 19-37. https://doi.org/10.1108/ijesm-11-

2014-0009

Ardhendu, S. S. (2014). Conducting case study research in non-profit


https://doi.org/10.5195/jmla.2019.615
https://doi.org/10.2139/ssrn.2819536
https://doi.org/10.5430/elr.v3n1p39
https://www.shrm.org/shrm-india/pages/lessons-in-leading-virtually-amid-uncertainty.aspx
https://www.shrm.org/shrm-india/pages/lessons-in-leading-virtually-amid-uncertainty.aspx
https://www.shrm.org/resourcesandtools/hr-topics/global-hr/pages/india-learning-and-development-is-changing.aspx
https://www.shrm.org/resourcesandtools/hr-topics/global-hr/pages/india-learning-and-development-is-changing.aspx
https://doi.org/10.1108/ijppm-01-2013-0008
https://doi.org/10.1108/ijesm-11-2014-0009
https://doi.org/10.1108/ijesm-11-2014-0009

163

organizations. Qualitative Market Research: An International Journal, 17(1), 77-

84. https://doi.org/10.1108/gmr-04-2013-0024

Aryani, R., & Widodo, W. (2020). The determinant of organizational culture and its
impact on organization: A conceptual framework. International Journal of Higher

Education, 9(3), 64. https://doi.org/10.5430/ijhe.v9n3p64

Asiamah, N., Mensah, H. K., & Oteng-Abayie, E. (2017). General, target, and accessible
population: Demystifying the concepts for effective sampling. The Qualitative

Report, 22(6), 1607-1621. https://nsuworks.nova.edu/tgr/vol22/iss6/9/

Attaran, M., Attaran, S., & Kirkland, D. (2019). The need for digital workplace:
Increasing workforce productivity in the information age. International Journal of
Enterprise Information Systems, 15(1), 1-32.

https://doi.org/10.4018/1JE1S.2019010101

Bach, M. P., Celjo, A., & Zoroja, J. (2016). Technology acceptance model for business
intelligence systems: Preliminary research. Procedia Computer Science, 100, 995-

101. https://doi.org/10.1016/j.procs.2016.09.270

Balakrishnan, L. (2014). A study on retention strategies followed by education
institutions in retaining qualified employees. SIES Journal of Management, 10(1).
69-80. Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral

change. Psychological Review, 84(2), 191-215. https://doi.org/10.1037/0033-

295X.84.2.191
Banerjee, P., & Gupta, R. (2019). Talent attraction through online recruitment websites:

Application of Web 2.0 technologies. Australian Journal of Information Systems,


https://doi.org/10.1108/qmr-04-2013-0024
https://doi.org/10.5430/ijhe.v9n3p64
https://nsuworks.nova.edu/tqr/vol22/iss6/9/
https://doi.org/10.4018/IJEIS.2019010101
https://doi.org/10.1016/j.procs.2016.09.270
https://doi.org/10.1037/0033-295X.84.2.191
https://doi.org/10.1037/0033-295X.84.2.191

164
23(0), 1-23. https://doi.org/10.3127/ajis.v23i0.1762

Bansal, S. (2014). Employee retention strategies. International Journal of Research

Management & Social Science, 2(2), 62 — 68. http://ijmsrr.com/

Behroozi, M., Parnin, C., & Barik, T. (2019). Hiring is broken: What do developers say
about technical interviews?

https://www.researchgate.net/publication/334448588 Hiring is Broken What D

0 Developers Say About Technical Interviews

Bere, A. (2018). Applying an extended task-technology fit for establishing determinants
of mobile learning: An instant messaging initiative. Journal of Information
Systems Education, 29(4), 239-252. https://aisel.aisnet.org/jise/vol29/iss4/4

Bergeron, P. (2020, July 14). Resign or be fired: Which is best? Society for Human

Resources Management (SHRM). https://www.shrm.org/resourcesandtools/hr-

topics/organizational-and-employee-development/pages/resign-or-be-fired-which-

is-best.aspx

Berkelaar, B. L. (2017). Different ways new information technologies influence
conventional organizational practices and employment relationships: The case of
cybervetting for personnel selection. Human Relations, 70(9), 1115-1140.

https://doi.org/10.1177/0018726716686400

Berkelaar, B. L., & Buzzanell, P. M. (2014). Cybervetting, person-environment fit, and
personnel selection: Employers’ surveillance and sensemaking of job applicants’
online information. Journal of Applied Communication Research, 42(4), 456-476.

https://doi.org/10.1080/00909882.2014.954595



https://doi.org/10.3127/ajis.v23i0.1762
http://ijmsrr.com/
https://www.researchgate.net/publication/334448588_Hiring_is_Broken_What_Do_Developers_Say_About_Technical_Interviews
https://www.researchgate.net/publication/334448588_Hiring_is_Broken_What_Do_Developers_Say_About_Technical_Interviews
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/resign-or-be-fired-which-is-best.aspx
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/resign-or-be-fired-which-is-best.aspx
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/resign-or-be-fired-which-is-best.aspx
https://doi.org/10.1177/0018726716686400
https://doi.org/10.1080/00909882.2014.954595

165
Binder, A. J., Davis, D. B., & Bloom, N. (2016). Career funneling: How elite students

learn to define and desire "prestigious” jobs. Sociology of Education, 89(1), 20-39.

https://doi.org/10.1177/0038040715610883

Biron, M., & Eshed, R. (2017). Gaps between actual and preferred career paths among
professional employees: Implications for performance and burnout. Journal of

Career Development, 44(3), 224-238. https://doi.org/10.1177/0894845316645664

Birt, L., Scott, S., Cavers, D., Campbell, C., & Walter, F. (2016). Member checking: A
tool to enhance trustworthiness or merely a nod to validation? Qualitative Health

Research, 26(13), 1802—-1811. https://doi.org/10.1177/1049732316654870

Blacksmith, N., & Poeppelman, T. (2014). Three ways social media and technology have
changed recruitment. TIP: The Industrial-Organizational Psychologist, 52(1),

114-121. https://docplayer.net/386187-Three-ways-social-media-and-technology-

have-changed-recruitment.html

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

An International Journal, 19(4), 426-432. https://doi.org/10.1108/gmr-06-2016-

0053
Bohmova, L. (2016). The use of social media in the recruitment process. FAIMA
Business & Management Journal, 4(2), 20-30.

https://www.proquest.com/docview/1812277699

Bolarinwa, O. (2015). Principles and methods of validity and reliability testing of
questionnaires used in social and health science research. Nigerian Postgraduate

Medical Journal, 22(4), 195. https://doi.org/10.4103/1117-1936.173959



https://doi.org/10.1177/0038040715610883
https://doi.org/10.1177/0894845316645664
https://doi.org/10.1177/1049732316654870
https://docplayer.net/386187-Three-ways-social-media-and-technology-have-changed-recruitment.html
https://docplayer.net/386187-Three-ways-social-media-and-technology-have-changed-recruitment.html
https://doi.org/10.1108/qmr-06-2016-0053
https://doi.org/10.1108/qmr-06-2016-0053
https://www.proquest.com/docview/1812277699
https://doi.org/10.4103/1117-1936.173959

166

Bolles, R. N. (2016). Google is your new resume. Career Planning & Adult Development

Journal, 32(2), 21-23. https://www.scinapse.io/journals/2764643425

Bowen, G. A. (2009). Document analysis as a qualitative research method. Qualitative

Research Journal, 9(2), 27-40. https://doi.org/10.3316/qrj0902027

Boxall, P., & Macky, K. (2014). High-involvement work processes, work intensification
and employee well-being. Work, Employment and Society, 28(6), 963-984.

https://doi.org/10.1177/0950017013512714

Braun, V., Clarke, V., & Rance, N. (2014). How to use thematic analysis with interview
data. In A. Vossler, & N. Moller (Eds.), The counselling & psychotherapy
research handbook, (pp. 183-197). London, UK: Sage.

https://uk.sagepub.com/en-gb/eur/the-counselling-and-psychotherapy-research-

handbook/book239261

Braun, V., Clarke, V., & Weate, P. (2016). Using thematic analysis in sport and exercise
research. In B. Smith & A. C. Sparkes (Eds.), Routledge handbook of qualitative
research in sport and exercise, (pp. 191-205). London: Routledge.

https://www.routledgehandbooks.com/doi/10.4324/9781315762012

Brear, M. (2019). Process and outcomes of a recursive, dialogic member checking
approach: A project ethnography. Qualitative Health Research, 29(7), 944-957.

https://doi.org/10.1177/1049732318812448

Broman, K. W., & Woo, K. H. (2018). Data organization in spreadsheets. The American

Statisticians, 72(1), 2-10. https://doi.org/10.1080/00031305.2017.1375989

Brown, A. (2014). The place of ethnographic methods in information systems


https://www.scinapse.io/journals/2764643425
https://www.scinapse.io/journals/2764643425
https://doi.org/10.3316/qrj0902027
https://doi.org/10.1177/0950017013512714
https://uk.sagepub.com/en-gb/eur/the-counselling-and-psychotherapy-research-handbook/book239261
https://uk.sagepub.com/en-gb/eur/the-counselling-and-psychotherapy-research-handbook/book239261
https://www.routledgehandbooks.com/doi/10.4324/9781315762012
https://doi.org/10.1177/1049732318812448
https://doi.org/10.1080/00031305.2017.1375989

167

research. International Journal of Multiple Research Approaches, 8(2), 166-178.

https://doi.org/10.1080/18340806.2014.11082058

Burkholder, G. J., Cox, K. A., Crawford, L. M., & Hitchcock, J. H. (2019). Research
design and methods: An applied guide for the scholar-practitioner (pp. 248).
United States: SAGE Publications.

Burks, S. V., Cowgqill, B., Hoffman, M., & Housman, M. (2015). The value of hiring
through employee referrals. Quarterly Journal of Economics, 130(2), 805-8309.

https://doi.org/10.1093/qgje/gjv010

Bystrom, K., Ruthven, I., & Heinstrom, J. (2017). Work and information: Which
workplace models still work in modern digital workplaces? Information Research,

22(1), CoLIS paper 1651. http://informationr.net/ir/22-1/colis/colis1651.html

Cairns, T. D. (2015). Disruptive talent-acquisition strategies. Employment Relations

Today (Wiley), 42(3), 29-35. https://doi.org/10.1002/ert.21522

Campos, R., Arrazola, M., & de Hevia, J. (2018). Finding the right employee online:
Determinants of internet recruitment in Spanish firms. Applied Economics, 50(1),

79-93. https://doi.org/10.1080/00036846.2017.1319560

Capiluppi, A., Serebrenik, A., & Singer, L. (2013). Assessing technical candidates on the

social web. IEEE Software, 30(1), 45-51. https://doi.org/10.1109/ms.2012.169

Carter, N., Bryant-Lukosius, D., DiCenso, A., Blythe, J., & Neville, A. J. (2014). The use
of triangulation in qualitative research. Oncology Nursing Forum, 41(5), 545—

547. https://doi.org/10.1188/14.0nf.545-547

Castillo-Montoya, M. (2016). Preparing for interview research: The interview protocol


https://doi.org/10.1080/18340806.2014.11082058
https://doi.org/10.1093/qje/qjv010
http://informationr.net/ir/22-1/colis/colis1651.html
https://doi.org/10.1002/ert.21522
https://doi.org/10.1080/00036846.2017.1319560
https://doi.org/10.1109/ms.2012.169
https://doi.org/10.1188/14.onf.545-547

168

refinement framework. Qualitative Report, 21(5), 811.

https://doi.org/10.46743/2160-3715/2016.2337

Castleberry, A., & Nolen, A. (2018). Thematic analysis of qualitative research data: Is it
as easy as it sounds? Currents in Pharmacy Teaching and Learning, 10(6), 807—

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

Chakrabarti, S., & Guha, S. (2016). Differentials in information technology professional
category and turnover propensity: A study. Global Business Review, 17(35), 90S-

106S. https://doi.org/10.1177/0972150916631086

Choudhary, C. (2016). A study of retention management: How to keep your top talent.
International Journal of Advanced Research in Management and Social Sciences,

5(3), 17-31. https://garph.co.uk/IJARMSS-vol5-no3.html

Chowdhury, M. F. (2015). Coding, sorting and sifting of qualitative data analysis:
Debates and discussion. Quality and Quantity, 49(3), 1135-1143.

https://doi.org/10.1007/s11135-014-0039-2

Choy, L. T. (2014). The strengths and weaknesses of research methodology: Comparison
and complimentary between quantitative and qualitative approaches. IOSR
Journal of Humanities and Social Science, 19(4), 99-104.

https://doi.org/10.9790/0837-194399104

Chung, S., Lee, K. Y., & Choi, J. (2015). Exploring digital creativity in the workspace:
The role of enterprise mobile applications on perceived job performance and
creativity. Computers in Human Behavior, 42, 93-109.

https://doi.org/10.1016/j.chb.2014.03.055



https://doi.org/10.46743/2160-3715/2016.2337
https://doi.org/10.1016/j.cptl.2018.03.019
https://doi.org/10.1177/0972150916631086
https://garph.co.uk/IJARMSS-vol5-no3.html
https://doi.org/10.1007/s11135-014-0039-2
https://doi.org/10.9790/0837-194399104
https://doi.org/10.1016/j.chb.2014.03.055

169

Clapper, T. C. (2015). Cooperative-based learning and the zone of proximal
development. Simulation & Gaming, 46(2), 148-158.

https://doi.org/10.1177/1046878115569044

Clark, K. R., & Vealé, B. L. (2018). Strategies to enhance data collection and analysis in
qualitative research. Radiologic Technology, 89(5), 482CT—485CT.

http://www.radiologictechnology.org/content/89/5/482CT .extract

Clarke, V., & Braun, V. (2014). Thematic analysis. In A. C. Michalos (Ed.),
Encyclopaedia of Quality of Life and Well-Being Research 6626-6628.

https://doi.org/10.1007/978-94-007-0753-5_3470

Clarke, V., & Braun, V. (2017). Thematic analysis. Journal of Positive

Psychology, 12(3), 297—298. https:/doi.org/10.1080/17439760.2016.1262613

Cleary, M., Horsfall, J., & Hayter, M. (2014). Data collection and sampling in qualitative
research: Does size matter? Journal of Advanced Nursing, 70(3), 473-475.

https://d0i:10.1111/jan.12163

Cleland, J. A. (2017). The qualitative orientation in medical education research. Korean

Journal of Medical Education, 29(2), 61-71. https://doi.org/10.3946/kjme.2017.53

Cloutier, O., Felusiak, L., Hill, C., & Pemberton-Jones, E. (2015). The importance of
developing strategies for employee retention. Journal of Leadership,

Accountability and Ethics, 12(2), 119-129. https://nabpress.com/leadership-

accountability-and-ethics

Coeckelbergh, M. (2015). The tragedy of the master: Automation, vulnerability, and

distance. Ethics and Information Technology, 17, 219-229.


https://doi.org/10.1177/1046878115569044
http://www.radiologictechnology.org/content/89/5/482CT.extract
https://doi.org/10.1007/978-94-007-0753-5_3470
https://doi.org/10.1080/17439760.2016.1262613
https://doi:10.1111/jan.12163%20%20
https://doi.org/10.3946/kjme.2017.53
https://nabpress.com/leadership-accountability-and-ethics
https://nabpress.com/leadership-accountability-and-ethics

170
https://doi.org/10.1007/s10676-015-9377-6

Connelly, L. M. (2016). Trustworthiness in qualitative research. MEDSURG Nursing,

25(6), 435-436. https://www.proquest.com/scholarly-journals/trustworthiness-

gualitative-research/docview/1849700459/se-2

Cook, D. A., Kuper, A., Hatala, R., & Ginsburg, S. (2016). When assessment data are
words: Validity evidence for qualitative educational assessments. Academic

Medicine, 91(10), 1359-1369. https://doi.org/10.1097/acm.0000000000001175

Cope, D. G. (2014). Methods and meanings: Credibility and trustworthiness of qualitative
research. Oncology Nursing Forum, 41(1), 89-91.

https://doi.org/10.1188/14.0nf.89-91

Coraggio, M., & Liu, R. (2016). Responding to the challenges of recruitment, retention,
and succession at the Information Services Office of the National Institute of
Standards and Technology, 2014 Best Practices for Government Libraries, Lexis-

Nexis, [online]. https://tsapps.nist.gov/publication/get _pdf.cfm?pub_id=917396

Cropanzano, R., & Mitchell, M. (2005). Social exchange theory: An interdisciplinary
review. Journal of Management, 31(6), 874-900.

https://doi:10.1177/0149206305279602

Crowe, M., Inder, M., & Porter, R. (2015). Conducting qualitative research in mental
health: Thematic and content analyses. Australian and New Zealand Journal of

Psychiatry, 49(7), 616-623. https://doi.org/10.1177/0004867415582053

Csorny, L. (2013). Careers in the growing field of information technology services.

Beyond the Numbers: Employment and Unemployment, 2(9), 1-8.


https://doi.org/10.1007/s10676-015-9377-6
https://www.proquest.com/scholarly-journals/trustworthiness-qualitative-research/docview/1849700459/se-2
https://www.proquest.com/scholarly-journals/trustworthiness-qualitative-research/docview/1849700459/se-2
https://doi.org/10.1097/acm.0000000000001175
https://doi.org/10.1188/14.onf.89-91
https://tsapps.nist.gov/publication/get_pdf.cfm?pub_id=917396
https://doi:10.1177/0149206305279602
https://doi.org/10.1177/0004867415582053

171

https://www.bls.gov/opub/btn/volume-2/careers-in-growing-field-of-information-

technology-services.htm

Cunningham, D. (2016). Applying Al. People & Strategy, 39(4), 11 -12.

https://link.gale.com/apps/doc/A467681166/AONE?u=anon~86e877c0&sid=gooqg

leScholar&xid=f92720f2

Cypress, B. S. (2017). Rigor or reliability and validity in qualitative research:
Perspectives, strategies, reconceptualization, and recommendations. Dimensions
of Critical Care Nursing, 36(4), 253-263.

https://doi.org/10.1097/dcc.0000000000000253

Cypress, B. S. (2019). Data analysis software in qualitative research: Preconceptions,
expectations, and adoption. Dimensions of Critical Care Nursing, 38(4), 213-220.

https://doi.org/10.1097/dcc.0000000000000363

Dale, S. (2014). Gamification: Making work fun, or making fun of work? Business

Information Review, 31(2), 82-90. https://doi.org/10.1177/0266382114538350

Das, S. (2020, August 14). Viewpoint: How to reward your employees without breaking
the bank. Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-

topics/compensation/pages/viewpoint-how-to-reward-your-employees-without-

breaking-the-bank.aspx

Davis, F. D. (1989). Perceived usefulness, perceived ease of use, and user acceptance of
information technology. MIS Quarterly, 13(3), 319-340.

https://doi.org/10.2307/249008



https://www.bls.gov/opub/btn/volume-2/careers-in-growing-field-of-information-technology-services.htm
https://www.bls.gov/opub/btn/volume-2/careers-in-growing-field-of-information-technology-services.htm
https://link.gale.com/apps/doc/A467681166/AONE?u=anon~86e877c0&sid=googleScholar&xid=f92720f2
https://link.gale.com/apps/doc/A467681166/AONE?u=anon~86e877c0&sid=googleScholar&xid=f92720f2
https://doi.org/10.1097/dcc.0000000000000253
https://doi.org/10.1097/dcc.0000000000000363
https://doi.org/10.1177/0266382114538350
https://www.shrm.org/resourcesandtools/hr-topics/compensation/pages/viewpoint-how-to-reward-your-employees-without-breaking-the-bank.aspx
https://www.shrm.org/resourcesandtools/hr-topics/compensation/pages/viewpoint-how-to-reward-your-employees-without-breaking-the-bank.aspx
https://www.shrm.org/resourcesandtools/hr-topics/compensation/pages/viewpoint-how-to-reward-your-employees-without-breaking-the-bank.aspx
https://doi.org/10.2307/249008

172
Davis, F. D., Bagozzi, R. P., & Warshaw, P. R. (1989). User acceptance of computer

technology: A comparison of two theoretical models. Management Science, 35(8),

982-1003. https://doi.org/10.1287/mnsc.35.8.982

Dawis, R. V., & Lofquist, L. H. (1984). A psychological theory of work adjustment: An
individual difference model and its applications. Minneapolis: University of

Massachusetts Press. https://doi.org/10.4135/9781412952651.n310

Dawson, E., Hartwig, M., Brimbal, L., & Denisenkov, P. (2017). A room with a view:
Setting influences information disclosure in investigative interviews. Law and

Human Behavior, 41(4), 333-343. https://doi.org/10.1037/1hb0000244

Deans, P. C., & Tretola, B. J. M. (2018). The evolution of social media and its impact on
organizations and leaders. Journal of Organizational Computing and Electronic

Commerce, 28(3), 173-192. https://doi.org/10.1080/10919392.2018.1484597

DeCanio, S. J. (2016). Robots and humans — complements or substitutes? Journal of

Macroeconomics, 49, 280-291. https://doi.org/10.1016/j.jmacro.2016.08.003

Decker, M., Fischer, M., & Ott, I. (2017). Service robots and human labor: A first
technology assessment of substitution and cooperation. Robotics and Autonomous

Systems, 87, 348 — 354. https://doi.org/10.1016/j.robot.2016.09.017

Deming, D. J. (2017). The growing importance of social skills in the labor market. The
Quarterly Journal of Economics, 132(4), 1593-1640.

https://doi.org/10.1093/qgje/qjx022

Dery, K., Sebastian, I. M., & van der Meulen, N. (2017). The digital workplace is key to

digital innovation. MIS Quarterly Executive, 16(2), 135-152.


https://doi.org/10.1287/mnsc.35.8.982
https://doi.org/10.4135/9781412952651.n310
https://doi.org/10.1037/lhb0000244
https://doi.org/10.1080/10919392.2018.1484597
https://doi.org/10.1016/j.jmacro.2016.08.003
https://doi.org/10.1016/j.robot.2016.09.017
https://doi.org/10.1093/qje/qjx022

173
https://www.researchgate.net/publication/317767778 The_Digital Workplace_is

_Key to Digital_Innovation

DeVaro, J., Kauhanen, A., & Valmari, N. (2019). Internal and external hiring. ILR

Review, 72(4), 981-1008. https://doi.org/10.1177/0019793919842810

Doerschuk, P., Bahrim, C., Daniel, J., Kruger, J., Mann, J., & Martin, C. (2016). Closing
the gaps and filling the STEM pipeline: A multidisciplinary approach. Journal of
Science Education and Technology, 25(1), 682-695.

https://doi.org/10.1007/s10956-016-9622-8

Downs, L. (2015). Star talent: Investing in high-potential employees for organizational
success. Industrial and Commercial Training, 47(7), 349-355.

https://doi.org/10.1108/ict-06-2015-0041

Dresch, A., Lacerda, D. P., & Miguel, P. A. C. (2015). A distinctive analysis of case
study, action research, and design science research. Review of Business

Management, 1116-1133. https://doi.org/10.7819/rbgn.v17i56.2069

Dutta, A., Steiner, E., Proulx, J., Berisha, V., Bliss, D. W., Poole, S., & Corman, S.
(2021). Analyzing the relationship between productivity and human
communication in an organizational setting. PLOS ONE, 16(7), e0250301.

https://doi.org/10.1371/journal.pone.0250301

Dutta, D. (2014). Tweet your tune — Social media, the new pied paper in talent
acquisition. Vikalpa: The Journal for Decision Makers, 39(3), 93-104.

https://doi.org/10.1177/0256090920140307

Ekinci, E. (2016). Employee referrals as a screening device: EKINCI. The RAND Journal


https://doi.org/10.1177/0019793919842810
https://doi.org/10.1007/s10956-016-9622-8
https://doi.org/10.1108/ict-06-2015-0041
https://doi.org/10.7819/rbgn.v17i56.2069
https://doi.org/10.1371/journal.pone.0250301
https://doi.org/10.1177/0256090920140307

174
of Economics, 47(3), 688-708. https://doi.org/10.1111/1756-2171.12141

Elfil, M., & Negida, A. (2017). Sampling methods in clinical research; An educational

review. Emergency, (1), e52. https://doi.org/10.22037/emergency.v5il1.15215

Ellis, P. (2016). Understanding research for nursing students (3rd ed). Exeter: Learning
Matters.
Ellis, P. (2018). The language of research (part 19): Understanding the quality of a

qualitative paper (1). Wounds UK, 14(5), 134-135. https://www.wounds-

uk.com/download/wuk article/7619

El-Masri, M. M. (2017). Non-probability sampling: Non-probability sampling-the
process of selecting research participants non-randomly from a target population.

Canadian Nurse, 113(3), 17. https://pubmed.ncbi.nlm.nih.gov/29235800/

Elnaga, A., & Imran, A. (2013). The effect of training on employee performance.
European Journal of Business and Management. 5(4), 137-147.

https://core.ac.uk/download/pdf/234624593.pdf

Emanuel, E., Abdoler, E., & Stunkel, L. (2016). Research ethics: How to treat people
who participate in research. Methodological issues and strategies in clinical

research, (4™ ed.), 513-523. https://doi.org/10.1037/14805-031

Emerson, R. W. (2015). Convenience sampling, random sampling, and snowball
sampling: How does sampling affect the validity of research? Journal of Visual
Impairment & Blindness, 109(2), 164-168.

https://doi.org/10.1177/0145482x1510900215

Eom, M. T. (2015). How can organizations retain IT personnel? Impact of IT manager’s


https://doi.org/10.1111/1756-2171.12141
https://doi.org/10.22037/emergency.v5i1.15215
https://www.wounds-uk.com/download/wuk_article/7619
https://www.wounds-uk.com/download/wuk_article/7619
https://pubmed.ncbi.nlm.nih.gov/29235800/
https://core.ac.uk/download/pdf/234624593.pdf
https://doi.org/10.1037/14805-031
https://doi.org/10.1177/0145482x1510900215

175

leadership on IT personnel’s intention to stay. Information Systems Management,

32(4), 316-330. https://doi.org/10.1080/10580530.2015.1080001

Ertiirk, A., & Vurgun, L. (2015). Retention of IT professionals: Examining the influence
of empowerment, social exchange, and trust. Journal of Business Research, 68(1),

34-46. https://doi.org/10.1016/j.jbusres.2014.05.010

Etikan, 1. (2016). Comparison of convenience sampling and purposive
sampling. American Journal of Theoretical and Applied Statistics, 5(1), 1.

https://doi.org/10.11648/j.ajtas.20160501.11

Eun, B. (2019). The zone of proximal development as an overarching concept: A
framework for synthesizing Vygotsky’s theories. Educational Philosophy and

Theory, 51(1), 18-30. https://doi.org/10.1080/00131857.2017.1421941

Feffer, M. (2015, April 7). The democratization of talent management. Society for
Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-

acquisition/pages/democratization-talent-management.aspx

Fetzer, M. (2015). Serious games for talent selection and development. TIP: The
Industrial-Organizational Psychology, 52(3), 117-125.
Folz, C. (2016, September 22). How to change your organizational culture. Society for

Human Resource Management (SHRM). https://www.shrm.org/hr-today/news/hr-

magazine/1016/pages/how-to-change-your-organizational-culture.aspx

Francis, J. G., & Francis, L. P. (2014). Privacy, confidentiality, and justice: Privacy,

confidentiality, and justice. Journal of Social Philosophy, 45(3), 408-431.


https://doi.org/10.1080/10580530.2015.1080001
https://doi.org/10.1016/j.jbusres.2014.05.010
https://doi.org/10.11648/j.ajtas.20160501.11
https://doi.org/10.1080/00131857.2017.1421941
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/democratization-talent-management.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/democratization-talent-management.aspx
https://www.shrm.org/hr-today/news/hr-magazine/1016/pages/how-to-change-your-organizational-culture.aspx
https://www.shrm.org/hr-today/news/hr-magazine/1016/pages/how-to-change-your-organizational-culture.aspx

176
https://doi.org/10.1111/josp.12070

Franklin, A. E., Dodd, C., Sideras, S., & Hutson, J. (2018). A toolbox to make multisite
simulation research successful. Clinical Simulation in Nursing, 21, 16-22.

https://doi.org/10.1016/j.ecns.2018.05.003

Frey, C. B., & Osborne, M. A. (2017). The future of employment: How susceptible are
jobs to computerisation? Technological Forecasting and Social Change, 114,

254-280. https://doi.org/10.1016/j.techfore.2016.08.019

Frye, L. (2017, May 9). The cost of a bad hire can be astronomical. Society for Human

Resource Management (SHRM). https://www.shrm.org/resourcesandtools/hr-

topics/employee-relations/pages/cost-of-bad-hires.aspx

Fusch, P., Fusch, G. E., & Ness, L. R. (2018). Denzin’s paradigm shift: Revisiting
triangulation in qualitative research. Journal of Social Change, 10(1), 19-32.

https://doi.org/10.5590/josc.2018.10.1.02

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

The Qualitative Report, 20(9), 1408-1416. https://doi.org/10.46743/2160-

3715/2015.2281

Gallardo-Gallardo, E., & Thunnissen, M. (2016). Standing on the shoulders of giants? A
critical review of empirical talent management research. Employee Relations,

38(1), 31-56. https://doi.org/10.1108/er-10-2015-0194

Gentelli, L. (2015). Using industry professionals in undergraduate teaching: Effects on
student learning. Journal of University Teaching and Learning Practice, 12(4),

38-49. https://doi.org/10.53761/1.12.4.4



https://doi.org/10.1111/josp.12070
https://doi.org/10.1016/j.ecns.2018.05.003
https://doi.org/10.1016/j.techfore.2016.08.019
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/cost-of-bad-hires.aspx
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/cost-of-bad-hires.aspx
https://doi.org/10.5590/josc.2018.10.1.02
https://doi.org/10.46743/2160-3715/2015.2281
https://doi.org/10.46743/2160-3715/2015.2281
https://doi.org/10.1108/er-10-2015-0194
https://doi.org/10.53761/1.12.4.4

177
Gerhart, N., Peak, D. A., & Prybutok, V. R. (2015). Searching for new answers: The

application of Task-Technology Fit to e-textbook usage. Decision Sciences
Journal of Innovative Education, 13(1), 91-111.

https://doi.org/10.1111/dsji.12056

Glaser, J., & Laudel, G. (2013). Life with and without coding: Two methods for early-
stage data analysis in qualitative research aiming at causal explanations. Forum:
Qualitative Social Research, 14(2), 1-37. https://doi.org/10.17169/fqs-14.2.1886

Glassdoor. (2021). Glassdoor employees' choice awards for the best places to work in
2021.

https://media.qglassdoor.com/staticList/pdf/2021/Glassdoor Best Places to Work

2021 Methodology US.pdf

Goodhue, D. L. (1995). Understanding user evaluations of information systems.
Management Sciences, 41(12), 1827-1844.

https://doi.org/10.1287/mnsc.41.12.1827

Goodhue, D. L., & Thompson, R. L. (1995). Task-technology fit and individual

performance. MIS Quarterly, 19(2), 213-236. https://doi.org/10.2307/249689

Gorichanaz, T., & Latham, K. F. (2016). Document phenomenology: A framework for
holistic analysis. Journal of Documentation, 72(6), 1114-1133.

https://doi.org/10.1108/jd-01-2016-0007

Gorondutse, A. H., & Hilman, H. (2019). Does organizational culture matter in the
relationship between trust and SMEs performance. Management Decision, 57(7),

1638-1658. https://doi.org/10.1108/md-05-2018-0557



https://doi.org/10.1111/dsji.12056
https://media.glassdoor.com/staticList/pdf/2021/Glassdoor_Best_Places_to_Work_2021_Methodology_US.pdf
https://media.glassdoor.com/staticList/pdf/2021/Glassdoor_Best_Places_to_Work_2021_Methodology_US.pdf
https://doi.org/10.1287/mnsc.41.12.1827
https://doi.org/10.2307/249689
https://doi.org/10.1108/jd-01-2016-0007
https://doi.org/10.1108/md-05-2018-0557

178
Grady, C. (2015). Enduring and emerging challenges of informed consent. New England

Journal of Medicine, 372(9), 855-862. https://doi.org/10.1056/nejmral411250

Grady, C., & Faucy, A. S. (2016). The role of the virtuous investigator in protecting
human research subjects. Perspectives in Biology and Medicine, 59(1), 122-131.

https://doi.org/10.1353/pbm.2016.0021

Greenwood, K., & Krol, N. (2020, August 7). 8 ways managers can support employees’

mental health. Harvard Business Review. https://hbr.org/2020/08/8-ways-

managers-can-support-employees-mental-health

Grensing-Pophal, L. (2017, August 11). High-tech doesn 't replace high-touch in
recruiting: Why traditional methods still matter. Society for Human Resource

Management (SHRM). https://www.shrm.org/resourcesandtools/hr-topics/talent-

acquisition/pages/high-tech-tools-high-touch-recruiting.aspx

Grensing-Pophal, L. (2020, April 7). Pandemic takes a toll on employees’ emotional
well-being. Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/pandemic-takes-

a-toll-on-employees-emotional-well-being.aspx

Grossman, R. J. (2015, May 1). How to create a learning culture. Society for Human

Resource Management (SHRM). https://www.shrm.org/hr-today/news/hr-

magazine/pages/0515-learning-culture.aspx

Grossoehme, D. H. (2014). Overview of qualitative research. Journal Health Care

Chaplain, 20(3), 109-122. https://doi.org/10.1080/08854726.2014.925660

Guest, D. E. (2017). Human resource management and employee well-being: Towards a


https://doi.org/10.1056/nejmra1411250
https://doi.org/10.1353/pbm.2016.0021
https://hbr.org/2020/08/8-ways-managers-can-support-employees-mental-health
https://hbr.org/2020/08/8-ways-managers-can-support-employees-mental-health
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/high-tech-tools-high-touch-recruiting.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/high-tech-tools-high-touch-recruiting.aspx
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/pandemic-takes-a-toll-on-employees-emotional-well-being.aspx
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/pandemic-takes-a-toll-on-employees-emotional-well-being.aspx
https://www.shrm.org/hr-today/news/hr-magazine/pages/0515-learning-culture.aspx
https://www.shrm.org/hr-today/news/hr-magazine/pages/0515-learning-culture.aspx
https://doi.org/10.1080/08854726.2014.925660

179

new analytic framework. Human Resource Management Journal, 27(1), 22-38.

https://doi.org/10.1111/1748-8583.12139

Gulati, A. (2016, July 5). Attract top talent with personalized rewards. Society for
Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/attract-

top-talent-personalized-rewards.aspx

Gunawan, J. (2015). Ensuring trustworthiness in qualitative research. Belitung Nursing

Journal, 1(1), 10-11. https://doi.org/10.33546/bnj.4

Gupta, P., Fernandes, S. F., & Jain, M. (2018). Automation in recruitment: A new
frontier. Journal of Information Technology Teaching Cases, 8(2), 118-125.

https://doi.org/10.1057/s41266-018-0042-X

Gurchiek, K. (2019, November 19). Building a learning culture: What small employers
can learn from large ones. Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-

development/pages/building-a-learning-culture-what-small-employers-can-learn-

from-large-ones-.aspx

Gurchiek, K. (2020, May 11). SHRM research: COVID-19 takes a toll on employees’
mental well-being. Society for Human Resource Management (SHRM).

https://www.shrm.org/hr-today/news/hr-news/pages/shrm-research-covid-19-

takes-a-toll-on-employees-mental-well-being.aspx

Gurchiek, K. (2021a, August 24). Emerging professionals: How to attract and keep them.

Society for Human Resource Management (SHRM).


https://doi.org/10.1111/1748-8583.12139
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/attract-top-talent-personalized-rewards.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/attract-top-talent-personalized-rewards.aspx
https://doi.org/10.33546/bnj.4
https://doi.org/10.1057/s41266-018-0042-x
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/building-a-learning-culture-what-small-employers-can-learn-from-large-ones-.aspx
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/building-a-learning-culture-what-small-employers-can-learn-from-large-ones-.aspx
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/building-a-learning-culture-what-small-employers-can-learn-from-large-ones-.aspx
https://www.shrm.org/hr-today/news/hr-news/pages/shrm-research-covid-19-takes-a-toll-on-employees-mental-well-being.aspx
https://www.shrm.org/hr-today/news/hr-news/pages/shrm-research-covid-19-takes-a-toll-on-employees-mental-well-being.aspx

180

https://www.shrm.org/resourcesandtools/hr-topics/talent-

acquisition/pages/emerging-professionals-how-to-attract-and-keep-them.aspx

Gurchiek, K. (2021b, December 14). Report: Employees say support for their well-being
falls short. Society for Human Resource Management (SHRM).

https://www.shrm.org/hr-today/news/hr-news/pages/report-employees-say-

support-for-their-wellbeing-falls-short.aspx

Hackman, J. R., & Lawler, E. E. (1971). Employee reactions to job
characteristics. Journal of Applied Psychology, 55(3), 259-286.

https://doi.org/10.1037/h0031152

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of
a theory. Organizational Behavior and Human Performance, 16(2), 250-279.

https://doi.org/10.1016/0030-5073(76)90016-7

Hagood, M. C., & Skinner, E. N. (2015). Moving beyond data transcription: Rigor as
issue in representation of digital literacies. Literacy Research: Theory, Method,

and Practice, 64(1), 429-442. https://doi.org/10.1177/2381336915617600

Halcomb, E. (2016). Understanding the importance of collecting qualitative data
creatively: Elizabeth Halcomb considers how innovative methods of data
collection can engage participants and enrich the information gathered. Nurse

Researcher, 23(3), 6-7. https://doi.org/10.7748/nr.23.3.6.52

Hancock, D. R., & Algozzine, B. (2017). Doing case study research: A practical guide
for beginning researchers (3™ ed.). New York, NY: Teachers College Press.

Harden, G., Boakye, K. G., & Ryan, S. (2018). Turnover intention of technology


https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/emerging-professionals-how-to-attract-and-keep-them.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/emerging-professionals-how-to-attract-and-keep-them.aspx
https://www.shrm.org/hr-today/news/hr-news/pages/report-employees-say-support-for-their-wellbeing-falls-short.aspx
https://www.shrm.org/hr-today/news/hr-news/pages/report-employees-say-support-for-their-wellbeing-falls-short.aspx
https://doi.org/10.1037/h0031152
https://doi.org/10.1016/0030-5073(76)90016-7
https://doi.org/10.1177/2381336915617600
https://doi.org/10.7748/nr.23.3.6.s2

181

professionals: A social exchange theory perspective. Journal of Computer
Information Systems, 58(4), 291-300.

https://doi.org/10.1080/08874417.2016.1236356

Heale, R., & Twycross, A. (2018). What is a case study? Evidence Based Nursing, 21(1),

7-8. https://doi.org/10.1136/eb-2017-102845

Hennigan, M., & Evans, L. (2018, October 31). Does hiring for ‘culture fit’ perpetuate
bias? Society for Human Resource Management (SHRM).

https://www.shrm.org/hr-today/news/hr-magazine/1118/pages/does-hiring-for-

culture-fit-perpetuate-bias.aspx

Herzberg, F., Mausner, B., & Snyderman, B. B. (2017). The motivation to work. Taylor

& Francis Group. https://doi.org/10.4324/9781315124827

Hessler, P. (2014). Technology and economic power. Philosophy & Technology, 27(2),

279-283. https://doi.org/10.1007/s13347-013-0148-1

Hicks, M. (2018). How HR execs can use technology to connect a divided workforce.

Strategic HR Review, 17(1), 23-28. https://doi.org/10.1108/shr-11-2017-0081

Hilgert, L., Kroh, M., & Richter, D. (2016). The effect of face-to-face interviewing on
personality measurement. Journal of Research in Personality, 63, 133-136.

https://doi.org/10.1016/j.jrp.2016.05.006

Hirsch, A. (2017, August 10). Don 't underestimate the importance of good onboarding.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/dont-

underestimate-the-importance-of-effective-onboarding.aspx



https://doi.org/10.1080/08874417.2016.1236356
https://doi.org/10.1136/eb-2017-102845
https://www.shrm.org/hr-today/news/hr-magazine/1118/pages/does-hiring-for-culture-fit-perpetuate-bias.aspx
https://www.shrm.org/hr-today/news/hr-magazine/1118/pages/does-hiring-for-culture-fit-perpetuate-bias.aspx
https://doi.org/10.4324/9781315124827
https://doi.org/10.1007/s13347-013-0148-1
https://doi.org/10.1108/shr-11-2017-0081
https://doi.org/10.1016/j.jrp.2016.05.006
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/dont-underestimate-the-importance-of-effective-onboarding.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/dont-underestimate-the-importance-of-effective-onboarding.aspx

182

Hirsch, S. (2015). Important lessons from a software giant. Journal of Staff Development,

36(3), 54. https://learningforward.org/journal/june-2015-issue/important-lessons-

from-a-software-giant/

Holm, A. B. (2014). Institutional context and e-recruitment practices of Danish

organizations. Employee Relations, 36(4), 432-455. https://doi.org/10.1108/er-07-

2013-0088
Homans, G. C. (1958). Social behavior as exchange. American Journal of Sociology,

63(6), 597-606. https://doi.org/10.1086/222355

Howard, M. C., & Rose, J. C. (2019). Refining and extending task-technology fit theory:
Creation of two task—technology fit scales and empirical clarification of the
construct. Information & Management, 56(6), 103134.

https://doi.org/10.1016/j.im.2018.12.002

Heyland, S., Hollund, J. G., & Olsen, O. E. (2015). Gaining access to a research site and
participants in medical and nursing research: A synthesis of accounts. Medical

Education, 49(2), 224-232. https://doi.org/10.1111/medu.12622

Huang, K. Y., & Chuang, Y. R. (2016). A task-technology fit view of job search website
impact on performance effects: An empirical analysis from Taiwan. Cogent
Business & Management, 3(1), 1253943.

https://doi.org/10.1080/23311975.2016.1253943

Huang, K. Y., & Chuang, Y. R. (2021). Aggregated model of ttf with utaut2 in an
employment website context. Journal of Data Science, 15(2), 187-201.

https://doi.org/10.6339/jds.201704 15(2).0001



https://learningforward.org/journal/june-2015-issue/important-lessons-from-a-software-giant/
https://learningforward.org/journal/june-2015-issue/important-lessons-from-a-software-giant/
https://doi.org/10.1108/er-07-2013-0088
https://doi.org/10.1108/er-07-2013-0088
https://doi.org/10.1086/222355
https://doi.org/10.1016/j.im.2018.12.002
https://doi.org/10.1111/medu.12622
https://doi.org/10.1080/23311975.2016.1253943
https://doi.org/10.6339/jds.201704_15(2).0001

183
Idell, K., Gefen, D., & Ragowsky, A. (2021, September 1). Managing IT Professional

turnover. Communications of the ACM, 64(9), 72 - 77.

https://doi.org/10.1145/3434641

livari, N. (2018). Using member checking in interpretive research practice: A
hermeneutic analysis of informants’ interpretation of their organizational
realities. Information Technology & People, 31(1), 111-133.

https://doi.org/10.1108/itp-07-2016-0168

Indeed Editorial Team. (2021, August 12). 17 benefits of team building for your

organization. https://www.indeed.com/career-advice/career-

development/benefits-of-team-building

Ivankova, N., & Wingo, N. (2018). Applying mixed methods in action research:
Methodological potentials and advantages. American Behavioral Scientist, 62(7),

978-997. https://doi.org/10.1177/0002764218772673

Jamshed, S. (2014). Qualitative research method-interviewing and observation. Journal

of Basic and Clinical Pharmacy, 5(4), 87-88. https://doi.org/10.4103/0976-

0105.141942

Jayathilake, H. D., Daud, D., Eaw, H. C., & Annuar, N. (2021). Employee development
and retention of Generation-Z employees in the post-COVID-19 workplace: A
conceptual framework. Benchmarking: An International Journal, 28(7), 2343—

2364. https://doi.org/10.1108/bij-06-2020-0311

Johennesse, L. C., & Chou, T. (2017). Employee perceptions of talent management

effectiveness on retention. Global Business and Management Research: An


https://doi.org/10.1145/3434641
https://doi.org/10.1108/itp-07-2016-0168
https://www.indeed.com/career-advice/career-development/benefits-of-team-building
https://www.indeed.com/career-advice/career-development/benefits-of-team-building
https://doi.org/10.1177/0002764218772673
https://doi.org/10.4103/0976-0105.141942
https://doi.org/10.4103/0976-0105.141942
https://doi.org/10.1108/bij-06-2020-0311

184
International Journal, 9(3), 46-58.

http://gbmrjournal.com/pdf/vol.%6209%20n0.%203/VIN3-4.pdf

John, D. A. (2018, January 17). How to help employees manage their wellbeing and work
related stress. Society for Human Resource Management (SHRM).

https://www.shrm.org/shrm-india/pages/how-to-help-employees-manage-their-

wellbeing-and-work-related-stress.aspx

Johnson, J. (2012, April 23). Assumption junction, what’s your function? Making sense of
assumptions, limitations, and delimitations.

http://waldenwritingcenter.blogspot.com/2012/04/assumption-junction-whats-

your-function.html

Johnson, W. (2018, August 24). What to do when a good employee stops trying to grow.

Harvard Business Review. https://hbr.org/2018/08/what-to-do-when-a-good-

employee-stops-trying-to-grow

Joia, L. A., & Mangia, U. (2017). Career transition antecedents in the information
technology area: Career transition in the IT area. Information Systems Journal,

27(1), 31-57. https://doi.org/10.1111/is].12087

Jones, K. (2016). Sorting outsourcing: Finding the candidates you need. Workforce

Solutions Review, 7(6), 31-32. http://www.ihrimpublications.com/

Kang, H. (2016). Technology-focused strategic planning in service businesses. Franklin
Business & Law Journal, 2016(1), 8-

19. https://search.ebscohost.com/login.aspx?direct=true&AuthType=shib&db=bth

&AN=112407344&site=ehost-live&scope=site.



http://gbmrjournal.com/pdf/vol.%209%20no.%203/V9N3-4.pdf
https://www.shrm.org/shrm-india/pages/how-to-help-employees-manage-their-wellbeing-and-work-related-stress.aspx
https://www.shrm.org/shrm-india/pages/how-to-help-employees-manage-their-wellbeing-and-work-related-stress.aspx
http://waldenwritingcenter.blogspot.com/2012/04/assumption-junction-whats-your-function.html
http://waldenwritingcenter.blogspot.com/2012/04/assumption-junction-whats-your-function.html
https://hbr.org/2018/08/what-to-do-when-a-good-employee-stops-trying-to-grow
https://hbr.org/2018/08/what-to-do-when-a-good-employee-stops-trying-to-grow
https://doi.org/10.1111/isj.12087
http://www.ihrimpublications.com/
https://search.ebscohost.com/login.aspx?direct=true&AuthType=shib&db=bth&AN=112407344&site=ehost-live&scope=site
https://search.ebscohost.com/login.aspx?direct=true&AuthType=shib&db=bth&AN=112407344&site=ehost-live&scope=site

185
Kappelman, L., Jones, M. C., Johnson, V., Mclean, E. R., & Boonme, K. (2016). Skills

for success at different stages of an IT professional’s career. Communications of

the ACM, 59(8), 64—70. https://doi.org/10.1145/2888391

Kashi, K., Zheng, C., & Molineux, J. (2016). Exploring factors driving social recruiting:
The case of Australian organizations. Journal of Organizational Computing and
Electronic Commerce, 26(3), 203-223.

https://doi.org/10.1080/10919392.2016.1194055

Kelly, B., Margolis, M., McCormack, L., LeBaron, P. A., & Chowdhury, D. (2017).
What affects people’s willingness to participate in qualitative research? An
experimental comparison of five incentives. Field Methods, 29(4), 333—

350. https://doi.org/10.1177/1525822x17698958

Kendall, S., & Halliday, L. E. (2014). Undertaking ethical qualitative research in public
health: Are current ethical processes sufficient? Australian and New Zealand

Journal of Public Health, 38(4), 306-310. https://doi.org/10.1111/1753-

6405.12250

Kennedy, E., & Daim, T. U. (2010). A strategy to assist management in workforce
engagement and employee retention in the high tech engineering environment.
Evaluation and Program Planning, 33(4), 468-476.

https://doi.org/10.1016/j.evalprogplan.2009.12.001

Khan, I. U., Hameed, Z., Yu, Y., Islam, T., Sheikh, Z., & Khan, S. U. (2018). Predicting
the acceptance of MOOC:s in a developing country: Application of task-

technology fit model, social motivation, and self-determination theory. Telematics


https://doi.org/10.1145/2888391
https://doi.org/10.1080/10919392.2016.1194055
https://doi.org/10.1177/1525822x17698958
https://doi.org/10.1111/1753-6405.12250
https://doi.org/10.1111/1753-6405.12250
https://doi.org/10.1016/j.evalprogplan.2009.12.001

186

and Informatics, 35(4), 964-978. https://doi.org/10.1016/j.tele.2017.09.009

Kim, J. S., & Ausar, K. (2018). The impact of using a virtual employee engagement
platform (VEEP) on employee engagement and intention to stay. International

Journal of Contemporary Hospitality Management, 30(1), 242-259.

https://doi.org/10.1108/ijchm-09-2016-0516

Kim, P. T. (2020). Manipulating opportunity. Virginia Law Review, 106(4), 867-935.

https://www.virginialawreview.org/wp-content/uploads/2020/12/Kim Book.pdf

Kim, Y., Williams, R., Rothwell, W. J., & Penaloza, P. (2014). A strategic model for
technical talent management: A model based on a qualitative case
study. Performance Improvement Quarterly, 26(4), 93-121.

https://doi.org/10.1002/piq.21159

King, K. A. (2015). Global talent management: Introducing a strategic framework and

multiple-actors model. Journal of Global Mobility, 3(3), 273-288.

https://doi.org/10.1108/jgm-02-2015-0002

Koch, T., Gerber, C., & De Klerk, J. J. (2018). The impact of social media on

recruitment: Are you LinkedIn? SA Journal of Human Resource Management, 16.

https://doi.org/10.4102/sajhrm.v16i0.861

Kornbluh, M. (2015). Combatting challenges to establishing trustworthiness in qualitative
research. Qualitative Research in Psychology, 12(4), 397-414.

https://doi.org/10.1080/14780887.2015.1021941

Korsakiene, R., Stankeviciene, A., Simelyte, A., & Talackiene, M. (2015). Factors

driving turnover and retention of information technology professionals. Journal of


https://doi.org/10.1016/j.tele.2017.09.009
https://doi.org/10.1108/ijchm-09-2016-0516
https://www.virginialawreview.org/wp-content/uploads/2020/12/Kim_Book.pdf
https://doi.org/10.1002/piq.21159
https://doi.org/10.1108/jgm-02-2015-0002
https://doi.org/10.4102/sajhrm.v16i0.861
https://doi.org/10.1080/14780887.2015.1021941

187

Business Economics and Management, 16(1), 1-17.

https://doi.org/10.3846/16111699.2015.984492

Korstjens, ., & Moser, A. (2018). Series: Practical guidance to qualitative research. Part
4: Trustworthiness and publishing. European Journal of General Practice, 24(1),

120-124. https://doi.org/10.1080/13814788.2017.1375092

Kothari, C. R. (2004). Research methodology: Methods and techniques.
Kowal, J., & Roztocki, N. (2015). Job satisfaction of IT professionals in Poland: Does
business competence matter? Journal of Business Economics & Management,

16(5), 995-1012. https://doi.org/10.3846/16111699.2014.924988

Krell, E. (2015, January 7). Weighing internal vs. external hires. Society for Human

Resource Management (SHRM). https://www.shrm.org/hr-today/news/hr-

magazine/pages/010215-hiring.aspx

Krishnan, L. R., & Warier, S. (2014). Impact of working relationships on employee
turnover. International Journal of Research in Commerce, IT, & Management,
2(7), 167-174.

https://www.researchgate,net/publication/265207925 Impact of Working Relati

onships on Employee Turnover

Krishnan, S. G., & Wesley, R. (2017). Perceived person-environment fit and employees’
turnover intention. International Journal of Current Advanced Research, 6(8),

5218-5224. https://doi:10.24327/ijcar.2017.5224.0675

Kunttu, L. (2017). Educational involvement in innovative university-industry

collaboration. Technology Innovation Management Review, 7(12), 14-22.


https://doi.org/10.3846/16111699.2015.984492
https://doi.org/10.1080/13814788.2017.1375092
https://doi.org/10.3846/16111699.2014.924988
https://www.shrm.org/hr-today/news/hr-magazine/pages/010215-hiring.aspx
https://www.shrm.org/hr-today/news/hr-magazine/pages/010215-hiring.aspx
https://www.researchgate,net/publication/265207925_Impact_of_Working_Relationships_on_Employee_Turnover
https://www.researchgate,net/publication/265207925_Impact_of_Working_Relationships_on_Employee_Turnover
https://doi:10.24327/ijcar.2017.5224.0675

188
https://doi.org/10.22215/timreview/1124

Laine, P., & Rinne, R. (2015). Developing wellbeing at work: Emerging dilemmas.
International Journal of Wellbeing, 5(2), 91-108.

https://doi.org/10.5502/ijw.v5i2.6

Lamm, E., Tosti-Kharas, J., & King, C. E. (2015). Empowering employee sustainability:
Perceived organizational support toward the environment. Journal of Business

Ethics, 128(1), 207-220. https://doi.org/10.1007/s10551-014-2093-z

Land, S. K. (2019). The importance of deliberate team building: A project-focused
competence-based approach. IEEE Engineering Management Review, 47(2), 18-

22. https://doi.org/10.1109/emr.2019.2915600

Larkin, J. (2017). HR digital disruption: the biggest wave of transformation in decades.

Strategic HR Review, 16(2), 55-59. https://doi.org/10.1108/shr-01-2017-0006

Lauby, S. (2020). 5 talent management trends and the HR skills they require. Society for
Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/employee-

relations/pages/talent-management-trends.aspx

Lauri, M. A. (2019). WASP (Write a Scientific Paper): Collecting qualitative data using
focus groups. Early Human Development, 133, 65-68.

https://doi.org/10.1016/j.earlhumdev.2019.03.015

Lee, H. W., & Rhee, D. Y. (2019). The practices of performance management and low

performers in the US Federal Government. International Journal of Manpower,

41(4), 417-433. https://doi.org/10.1108/1IM-12-2018-0404


https://doi.org/10.22215/timreview/1124
https://doi.org/10.5502/ijw.v5i2.6
https://doi.org/10.1007/s10551-014-2093-z
https://doi.org/10.1109/emr.2019.2915600
https://doi.org/10.1108/shr-01-2017-0006
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/talent-management-trends.aspx
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/talent-management-trends.aspx
https://doi.org/10.1016/j.earlhumdev.2019.03.015
https://doi.org/10.1108/IJM-12-2018-0404

189
Leitch, J., & Oktay, J. (2016). A dual instructional model for computer-assisted

qualitative data analysis software integrating faculty member and specialized
instruction: Implementation, reflections, and recommendations. Qualitative Social

Work, 15(3), 392—406. https://doi.org/10.1177/1473325015618773

Letchmiah, L., & Thomas, A. (2017). Retention of high-potential employees in a
development finance company. SA Journal of Human Resource Management,

1(2). https://doi.org/10.4102/sajhrm.v15i0.924

Leung, L. (2015). Validity, reliability, and generalizability in qualitative research.
Journal of Family Medicine and Primary Care, 4(3), 324.

https://doi.org/10.4103/2249-4863.161306

Lewis, N. (2021, December 13). IT workers will be hard to find and keep in 2022.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/it-workers-

will-be-hard-find-keep-2022.aspx

Link, M. (2018). New data strategies: Nonprobability sampling, mobile, big data. Quality

Assurance in Education, 26(2), 303-314. https://doi.org/10.1108/gae-06-2017-

0029
Lo, C. S. O. (2014). Enhancing groundedness in realist grounded theory research.

Qualitative Psychology, 1(1), 61-76. https://doi.org/10.1037/qup0000001

Lobell, K. O. (2021, October 11). Why more employers are leveraging tuition assistance
to attract and retain employees. Society for Human Resource Management

(SHRM). https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/why-



https://doi.org/10.1177/1473325015618773
https://doi.org/10.4102/sajhrm.v15i0.924
https://doi.org/10.4103/2249-4863.161306
https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/it-workers-will-be-hard-find-keep-2022.aspx
https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/it-workers-will-be-hard-find-keep-2022.aspx
https://doi.org/10.1108/qae-06-2017-0029
https://doi.org/10.1108/qae-06-2017-0029
https://doi.org/10.1037/qup0000001
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/why-more-employers-are-leveraging-tuition-assistance-to-attract-and-retain-employees.aspx

190

more-employers-are-leveraging-tuition-assistance-to-attract-and-retain-

employees.aspx

Lowman, G. H. (2016). Moving Beyond Identification: Using gamification to attract and
retain talent. Industrial and Organizational Psychology, 9(3), 677-682.

https://doi.org/10.1017/iop.2016.70

Lu, H. P., & Yang, Y. W. (2014). Toward an understanding of the behavioral intention to
use a social networking site: An extension of task-technology fit to social-
technology fit. Computers in Human Behavior, 34, 323-332.

https://doi.org/10.1016/j.chb.2013.10.020

Lunden, I. (2021, September 14). Glassdoor acquires Fishbowl, a semi-anonymous social
network and jobs board, to square up to LinkedIn.

https://techcrunch.com/2021/09/14/glassdoor-fishbowl-linkedin/

Luscombe, J., Lewis, I., & Biggs, H. C. (2013). Essential elements for recruitment and
retention: Generation Y. Education + Training, 55(3), 272-290.

https://doi.org/10.1108/00400911311309323

Ma, Q. K., Mayfield, M., & Mayfield, J. (2018). Keep them on-board! How organizations
can develop employee embeddedness to increase employee retention.
Development and Learning in Organizations: An International Journal, 32(4), 5-

9. https://doi.org/10.1108/dlo-11-2017-0094

Maguire, M., & Delahunt, B. (2017). Doing a thematic analysis: A practical, step-by-step
guide for learning and teaching Scholars. AISHE-J: The All Ireland Journal of

Teaching & Learning in Higher Education, 9(3), 3351


https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/why-more-employers-are-leveraging-tuition-assistance-to-attract-and-retain-employees.aspx
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/why-more-employers-are-leveraging-tuition-assistance-to-attract-and-retain-employees.aspx
https://doi.org/10.1017/iop.2016.70
https://doi.org/10.1016/j.chb.2013.10.020
https://techcrunch.com/2021/09/14/glassdoor-fishbowl-linkedin/
https://doi.org/10.1108/00400911311309323
https://doi.org/10.1108/dlo-11-2017-0094

191
33514. https://ojs.aishe.org/index.php/aishe-j/article/view/335/553

Maguire, P., Maguire, R., & Kelly, R. (2017). Using automatic machine assessment to
teach computer programming. Computer Science Education, 27(3-4), 197-214.

https://doi.org/10.1080/08993408.2018.1435113

Makarius, E. E., & Srinivasan, M. (2017). Addressing skills mismatch: Utilizing talent
supply chain management to enhance collaboration between companies and talent
suppliers. Business Horizons, 60(4), 495-505.

https://doi.org/10.1016/j.bushor.2017.03.007

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

26(13), 1753-1760. https://doi.org/10.1177/1049732315617444

Marinescu, I., Chamberlain, A., Smart, M., & Klein, N. (2021). Incentives can reduce
bias in online employer reviews. Journal of Experimental Psychology: Applied,

27(2), 393-407. https://doi.org/10.1037/xap0000342

Marshall, B., Cardon, P., Poddar, A., & Fontenot, R. (2013). Does sample size matter in
qualitative research? A review of qualitative interviews in IS research. Journal of
Computer Information Systems, 54(1), 11- 22.

https://doi.org/10.1080/08874417.2013.11645667

Martin, T. N., & Ottemann, R. (2015). Generational workforce demographic trends and
total organizational rewards, which might attract and retain different generational
employees. Journal of Behavioral and Applied Management, 16(2), 91-115.

https://jbam.scholasticahg.com/api/v1/articles/1160-generational-workforce-



https://ojs.aishe.org/index.php/aishe-j/article/view/335/553
https://doi.org/10.1080/08993408.2018.1435113
https://doi.org/10.1016/j.bushor.2017.03.007
https://doi.org/10.1177/1049732315617444
https://doi.org/10.1037/xap0000342
https://doi.org/10.1080/08874417.2013.11645667
https://jbam.scholasticahq.com/api/v1/articles/1160-generational-workforce-demographic-trends-and-total-organizational-rewards-which-might-attract-and-retain-different-generational-employees.pdf

192

demographic-trends-and-total-organizational-rewards-which-might-attract-and-

retain-different-generational-employees.pdf

Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-

396. https://doi.org/10.1037/h0054346

Maslow, A. H. (1954). Motivation and personality. New York, NY: Harper & Row
Publishers.

Mathimaran, K. B., & Kumar, A. A. (2017). Employee retention strategies: An Empirical
research. Global Journal of Management and Business Research: E Marketing
17(1), 17-20. https://journalofbusiness.org/index.php/GIMBR/article/view/2243

Maurer, R. (2015a, May 27). Expanding employee referral networks increases
competitive advantage. Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-

topics/talentacquisition/pages/expanding-employee-referral-networks.aspx

Maurer, R. (2015b, October 20). Lure passive talent with strategic sourcing, nurturing.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/lure-

passive-talent-strategic-sourcing.aspx

Maurer, R. (2015c, December 2). Internal recruitment critical to hiring, retention.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-

acquisition/pages/internal-recruitment-critical-hiring-retention.aspx

Maurer, R. (2016a, January 7). Survey: Employers use social media to find passive


https://jbam.scholasticahq.com/api/v1/articles/1160-generational-workforce-demographic-trends-and-total-organizational-rewards-which-might-attract-and-retain-different-generational-employees.pdf
https://jbam.scholasticahq.com/api/v1/articles/1160-generational-workforce-demographic-trends-and-total-organizational-rewards-which-might-attract-and-retain-different-generational-employees.pdf
https://doi.org/10.1037/h0054346
https://www.shrm.org/resourcesandtools/hr-topics/talentacquisition/pages/expanding-employee-referral-networks.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talentacquisition/pages/expanding-employee-referral-networks.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/lure-passive-talent-strategic-sourcing.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/lure-passive-talent-strategic-sourcing.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/internal-recruitment-critical-hiring-retention.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/internal-recruitment-critical-hiring-retention.aspx

193

candidates. Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/using-

social-media-find-passive-candidates.aspx

Maurer, R. (2016b, August 17). Active or passive candidate — Does the label matter?
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/active-

passive-candidates-labels-matter.aspx

Maurer, R. (2021a, April 6). Internal marketplaces are the future of talent management.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-

acquisition/pages/internal-marketplaces-future-of-talent-management.aspx

Maurer, R. (2021b, March 12). Turnover ‘tsunami’ expected once pandemic ends.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-

acquisition/pages/turnover-tsunami-expected-once-pandemic-ends.aspx

Maurer, R. (2021c, June 21). How to fix technical interviews. Society for Human
Resource for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/how-

to-fix-technical-interviews.aspx

Maurer, R., & Mirza, B. (2021, September 12). Deconstructing the great resignation.

Society for Human Resource Management (SHRM). https://www.shrm.org/hr-

today/news/hr-news/pages/deconstructing-the-great-resignation.aspx



https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/using-social-media-find-passive-candidates.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/using-social-media-find-passive-candidates.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/active-passive-candidates-labels-matter.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/active-passive-candidates-labels-matter.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/internal-marketplaces-future-of-talent-management.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/internal-marketplaces-future-of-talent-management.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/turnover-tsunami-expected-once-pandemic-ends.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/turnover-tsunami-expected-once-pandemic-ends.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/how-to-fix-technical-interviews.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/how-to-fix-technical-interviews.aspx
https://www.shrm.org/hr-today/news/hr-news/pages/deconstructing-the-great-resignation.aspx
https://www.shrm.org/hr-today/news/hr-news/pages/deconstructing-the-great-resignation.aspx

194

McCabe, M. B. (2017). Social media marketing strategies for career advancement: An
analysis of LinkedIn. Journal of Business & Behavioral Sciences, 29(1), 85—

99. http://asbbs.org/files/2017/JBBS 29.1 Spring 2017.pdf#page=86

McChesney, K., & Aldridge, J. (2019). Weaving an interpretivist stance throughout
mixed methods research. International Journal of Research & Method in

Education, 42(3), 225-238. https://doi.org/10.1080/1743727x.2019.1590811

McCusker, K., & Gunaydin, S. (2015). Research using qualitative, quantitative or mixed
methods and choice based on the research. Perfusion, 30(7), 537-542.

https://doi.org/10.1177/0267659114559116

Mclintosh, M. J., & Morse, J. M. (2015). Situating and constructing diversity in semi-
structured interviews. Global Qualitative Nursing Research, 2,

233339361559767. https://doi.org/10.1177/2333393615597674

Memon, M. A., Salleh, R., Baharom, M. N. R., & Harun, H. (2014). Person-organization
fit and turnover intention: The mediating role of employee engagement. Global
Business and Management Research, 6(3), 205-209.

http://www.gbmrjournal.com/

Mendes-Da-Silva, W. (2019). Have we been transparent enough? Challenges in
replicability and credibility in business research. RAC-Revista de Administracao

Contemporanea, 23(5), 695-702. https://doi.org/10.1590/1982-

7849rac2019190306

Michael, B., Prince, A. F., & Chacko, A. (2016). Impact of compensation package on

employee retention. CLEAR International Journal of Research in Commerce &


http://asbbs.org/files/2017/JBBS_29.1_Spring_2017.pdf%23page=86
https://doi.org/10.1080/1743727x.2019.1590811
https://doi.org/10.1177/0267659114559116
https://doi.org/10.1177/2333393615597674
http://www.gbmrjournal.com/
https://doi.org/10.1590/1982-7849rac2019190306
https://doi.org/10.1590/1982-7849rac2019190306

195
Management, 7(10), 36—40. https://ijrcm.org.in/download.php?name=ijrcm-1-

IJRCM-1 vol-7 2016 issue-10-art-08.pdf&path=uploaddata/ijrcm-1-1JRCM-

1 vol-7 2016 issue-10-art-08.pdf

Mikotajczyk, K. (2021). Changes in the approach to employee development in
organisations as a result of the COVID-19 pandemic. European Journal of

Training and Development. https://doi.org/10.1108/ejtd-12-2020-0171

Miles, M. B., Huberman, M., & Saldana, J. (2014). Drawing and verifying conclusions in
qualitative data analysis: A methods sourcebook (pp. 275-322). Thousand Oaks,
CA: Sage

Miller, S. (2019, September 4). Employers broaden well-being programs. Society for
Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/employers-

broaden-wellness-and-well-being-programs.aspx

Miller, S. (2021, November 29). Employers use benefits and perks to counter great
resignation. Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/employers-use-

benefits-and-perks-to-counter-great-resignation.aspx

Mishra, R. D., & Rasundram, J. (2017). Triangulation an essential tool to enhance the
validity of a case study. Scholarly Research Journal for Interdisciplinary Studies,
4(31), 69-74.

http://www.srjis.com/pages/pdfFiles/149544193514.%20RASHI%20DUBEY %2

O0MISHRA%20AND%20Jovita%20Rasundram.pdf



https://ijrcm.org.in/download.php?name=ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-08.pdf&path=uploaddata/ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-08.pdf
https://ijrcm.org.in/download.php?name=ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-08.pdf&path=uploaddata/ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-08.pdf
https://ijrcm.org.in/download.php?name=ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-08.pdf&path=uploaddata/ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-08.pdf
https://doi.org/10.1108/ejtd-12-2020-0171
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/employers-broaden-wellness-and-well-being-programs.aspx
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/employers-broaden-wellness-and-well-being-programs.aspx
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/employers-use-benefits-and-perks-to-counter-great-resignation.aspx
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/employers-use-benefits-and-perks-to-counter-great-resignation.aspx
http://www.srjis.com/pages/pdfFiles/149544193514.%20RASHI%20DUBEY%20MISHRA%20AND%20Jovita%20Rasundram.pdf
http://www.srjis.com/pages/pdfFiles/149544193514.%20RASHI%20DUBEY%20MISHRA%20AND%20Jovita%20Rasundram.pdf

196
Mitrovska, S., & Eftimov, L. (2016). Calculating the cost for employee turnover in the IT

industry in Macedonia using a web calculator. Journal of Human Resource
Management, 19(1), 24-33.

https://www.researchgate.net/publication/312597439 Calculating the cost for e

mployee turnover in the IT industry in Macedonia by using a web calculat

or
Mneimneh, Z. M., Tourangeau, R., Pennell, B.-E., Heeringa, S. G., & Elliott, M. R.
(2015). Cultural variations in the effect of interview privacy and the need for

social conformity on reporting sensitive information. Journal of Official Statistics,

31(4), 673-697. https://doi.org/10.1515/jos-2015-0040

Moen, P., Kelly, E. L., Fan, W., Leg, S.-R., Almeida, D., Kossek, E. E., & Buxton, O. M.
(2016). Does a flexibility/support organizational initiative improve high-tech
employees' well-being? Evidence from the work, family, and health network.
American Sociological Review, 81(1), 134-164.

https://doi.org/10.1177/0003122415622391

Moon, K., Brewer, T. D., Januchowski-Hartley, S. R., Adams, V. M., & Blackman, D. A.
(2016). A guideline to improve qualitative social science publishing in ecology

and conservation journals. Ecology and Society, 21(3). https://doi.org/10.5751/es-

08663-210317
Moore, J. E., Hester, A. J., & Yager, S. E. (2016). Paving the higher road: The role of
voice in the retention of IT workers. ACM SIGMIS Database: The DATABASE for

Advances in Information Systems, 47(1), 8 —28.


https://www.researchgate.net/publication/312597439_Calculating_the_cost_for_employee_turnover_in_the_IT_industry_in_Macedonia_by_using_a_web_calculator
https://www.researchgate.net/publication/312597439_Calculating_the_cost_for_employee_turnover_in_the_IT_industry_in_Macedonia_by_using_a_web_calculator
https://www.researchgate.net/publication/312597439_Calculating_the_cost_for_employee_turnover_in_the_IT_industry_in_Macedonia_by_using_a_web_calculator
https://doi.org/10.1515/jos-2015-0040
https://doi.org/10.1177/0003122415622391
https://doi.org/10.5751/es-08663-210317
https://doi.org/10.5751/es-08663-210317

197
https://doi.org/10.1145/2894216.2894218

Morandini, M., Coleti, T. A., Oliveira, E., Jr., & Corréa, P. L. P. (2021). Considerations
about the efficiency and sufficiency of the utilization of the Scrum methodology:
A survey for analyzing results for development teams. Computer Science Review,

39, 100314. https://doi.org/10.1016/j.cosrev.2020.100314

Mortari, L. (2015). Reflectivity in research practice: An overview of different
perspectives. International Journal of Qualitative Methods, 14(5),

160940691561804. https://doi.org/10.1177/1609406915618045

Moser, A., & Korstjens, I. (2017). Series: Practical guidance to qualitative research. Part
I: Introduction. The European Journal of General Practice, 23(1), 271 -273.

https://doi.org/10.1080/13814788.2017.1375093

Moseson, H., Kumar, S., & Juusola, J. L. (2020). Comparison of study samples recruited
with virtual versus traditional recruitment methods. Contemporary Clinical Trials

Communications, 19, 100590. https://doi.org/10.1016/j.conctc.2020.100590

Moss, J. (2020, April 25). Dealing with social isolation. Society for Human Resource

Management (SHRM). https://www.shrm.org/hr-today/news/all-things-

work/pages/dealing-with-social-isolation-due-to-coronavirus.aspx

Mozahem, N. A. (2021). The online marketplace for business education: An exploratory
study. The International Journal of Management Education, 19(3), 100544.

https://doi.org/10.1016/j.ijme.2021.100544

Naim, M. F., & Lenka, U. (2017). How does mentoring contribute to Gen Y employees’

intention to stay? An Indian perspective. Europe’s Journal of Psychology, 13(2),


https://doi.org/10.1145/2894216.2894218
https://doi.org/10.1016/j.cosrev.2020.100314
https://doi.org/10.1177/1609406915618045
https://doi.org/10.1080/13814788.2017.1375093
https://doi.org/10.1016/j.conctc.2020.100590
https://www.shrm.org/hr-today/news/all-things-work/pages/dealing-with-social-isolation-due-to-coronavirus.aspx
https://www.shrm.org/hr-today/news/all-things-work/pages/dealing-with-social-isolation-due-to-coronavirus.aspx
https://doi.org/10.1016/j.ijme.2021.100544

198
314-335. https://doi.org/10.5964/ejop.v13i2.1304

Nagvi, S. M. M. R., & Bashir, S. (2015). IT-expert retention through organizational
commitment: A study of public sector information technology professionals in
Pakistan. Applied Computing and Informatics, 11(1), 60-75.

https://doi.org/10.1016/j.aci.2011.11.001

Narayanan, A. (2016). Talent management and employee retention: Implications of job
embeddedness- A research agenda. Journal of Strategic Human Resource
Management. 5, 34-40.

https://www.researchgate.net/publication/306489714 Talent Management and

Employee Retention Implications of Job Embeddedness-

A Research Agenda/citation/download

The National Commission for the Protection of Human Subjects of Biomedical and
Behavioral Research. (1979). The Belmont Report. Ethical principles and
guidelines for the protection of human subjects of research. U.S. Department of

Health, Education, and Welfare. https://www.hhs.gov/ohrp/requlations-and-

policy/belmont-report/index.html

Neamhom, T., Chaiboonsri, C., & Saosaovaphak, A. (2018). The economic impacts of
information and communication technology development on macroeconomic
variables in the ASEAN Countries. International Journal of Intelligent
Technologies & Applied Statistics, 11(3), 167-188.

https://doi.org/10.6148/1JITAS.201809 11(3).0002

Nelson, J. (2017). Using conceptual depth criteria: Addressing the challenge of reaching


https://doi.org/10.5964/ejop.v13i2.1304
https://doi.org/10.1016/j.aci.2011.11.001
https://www.researchgate.net/publication/306489714_Talent_Management_and_Employee_Retention_Implications_of_Job_Embeddedness-_A_Research_Agenda/citation/download
https://www.researchgate.net/publication/306489714_Talent_Management_and_Employee_Retention_Implications_of_Job_Embeddedness-_A_Research_Agenda/citation/download
https://www.researchgate.net/publication/306489714_Talent_Management_and_Employee_Retention_Implications_of_Job_Embeddedness-_A_Research_Agenda/citation/download
https://www.hhs.gov/ohrp/regulations-and-policy/belmont-report/index.html
https://www.hhs.gov/ohrp/regulations-and-policy/belmont-report/index.html
https://doi.org/10.6148/IJITAS.201809_11(3).0002

199

saturation in qualitative research. Qualitative Research, 17(5), 554-570.

https://doi.org/10.1177/1468794116679873

Ngongo, C. J., Frick, K. D., Hightower, A. W., Mathingau, F. A., Burke, H., & Breiman,
R. F. (2015). The perils of straying from protocol: Sampling bias and interviewer
effects. PLOS ONE, 10(2), e0118025.

https://doi.org/10.1371/journal.pone.0118025

Nielsen, K., Nielsen, M. B., Ogbonnaya, C., Kanséla, M., Saari, E., & Isaksson, K.
(2017). Workplace resources to improve both employee well-being and
performance: A systematic review and meta-analysis. Work & Stress, 31(2), 101-

120. https://doi.org/10.1080/02678373.2017.1304463

Noble, H., & Smith, J. (2015). Issues of validity and reliability in qualitative research.

Evidence Based Nursing, 18(2), 34-35. https://doi.org/10.1136/eb-2015-102054

Nowell, L. S., Norris, J. M., White, D. E., & Moules, N. J. (2017). Thematic analysis:
Striving to meet the trustworthiness criteria. International Journal of Qualitative

Methods, 16(1). https://doi.org/10.1177/1609406917733847

Nyumba, T. O., Wilson, K., Derrick, C. J., & Mukherjee, N. (2018). The use of focus
group discussion methodology: Insights from two decades of application in
conservation. Methods in Ecology and Evolution, 9(1), 20-32.

https://doi.org/10.1111/2041-210x.12860

Obiekwe, O. (2018). Organizational family culture: Theoretical concept definition,
dimensions, and implications to business organizations. International Journal of

Economics and Business Management, 4(1), 11-21.


https://doi.org/10.1177/1468794116679873
https://doi.org/10.1371/journal.pone.0118025
https://doi.org/10.1080/02678373.2017.1304463
https://doi.org/10.1136/eb-2015-102054
https://doi.org/10.1177/1609406917733847
https://doi.org/10.1111/2041-210x.12860

200

https://www.researchgate.net/publication/325615497 organizational family cult

ure theoretical concept definition dimentions and implication to business org

anizations

Obisi, C., & Gbadamosi, A. A. O. (2017). Impact of mobile applications on workforce
productivity in road transport industry in Nigeria. BVIMSR Journal of
Management Research, 9(2), 116-129.

http://ijems.truescholar.org/articles/IMPACT%200F%20MOBILE%20APPLICA

TIONS%20NEW.pdf

Office of Human Resources. (2021). Organizational benefits of mentoring. National

Institutes of Health Office Management. https://hr.nih.gov/working-

nih/mentoring/organizational-benefits-mentoring

O’Leary, Z. (2014). The essential guide to doing your research project (2nd ed.).

Thousand Oaks, CA: SAGE Publications, Inc. https://epdf.pub/the-essential-

guide-to-doing-research.html

Onley, D. (2016, April 28). Boost your recruiting on “those other” social media sites.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/boost-

your-recruiting-on-those-other-social-media-sites.aspx

Pacho, T. O. (2015). Exploring participants’ experiences using case study. International
Journal of Humanities and Social Sciences, 5(4), 44-53.

https://www.researchgate.net/publication/280134008 Exploring Participants' EX

periences Using Case Study



https://www.researchgate.net/publication/325615497_organizational_family_culture_theoretical_concept_definition_dimentions_and_implication_to_business_organizations
https://www.researchgate.net/publication/325615497_organizational_family_culture_theoretical_concept_definition_dimentions_and_implication_to_business_organizations
https://www.researchgate.net/publication/325615497_organizational_family_culture_theoretical_concept_definition_dimentions_and_implication_to_business_organizations
http://ijems.truescholar.org/articles/IMPACT%20OF%20MOBILE%20APPLICATIONS%20NEW.pdf
http://ijems.truescholar.org/articles/IMPACT%20OF%20MOBILE%20APPLICATIONS%20NEW.pdf
https://hr.nih.gov/working-nih/mentoring/organizational-benefits-mentoring
https://hr.nih.gov/working-nih/mentoring/organizational-benefits-mentoring
https://epdf.pub/the-essential-guide-to-doing-research.html
https://epdf.pub/the-essential-guide-to-doing-research.html
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/boost-your-recruiting-on-those-other-social-media-sites.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/boost-your-recruiting-on-those-other-social-media-sites.aspx
https://www.researchgate.net/publication/280134008_Exploring_Participants'_Experiences_Using_Case_Study
https://www.researchgate.net/publication/280134008_Exploring_Participants'_Experiences_Using_Case_Study

201

Pagan-Castafio, E., Ballester-Miquel, J. C., Sdnchez-Garcia, J., & Guijarro-Garcia, M.
(2022). What's next in talent management? Journal of Business Research, 141,

528-535. https://doi.org/10.1016/j.jbusres.2021.11.052

Palmer, J., Pocock, C., & Burton, L. (2018). Waiting, power and time in ethnographic
and community-based research. Qualitative Research, 18(4), 416-432.

https://doi.org/10.1177/1468794117728413

Park, J., & Park, M. (2016). Qualitative versus quantitative research methods: Discovery
or justification? Journal of Marketing Thought, 3(1), 1-7.

https://doi.org/10.15577/ijmt.2016.03.01.1

Park, N., Rhoads, M., Hou, J., & Lee, K. M. (2014). Understanding the acceptance of
teleconferencing systems among employees: An extension of the technology
acceptance model. Computers in Human Behavior, 39, 118-127.

https://doi.org/10.1016/j.chb.2014.05.048

Parsi, N. (2020, October 24). Making stronger connections virtually. Society for Human

Resource Management (SHRM). https://www.shrm.org/hr-today/news/all-things-

work/pages/building-stronger-teams-virtually.aspx

Parsi, N. (2021, March 5). Career lessons from Vonya Alleyne: ‘Every voice matters.’

Society for Human Resource Management (SHRM). https://www.shrm.org/hr-

today/news/hr-magazine/spring2021/pages/career-lessons-from-vonya-alleyne-

every-voice-matters.aspx

Paul, K. (2016, September 1). Sustaining employee engagement and job satisfaction.

Society for Human Resource Management (SHRM). https://www.shrm.org/hr-



https://doi.org/10.1016/j.jbusres.2021.11.052
https://doi.org/10.1177/1468794117728413
https://doi.org/10.15577/jmt.2016.03.01.1
https://doi.org/10.1016/j.chb.2014.05.048
https://www.shrm.org/hr-today/news/all-things-work/pages/building-stronger-teams-virtually.aspx
https://www.shrm.org/hr-today/news/all-things-work/pages/building-stronger-teams-virtually.aspx
https://www.shrm.org/hr-today/news/hr-magazine/spring2021/pages/career-lessons-from-vonya-alleyne-every-voice-matters.aspx
https://www.shrm.org/hr-today/news/hr-magazine/spring2021/pages/career-lessons-from-vonya-alleyne-every-voice-matters.aspx
https://www.shrm.org/hr-today/news/hr-magazine/spring2021/pages/career-lessons-from-vonya-alleyne-every-voice-matters.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/pages/karen-paul.aspx

202

today/trends-and-forecasting/special-reports-and-expert-views/pages/karen-

paul.aspx

Peng, G., Wang, Y., & Han, G. (2018). Information technology and employment: The
impact of job tasks and worker skills. Journal of Industrial Relations, 60(2), 201

223. https://doi.org/10.1177/0022185617741924

Phillips-Wren, G., Doran, R., & Merrill, K. (2016). Creating a value proposition with a
social media strategy for talent acquisition. Journal of Decision Systems, 25(sup

1), 450-462. https://doi.org/10.1080/12460125.2016.1187398

Pieper, J. R., Trevor, C. O., Weller, I., & Duchon, D. (2019). Referral hire presence
implications for referrer turnover and job performance. Journal of

Management, 45(5), 1858-1888. https://doi.org/10.1177/0149206317739959

Premalatha, P. (2016). Return on retention (RoR): A grounded theory study of knowledge
workers in Indian IT services industry. Management and Labour Studies, 41(4),

267-293. https://doi.org/10.1177/0258042x16676687

Provencher, T. (2018, February 13). Viewpoint: How to encourage new employees to
stick around. Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/employee-

relations/pages/viewpoint-how-to-encourage-new-employees-to-stick-

around.aspx

Qi, J., Monod, E., Fang, B., & Deng, S. (2018). Theories of social media: Philosophical

foundations. Engineering, 4(1), 94-102. https://doi.org/10.1016/j.eng.2018.02.009

Radhika, R., & John, F. (2016). E-recruitment — An organizational change. International


https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/pages/karen-paul.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/pages/karen-paul.aspx
https://doi.org/10.1177/0022185617741924
https://doi.org/10.1080/12460125.2016.1187398
https://doi.org/10.1177/0149206317739959
https://doi.org/10.1177/0258042x16676687
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/viewpoint-how-to-encourage-new-employees-to-stick-around.aspx
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/viewpoint-how-to-encourage-new-employees-to-stick-around.aspx
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/viewpoint-how-to-encourage-new-employees-to-stick-around.aspx
https://doi.org/10.1016/j.eng.2018.02.009

203
Journal of Multidisciplinary Approach and Studies, 3(4), 78-86.

http://ijmas.com/upcomingissue/08.04.2016.pdf

Rahman, R. (2015). Comparison of telephone and in-person interviews. Interdisciplinary
Undergraduate Research Journal, 1-13.

https://journals.uic.edu/ojs/index.php/IURJ/article/view/5428/4442

Ranney, M. L., Meisel, Z. F., Choo, E. K., Garro, A. C., Sasson, C., & Morrow Guthrie,
K. (2015). Interview-based qualitative research in emergency care part 11: Data
collection, analysis and results reporting. Academic Emergency Medicine, 22(9),

1103-1112. https://doi.org/10.1111/acem.12735

Raub, M. (2018). Bots, bias, and big data: Artificial intelligence, algorithmic bias and
disparate impact liability in hiring practices. Arkansas Law Review (1968-
Present), 7(2), 529-570.

https://scholarworks.uark.edu/alr/vol71/iss2/7?utm source=scholarworks.uark.ed

u%2Falr%2Fvol71%2Fiss2%2F7&utm medium=PDF&utm campaign=PDFCov

erPages
Resnik, D. B. (2015). What is ethics in research & why is it important? Prepared for the
National Institute of Environmental Health Sciences.

https://www.niehs.nih.gov/research/resources/bioethics/whatis/index.cfm

Rich, J. V. (2019). Do professions represent competence for entry-to-practice in similar
ways? An exploration of competence frameworks through document analysis.
International Journal for the Scholarship of Teaching and Learning, 13(3).

https://doi.org/10.20429/ijsotl.2019.130305



http://ijmas.com/upcomingissue/08.04.2016.pdf
https://journals.uic.edu/ojs/index.php/IURJ/article/view/5428/4442
https://doi.org/10.1111/acem.12735
https://scholarworks.uark.edu/alr/vol71/iss2/7?utm_source=scholarworks.uark.edu%2Falr%2Fvol71%2Fiss2%2F7&utm_medium=PDF&utm_campaign=PDFCoverPages
https://scholarworks.uark.edu/alr/vol71/iss2/7?utm_source=scholarworks.uark.edu%2Falr%2Fvol71%2Fiss2%2F7&utm_medium=PDF&utm_campaign=PDFCoverPages
https://scholarworks.uark.edu/alr/vol71/iss2/7?utm_source=scholarworks.uark.edu%2Falr%2Fvol71%2Fiss2%2F7&utm_medium=PDF&utm_campaign=PDFCoverPages
https://www.niehs.nih.gov/research/resources/bioethics/whatis/index.cfm
https://doi.org/10.20429/ijsotl.2019.130305

204
Richards, K. A. R., & Hemphill, M. A. (2018). A practical guide to collaborative

qualitative data analysis. Journal of Teachings in Physical Education, 37(2), 225-

231. https://doi.org/10.1123/jtpe.2017-0084

Ridder, H. G. (2017). The theory contribution of case study research designs. Business

Research, 10(2), 281-305. https://doi.org/10.1007/s40685-017-0045-z

Rigotti, T., Schyns, B., & Mohr, G. (2008). A short version of the occupational self-
efficacy scale: Structural and construct validity across five countries. Journal of

Career Assessment, 16(2), 238-255. https://doi.org/10.1177/1069072707305763

Roberts, B., & Wolf, M. (2018). High-tech industries: An analysis of employment,
wages, and output. Beyond the Numbers: Employment & Unemployment, 7(7),

(U.S. Bureau of Labor Statistics), https://www.bls.gov/opub/btn/volume-7/high-

tech-industries-an-analysis-of-employment-wages-and-output.htm?

Robinson, J. (2014). Mentoring program guidance and program plan. U.S. Department
of Energy Office of Learning & Workforce Development (OLWD).

https://www.energy.gov/sites/prod/files/2014/11/f19/DOE Mentoring%20Guidan

ce%20%20Pgrm%?20Plan2 0.pdf

Robson, K., Plangger, K., Kietzmann, J. H., McCarthy, I., & Pitt, L. (2015). Is it all a
game? Understanding the principles of gamification. Business Horizons, 58(4),

411-420. https://doi.org/10.1016/j.bushor.2015.03.006

Romans, J., & Tobaben, J. (2016). Our take: Building engagement cultures. Strategic HR

Review, 15(2), 76-82. https://doi.org/10.1108/shr-02-2016-0010

Romero, L. M., & del Mar Salinas-Jimenez, M. (2018). Skills use in the workplace and


https://doi.org/10.1123/jtpe.2017-0084
https://doi.org/10.1007/s40685-017-0045-z
https://doi.org/10.1177/1069072707305763
https://www.bls.gov/opub/btn/volume-7/high-tech-industries-an-analysis-of-employment-wages-and-output.htm
https://www.bls.gov/opub/btn/volume-7/high-tech-industries-an-analysis-of-employment-wages-and-output.htm
https://www.energy.gov/sites/prod/files/2014/11/f19/DOE_Mentoring%20Guidance%20%20Pgrm%20Plan2_0.pdf
https://www.energy.gov/sites/prod/files/2014/11/f19/DOE_Mentoring%20Guidance%20%20Pgrm%20Plan2_0.pdf
https://doi.org/10.1016/j.bushor.2015.03.006
https://doi.org/10.1108/shr-02-2016-0010

205

its effects on wages and on job satisfaction: An application to the Spanish case.

Personnel Review, 47(2), 494-516. https://doi.org/10.1108/pr-03-2017-0088

Rose, S., & Raja, K. G. (2016). Role of HR practices, job satisfaction, and organization
commitment in employee retention. CLEAR International Journal of Research in
Commerce & Management, 7(10), 1-3.

https://ijrcm.org.in/download.php?name=ijrcm-1-1JRCM-1 vol-7 2016 issue-10-

art-01.pdf&path=uploaddata/ijrcm-1-1JRCM-1 vol-7 2016 issue-10-art-01.pdf

Rosen, P. A., Solomon, S. J., McLarty, B. D., Esken, C. A., & Taylor, E. C. (2018). The
use of Twitter profiles to assess personality and hireability. Journal of Managerial

Issues, 30(2), 256-272. https://doi.org/10.5465/ambpp.2014.17496abstract

Rosenthal, M. (2016). Qualitative research methods: Why, when, and how to conduct
interviews and focus groups in pharmacy research. Currents in Pharmacy

Teaching and Learning, 8(4), 509- 516. https://doi.org/10.1016/j.cptl.2016.03.021

Ross, J. (2019). Research ethics from the inside institutional review boards are
responsible for protecting the rights of human research subjects. How do they
really work? Issues in Science & Technology, 35(4), 84-88.

https://www.researchgate.net/publication/334658316 Research Ethics from the

Inside
Roth, W. M., & von Unger, H. (2018). Current perspectives on research ethics in
qualitative research. Forum Qualitative Sozialforschung / Forum: Qualitative

Social Research, 19(3), 798-809. https://doi.org/10.17169/fgs-19.3.3155

Rowe, H. (2016). Getting the relationship between researchers and practitioners working.


https://doi.org/10.1108/pr-03-2017-0088
https://ijrcm.org.in/download.php?name=ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-01.pdf&path=uploaddata/ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-01.pdf
https://ijrcm.org.in/download.php?name=ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-01.pdf&path=uploaddata/ijrcm-1-IJRCM-1_vol-7_2016_issue-10-art-01.pdf
https://doi.org/10.5465/ambpp.2014.17496abstract
https://doi.org/10.1016/j.cptl.2016.03.021
https://www.researchgate.net/publication/334658316_Research_Ethics_from_the_Inside
https://www.researchgate.net/publication/334658316_Research_Ethics_from_the_Inside
https://doi.org/10.17169/fqs-19.3.3155

206
Planning Theory & Practice, 17(3), 459-462.

https://doi.org/10.1080/14649357.2016.1190491

Ryan, K. E., Gandha, T., Culbertson, M. J., & Carlson, C. (2014). Focus group evidence:
Implications for design and analysis. American Journal of Evaluation, 35(3), 328-

345. https://doi.org/10.1177/1098214013508300

Saadé, R., & Bahli, B. (2005). The impact of cognitive absorption on perceived
usefulness and perceived ease of use in on-line learning: An extension of the
technology acceptance model. Information & Management, 42(2), 317-327.

https://doi.org/10.1016/j.im.2003.12.013

Sahay, P. (2015). The complexity of recruiting. Strategic HR Review, 14(5), 182-187.

https://doi.org/10.1108/shr-04-2015-0034

Sammer, J. (2019, March 7). What to do when new workers out-earn current staff.
Society for Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/compensation/pages/when-

new-hires-out-earn-current-workers-pay-attention.aspx

Sanjari, M., Bahramnezhad, F., Fomani, F. K., Shoghi, M., & Cheraghi, M. A. (2014).
Ethical challenges of researchers in qualitative studies: The necessity to develop a
specific guideline. Journal of Medical Ethics & History of Medicine, 7(14), 1-6.

https://www.ncbi.nlm.nih.gov/pmc/articles/Pmc4263394/

Saranya, R., & Muthumani, S. (2015). Impact of perceived organization support and
organization commitment on turnover intention of women employees in IT

industry. Journal of Theoretical and Applied Information Technology, 75(2), 256—


https://doi.org/10.1080/14649357.2016.1190491
https://doi.org/10.1177/1098214013508300
https://doi.org/10.1016/j.im.2003.12.013
https://doi.org/10.1108/shr-04-2015-0034
https://www.shrm.org/resourcesandtools/hr-topics/compensation/pages/when-new-hires-out-earn-current-workers-pay-attention.aspx
https://www.shrm.org/resourcesandtools/hr-topics/compensation/pages/when-new-hires-out-earn-current-workers-pay-attention.aspx
https://www.ncbi.nlm.nih.gov/pmc/articles/Pmc4263394/

207
261. http://www.jatit.org/volumes/Vol75N02/13Vol75No02.pdf

Saunders, B., Kitzinger, J., & Kitzinger, C. (2015). Anonymising interview data:
Challenges and compromise in practice. Qualitative Research, 15(5), 616-632.

https://doi.org/10.1177/1468794114550439

Saunders, B., Sim, J., Kingstone, T., Baker, S., Waterfield, J., Bartlam, B., Burroughs, H.,
& Jinks, C. (2018). Saturation in qualitative research: Exploring its
conceptualization and operationalization. Quality & Quantity, 52(4), 1893-1907.

https://doi.org/10.1007/s11135-017-0574-8

Savage, D. D., & Bales, R. (2017). Video games in job interviews: Using algorithms to
minimize discrimination and unconscious bias. ABA Journal of Labor and
Employment Law, 32(2), 211-228.

https://www.americanbar.org/content/dam/aba/publishing/aba journal labor emp

loyment law/jlel32-2-winter-2017.pdf

Schlechter, A., Thompson, N. C., & Bussin, M. (2015). Attractiveness of non-financial
rewards for prospective knowledge workers. Employee Relations, 37(3), 274-295.

https://doi.org/10.1108/ER-06-2014-0077

Schramm, J. (2015, April 1). Which benefits attract highly skilled workers? Society for

Human Resource Management (SHRM). https://www.shrm.org/hr-today/news/hr-

magazine/pages/0415-leveraging-benefits.aspx

Schramm, J. (2017, January 26). Boost retention through employee recognition. Society

for Human Resource Management (SHRM). https://www.shrm.org/hr-

today/news/hr-magazine/0217/pages/boost-retention-through-employee-



http://www.jatit.org/volumes/Vol75No2/13Vol75No2.pdf
https://doi.org/10.1177/1468794114550439
https://doi.org/10.1007/s11135-017-0574-8
https://www.americanbar.org/content/dam/aba/publishing/aba_journal_labor_employment_law/jlel32-2-winter-2017.pdf
https://www.americanbar.org/content/dam/aba/publishing/aba_journal_labor_employment_law/jlel32-2-winter-2017.pdf
https://doi.org/10.1108/ER-06-2014-0077
https://www.shrm.org/hr-today/news/hr-magazine/pages/0415-leveraging-benefits.aspx
https://www.shrm.org/hr-today/news/hr-magazine/pages/0415-leveraging-benefits.aspx
https://www.shrm.org/hr-today/news/hr-magazine/0217/pages/boost-retention-through-employee-recognition.aspx
https://www.shrm.org/hr-today/news/hr-magazine/0217/pages/boost-retention-through-employee-recognition.aspx

208

recognition.aspx

Setia, M. S. (2016). Methodology series module 5: Sampling strategies. Indian Journal of
Dermatology, 61(5), 505-509. https://doi.org/10.4103/0019-5154.190118

Sharma, G. (2017). Pros and cons of different sampling techniques. International Journal
of Applied Research, 3(7), 749-752.

http://www.allresearchjournal.com/archives/2017/vol3issue7/PartK/3-7-69-

542.pdf

Shorten, A., & Moorley, C. (2014). Selecting the sample. Evidence Based Nursing, 17(2),

32-33. https://doi.org/10.1136/eb-2014-101747

Shoss, M. K. (2017). Job insecurity: An integrative review and agenda for future
research. Journal of Management, 43(6), 1-29.

https://doi.org/10.1177/014920631769/1574

Siegner, M., Hagerman, S., & Kozak, R. (2018). Going deeper with documents: A
systematic review of the application of extant texts in social research on forests.
Forest Policy and Economics, 92, 128-135.

https://doi.org/10.1016/j.forpol.2018.05.001

Simons, H. (2014). Case study research: In-depth understanding in context. In P. Leavy
(Ed.). The Oxford Handbook of Qualitative Research, 455-470.

https://doi.org/10.1093/oxfordhb/9780199811755.013.005

Simpson, A., & Slutskaya, N., Hughes, J., & Simpson, R. (2014). The use of ethnography
to explore meaning that refuse collectors attach to their work. Qualitative

Research in Organizations and Management: An International Journal, 9(3),


https://www.shrm.org/hr-today/news/hr-magazine/0217/pages/boost-retention-through-employee-recognition.aspx
http://www.allresearchjournal.com/archives/2017/vol3issue7/PartK/3-7-69-542.pdf
http://www.allresearchjournal.com/archives/2017/vol3issue7/PartK/3-7-69-542.pdf
https://doi.org/10.1136/eb-2014-101747
https://doi.org/10.1177/014920631769/1574
https://doi.org/10.1016/j.forpol.2018.05.001
https://doi.org/10.1093/oxfordhb/9780199811755.013.005

209
183-200. https://doi.org/10.1108/QROM-01-2013-1133

Smith, J., & Noble, H. (2014). Bias in research. Evidence-Based Nursing, 17(4), 100—

101. https://doi.org/10.1136/eb-2014-101946

Society for Human Resource Management [SHRM]. (2015, September 1).
SHRM/Ascendo Resources: The importance of social media for recruiters and job

seekers. https://www.shrm.org/hr-today/trends-and-forecasting/research-and-

surveys/pages/shrm-ascendo-resources-the-importance-of-social-media-for-

recruitersandjobseekers.aspx

Society for Human Resource Management [SHRM]. (2016, July 19). Managing human
resources in mergers and acquisitions.

https://www.shrm.org/resourcesandtools/tools-and-

samples/toolkits/pages/mergersandacquisitions.aspx

Society for Human Resource Management [SHRM]. (2017, September 20). Using social

media for talent acquisition. https://www.shrm.org/hr-today/trends-and-

forecasting/research-and-surveys/pages/social-media-recruiting-screening-

2015.aspx

Society for Human Resource Management [SHRM]. (2021a, December 8). U.S. workers
continue to quit at record levels.

https://www.shrm.org/executive/resources/articles/pages/great-resignation-

workers-quitting.aspx

Society for Human Resource Management [SHRM]. (2021b). Understanding and

developing organizational culture. https://www.shrm.org/resourcesandtools/tools-


https://doi.org/10.1108/QROM-01-2013-1133
https://doi.org/10.1136/eb-2014-101946
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/shrm-ascendo-resources-the-importance-of-social-media-for-recruitersandjobseekers.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/shrm-ascendo-resources-the-importance-of-social-media-for-recruitersandjobseekers.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/shrm-ascendo-resources-the-importance-of-social-media-for-recruitersandjobseekers.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/mergersandacquisitions.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/mergersandacquisitions.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/social-media-recruiting-screening-2015.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/social-media-recruiting-screening-2015.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/social-media-recruiting-screening-2015.aspx
https://www.shrm.org/executive/resources/articles/pages/great-resignation-workers-quitting.aspx
https://www.shrm.org/executive/resources/articles/pages/great-resignation-workers-quitting.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/understandinganddevelopingorganizationalculture.aspx

210

and-

samples/toolkits/pages/understandinganddevelopingorganizationalculture.aspx

Sotek-Borowska, C., & Wilczewska, M. (2018). New technologies in the recruitment

process. Economics and Culture, 15(2), 25-33. https://d0i:10.2478/jec-2018-0017

Solomon, S., & Amankwaa, L. (2016). Creating protocols for trustworthiness in
qualitative research. Journal of Cultural Diversity, 23(3), 121-127.

https://pubmed.nchi.nlm.nih.qov/29694754/

Sotiriadou, P., Brouwers, J., & Le, T. A. (2014). Choosing a qualitative data analysis
tool: A comparison of NVivo and Leximancer. Annals of Leisure Research, 17(2),

218-234. https://doi.org/10.1080/11745398.2014.902292

Sousa, D. (2014). Validation in qualitative research: General aspects and specifications of
the descriptive phenomenological method. Qualitative Research in Psychology,

11(2), 211-227. https://doi.org/10.1080/14780887.2013.853855

Stahl, N., Lampi, J., & King, J. R. (2019). Expanding approaches for research: Mixed
methods. Journal of Developmental Education, 42(2), 28-30.

https://files.eric.ed.gov/fulltext/EJ1321639.pdf

Standard, S. (2020, March 31). Are you a transformational leader? Society for Human

Resource Management (SHRM). https://www.shrm.org/resourcesandtools/hr-

topics/people-managers/pages/are-you-a-transformational-leader.aspx

Staples, D. S., & Seddon, P. (2004). Testing the technology-to-performance chain
model. Journal of Organizational & End User Computing, 16(4), 17-36.

https://doi.org/10.4018/joeuc.2004100102



https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/understandinganddevelopingorganizationalculture.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/understandinganddevelopingorganizationalculture.aspx
https://doi:10.2478/jec-2018-0017
https://pubmed.ncbi.nlm.nih.gov/29694754/
https://doi.org/10.1080/11745398.2014.902292
https://doi.org/10.1080/14780887.2013.853855
https://files.eric.ed.gov/fulltext/EJ1321639.pdf
https://www.shrm.org/resourcesandtools/hr-topics/people-managers/pages/are-you-a-transformational-leader.aspx
https://www.shrm.org/resourcesandtools/hr-topics/people-managers/pages/are-you-a-transformational-leader.aspx
https://doi.org/10.4018/joeuc.2004100102

211
Steil, A. V., de Cuffa, D., Iwaya, G. H., & dos Santos Pacheco, R. C. (2020). Perceived

learning opportunities, behavioral intentions and employee retention in
technology organizations. Journal of Workplace Learning, 32(2), 147-159.

https://doi.org/10.1108/JWL-04-2019-0045

Steyn, R., & Vawda, N. (2014). Job characteristics: Their relationship to job satisfaction,
stress and depression. Journal of Psychology in Africa, 24(3), 281-284.

https://dx.doi.org/10.1080%2F14330237.2014.906076

Stone, A. (2017). Staffing up: How to get talent in the door, keep them engaged and
soften the blow of the retirement wave. Government Technology, 30(5), 24-28.

https://search.ebscohost.com/login.aspx?direct=true&AuthType=shib&db=edo&

AN=124007386&site=eds-live&scope=site

Stone, D. L., Deadrick, D. L., Lukaszewski, K. M., & Johnson, R. (2015). The influence
of technology on the future of human resource management. Human Resource

Management Review, 25(2), 216-231. https://doi.org/10.1016/].hrmr.2015.01.002

Stuckey, H. L. (2015). The second step in data analysis: Coding qualitative research data.
Journal of Social Health and Diabetes, 3(1), 7-10. https://d-

nb.info/1183546165/34

Surmiak, A. (2019). Should we maintain or break confidentiality? The choices made by
social researchers in the context of law violation and harm. Journal of Academic

Ethics, 1-19. https://doi.org/10.1007/s10805-019-09336-2

Sutton, J., & Austin, Z. (2015). Qualitative research: Data collection, analysis, and

management. The Canadian Journal of Hospital Pharmacy, 68(3), 226-231.


https://doi.org/10.1108/JWL-04-2019-0045
https://dx.doi.org/10.1080%2F14330237.2014.906076
https://search.ebscohost.com/login.aspx?direct=true&AuthType=shib&db=edo&AN=124007386&site=eds-live&scope=site
https://search.ebscohost.com/login.aspx?direct=true&AuthType=shib&db=edo&AN=124007386&site=eds-live&scope=site
https://doi.org/10.1016/j.hrmr.2015.01.002
https://d-nb.info/1183546165/34
https://d-nb.info/1183546165/34
https://doi.org/10.1007/s10805-019-09336-2

212
https://www.nchi.nlm.nih.gov/pmc/articles/PMC4485510/pdf/cjhp-68-226.pdf

Swaliles, S., Downs, Y., & Orr, K. (2014). Conceptualizing inclusive talent management:
Potential possibilities and practicalities. Human Resource Development

International, 1-16. http://eprints.hud.ac.uk/id/eprint/21519/

Sze, D. (2015). Maslow: The 12 Characteristics of a self-actualized person. Huffington

Post, July 21. https://www.huffpost.com/entry/maslow-the-12-

characteris b 7836836

Tam, C., & Oliveira, T. (2016). Performance impact of mobile banking: Using the task-
technology fit (TTF) approach. International Journal of Bank Marketing, 34(4),

434-457. https://doi.org/10.1108/1JBM-11-2014-0169

Tarim, T. B. (2016). Managing technical professionals: Talent management. IEEE
Engineering Management Review, 44(3), 11-12.

https://doi.org/10.1109/EMR.2016.2595138

Taylor, J. C. (2021a, November 23). Recruit for skill, hire for fit. Society for Human

Resource Management (SHRM). https://www.shrm.org/hr-today/news/hr-

magazine/winter2021/pages/recruit-for-skill-hire-for-fit.aspx

Thakur, S. (2019, August 7). Technology and recruitment — Cracking the code to
attracting talent. Society for Human Resource Management (SHRM).

https://www.shrm.org/shrm-india/pages/technology-and-recruitment-cracking-

the-code-to-attracting-talent.aspx

Thomas, D. R. (2017). Feedback from research participants: Are member checks useful

in qualitative research? Qualitative Research in Psychology, 14(1), 23-41.


https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4485510/pdf/cjhp-68-226.pdf
http://eprints.hud.ac.uk/id/eprint/21519/
https://www.huffpost.com/entry/maslow-the-12-characteris_b_7836836
https://www.huffpost.com/entry/maslow-the-12-characteris_b_7836836
https://doi.org/10.1108/IJBM-11-2014-0169
https://doi.org/10.1109/EMR.2016.2595138
https://www.shrm.org/hr-today/news/hr-magazine/winter2021/pages/recruit-for-skill-hire-for-fit.aspx
https://www.shrm.org/hr-today/news/hr-magazine/winter2021/pages/recruit-for-skill-hire-for-fit.aspx
https://www.shrm.org/shrm-india/pages/technology-and-recruitment-cracking-the-code-to-attracting-talent.aspx
https://www.shrm.org/shrm-india/pages/technology-and-recruitment-cracking-the-code-to-attracting-talent.aspx

213
https://doi.org/10.1080/14780887.2016.1219435

Thurairajah, K. (2019). Uncloaking the researcher: Boundaries in qualitative
research. Qualitative Sociology Review, 15(1), 132-147.

https://doi.org/10.18778/1733-8077.15.1.06

Tlaiss, H. A., Martin, P., & Hofaidhllaoui, M. (2017). Retaining key workers: Factors
that can help reduce employee turnover. Human Resource Management

International Digest, 25(7), 18-20. https://doi.org/10.1108/HRMID-08-2017-0141

To, W. M., Lee, P. K. C., & Lam, K. H. (2018). Building professionals' intention to use
smart and sustainable building technologies - An empirical study. PLOS ONE,

13(8), e0201625. https://doi.org/10.1371/journal.pone.0201625

Tobenkin, D. (2021, August 7). The Agile journey. Society for Human Resource

Management (SHRM). https://www.shrm.org/resourcesandtools/hr-

topics/organizational-and-employee-development/pages/ask-hr-how-can-we-

maintain-culture-while-working-virtually.aspx

Tong, A., & Dew, M. A. (2016). Qualitative research in transplantation: Ensuring
relevance and rigor. Transplantation, 100(4), 710-712.

https://doi.org/10.1097/TP.0000000000001117

Trafimow, D. (2014). Considering quantitative and qualitative issues
together. Qualitative Research in Psychology, 11(1), 15-24.

https://doi.org/10.1080/14780887.2012.743202

Tran, T. T. (2016). Enhancing graduate employability and the need for university-

enterprise collaboration. Journal of Teaching and Learning for Graduate


https://doi.org/10.1080/14780887.2016.1219435
https://doi.org/10.18778/1733-8077.15.1.06
https://doi.org/10.1108/HRMID-08-2017-0141
https://doi.org/10.1371/journal.pone.0201625
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/ask-hr-how-can-we-maintain-culture-while-working-virtually.aspx
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/ask-hr-how-can-we-maintain-culture-while-working-virtually.aspx
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/ask-hr-how-can-we-maintain-culture-while-working-virtually.aspx
https://doi.org/10.1097/TP.0000000000001117
https://doi.org/10.1080/14780887.2012.743202

Employability, 7(1), 58-71. https://doi.org/10.21153/jtlge2016vol7nolart598

Trent-Gurbuz, C. J. (2020, December 15). What to know about Pluralsight.

https://www.usnews.com/education/learn-pluralsight-quide

Turcotte-Tremblay, A. M., & Mc Sween-Cadieux, E. (2018). A reflection on the
challenge of protecting confidentiality of participants while disseminating
research results locally. BMC Medical Ethics, 19(S1).

https://doi.org/10.1186/s12910-018-0279-0

Upadhyay, A. K., & Khandelwal, K. (2018). Applying artificial intelligence:
Implications for recruitment. Strategic HR Review, 17(5), 255-258.

https://doi:org/10.1108/SHR-07-2018-0051

U.S. Bureau of Labor Statistics. (2021). Economic News Release.

https://www.bls.gov/news.release/jolts.nr0.htm

U.S. Department of Health and Human Services. (2019). Responsible conduct in data

management: Data collection.

214

https://ori.hhs.gov/education/products/n illinois u/datamanagement/dctopic.html

U.S. Office of Personnel Management. (2019). Human Capital Management: Talent

management. https://www.opm.gov/policy-data-oversight/human-capital-

management/talent-management/

van Rijnsoever, F. J. (2017). (I can’t get no) Saturation: A simulation and guideline for

sample sizes in qualitative research. PLOS ONE, 12(7), 1-17.

https://doi.org/10.1371/journalpone.0181689

van Vianen, A. E. M. (2018). Person-environment fit: A review of its basic tenets. Annual


https://doi.org/10.21153/jtlge2016vol7no1art598
https://www.usnews.com/education/learn-pluralsight-guide
https://doi.org/10.1186/s12910-018-0279-0
https://doi:org/10.1108/SHR-07-2018-0051
https://www.bls.gov/news.release/jolts.nr0.htm
https://ori.hhs.gov/education/products/n_illinois_u/datamanagement/dctopic.html
https://www.opm.gov/policy-data-oversight/human-capital-management/talent-management/
https://www.opm.gov/policy-data-oversight/human-capital-management/talent-management/
https://doi.org/10.1371/journalpone.0181689

215

Review of Organizational Psychology and Organizational Behavior, 5(5), 75—

101. https://doi.org/10.1146/annurev-orgpsych-032117-104702

Varpio, L., Ajjawi, R., Monrouxe, L. V., O’Brien, B. C., & Rees, C. E. (2017). Shedding
the cobra effect: Problematizing thematic emergence, triangulation, saturation and
member checking. Medical Education, 51(1), 40-50.

https://doi.org/10.1111/medu.13124

Vygotsky, L. S. (1978). Mind in society: The development of higher psychological
processes. Cambridge, M.A: Harvard University Press.

Wang, S., Wang, H., & Khalil, N. (2018). A thematic analysis of interdisciplinary journal
of information, knowledge, and management (1JIKM). Interdisciplinary Journal
of Information, Knowledge & Management, 13, 201-231.

https://doi.org/10.28945/4095

Whysall, Z., Owtram, M., & Brittain, S. (2019). The new talent management challenges
of Industry 4.0. Journal of Management Development, 38(2), 118-129.

https://doi:10.1108/JMD-06-2018-0181

Widodo, H. P. (2014). Methodological considerations in interview data transcription.
International Journal of Innovation in English Language Teaching and Research,

3(1), 101-107. https://v2.sherpa.ac.uk/id/publication/26095

Williams, L. (2020, March 18). Viewpoint: Coronavirus and telecommuting. Society for
Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/coronavirus-



https://doi.org/10.1146/annurev-orgpsych-032117-104702
https://doi.org/10.1111/medu.13124
https://doi.org/10.28945/4095
https://doi:10.1108/JMD-06-2018-0181
https://v2.sherpa.ac.uk/id/publication/26095
https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/coronavirus-and-telecommuting-how-one-risk-is-giving-way-to-a-cyberthreat.aspx

216

and-telecommuting-how-one-risk-is-giving-way-to-a-cyberthreat.aspx

Wilson, A. (2015). A guide to phenomenological research. Nursing Standard

(2014+), 29(34), 38. https://doi.org/10.7748/ns.29.34.38.e8821

Wilson, H. J., Daugherty, P., & Bianzino, N. (2017). The jobs that artificial intelligence
will create. MIT Sloan Management Review, 58(4), 14 — 17.

https://sloanreview.mit.edu/article/will-ai-create-as-many-jobs-as-it-eliminates/

Wilson, J. (2009). Social networking: the business case. Engineering & Technology, 4

(10), 54-56. https://doi.org/10.1049/et.2009.1010

Wilson, V. (2014). Research methods: Sampling. Evidence-Based Library and
Information Practice, 9, 45-47.

https://ejournals.library.ualberta.ca/index.php/EBLIP

Wilson, V. (2016). Research methods: Interviews. Evidence-Based Library and

Information Practice, 11(1(s), 47-49. https://doi.org/10.18438/B8404H

Wolf, M., & Terrell, D. (2016). The high-tech industry, what is it, and why it matters to
our economic future. Beyond the Numbers: Employment and Unemployment, 5(8).

1 - 7. https://www.bls.gov/opub/btn/volume-5/pdf/the-high-tech-industry-what-is-

it-and-why-it-matters-to-our-economic-future.pdf

Yang, L., Holtz, D., Jaffe, S., Suri, S., Sinha, S., Weston, J., Joyce, C., Shah, N.,
Sherman, K., Hecht, B., & Teevan, J. (2021). The effects of remote work on
collaboration among information workers. Nature Human Behaviour.

https://doi.org/10.1038/s41562-021-01196-4

Yang, Q., Jin, G, Fu, J., & Li, M. (2019). Job insecurity and employees taking charge:


https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/coronavirus-and-telecommuting-how-one-risk-is-giving-way-to-a-cyberthreat.aspx
https://doi.org/10.7748/ns.29.34.38.e8821
https://sloanreview.mit.edu/article/will-ai-create-as-many-jobs-as-it-eliminates/
https://doi.org/10.1049/et.2009.1010
https://ejournals.library.ualberta.ca/index.php/EBLIP
https://doi.org/10.18438/B8404H
https://www.bls.gov/opub/btn/volume-5/pdf/the-high-tech-industry-what-is-it-and-why-it-matters-to-our-economic-future.pdf
https://www.bls.gov/opub/btn/volume-5/pdf/the-high-tech-industry-what-is-it-and-why-it-matters-to-our-economic-future.pdf
https://doi.org/10.1038/s41562-021-01196-4

217

The role of global job embeddedness. Social Behavior and Personality: An

International Journal, 47(4), 1-12. https://doi.org/10.2224/sbp.7538

Yate, M. (2017, February 17). Communication skills drive career success. Society for
Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-

development/career-advice/pages/your-career-ga-communication-skills-drive-

career-success.aspx

Yin, R. K. (1994). Case study research: Design & methods (2" ed.). Thousand Oaks,
CA: Sage Publications

Young, J. C., Rose, D. C., Mumby, H. S., Benitez-Capistros, F., Derrick, C. J., Finch, T.,
Garcia, C., Home, C., Marwaha, E., Morgans, C., Parkinson, S., Shah, J., Wilson,
K. A., & Mukherjee, N. (2018). A methodological guide to using and reporting on
interviews in conservation science research. Methods in Ecology and Evolution, 9,

10 -19. https://doi.org/10.1111/2041-210X.12828

Zeegers, M., & Barron, D. (2015). Milestone moments in getting your PhD in qualitative
research. Chandos Publishing.

Zehner, W. B., Il., & Zehner, J. A. (2018). The 51 formula for successful staffing of
scientific and research organizations. Marketing of Scientific and Research

Organizations, 30(4), 19-34. https://doi.org/10.14611/MN1B.30.12.2018.11

Zide, J., Elman, B., & Shahani-Denning, C. (2014). LinkedIn and recruitment: How
profiles differ across occupations. Employee Relations, 36(5), 583-604.

https://doi.org/10.1108/ER-07-2013-0086



https://doi.org/10.2224/sbp.7538
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/career-advice/pages/your-career-qa-communication-skills-drive-career-success.aspx
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/career-advice/pages/your-career-qa-communication-skills-drive-career-success.aspx
https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/career-advice/pages/your-career-qa-communication-skills-drive-career-success.aspx
https://doi.org/10.1111/2041-210X.12828
https://doi.org/10.14611/MNIB.30.12.2018.11
https://doi.org/10.1108/ER-07-2013-0086

218
Zielinski, D. (2018, October 2). Put recognition in your employees’ hands. Society for

Human Resource Management (SHRM).

https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/hr-

recognition-peer-to-peer-employees.aspx

Zielinski, D. (2019, June 6). How to optimize onboarding. Society for Human Resource

Management (SHRM). https://www.shrm.org/hr-today/news/hr-

magazine/summer2019/pages/optimizing-onboarding.aspx

Zylka, M., & Fischbach, K. (2017). Turning the spotlight on the consequences of
individual IT turnover: A literature review and research agenda. The Data Base
for Advances in Information Systems. 48(2), 52-78.

https://doi.org/10.1145/3084179.3084185



https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/hr-recognition-peer-to-peer-employees.aspx
https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/hr-recognition-peer-to-peer-employees.aspx
https://www.shrm.org/hr-today/news/hr-magazine/summer2019/pages/optimizing-onboarding.aspx
https://www.shrm.org/hr-today/news/hr-magazine/summer2019/pages/optimizing-onboarding.aspx
https://doi.org/10.1145/3084179.3084185

219

Appendix A: Interview Protocol
Strategies for Attracting and Retaining Highly Skilled IT Professionals for the High-Tech
Workforce

Eligibility Criteria

To be eligible for participation in this study, participants must

e Dbe employed as an IT manager in a high-tech Atlanta, Georgia, organization,

e have the job responsibility of making decisions about the use of technology in

the organization,
e Dbe experienced with implementing successful strategies to attract and retain
high-tech employees, and

e have no prior working relationship with me.
Interview Script
Step 1: Introduction

Good morning. My name is Mia Moore. | am conducting this interview to gather
data to satisfy the Doctor of Information Technology degree requirements at Walden
University. | have worked as an IT professional in both a major corporation and a small,
private firm in Atlanta, Georgia. | have been an undergraduate STEM instructor in
Atlanta for over 20 years. Thank you for agreeing to participate in this two-part
interview. In part 1 of the interview, | will ask you about your experiences as an IT
Manager. The purpose of the interview is to get your insight into strategies that your
organization has used to attract and retain highly skilled IT professionals. In part 2 of the

interview, | will follow up with you to confirm that | have accurately presented your
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responses to the interview questions. We can schedule the follow-up interview after this
interview.
Step 2: Permission to Record Interview

| request permission to record our interview to interpret your responses and not
miss any details correctly. Any comments that you make will remain confidential. Your
identity will remain confidential, and details that might identify any participant, such as
the study's location, will not be shared.

Step 3: Informed Consent

You have been provided a Consent Form, which is a part of a process called
“informed consent.” The form includes the background of the study, procedures for the
study, sample questions, risks and benefits of study participation, the voluntary nature of
the study, and how privacy will be maintained for study participants. Do you have any
questions regarding study participation? Are you ready to begin the interview? The
recording will begin.

My name is Mia Moore. | am interviewing RESP XX on mm/dd/yy. Please
confirm that | have permission to record our session, that you have received, signed, and
returned the Consent Form, which includes the background of the study, procedures for
the study, sample questions, risks and benefits of study participation, the voluntary nature
of the study, and how privacy will be maintained for study participants.

1. What is your current role in the organization, and how long have you served

in this capacity?
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2. Tell me about your organization's strategies to attract and keep IT
professionals.

3. Please describe your experience with IT professionals who positively
responded to the strategies used within your organization.

4. Please describe your experience with IT professionals who negatively
responded to the strategies used within your organization.

5. Please describe your experience with IT professionals who were not affected
by the strategies used within your organization.

6. Please describe the specific strategies you use to affect retention in your
workplace.

7. What other information have I missed regarding strategies you have used to
attract and retain highly skilled IT professionals for the high-tech workforce?

This concludes our initial interview. | want to follow up with you in a few days

regarding your responses. Additionally, I would like to request printed or online materials

that you have used to attract and retain IT professionals.
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Appendix B: Certificate of Completion for Training on Research with Human

Participants
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