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Abstract 

Some manufacturing business leaders struggle to hire candidates due to drug usage, 

which negatively impacts profitability. Grounded in Vroom’s expectancy theory, the 

purpose of this multiple case study was to explore strategies manufacturing business 

leaders use to hire candidates who can pass a drug test in the southeast region of the 

United States. Participants included four manufacturing business leaders with at least 1 

year of ownership or 5 years of managerial experience who implemented strategies for 

hiring candidates who could pass a drug test. Data were collected using semistructured 

audio interviews and documents, such as U.S. drug and alcohol policies and blank job 

applications. The four themes from thematic analysis were drug testing, company 

policies, legal requirements, and employee data. The primary recommendation for 

manufacturing business leaders is to randomly drug test candidates before and shortly 

after hiring to find motivated people to conform to company policies, meet legal 

requirements, and perform well. The implications for positive social change include the 

potential to reduce unemployment, decrease bodily injuries, increase life expectancy, and 

decrease crime rates in communities. 
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Section 1: Foundation of the Study 

Business leaders in the manufacturing industry are responsible for developing 

strategies for hiring candidates who can pass a drug test. To follow the Drug-Free 

Workplace Act of 1988, U.S. employers must employ drug-free workers (Burke & 

Richardsen, 2019). Burke and Richardsen (2019) showed that employees, shareholders, 

and customers expect safe places for people to work. Critical to improving workplace 

safety is to ensure that job applicants can pass drug tests (Brown & Rhinds, 2019). 

Despite business leaders' efforts in the manufacturing industry during the last 5 years to 

hire drug-free workers, the workforce drug positivity rate in the manufacturing sector is 

3.7% (Quest Diagnostics, 2019). Insight on strategies that employers have used to hire 

employees successfully may facilitate manufacturing business leaders’ ability to hire 

candidates who can pass a drug test. 

Background of the Problem 

Substance use and abuse have had detrimental and far-reaching impacts on the 

U.S. population. The total annual cost of tobacco, alcohol, and illicit drug abuse in the 

United States was $740 billion in 2010 (National Institute on Drug Abuse, 2017). These 

costs included charges related to crime, lost productivity, adverse healthcare outcomes, 

and negative impacts on student performance (Office of National Drug Control Policy, 

2011). Regarding workforce impacts, illicit drug use and prescription drug abuse in the 

United States have contributed to a decline in the labor participation rate among prime-

age workers, affecting business profitability, a vital area for study (Guichard, 2019). The 

decline in the labor participation rate due to addiction has forced business leaders to adapt 
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company policies (Krueger, 2017). Illicit drug use and misuse of prescription medications 

have negative economic costs, contribute to turnover and absenteeism, and negatively 

affect student performance (Office of National Drug Control Policy, 2011). According to 

the Substance Abuse and Mental Health Services Administration (2018), illicit drug use 

is rising for specific industries and demographics. Hiring drug-free workers is a way for 

business leaders to control costs. According to Goplerud et al. (2017), the costs of illicit 

drug use for businesses include lost productivity, turnover, health care expenses, 

disability, and worker’s compensation. 

Goplerud et al. found that people who have a high prevalence of alcohol use show 

a corresponding degree of illicit drug use. The industries with the highest rates of 

substance use disorder (SUD) include entertainment/recreation/food, construction, and 

wholesale/nondurable goods manufacturing (Goplerud et al., 2017). Business leaders in 

the manufacturing industry have a personal stake in the topic under study. The rise in 

non-adherence, diversion, non-medical use of prescription opioids, and extra medical use 

of prescription opioids, synthetic opioids, and the legalization of marijuana since 2012 

are the reasons for renewed interest in hiring drug-free candidates. Manufacturing 

business leaders must have strategies to curb costs and hire candidates. 

Problem Statement 

In 2017, the Federal Reserve System Board of Governors reported that 

manufacturers in Louisville, Kentucky, and Memphis, Tennessee, had difficulties finding 

qualified employees due to the candidates' inabilities to pass a drug test (Board of 

Governors, 2017). The labor participation rate (in all sectors) among workers aged 25–54 
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has dropped 4.4% since 2000 despite a decrease in the unemployment rate between 2000 

and 2017 (U.S. Bureau of Labor Statistics, 2018). The general business problem is that 

some manufacturing business leaders are struggling to hire candidates due to candidates’ 

drug usage, which has a negative effect on profitability. The specific business problem is 

that some business leaders in the manufacturing industry lack strategies to hire candidates 

who can pass a drug test. 

Purpose Statement 

The purpose of this qualitative multiple case study was to explore the strategies 

that some manufacturing business leaders used to hire candidates who could pass a drug 

test. The target population consisted of four leaders from manufacturing companies that 

had been in business for at least 5 years in the Southeast region of the United States, who 

had implemented successful strategies to hire candidates who could pass a drug test. 

Enhancing leaders’ understanding of effective hiring practices might effect positive social 

change by reducing unemployment, decreasing bodily injuries, increasing life 

expectancy, and decreasing crime rates in communities. 

Nature of the Study 

Researchers use specific methods when conducting their studies. The three 

research methods are qualitative, quantitative, and mixed methods (Yin, 2018). I selected 

the qualitative approach for this study. Qualitative researchers who conduct interviews 

use open-ended questions to discover what is occurring or has occurred (Yin, 2018). 

According to Yin (2018), quantitative researchers use closed-ended questions to evaluate 

hypotheses, and mixed-methods researchers use qualitative and quantitative elements. To 
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explore the strategies that business leaders used to hire candidates who could pass a drug 

test, I did not test hypotheses, which is part of a quantitative study or the quantitative part 

of a mixed-methods study. 

I considered four research designs for this qualitative study on hiring strategies: 

(a) ethnography, (b) focus group, (c) narrative, and (d) case study. Ethnographic design 

involves studying a group’s culture, community, or subculture through fieldwork, direct 

observation, a reflective journal, or unstructured interviews (Yin, 2018). I did not choose 

an ethnographic design because the study’s purpose was not to characterize one or more 

groups’ cultures and because I did not conduct unstructured interviews. Business 

researchers use focus groups to supply feedback on products, campaigns, and television 

series (Yin, 2018). A focus group was not a suitable choice because I was not asking 

participants their opinion about a product or campaign. A narrative design entails asking 

for participants’ personal stories through their own words (Yin, 2018). A narrative design 

would not have aligned with this study’s purpose of finding and exploring common 

themes about business strategies among multiple managers. Case study researchers 

explore a person, group, or situation over time to understand a phenomenon through 

interviews and document reviews (Yin, 2018). I conducted a case study because I sought 

to understand the strategies business leaders used to hire candidates who could pass a 

drug test. A multiple case study enables researchers to develop an in-depth understanding 

of complex phenomena by comparing the results with other similar cases (Yin, 2018); 

therefore, I used a multiple case study design instead of a single case one. 
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Research Question 

What strategies do manufacturing business leaders in the Southeast region of the 

United States use to hire candidates who can pass a drug test? 

Interview Questions 

1. What strategies do you use for hiring candidates who can pass a drug test? 

2. What were the fundamental obstacles or challenges you met when implementing the 

strategies? 

3. How did you overcome the key challenges you faced when implementing the 

strategies? 

4. How did you or your organization assess the effectiveness of these strategies over 

time? 

5. How, if at all, have you changed or modified your strategies over time? 

6. What other information about strategies to hire candidates who can pass a drug test 

would you like to share that we have not discussed yet? 

Conceptual Framework 

I used Vroom’s (1964) theory of expectancy as the conceptual framework for this 

study. According to Vroom, several factors motivate people, though people choose 

actions to maximize pleasure and minimize pain. Vroom also posited that managers 

measure an employee's performance on individual elements, including personality, skills, 

knowledge, experience, and abilities. Vroom’s theory is that individuals have different 

sets of goals and can be motivated if they believe in a positive correlation between their 

efforts and performance. Satisfactory performance should result in a desirable reward that 
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will satisfy an urgent need, and the desire to fulfill the demand is strong enough to make 

the expected effort worthwhile. The tenets of Vroom’s theory are valence (the emotional 

orientations that employees hold concerning outcomes), expectancy (the different 

expectations that employees have and the levels of confidence about what they can do), 

and instrumentality (the belief of employees as to whether or not they will get what they 

desire even if a manager has promised it). Vroom suggested that an employee’s beliefs 

about the three constructs interact psychologically to create a motivational force so that 

employees act in ways that bring pleasure and avoid pain. The equation Motivation = 

Valence X Expectancy X Instrumentality describes the strength of the motivational force. 

Researching hiring strategies that business leaders used to hire candidates who could pass 

a drug test aligned with the purpose of Vroom’s expectancy theory. 

Operational Definitions 

Deaths of despair: Deaths caused by alcohol poisoning, suicide, or drug overdose 

(Farberman, 2019). 

Diversion: The selling/trading, sharing, or giving away of prescription 

medications to others; such activities may be voluntary or involuntary, such as in the case 

of losing a prescription (Briony et al., 2011). 

Extra medical use: Prescription opioid use that is either without a prescription 

(i.e., obtained outside the medical system) or without a doctor’s direction, excluding the 

possibility that the user may have medical reasons for using it (Briony et al., 2011). 

Medication-assisted treatment: The use of Food and Drug Administration-

approved medications, combined with counseling and behavioral therapies, to supply a 
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“whole-patient” approach to the treatment of SUDs (U.S. Department of Health and 

Human Services, 2020a). 

Nonadherence: Any use of medication in which prescription directions or any 

added specified treatment conditions are not met (Briony et al., 2011). 

Nonmedical use of prescription opioids: Misuse, abuse, and dependence on opioid 

analgesic medications (Cochran et al., 2015). 

Schedule 1: Drugs, substances, or chemicals with no currently accepted medical 

use and a high potential for abuse (U.S. Drug Enforcement Administration, 2020b). 

Substance use disorder (SUD): A disorder that occurs when the recurrent use of 

alcohol or drugs causes clinically and functionally significant impairment, such as health 

problems; disability; and failure to meet primary responsibilities at work, school, or home 

(American Psychiatric Association, 2013). 

Supervised injection facilities: Facilities that supply a safe space where people can 

consume previously obtained drugs, such as heroin and fentanyl, under the supervision of 

staff trained to respond in the event of an overdose or other medical emergency. Staff at 

these facilities also supply counseling and referrals to other social and health services 

(Hood et al., 2019). 

Synthetic opioids: Opioids manufactured in clandestine laboratories without 

regulation or pharmaceutical standards (Schaefer et al., 2017). 
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Assumptions, Limitations, and Delimitations 

Assumptions 

Kirkwood and Price (2013) described assumptions as the beliefs a researcher 

holds before conducting their study. One assumption that I had is that the data that I 

collected were valid. I also assumed that the participants would be truthful when 

answering my interview questions. Furthermore, I assumed that the instrument that I used 

in this study would accurately assess the perspectives of hiring practices, drug usage, 

profitability, and workplace safety. I made careful consideration to craft interview 

questions to explore the perspectives of manufacturing business leaders. 

Limitations 

Limitations related to research studies include the systematic bias of the design or 

instruments used, which the researcher could not control and may have had an 

inappropriate effect on the results (Price & Murnan, 2004). My choice of a qualitative 

multiple case study design had limitations because I had to rely on business leaders' 

experiences and opinions in the manufacturing industry, which were subjective. Another 

limitation is that participants’ views cannot be generalized to the larger population. The 

transferability of the findings to other business leaders was also limited due to the study’s 

scope. The use of semistructured interview questions was also a limitation because I had 

to rely on the participants’ integrity and their supporting documents' accuracy. 

Delimitations 

Delimitations are the systematic bias intentionally introduced into the researcher's 

study design or instruments, limiting the study to a particular age group, sex, 
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race/ethnicity, geographically defined region, or other attributes (Price & Murnan, 2004). 

I included a delimitation limiting the geographic area for data collection to the United 

States' Southeast region. In addition, I delimited the study to a sample population size of 

six business leaders in the manufacturing industry. The participant inclusion criteria also 

limited the scope of the study. I recruited business leaders in the manufacturing industry 

who had worked at companies that had been in business for at least 5 years and who had 

implemented successful strategies for hiring candidates who could pass a drug test. 

Significance of the Study 

Many business leaders face problems filling open positions (Guichard, 2019). 

However, current research about strategies that business leaders used to hire qualified 

candidates was lacking (Elfenbein & Sterling, 2018). Manufacturing business leaders 

could use the results from this study to improve their hiring strategies and practices. 

Contribution to Business Practice 

This study on the strategies that manufacturing business leaders used to hire 

candidates who could pass a drug test may help business leaders gain relevant knowledge 

on costs and improve employee hiring and retention practices. The study findings may 

enable business leaders to review and update their policies and programs to incorporate 

strategies to improve hiring practices, drug testing, interview questions, and influence 

industry policy standards. Business leaders may also learn about implementing and using 

hiring programs to improve organizational performance. 
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Implications for Social Change 

Data from this study may provide organizational leaders with the knowledge to 

implement and improve strategies for developing and implementing hiring programs. 

Local communities may also benefit from the study findings by becoming aware of the 

risks associated with SUD. Reductions in SUD could increase life expectancy and well-

being and decrease crime (Lipman & Webster, 2015). A decrease in drug abuse may lead 

to a decline in disease, premature deaths, lost productivity, theft, violence, and sexual 

diseases (Potapchik & Popovich, 2014). A reduction in drug use may lower taxes by 

reducing the need for interdiction, law enforcement, prosecution, incarceration, 

probation, prevention and treatment programs, foster care, and homeless shelters 

(Lievens et al., 2017). Although the benefit-cost ratio for these social services is 38:1 

over the user's lifetime (Zarkin et al., 2005), national economic growth may also increase 

because the funds could be diverted into other investments that benefit society (Koegl & 

Day, 2019). Consumers may receive help from increased quality and lower prices for 

goods and services because worker engagement may improve the efficiency of business 

processes (Priem et al., 2018). Last, community members who experience improved 

hiring strategies may have a better chance in the job market and live better lives due to 

improved health and life expectancy. 

A Review of the Professional and Academic Literature 

The purpose of this qualitative multiple case study was to explore the strategies 

that some manufacturing business leaders use to hire candidates who can pass a drug test. 

The findings from this multiple case study may inform readers about innovative 
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approaches, insights, and strategies that business leaders implement for improving hiring 

practices to increase profitability. A review of academic and professional literature was 

necessary to provide a foundation for this study. According to Ramdhani et al. (2014) 

researchers should support their research through a literature review covering current 

concerns, interests, and topics. In searching for academic and professional literature, I 

used keywords that included drug usage, profitability, manufacturing business leaders, 

expectancy theory, hiring strategies, drug tests, and workforce demographics. The 

databases that I searched included Business Source Complete from EBSCOhost, Emerald 

Management, Google Scholar, ProQuest Central, ResearchGate.net, and SAGE Premier. 

The 129 sources used in the literature review included journal articles from academic and 

scholarly journals, seminal work, and reports from government and business sources. I 

used Ulrich’s Periodical Directory to assess the peer-reviewed status of each of the 

journals. Of the total sources, 95 were from peer-reviewed journals published less than 5 

years from 2021. I organized the literature review by theme and divided it into the 

following six sections: expectancy theory, supporting and alternate theories, substance 

use disorder, adverse effects of substance use disorder on the workplace, current hiring 

strategies, and U.S. manufacturing and workforce statistics. 

Expectancy Theory 

The conceptual framework for this study was the expectancy theory. Vroom’s 

(1964) theory of expectancy concerns motivation, management, and people’s choices of 

actions. Vroom’s theory is that individuals have different sets of goals and can be 

motivated if they believe that there is a positive correlation between efforts and 
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performance, favorable performance will result in a desirable reward, and the reward will 

satisfy an urgent need. According to Ballard et al. (2016), employees balance goals and 

expectations with limited time and resources. People choose their actions based on what 

they believe will result in the most significant rewards. 

The tenets of expectancy theory provided a lens to explore hiring strategies. The 

tenets of Vroom’s (1964) theory are valence (the emotional orientations that employees 

hold concerning outcomes), expectancy (the different expectations that employees have 

and the levels of confidence about what they can do), and instrumentality (the perception 

of employees whether they will get what they desire even if a manager has promised 

it). Employees have expectations about outcomes based on their abilities and the course 

of action they think their manager will take. Vroom suggested that an employee’s beliefs 

about the three tenets interact psychologically to create a motivational force, thereby 

acting in ways that bring pleasure and avoid pain. 

Business leaders and researchers can use expectancy theory to measure employee 

performance and satisfaction. Kuvaas et al. (2016) said that the purpose of expectancy 

theory is to motivate employees toward goals. People behave in ways that bring about the 

most satisfaction in their lives. The following formula describes the motivational force: 

Motivation = Valence × Expectancy × Instrumentality (Vroom, 1964). The psychology 

behind personal motivation can be explained and predicted using this formula. Ballard et 

al. (2016) showed that valence is the reward system that motivates employees to increase 

their performance, so employers must pair their goals with clearly defined rewards. Top-

performing employees are rewarded for the work they perform based on goals that their 



13 

 

manager has clearly defined (Ballard et al., 2016). Understanding employee performance 

and satisfaction may help manufacturing business leaders create effective motivating 

goals. 

Business leaders who understand employee motivations may experience 

organizational success. Managers measure an employee's performance on individual 

elements, including personality, skills, knowledge, experience, and abilities (Ray, 2016). 

Ray (2016) said that employees must align their personal beliefs and expectations to a 

company’s performance and motivational measurements for successful organizational 

outcomes. Appelbaum et al. (2018) came to a similar conclusion as Ray and found that 

for organizations to successfully motivate their employees during business model 

transformations, leaders must not improvise and should follow standardized change 

management procedures that take employee motivation and response into consideration. 

Both employers and workers may need to make adjustments to successfully align on 

organizational goals. For employees to become motivated, employers must balance the 

company's needs with the needs of the employees and increase the employees’ 

commitment to a company’s mission statement (Ray, 2016). The success of a company 

may be the responsibility of both employees and managers.  

Instrumentality may be a helpful measurement of belief. Kuvaas et al. (2016) 

purported that managers could use instrumentality to gauge employees’ belief of the 

performance level needed to achieve the desired objectives. Ballard et al. (2016) showed 

that managers use expectancy to measure employees' level of performance to achieve a 
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goal. Instrumentality could be important for managers to estimate how much effort and 

skills an employee believes they need to achieve objectives.  

Financial compensation may increase motivation. Herbert and Rothwell (2016) 

showed that using financial compensation to reward increased motivation through 

increases in valence, instrumentality, and expectancy. Also, Barba-Sánchez and Atienza-

Sahuquillo (2017) showed that expectancy theory was an effective employee retention 

strategy. Employers who fairly compensate employees may increase engagement and 

retention. 

Some applicants may expect that the rewards from drug use are easier to reach 

and preferable to employment, preventing them from passing a drug test. Pickard (2017) 

showed that addicts are willing to pursue drugs for pleasure, idleness, and pleasure above 

every other endeavor. Vroom’s (1964) equation for motivation formed the lens I used 

when asking my interview questions to understand participants’ strategies for hiring 

drug-free applicants. Holland and Tham (2019) showed that pre-employment drug testing 

might benefit employers in selecting candidates motivated to work and avoiding risky 

ones. Applicants who fail drug tests may reveal that their motivations are aligned with 

drug use instead of employment. Due to the negative impact that addiction has on 

applicants’ motivations, I concluded that the expectancy theory would be proper for this 

research. 

Alternate Theories 

I considered other theories for this study. Kanfer and Chen (2016) showed that 

multiple conceptual theories exist to explain employee and organizational motivations. 
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Two other conceptual theories describe human motivation and needs. The first is called 

existence, relatedness, and growth (ERG) theory, which was developed by Alderfer in 

1969. The second is called Theory X and Theory Y and was formulated by McGregor in 

1960 (Baumgartel & McGregor, 1960).  

ERG Theory 

Alderfer developed ERG theory in response to Maslow’s hierarchy of needs 

theory (Jonas, 2016). Alderfer named three categories of human needs that affect 

workers’ behaviors (Guterman & Alderfer, 1974). Those needs include existence, 

relatedness, and growth. Existence needs include psychological and safety needs such as 

hunger, thirst, and sex. Relatedness needs include social and external self-esteem, like 

family, friends, and coworkers. Growth needs include internal self-esteem and self-

actualization, which is the desire for creativity, productivity, and completion of 

meaningful tasks (Guterman & Alderfer, 1974). ERG theory can be used to study human 

needs. 

The primary difference between Alderfer’s ERG theory and Maslow’s hierarchy 

of needs is that with ERG theory, the person does not need to satisfy one level of needs 

before accessing a higher level, and the order of importance within the three categories 

varies among individuals. Alderfer (1969) stressed that the employees experience all 

three types of needs simultaneously; therefore, managers must try to satisfy them 

similarly, or motivation will languish. Additionally, if an employee cannot satisfy a 

higher need, they will regress to lower-level needs, which are easier to satisfy and show 

the phenomenon known as the frustration-regression principle. The frustration-regression 
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principle is essential to recognize because it is a sign that employees are undermotivated. 

Once an employee satisfies their needs, growth will continue (Alderfer, 1969). Alderfer’s 

ERG theory is used to decide the satisfaction of managers' needs, which occurs posthiring 

date (Gezikol et al., 2019). I opted against using ERG theory because I concluded that it 

would not help me understand hiring strategies because it applies to the phenomenon 

after the job application process. 

Theory X and Y 

I considered another motivational theory called Theory X and Theory Y. 

McGregor introduced Theory X and Theory Y in 1960. In McGregor’s theory, managers 

use either one of two models when engaging with employees (Baumgartel & McGregor, 

1960). When viewing employees through the lens of Theory X, managers assume that 

humans do not like to work and will avoid it at all costs. Managers of large scale and 

efficient operations often use this theory with an authoritarian style to increase employee 

output (Baumgartel & McGregor, 1960). When an employee avoids work, managers must 

control and threaten them to work hard to carry out their tasks. Managers make 

assumptions using Theory X that employees want direction and need security at work 

through clear and unambiguous instructions. Managers may apply this theory on the shop 

floor of manufacturing facilities with their production workers. 

McGregor’s Theory Y is the antithesis of Theory X and is geared toward 

knowledge workers and employees in professional services (Baumgartel & McGregor, 

1960). Managers who use Theory Y assume that people view work as a natural part of 

life and willfully spend the mental and physical effort to carry out tasks. Employees are 
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initiative-taking and aim to fulfill the goals of the organization by volunteering for new 

responsibilities. To keep employees engaged and committed, managers could let them 

use their imagination and creativity to solve problems. The participative management 

style is best suited for employees working on complex issues (Oketcho et al., 2019). 

Oketcho et al. (2019) showed that employees are more responsive to Theory Y than X, 

but neither model was best suited for this study. Managers use the control mechanisms in 

Theory X and Theory Y to drive productivity postemployment. Because managers cannot 

force people to apply for a job, a motivation theory applicable to job applicants (like 

Vroom’s expectancy theory) was a better fit for this study. 

Substance Use Disorder 

Definition and Causes of Substance Use Disorder 

It is essential to understand the underlying disease that negatively affects 

applicants’ motivation. According to the American Psychiatric Association (2013), SUD 

occurs when a person’s use of alcohol or another substance (a drug) leads to health issues 

or problems at work, school, or home. According to Rakel and Rakel (2016), the causes 

of SUD are unknown. Contributing factors may include a person’s genetic makeup, 

pharmacodynamics, peer pressure, emotional distress, anxiety, depression, or 

environmental stress (Rakel & Rakel, 2016). People who develop SUD sometimes suffer 

from depression, attention deficit disorder, posttraumatic stress disorder, or other mental 

health problems (Rakel & Rakel, 2016). Other risk factors of SUD are living in a stressful 

or chaotic lifestyle and low self-esteem (Rakel & Rakel, 2016). Children exposed to their 

parents' drug use are at a higher risk of developing SUD later in life due to genetic and 
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environmental factors (Rakel & Rakel, 2016). SUD can interfere with adult applicants’ 

motivation to find work. 

Commonly Used Substances 

Manufacturing business leaders need to know the substances used by some 

applicants to understand the research problem's significance. These substances include 

opiates and other narcotics, which are painkillers that can cause drowsiness, intense 

feelings of well-being, elation, happiness, excitement, and joy (Alozai & Sharma, 2020). 

Examples include heroin, opium, codeine, and narcotic pain medicines, which people can 

obtain through prescriptions from a doctor, theft, or illegal sale (Reddy & de la Cruz, 

2019). Potent, mind-altering substances can affect an applicant’s judgment and 

motivation, which could pose a problem if hired. Some of these drugs, such as heroin, are 

classified as Schedule 1 (U.S. Drug Enforcement Administration, 2020a). The U.S. Drug 

Enforcement Administration takes the possession and sale of drugs seriously and 

classifies other substances into different schedules. Stimulants are another commonly 

used drug that stimulates a person’s brain and nervous system (Farzam et al., 2020). 

Examples include cocaine and amphetamines and the drugs used to treat attention deficit 

hyperactivity disorder, such as methylphenidate or Ritalin (Farzam et al., 2020). 

Applicants addicted to stimulants can pose the same workplace safety risks as applicants 

addicted to narcotics if hired (Burke & Richardsen, 2019). Addicts can build a tolerance 

to stimulants and need higher doses to feel the same effect, further challenging their 

ability to perform work (Burke & Richardsen, 2019). Business leaders need to understand 

the safety risks if they hire addicts. 
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Business leaders should also be aware of depressants, which are another kind of 

commonly used substance. Depressants cause drowsiness, reduce anxiety, and include 

alcohol, barbiturates, benzodiazepines (Valium, Ativan, Xanax), chloral hydrate, and 

paraldehyde (U.S. Drug Enforcement Administration, 2020b). Applicants may gain 

access to depressants through legal or illegal means and abuse them like any other drug. 

Abuse of depressants can often lead to addiction (Rakel & Rakel, 2016). The addictive 

nature of depressants makes them a safety risk for applicants, so business leaders need to 

consider depressants as seriously as other drugs when testing applicants. 

Hallucinogens are other commonly used substances that deserve business leaders' 

attention due to their severe worker performance effects. Examples of hallucinogens 

include lysergic acid diethylamide (LSD), mescaline, psilocybin ("mushrooms"), and 

phencyclidine (PCP, or "angel dust"; National Institute on Drug Abuse, 2020). These 

substances can lead to psychological addiction, wherein the user develops emotional and 

motivational withdrawal (Franken, 2003). Hallucinating while on the job could pose 

severe performance and safety issues, and the likelihood of withdrawal could worsen the 

problems. To better grasp SUD's potential downward spiral, it is essential for business 

leaders to recognize its stages and if applicants are currently suffering from it. 

Stages of Substance Use Disorder 

Business leaders could recognize an applicants' symptoms if they understand the 

stages of substance use disorder. According to Rakel and Rakel (2016), people who use 

drugs follow a progression of steps, which may end in addiction, and they found that 

young people move more quickly through the stages than adults. A similar phenomenon 
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occurs among people under the age of 25 who are addicted to alcohol (Rapsey et al., 

2018). Catching signs of substance use disorder in young applicants could prevent bad 

hires. Rakel and Rakel defined the first stage as experimental use, characterized by drug 

use with peers. Users in this stage may take drugs to rebel against parents or other 

authority figures. Rebellious behaviors in applicants could be a red flag and a potential 

sign of early substance use disorder. Understanding added stages are essential for 

business leaders to grasp the full effect of the disease. 

Applicants who continue to use drugs may progress into further stages of SUD. 

Rakel and Rakel (2016) defined the second stage as regular use. In this stage, users miss 

more and more school or work, worry about losing their source, and use drugs to fix 

negative feelings (Stanford Children’s Health, 2020). Ventura and Bagley (2017) found 

similar evidence to Rakel and Rakel and discovered that users would withdraw from 

friends or family members and change their friends to ones who extensively use identical 

drugs. Withdrawal may be a significant part of the second stage. At this stage, users must 

take more of the drug to achieve similar effects because their brains have adapted to 

reduce the reward circuitry, a condition known as tolerance (National Institute on Drug 

Abuse, 2018). People suffering from SUD may undergo physiological changes to their 

brains because of using drugs. At this stage, changes in brain chemistry may affect an 

applicant’s ability to interview successfully. 

If a user cannot recover after entering the second stage of SUD, they may find 

themself in the third stage. The third stage of SUD is risky usage (Rakel & Rakel, 2016). 

In this stage, the user loses motivation and does not care about school or work (National 
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Council on Alcoholism and Drug Dependence of the East San Gabriel and Pomona 

Valleys, Inc., 2020). The user experiences overt behavior changes and becomes 

preoccupied with using drugs rather than engaging in relationships or meaningful work 

(Mendola & Gibson, 2016). Medina (2020) reported consistent results with Mendola and 

Gibson (2016) and found that the user becomes secretive about how much they use and 

may begin dealing drugs to support his habit. The user may find themself in financial 

hardship due to their usage. Weiss (2020) found that users start taking harder drugs and 

that the onset of legal problems typically begins in this stage, which was consistent with 

Rakel and Rakel (2016). The burgeoning financial and legal issues of applicants with 

SUD may distract them from fully engaging in the hiring process. 

If users continue their consumption of drugs, they may find themselves in the last 

stage of SUD and unsuitable for employment. Rakel and Rakel (2016) discovered that the 

fourth and final stage of SUD is addiction. Sinha (2008) reported consistent results to 

Rakel and Rakel and noted that during this stage, the user cannot cope with daily living 

without using drugs and is in denial of his problem. His physical condition usually 

worsens, and he experiences a loss of control over his use (Sinha, 2008). Physical and 

psychological ailments due to SUD may make an applicant ineffective. Dragisic et al. 

(2015) also found that users in this stage are addicts, like Rakel and Rakel’s conclusion, 

and are at a higher risk of suicide. Applicants who suffer from SUD may isolate 

themselves from friends and family, reducing an essential social network during 

unemployment. Researchers came to a slightly different conclusion than Dragisic et al. in 

that users at this stage often visit supervised injection facilities to curb their cravings in a 
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safe environment (Hood et al., 2019; Ng et al., 2017). Stage five can be difficult for a 

person suffering from SUD, which adds challenges to finding a job. 

Symptoms 

Applicants who suffer from SUD may have difficulty performing on the job if 

hired due to symptoms. Rakel and Rakel (2016) defined a set of symptoms and behaviors 

common to substance users, including confusion and continuing to use drugs in the face 

of harm to health, work, or family. Users may become violent and hostile when 

confronted about their drug dependence. McCabe et al. (2016) did similar research and 

found that users show a lack of control over their drug abuse and become unable to limit 

or stop their consumption. Like McCabe et al., Ghodse (2017) found that many users 

make excuses to use drugs, experience a decline in performance, and end up missing 

school or work. Users may become dependent on regular drug use to function in daily life 

and often forget to eat, making finding a job a low priority. Lozano-Madrid et al. (2020) 

reported results consistent with McCabe et al. and Ghodse. Lozano-Madrid et al. 

described how drug users stop caring about their physical appearance and stop taking part 

in regular social activities and end up taking drugs by themselves. The severe symptoms 

of SUD could easily prevent an applicant from accomplishing tasks while on the job. 

Exams and Tests 

Employers may detect drug usage in applicants through exams and tests. Osterloh 

and Becker (1990) explained that tests, known as toxicology screens, on blood and urine 

could show many drugs in the body. Hadland and Levy (2016) asserted that the test's 

sensitivity changes test results to the drug, when a drug was taken, the testing laboratory, 
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and that the samples can become contaminated if not overseen with care. Drug testing 

may be an essential part of finding candidates, but not the only factor to consider. Li et al. 

(2017) expressed similar findings to Hadland and Levy’s study and contended that blood 

tests are more likely to detect drugs; however, employers use urine tests most commonly 

due to cost. Cost may be a limiting factor for manufacturing business leaders when 

deciding which drug tests to use. 

Treatment 

Treatment may be necessary for people suffering from SUD; however, it could 

negatively affect the workplace. SUD is a severe condition that is not easily treatable, and 

people who suffer from SUD should get treated by trained professionals (Rakel & Rakel, 

2016). Adan et al. (2017) reported results consistent with Rakel and Rakel’s (2016) study 

and found that recognition of the problem is often the first step and those individuals who 

are treated professionally have the best outcomes. Englander et al. (2017) showed that 

stopping using a substance can occur either abruptly or over time, and often the user must 

receive medical support during the withdrawal process to overcome the emotional and 

physical symptoms. Depending on the drug, users may need hospitalization if they 

overdose. Gryczynski et al. (2016) showed that treatment can occur in an inpatient or 

outpatient facility and costs $1,122 to $2,783 annually per person for hospitalizations, 

depending on the substance. Xu and LaBar (2019) came to similar conclusions as 

Gryczynski et al. and found that doctors may need to treat other diseases resulting from 

SUD, which compounds the costs. Business leaders should be aware of the time 
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commitment and financial costs of treatment and consider those when screening 

applicants. 

Costs and time away from work for treating SUD can increase if a user relapses or 

other diseases are discovered during treatment. Nordeck et al. (2018) found that relapse is 

common, so some users become re-hospitalized and enroll in or are court-ordered to join 

residential treatment programs to watch their behavior and check for withdrawal 

symptoms. Costs of court-ordered behavior programs may increase the overall costs and 

duration of SUD treatment. Like Nordeck et al., Anderson et al. (2018) found that doctors 

sometimes separately treat the underlying causes of SUD (such as depression or other 

mental illnesses) during hospital stays, which further adds to the costs. Manufacturing 

business leaders could create better financial plans if they were aware of the costs and 

time away from work for treating SUD. 

Adverse Effects of Substance Use Disorder on the Workplace 

SUD can have adverse effects on the user and their coworkers in the workplace. 

Bush and Lipari (2015) showed that the rate of SUD varies by occupation and industry. 

Sullivan et al. (2020) showed similar findings to Bush and Lipari and indicated that the 

number of substances used is a criterion for clinicians when diagnosing SUD in patients. 

Sullivan et al. showed that clinicians diagnose people who suffer from SUD by asking 

them a set of questions found in the Diagnostic and Statistical Manual of Mental 

Disorders. The severity of a person’s SUD and the types of substances they use can 

significantly negatively affect a business. The negative impacts include lost productivity, 

workplace accidents and injuries, increased healthcare use, increased turnover, 
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replacement, comorbid substance use, mental illness, smoking, and decreased life 

expectancy. 

Lost Productivity 

There is some research on the amount of work people miss due to SUD. Goplerud 

et al. (2017) found that employees who suffer from SUD miss more work than the 

general population. The results of Van Hasselt et al. (2015) matched Goplerud et al., and 

Van Hasselt et al. found that most workers miss 10.5 days annually for illness or injury 

while workers with a SUD miss 14.8 days per year. Van Hasselt et al. also showed that 

workers with a medication use disorder miss a significantly higher average of 29 days 

annually. In contrast to Goplerud et al., Van Hasselt et al. found that workers with a 

SUD, though in recovery, missed only 9.5 workdays per year. Workers suffering from a 

SUD but in recovery may miss less work than the general population. 

Workplace Accidents and Injuries 

Manufacturing business leaders need to understand the significance of workplace 

accidents and injuries caused by hiring an employee with SUD. Wickizer et al. (2004) 

showed that accidents and injuries resulting from employees with a SUD could be 

significant, especially in the manufacturing industry. The U.S. Bureau of Labor Statistics 

(2019) defined examples of nonfatal occupational injuries and included sprains, strains, 

tears, soreness, pain, bruises, contusions, cuts, lacerations, punctures, fractures, and 

amputations in their list. The list of workplace injuries may be extensive and varied. 

Khashaba et al. (2017) showed similar findings to Wickizer et al. and showed that even 

using legalized drugs could lead to serious workplace injuries. It may not matter if a 
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person uses illegal or legal substances; workplace accidents can occur in both scenarios. 

In alignment with Wickizer et al., Richmond et al. (2016) noted that accidents and 

injuries resulting from driving at work and under the influence could also be severe. The 

breadth of potential injuries due to SUD may require a different mindset from workers 

and business leaders. 

Manufacturing jobs can be dangerous, complicated, and require an employee’s 

full attention. Singh and Singh (2019) purported that many manufacturing jobs involve 

the use of heavy equipment or the movement of dangerous materials, which requires 

operators to be sober and mindful. Brown and Rhinds (2019) asserted that managers must 

enforce a safety culture to prevent the use of alcohol and drugs. Brown and Rhinds 

furthered Singh and Singh’s findings and claimed that when workers engage in alcohol 

and drugs at the workplace, they put themselves and other workers at risk of injury and 

lawsuits. The risk of workplace lawsuits is another reason for manufacturing business 

leaders to hire qualified drug-free applicants. Goetzel et al. (2004) reported findings 

consistent with Singh and Singh’s and Brown and Rhinds’ studies. Goetzel et al. 

discovered that employees who show up to work after using the night before, a type of 

presenteeism, are also a safety risk for employers. Working under the influence of drugs 

or during their withdrawal can both be dangerous. Waehrer et al. (2016) found that 

setting up an employee assistance program (EAP) to help workers with SUDs reduced the 

rates of no-lost-work and lost-work injuries. EAPs can be a key component in reducing 

workplace injuries stemming from SUD. 
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Manufacturing business leaders should also be aware of the laws that prohibit 

drug use in the workplace, aiming to prevent accidents and injuries. In 1988, the federal 

government of the United States passed the Drug-Free Workplace Act, which regulated 

federal contractors and grantees and prohibited them from the “…unlawful manufacture, 

distribution, dispensation, possession, or use of a controlled substance by employees in 

their workplace as a condition of employment” (U.S. House of Representatives, 2020, 

chapter 81). Gfroerer (2018) found that drug use in the workplace has dropped 75% since 

the Drug-Free Workplace Act in 1988. Steingold (2017) asserted that companies that 

have not received federal funding could still use a toolkit provided by the U.S. 

government to help them set up policies, implement testing and treatment services, and 

provide drug education for their employees. Manufacturing business leaders can take 

advantage of these resources to keep their factories compliant and create a safe 

workplace. 

Increased Health Care Use 

Employees with SUD may use their health insurance more often, which may 

increase a business's costs. Goplerud et al. (2017) found that health care usage among 

workers with a SUD is much higher than the general population. Goplerud et al. defined 

health care use as hospital stays, emergency room visits, and ambulatory medical care. 

Goplerud et al. showed that the rate of hospital use for workers with medication use 

disorders was .65 nights annually, whereas the rate for workers without a SUD was .34 

nights annually. The rate of hospital use for workers with a medication use disorder was 

twice as high as workers without the same disorder. Goplerud et al. reported that the rate 
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of emergency room use for workers with a medication use disorder was two times 

annually, while the percentage of workers without a SUD was less than one time per 

year. Again, the finding for SUD workers was twice as high as those without a SUD. 

Frank et al. (2012) expressed comparable results to Goplerud et al. and discovered that 

the use of ambulatory care by workers with a medication use disorder followed a similar 

pattern with a twofold occurrence in primary care visits per year compared to their non-

SUD counterparts. Manufacturing business leaders can expect that their employees with 

SUD will use their healthcare insurance twice as much as their other employees. 

Increased Turnover and Replacement 

The problem of employee turnover and replacement may be worsened due to 

SUD. Goplerud et al. (2017) found that employees with a SUD are 36% more likely to 

have had more than one job in the past year, while only one-quarter of non-SUD workers 

have held more than one position. The rate of turnover for workers with SUD is 11% 

higher than non-SUD workers. Bauman (2017) asserted that employers' cost to replace a 

worker is usually 20-30% of an employee’s annual salary. Manufacturing business 

leaders need to be aware of high employee replacement costs due to SUD. Liu et al. 

(2013) concurred with Bauman’s study and noted that employees without a SUD still 

have lower turnover rates even when accounting for poor leadership styles. 

Comorbid Substance Use 

Comorbid substance use may be a widespread problem among people with SUD, 

which could complicate and prolong their treatment outcomes. Goplerud et al. (2017) 

found that workers who suffer from SUD are often dependent on more than one 
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substance at a time. For example, Goplerud et al. discovered that 40% of workers who 

suffer from illicit drug use disorder and 38% of workers with a pain medication use 

disorder are also alcoholics. Roberts et al. (2015) reported results consistent with 

Goplerud et al. and showed that the dropout rate for people in treatment for comorbid 

SUDs is also high. Applicants with comorbid substance use may be less inclined to 

complete the hiring process due to increased complications. 

Mental Illness 

Mental illness may be another factor to consider when screening applicants. 

Goplerud et al. (2017) noted that the rates of mental illness among workers with SUD are 

20-28% higher than the general population depending upon the type of dependency. The 

presence of mental illness alongside a SUD does not imply causality of either condition. 

Jones and McCance-Katz (2019) found results consistent with Goplerud et al. and that for 

people suffering from opioid use disorder, the occurrence of mental illness was 64% 

higher. Some SUD has a higher correlation to mental illness than others. Welsh et al. 

(2019) stressed the importance of increasing access to treatment options comprehensively 

for people who suffer from SUDs and mental illness. Due to the high correlation of 

mental illness with SUD, manufacturing business leaders need to recognize potential 

SUD in their applicants.  

Smoking 

Smoking may be another risk factor for people with SUD. Goplerud et al. (2017) 

found that workers with SUD are twice as likely to smoke or be nicotine dependent than 

workers without SUD. Goplerud et al. noted that workers suffering from a pain 
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medication use disorder, marijuana, or illicit drug use disorder are three times as likely to 

smoke as their non-SUD peers. The presence of smoking does not imply causality from 

SUD or vice versa, but manufacturing business leaders should be aware of the association 

to understand potential healthcare costs better. Conversely, Goplerud et al. showed that 

workers in recovery are less likely to smoke than SUD workers and non-SUD workers. 

Knudsen (2016) opined that smoking by people in recovery led to a higher degree of 

substance use relapse, a phenomenon not explored by Goplerud et al. Smoking and 

nicotine dependency may mean that an applicant has a related SUD. 

Decreased Life Expectancy 

People who suffer from SUD may experience decreased life expectancy. Chesney 

et al. (2014) discovered that the impact of SUD on mortality and suicide is large. 

Westman et al. (2015) reported results consistent with Chesney et al. and that the life 

expectancy for people with a SUD in Denmark, Finland, and Sweden was 24-28 years 

shorter than the general population. A SUD can shorten the average life expectancy of a 

person by almost 30%. Pasareanu et al. (2015) noted similar findings to Chesney et al., 

but that the quality of life and life expectancy of people suffering from SUD can be 

significantly improved through in-patient treatment. Although costly, inpatient treatment 

may be the best approach for applicants to recover before entering the workforce. 

The cause of death among addicts may be similar. Case and Deaton (2015) 

discovered a disturbing trend like Chesney et al. (2014) among White non-Hispanic 

males whose deaths were considered deaths of despair. Case and Deaton found an 

increase in mortality rates for this group between 1990–2001 and again in 2013–2015 due 
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to suicide, accidental poisonings (including opioids), chronic liver disease, or cirrhosis. 

SUD can lead to deaths of despair. 

Mortality rates for people with SUD may vary significantly by ethnicity and 

geographic region. Case and Deaton (2015) also discovered that Hispanic and African 

American mortality rates were not rising at the same rate during the same periods, and 

mortality rates in other economically developed countries were declining. Upon further 

study, Stein et al. (2017) discovered other details, beyond Case and Deaton’s results, 

about the White non-Hispanic group. Stein et al. found that the White non-Hispanic 

group was primarily found in rural regions, had a high school education or less, and had a 

high level of stress and hopelessness as they entered the job market due to lower-paying 

job opportunities compared to the previous generation. The prevalence of SUD and the 

resulting deaths of despair may be amplified in locations with limited access to education 

and good-paying jobs. Stein et al. found that joblessness (compounded by family 

dysfunction, a lack of social support, and addiction) led to an increase in deaths of 

despair. Manufacturing business leaders may find more candidates in urban settings. 

Nestadt et al. (2017) examined the characteristics of the suicides among the White 

non-Hispanic male group during the 1990–2001 and 2013–2015 periods. Nestadt et al. 

discovered that the deaths were mostly due to firearms, and like Stein et al. (2017), the 

victims lived in rural areas. Rural areas may not be a source of candidates who can pass a 

drug test. O’Neil et al. (2019) reported results like Goplerud et al. (2017) in that the 

suicide victims from the 2013–2015 period had a higher prevalence of other self-

destructive behaviors such as smoking tobacco and e-cigarettes. Life expectancy due to 
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SUD may be an essential factor for manufacturing business leaders to consider when 

screening applicants. 

Preventing Substance Use Disorder 

Manufacturing business leaders can positively impact preventing SUD, thereby 

creating a pool of drug-free applicants. Compton et al. (2019) discovered that one of the 

best ways for people to avoid the harm caused by SUD is to prevent it in the first place. 

Cuijpers (2002) showed that school and community-based drug education programs 

effectively reach children and adolescents and inform them of the dangers of using drugs. 

Cuijpers opined that school programs with an interactive delivery method, use a social 

influence model, focus on norms and commitments not to use, include peer and 

community leaders, and add life skills teachings are the most effective. Manufacturing 

business leaders could be an essential partner in educating young people about the 

dangers of using drugs and alcohol. Breward (2019) showed that if a person develops a 

SUD later in life, employers are often a useful intervention source to prevent further 

harm. Manufacturing business leaders may play an essential role in their own employees’ 

health and well-being. 

Other means of preventing SUD may also exist. Volkow et al. (2019) purported 

results like Jones and McCance-Katz’s (2019) study in that screening young people for 

mental illness is an effective measure to prevent SUD since co-morbidity between 

psychosis and drug addiction is often common. Volkow et al. recommended that 

practitioners can control SUD patients' relapse by administering methadone or 

buprenorphine, a practice known as medication-assisted treatment or MAT. Other opioid-
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like drugs may help prevent relapse. Ma et al. (2018) reported similar findings to Volkow 

et al. and showed that the use of MAT on opioid users effectively reduced their mortality 

rates. Cole et al. 2019 described the practice of administering MAT as limited, especially 

in rural areas (where the opioid epidemic is high) because the patients who need it are 

often found far from a clinic. The distance to essential clinic services in rural areas may 

be another reason for manufacturing business leaders to look elsewhere for applicants. 

Kleinman and Morris’s (2020) findings are like Volkow et al. but differ because they 

found that the U.S. Federal Government has implemented strict MAT regulations since 

the substances are opiates. The use of opioid-like substances to curb cravings may pose 

addiction risks for patients. Kleinman and Morris continued that these restrictions often 

prevent access for the people who need the medication because only specific clinics can 

dispense it. There are only a few licensed MAT clinics in rural areas, which could pose a 

challenge for companies looking to hire. 

People from diverse backgrounds may have different opinions about MAT. 

Andraka-Christou et al. (2019) discovered that court personnel have mixed attitudes 

towards MAT. Andraka-Christou et al. found that methadone was viewed more 

negatively than buprenorphine, and buprenorphine was viewed more negatively than 

naltrexone. The type of MAT may influence court personnel’s attitudes towards it and 

could make access to it more difficult for applicants afflicted with SUD. Andraka-

Christou et al. asserted that court personnel who had a more educated outlook toward 

MAT had previous training about medications, and those with a graduate degree had 

significantly more positive attitudes towards naltrexone. A person’s level of education 
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may influence their attitudes towards MAT. Hammarlund et al. (2018) had similar 

findings to Andraka-Christou et al. but added that since SUDs are challenging to treat and 

relapse is common, society's stigma is still an ongoing problem for patients. The 

prevention of SUD can be a significant step in helping people achieve self-respect and 

their employment goals. 

Current Hiring Strategies 

An understanding of current hiring strategies in the manufacturing industry may 

be necessary for manufacturing business leaders to gain a competitive advantage. Schake 

and Craft (2019) categorized the hiring strategies for manufacturing workers into face-to-

face hiring and virtual and online hiring. Sherba et al. (2018) discovered that people who 

suffer from SUDs face many challenges when trying to gain employment through 

traditional methods. Sherba et al. also claimed that many treatment facility managers 

view employment services for patients as out of scope and therefore do not supply them. 

Career preparation for patients while in treatment may be stalled due to a lack of support. 

Charles et al. (2019) contrasted with Sherba et al. in that current companies’ policies, 

which favor capital investment in automation and specialized skillsets, will only have a 

modest impact on increasing the number of manufacturing jobs filled in the future. 

Applicants suffering from SUD may have an even harder time finding employment due 

to market factors outside of their control. Phillips and Gully (2015) noted that employers 

had used strategies for hiring candidates, such as strategic hiring with a multilevel 

perspective, but this method is not tailored for use in populations with SUDs. 
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Manufacturing business leaders may need to use new and creative strategies to fill job 

openings. 

Virtual and Online Hiring 

While there is some research about virtual and online hiring, studies on its 

effectiveness for hiring candidates who can pass a drug test are limited. Zaheera (2018) 

named virtual and online hiring as more widely used and useful than face-to-face hiring 

when filling manufacturing positions. Tursunbayeva et al. (2016) reported results 

consistent with Zaheera and showed how using database technologies, online job 

advertising boards, and search engines sped up the hiring process. Virtual and online 

hiring may be a more efficient way to hire candidates. Tursunbayeva et al. opined that 

since multiple human resource personnel could simultaneously review a candidate’s 

qualifications, the time needed for hiring was less than traditional methods. Nallusamy 

and Saravanan (2016) discovered that virtual and online hiring cost was much less than 

other methods due to fewer print costs. Fewer print costs and reduced travel needs could 

lead to a more cost-effective hiring practice. Nallusamy and Saravanan asserted that the 

ability to select applicants from multiple platforms by using Software as a Service cut the 

need for face-to-face hiring. Nallusamy (2018) found that employers' ability to scan for 

keywords in applicants’ resumes was crucial for finding the right candidates to fill the job 

openings and save time. Using virtual and online hiring technologies could save 

manufacturing companies money in the long term. 

Candidate pools may increase due to the size of online databases. Deshmukh et al. 

(2015) discovered that candidate pools were largest when businesses used an online tool 
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for hiring because any applicant with an internet connection could read and apply for an 

online job opening. Internet access may be crucial for both applicants and employers in 

the hiring process. Deshmukh et al. showed that companies' ability to expand their 

applicant search was critical for businesses in areas with a limited pool of workers. Riley 

et al. (2012) reported equivalent results to Deshmukh et al. and that the use of 

professional social networks serves as a critical tool for employers since many applicants 

already can quickly transfer their resume information into the employers’ databases. The 

ease of exporting data from one application and importing it into another could speed up 

a manufacturing employers' hiring process. 

Online hiring could enable consistency and standardization. Collins (2018) found 

that the consistency and standardization that online hiring brought to the hiring process 

was essential for large organizations with multiple branches. Nallusamy et al. (2015) 

purported that a company’s policies and their hiring process must coincide with the 

search and choice of applicants and that larger organizations were usually better equipped 

for handling higher volumes of online applicants. If a company’s policies conflict with 

their search region, they could face delays in filling job openings. Allen D. G. et al. 

(2007) found that RSS feeds, blogs, vlogs, and apps on cell phones are other online tools 

at employers’ disposal for finding applicants. However, Allen D. G. et al. asserted that 

some companies still like to use a combination of online tools and face-to-face hiring, 

which contrasts with Nallusamy et al., where online hiring was the norm. Online hiring 

could be the most effective way for manufacturing business leaders to fill job openings 

due to the broad geographic area. 
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Face-to-Face Hiring 

The traditional method of face-to-face hiring may still hold merit. Yen (2017) 

discovered that face-to-face hiring happens at career fairs and later stages of the hiring 

process. Yen found that the sooner an applicant engaged in face-to-face interaction with 

an employer during the hiring process, the better their chances of landing the job. Face-

to-face contact can be a determining factor in landing a job. Chiang and Saw (2018) 

explained results like Yen’s study and found that applicants also engaged in face-to-face 

hiring when interviewed by a panel and that their looks played a role in an employer’s 

hiring decision. Applicants could positively influence the outcome of interviews by 

dressing for the part and meeting face-to-face with employers. Knowledge of successful 

face-to-face interview practices could help manufacturing business leaders hire 

applicants. 

Pre-Employment Drug Testing and Background Checks 

Drug testing and background checks can be an essential part of the hiring process. 

Jorgensen and Brown-Rice (2016) explained that a customary practice for hiring 

candidates is to screen them for drugs and conduct criminal background checks. Ghosh 

and Ravichandran (2018) reported results consistent with Jorgensen and Brown-Rice and 

asserted that the use of drug screens and background checks were necessary for all 

workers, especially front-line ones; other criteria such as personality and general mental 

ability were more critical for management positions. Drug tests and background checks 

can be suitable for manufacturing jobs. Sveinsdottir and Bond (2017) reasoned that pre-

employment screenings are barriers to employment for people with SUDs or a criminal 
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background. Sinakhone et al. (2017) concurred with Sveinsdottir and Bond and stressed 

that employers looking for workers in places where SUD is high must turn to other 

strategies to fill job vacancies. Agan and Starr (2017) showed that one strategy included 

removing some drugs that they usually screen for and not asking about certain criminal 

charges on job applications. Some employers may reduce the entrance criteria for jobs to 

fill vacancies. Ispa-Landa and Loeffler (2016) came to a different conclusion than Agan 

and Starr and suggested that applicants could also try to expunge their criminal records of 

minor offenses to make themselves more attractive to employers. Applicants can take 

many steps to improve their chances of getting hired. Smith and Leigh (2014) found that 

if a job is safety-sensitive, most employers are unwilling to relax stringent pre-

employment screening standards. 

U.S. Manufacturing and Workforce Statistics 

An exploration of the manufacturing industry can be important for understanding 

the research question. According to the U.S. Bureau of Labor Statistics (2020), the 

manufacturing sector in the United States includes businesses that specialize in the 

mechanical, physical, or chemical transformation of materials, substances, or components 

into new products. Many products used in the U.S. may come from American factories. 

Some manufacturing industry subsectors include food manufacturing, textile mills, paper 

manufacturing, and others (U.S. Bureau of Labor Statistics, 2020). The list of products a 

factory can produce varies and depends on its specialization. 

The manufacturing industry employs many people in the U.S. As of February 

2020, the sector employed 13 million U.S. workers, had a 3.9% unemployment rate, and 
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over 420,000 job openings (U.S. Bureau of Labor Statistics, 2020). The manufacturing 

industry may employ a significant percentage of the U.S. population. However, Pierce 

and Schott (2016) argued that the employment rate before 2016 for the U.S. 

manufacturing industry declined due to changes in U.S trade policy. 20% of those 

employed in the manufacturing industry either belonged to a union or were represented 

by one, and in 2019, the occupation in the manufacturing industry which held the highest 

number of workers was Team Assemblers (U.S. Bureau of Labor Statistics, 2020). 

Unions could stand for a significant number of employed workers and may influence the 

hiring process. The average wage for all full-time manufacturing employees was $28.35 

(U.S. Bureau of Labor Statistics, 2020). The rates of SUD may be higher in 

manufacturing than in other industries. 

Substance Use in Manufacturing Versus Other Industries 

The rates of SUD vary by industry, and the research is limited. The Substance 

Abuse and Mental Health Services Administration (2015) combined data from 2008 to 

2012 and showed that, on average, 8.7% of full-time workers aged 18–64 from all 

industries used alcohol heavily; 8.6% used illicit drugs, and 9.5% had a SUD. The 

Substance Abuse and Mental Health Services Administration discovered that the rates of 

these categories in the manufacturing industry were 9.7%, 7.4%, and 9.3%, respectively. 

The rate of SUD for the manufacturing industry was about the same as the average for all 

industries. Compared to an earlier period from 2003 to 2007, the rates for heavy alcohol 

use in the manufacturing industry increased from 9.2%, while the rates of illicit drug use 

also increased from 7.3%. The rates of heavy alcohol use and illegal drug use from 2003 



40 

 

to 2007 compared to 2008 to 2012 increased by only .5% and .1%, respectively. The 

occurrence of SUDs during the 2008 to 2012 period decreased slightly from 10.4% 

(Substance Abuse and Mental Health Services Administration, 2015). The industry with 

the highest rate of heavy alcohol use from 2008 to 2012 was mining at 17.5% (Substance 

Abuse and Mental Health Services Administration, 2015). Manufacturing business 

leaders should be aware that SUD can affect any industry. 

Some industries have higher rates of SUD than others. From 2008 to 2012, the 

accommodations and food services industry had the highest rate of illicit drug use at 

19.1% and the highest rate of SUDs at 16.9% (Substance Abuse and Mental Health 

Services Administration, 2015). The SUD rate in the accommodations and food services 

industry during the 2008 to 2012 period was 7.6% higher than in manufacturing. The 

industries with the lowest rates of heavy alcohol use, illicit drug use, and SUDs were 

education, health care, social assistance, and public administration (Substance Abuse and 

Mental Health Services Administration, 2015). The Office of Personnel Management 

(2020) noted that it is essential for businesses to understand the differences in usage rates 

between industries and the users' demographics when designing effective EAPs. EAPs 

can be explicitly designed for workers suffering from SUD. 

Employee Assistance Programs 

EAPs may be an essential part of attracting new employees and retaining current 

ones. The history of EAPs dated to the 1940s when Yale University developed a business 

and industry plan to help employees with alcohol-related issues (Office of Personnel 

Management, 2020). In the 1950s, the scope of EAPs increased to include people with 
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mental health issues (Office of Personnel Management, 2020). By the 1970s, the Hugh’s 

Act mandated EAPs for all Federal agencies, set up the National Institute on Alcohol 

Abuse and Alcoholism, and private EAP firms began offering fee-based services to 

companies (Office of Personnel Management, 2020). Joseph et al. (2017) reported similar 

findings to the Office of Personnel Management (2020) and that EAPs were effective at 

enhancing employee outcomes by improving levels of presenteeism and functioning in 

employees. Employees could receive help from using EAPs for multiple personal or 

work-related issues. Since the 1970s, many laws, regulations, and initiatives have 

expanded the use of EAPs into other Federal agencies, and many EAPs now cover 

services for family members (Office of Personnel Management, 2020). Caillier (2016) 

showed comparable results to the Office of Personnel Management and described that 

employees' use of EAPs reduced turnover. Employers who offer EAPs to applicants as 

part of a potential benefits package could receive help from reduced turnover and 

increased output if the applicant turned employee uses the EAP for a SUD or other issue. 

EAPs can help employees, families, employers, and communities. Sonnenstuhl 

and Trice (2019) discovered that setting up an effective EAP could improve employee 

productivity and engagement, increase an employee’s response to challenges, help 

manage workplace stress, and reduce workplace absenteeism. Employees can take 

advantage of EAPs for work-related issues in confidentiality and without fear of reprisal. 

Attridge (2019) reported similar findings to Sonnenstuhl and Trice and asserted that 

EAPs could function as a support in times of organizational restructuring, reduce 

workplace accidents, reduce violence and other safety risks, and support disaster and 
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emergency preparedness. Applicants with SUD may help themselves by applying to 

employers who offer EAPs. Managers who utilize EAPs can manage the effect of 

disruptive incidents, ease an employee’s return to work after an extended absence due to 

a disability or disorder, reduce health care costs associated with stress and other mental 

illnesses, and reduce the costs related to employee turnover (Office of Personnel 

Management, 2020). Employers who offer EAPs can expect health care cost savings in 

the treatment of SUD. 

Effective EAPs can have similar components. Roche et al. (2018) discovered that 

EAPs do have similar characteristics that include delivery by for-profit organizations, 

counseling services, and four to five encounters with clients during each type of 

engagement. Weis (2018) reported results like Roche et al. and that the referral can be 

from a supervisor or employee, and that the delivery modes include face-to-face 

meetings, phone calls, and instant messaging. Both employers and employees can make 

the first contact with an EAP for aid, which could increase usage. Walton and Hall (2016) 

discovered that employers' use of EAPs could be a useful gateway for people with SUDs, 

and employment can be a powerful deterrent that prevents workers from using again. 

EAPs may be a valuable tool for preventing relapse in workers with SUD and in 

attracting new workers. 

Manufacturing and the Southeast U.S. Economy 

The Southeast region of the United States could be considered the primary 

manufacturing hub in the country. Charles et al. (2019) found that Illinois, Ohio, and 

Indiana are important manufacturing centers. Houseman (2018) found that employment 
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in manufacturing in this region has declined between 2000 and 2018, caused primarily by 

outsourcing. Acemoglu et al. (2016) reported findings that differed from Houseman and 

said that manufacturing employment declined in the 2000s due to increased foreign 

competition. Researchers could be divided on the role that automation has played in 

reducing work in the manufacturing industry. In the 1940s, manufacturing in this region 

began due to labor's lower costs (Center on Education and the Workforce, 2019). 

Carnevale et al. (2019) found that as the United States' services economy grew, the 

Southeast U.S. share of economic output declined even as the output per manufacturing 

worker increased. Fort et al. (2018) reported results like Carnevale et al. and that the lack 

of tariffs on U.S. imports contributed to the employment decline. Charles et al. differed 

from Carnevale et al. and attributed the decline in employment to SUD's high rate in the 

region. The reasons for low employment in the Southeast region of the United States may 

vary, but manufacturing business leaders could receive help from knowing all of them 

and planning accordingly. 

Health Care Plan Requirements 

It may be necessary for manufacturing business leaders to know their health care 

plan requirements before advertising the benefit to applicants. Robst et al. (2013) 

recommended that employers who offer health insurance need to be aware of the 

requirements for covering mental health and SUD. In 2008, Paul Wellstone and Pete 

Domenici passed into federal law the Mental Health Parity and Addiction Equity Act 

(U.S. Centers for Medicare and Medicaid Services, n.d.). McGinty et al. (2015) opined 

that the act required commercial insurers that provide group coverage of SUD to offer 
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benefits on par with those for other medical or surgical treatments. Employers who 

purchase insurance with SUD coverage could benefit from the parity in coverage to other 

therapies. McGinty et al. found that the parity's effect in benefits resulted in more out-of-

network services given, meaning that more people had access to and used the care they 

needed. The increased use of insurance for SUD treatment could mean that more 

employees are less likely to relapse. 

Health insurance plans may not cover all the treatments available for SUD. Polsky 

et al. (2020) noted that of the three treatments available for opioid use disorder 

(methadone, buprenorphine, and naltrexone), methadone has proven to be the most 

effective. However, Polsky et al. found that most commercial health plans do not cover 

methadone as MAT. Polsky et al. argued that private insurers should expand coverage to 

methadone, remove prior authorizations, reduce out-of-pocket costs, increase provider 

reimbursement, and incentivize system integration to increase the number of patients who 

could receive help from it. The increase in treatments covered by insurance could mean 

that more employees with SUD may get treated. Polsky et al. found that insurers favored 

buprenorphine and naltrexone over methadone because of reduced access restrictions. 

Saini and Jawahar (2019) reported similar findings to Polsky et al. and said that persons 

recovering from SUD could benefit from investigating an employer’s ratings on health 

care coverage before applying to a job. It may be in the best interest of both employers 

and applicants to find health insurers covering SUD and mental illness the same as other 

illnesses. 
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Discrimination in Employment 

Employers must also be mindful of the risks in discriminating against candidates 

who suffer from SUD. According to Satcher (1992), SUD is considered a disability under 

Title I of the Americans with Disabilities Act of 1990. Lindsay et al. (2019) noted that 

employers who interview potential candidates with disabilities must make reasonable 

accommodations for the interview process and restrict the questions about disabilities. It 

may be more critical for employers to investigate an applicant's fitness for a job instead 

of the applicant’s current health status. Sanders (2019) came to similar conclusions to 

Lindsay et al. and said that candidates with a SUD who disclose their disability after 

being hired are also protected from discrimination under the Americans with Disabilities 

Act. Employers could avoid litigation by following the employment laws in their state. 

Nieweglowski et al. (2018) found that many people who suffer from SUD still face 

discrimination. Moore (2019) concurred with Nieweglowski et al. and discovered that 

many employers view SUD in terms of criminality instead of disease. Employers who 

treat SUD as a crime may be missing candidates. Oexle and Corrigan (2018) aligned with 

Nieweglowski et al. and found that these differences in viewpoints continue to perpetuate 

the stigma of mental illness and SUD, preventing people from seeking the treatment they 

need. Applicants with SUD could receive help from seeking employers who are 

sympathetic to their condition. 

Applicants with SUD may gain aid from the U.S. government. To aid applicants 

and employees, the U.S. government established the U.S. Equal Employment 

Opportunity Commission (EEOC) in 1965 (Equal Employment Opportunity Commission 
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[EEOC], 2020). The EEOC’s purpose is to enforce the federal laws that make it illegal 

for employers to discriminate against job applicants and employees based on race, color, 

religion, sex (including pregnancy, gender identity, and sexual orientation), national 

origin, age (40 or older), disability, or genetic information (EEOC, 2020). Enforcement 

of the antidiscrimination laws could improve applicants’ chances of getting hired. Most 

employers, labor unions, and employment agencies with 15 or more employees are 

subject to the EEOC laws, which cover most work situations, including hiring, firing, 

promotions, harassment, training, wages, and benefits (EEOC, 2020). The EEOC laws 

may cover most work-related scenarios. The EEOC has broad authority to investigate 

charges of discrimination against employers, and their role in the process is to assess the 

allegations fairly and accurately and then make a finding (EEOC, 2020). Having an 

agency with broad authority could hasten claims brought by applicants. In the cases 

where discrimination has occurred, the EEOC attempts to settle the matter, and in 

instances where a settlement is not possible, the EEOC weighs lawsuits to protect the 

individual and the public (EEOC, 2020). The EEOC may be compelled to put the 

interests of the people before the interests of employers. Before filing a lawsuit, the 

EEOC weighs the strength of the evidence, the issues in the case, and the broader impact 

the case will have on the EEOC's future efforts (EEOC, 2020). 

The EEOC also conducts outreach, technical, and educational programs to help 

prevent discrimination before it happens (EEOC, 2020). Careful examination of the 

merits of each case by the EEOC could aid future claimants. The EEOC also supplies 

leadership to other governmental agencies on compliance, complaint adjudication, 
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affirmative employment programs, educational materials, training, and appeals from 

administrative decisions (EEOC, 2020). The EEOC’s positive influence may reach 

beyond their governmental agency. Lavelle (2019) aligned with the EEOC (2020) and 

showed that because of the power that the EEOC has on hiring and personnel decisions, it 

benefits manufacturing employers to understand human resource law, especially about 

job applicants who may have a SUD. Manufacturing business leaders could receive help 

from proper training in legal hiring practices. 

Reducing Unemployment 

Employment may be a critical factor in helping people with SUD. Burt (2012) 

discovered that finding a job and keeping it is important for many people who suffer from 

SUD. Burt showed that federal and state programs that support unemployed people with 

SUD effectively help people gain employment. To receive help from federal and state 

programs, applicants may need to take the first step to enroll. The Substance Abuse and 

Mental Health Services Administration (2020) found that case managers and employment 

specialists who work with the local business community can help their clients with SUD 

by setting and supporting vocational goals, figuring out their strengths and weaknesses, 

identifying resources for successful re-entry into the workforce, developing job skills, 

and matching clients with job opportunities. Case managers and employment specialists 

may work as facilitators to help both applicants and employers meet. Modini et al. (2016) 

found that employment positively impacts individuals' mental health. Ettlinger et al. 

(2019) aligned with Modini et al. and purported that employing more people in society 

has a positive effect because income tax revenues can be increased on hospitals and other 
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public works. Hiring applicants who may have SUD but can pass a drug test may help the 

individual, the employer, and society. 

Decreasing the Skills Gap 

Decreasing the skills gap may be an essential element for hiring candidates who 

can pass a drug test. Gonzalez et al. (2019) found that to remain competitive, employers 

must collaborate with educators on what skills they need in the workplace. Gonzalez et 

al. found that instructors who taught at technical and vocational schools in the 

Pennsylvania, Ohio, and West Virginia regions emphasized crosscutting knowledge areas 

and safety but did not prioritize soft skills like teamwork. Gonzalez et al. also found that 

instructors who collaborated with businesses in the industry taught the skills the 

employers sought. Romero Gázquez et al. (2020) came to a similar conclusion as 

Gonzalez et al. and discovered that the skills gap existed because educators were not 

teaching their students the right topics. Partnerships between educators and 

manufacturing business leaders may improve the outcomes for students and make them 

better candidates. Compton et al. (2019) recommended that schools include life skills 

training in their curriculums to make students aware of SUD and their available 

resources. Gonzalez et al. found that instructors tended to emphasize cognitive skills over 

personal ones; however, employers were more often looking for nontechnical skills in 

interpersonal and management knowledge areas. The inclusion of life skills training 

could close the skills gap that many employers have found as a risk to their 

competitiveness. Gonzalez et al. noted that instructors reported that students struggled the 

most with technical and academic knowledge areas, and the teachers were strapped for 
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resources to implement programs to their fullest. Partnerships with manufacturing 

business leaders could supply a source of funding for much-needed life skills training. 

Applicants may need to take the initiative to improve their skillsets. Brown (2019) 

found that to become competitive, American manufacturing applicants must decrease 

their skills gap. A.S. Brown described that manufacturers face the challenge of training 

new employees to replace the 2.9 million retiring baby boomers over the next decade. A 

plethora of jobs could exist in the future for an applicant that is trained in soft and 

technical skillsets. Bonvillian and Singer (2018) reported related results to A.S. Brown 

and argued that an increase in the need for digital skills could result in 2.4 million jobs 

going unfulfilled during the next decade. A.S. Brown showed some employers, like 

BMW in South Carolina, closing the skills gap by offering an apprenticeship program to 

new employees. Manufacturing applicants could make themselves more competitive by 

applying to employers that offer apprenticeships. A.S Brown found that under the 

apprenticeship program, employees work part-time and receive an associate degree with 

the promise of more education in the future. Beverly et al. (2019) found that the age of 

first use of marijuana was a determinant of high school graduation and employment. 

Beverly et al. discovered that students who had late first use were much more likely to 

graduate high school and be employed than students who experienced early first use. A 

student's age of first use could limit the level of skills learned and later success in life. 

Galla et al. (2019) reported comparable results to Beverly et al. and that high school 

grades are a good predictor of college completion, so it is essential to ensure that students 

graduate without developing SUD. Targeting high school educators to decrease the skills 
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gap may improve manufacturing business leaders' chances to hire candidates who can 

pass a drug test. 

Transition 

The purpose of this qualitative multiple case study was to explore the strategies 

business leaders in the Southeast region of the United States used to hire candidates who 

could pass a drug test. A description of the purpose statement, the criteria for selecting 

participants, the research method, and the research design is included in Section 2. I also 

supplied details about the role of the researcher and ways to mitigate bias. I gave a 

breakdown of the data collection and data analysis techniques. 

Throughout the study, I described how I ensured data reliability and validity. I 

presented the findings from the data from the interviews, data collection, and data 

analysis in Section 3. I supplied details of how the information presented in this study 

applies to professional practice, the impact of social change, and recommendations for 

action and future research. Finally, I supplied a study summary and offered conclusions 

revealed in the study. 
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Section 2: The Project 

In Section 2 of this study, I describe the steps I took to complete this study. This 

section includes a restatement of the purpose and detailed discussions of (a) the role of 

the researcher, (b) participants, (c) research method, (d) research design, (e) population 

and sampling, (f) ethical research, (g) data collection instruments, (h) data collection 

techniques, (i) data organization techniques, (j) data analysis process, and (k) reliability 

and validity. In the future, researchers who intend to study a similar topic may find 

Section 2's contents helpful in achieving dependability, credibility, and transferability. 

Purpose Statement 

The purpose of this qualitative multiple case study was to explore the strategies 

that some manufacturing business leaders used to hire candidates who could pass a drug 

test. The target population consisted of four leaders from manufacturing companies that 

had been in business for at least 5 years in the Southeast region of the United States, who 

had implemented successful strategies to hire candidates who could pass a drug test. 

Enhancing leaders’ understanding of effective hiring practices might effect positive social 

change by reducing unemployment, decreasing bodily injuries, increasing life 

expectancy, and decreasing crime rates in communities. 

Role of the Researcher 

I was the primary instrument for this qualitative study. This role was consistent 

with Cronin’s (2014) description of the researcher as the primary data collection 

instrument in a qualitative case study. A researcher’s role is to formulate the research 

question, select a suitable research method and design, collect data, and analyze the data 
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(Khankeh et al., 2015; Yin, 2018). A researcher should collect, analyze, interpret, and 

present the data to convey a holistic account of the phenomenon from the participants’ 

perspectives (Morse et al., 2014). In this qualitative study, I used a semistructured 

interview protocol (see Appendix) with open-ended questions. The rationale for 

developing the interview protocol was to ask the same questions, remain on a script, and 

not skew the data collection and analysis process. Indeed, I found standard codes and 

themes from data analysis, obtaining an in-depth understanding of the strategies used by 

manufacturing business leaders to hire candidates. I was familiar with the research topic 

before my investigation. My background is in information technology, and I worked as 

an information technology service manager in the manufacturing industry. I had limited 

knowledge of hiring practices and no professional experience engaging with SUD people. 

The Belmont Report is a set of guidelines and ethical principles that describe how 

to protect human subjects involved in research (U.S. Department of Health and Human 

Services, 2020b). Cugini (2015) recommended that researchers adhere to the principles in 

the Belmont Report before engaging participants in studies. I followed the Belmont 

Report protocol by respecting participants’ autonomy, securing their well-being, and 

ensuring fairness and equality within the study's scope. I recognized these ethical 

considerations as part of the informed consent process and supplied background 

information to all study participants before their participation. Additionally, I asked 

participants to verify the accuracy of their responses and told them that they could 

withdraw from the study before or during the interviews and notify me of their 

withdrawal via email if they chose. 
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Researchers can minimize bias by refusing to select participants with whom they 

have had a past or current personal or professional relationship (Yin, 2018). I had no 

earlier or existing personal or professional relationships with the participants. Similarly, I 

had no past or current association with the organizations that I selected to recruit 

participants for this study. Young and MacPhail (2015) noted that reflective journaling is 

effective for reducing bias in qualitative studies. Tufford and Newman (2010) described 

bracketing as the process that researchers should follow to draw awareness to the 

presuppositions they have about a topic. I mitigated potential personal bias through 

reflective journaling, bracketing, and auditing. 

I reviewed standards included in business conduct documents, U.S. drug and 

alcohol policies, and blank job applications to explore effective strategies to hire 

candidates who could pass a drug test in manufacturing. I strove for objectivity in 

viewing the data. I recorded and reported the data as I found it regardless of what my 

persuasions were at the time. I remained fair, neutral, and professional. After obtaining 

the participants' consent, I recorded the interview sessions using a digital audio recorder, 

summarized the participants' responses, conducted member checking, and uploaded the 

interview summaries and company documents into NVivo to help me organize the data. 

NVivo is a data analysis software that researchers use to code and organize data 

(Castleberry, 2014). 

Participants 

The eligibility criteria for this study were business leaders of manufacturing 

companies who used successful strategies to hire candidates who could pass a drug test. 
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Researchers should use eligibility criteria to screen and select participants for their study 

within the population's scope (Powell et al., 2016). The companies must have been in 

operation for more than 5 years. I subscribed to userinterviews.com to obtain a list of 

potential participants in the Southeast region of the United States who had worked at or 

owned manufacturing businesses that had been in business for more than 5 years. After 

receiving the list of potential participants in the area, I reviewed their profiles and 

contacted them to determine eligibility and interest to participate in the research study. 

Researchers should use purposeful sampling to select participants with experience 

of the phenomenon (Faseleh-Jahromi et al., 2014). In keeping with the Belmont Report, I 

did not interview vulnerable humans; I purposely selected participants who had shown 

success in hiring candidates who could pass a drug test. Gatekeepers control a 

researcher’s access to knowledge within an organization (Gülmez et al., 2016). 

Researchers should first seek permission to perform a study from gatekeepers (Gülmez et 

al., 2016). Gatekeepers must consider their coworkers and the leaders they stand for when 

making decisions (Whicher et al., 2015). The gatekeepers for this study included 

managers or owners of manufacturing companies. Researchers should collect information 

about potential participants' qualifications before the interview from individuals 

knowledgeable about the participant’s experience (Yin, 2018). Therefore, in my initial 

contacts with business leaders, I requested a description of the company's management 

position to verify that it pertained to a manufacturing business leader with at least 1 year 

of management experience. 
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Marshall and Rossman (2016) recommended that researchers encourage 

information sharing from participants by clearly defining objectives and study goals. I 

clearly explained the purpose and objectives of the study and answered questions from 

the participants throughout the research process to establish a working relationship. When 

necessary, I scheduled follow-up meetings with the participants to answer any process-

related questions and further strengthen the working relationship. Wells et al. (2015) 

suggested that researchers should establish a good working relationship with participants 

to have a successful research process. I contacted the participants by phone and email to 

maintain our working relationship. 

I provided each participant a copy of the consent form, a description of the 

procedures; sample questions; and information on the voluntary nature of the study, risks, 

and privacy. I also provided contact information for myself and the Walden Institutional 

Review Board (IRB) personnel responsible for enforcing the guidelines and protocols of 

the study. I could not travel to each participant’s location due to COVID-19 restrictions; 

therefore, I proposed conducting the interviews via phone. 

Research Method and Design 

In this qualitative multiple case study, my focus was to explore strategies that 

hiring managers at manufacturing companies in the Southeast region of the United States 

used to hire candidates who can pass a drug test. Once a researcher has created the 

research question, they should select the most proper research method and design to 

answer that question (Kastner et al., 2016). As I discussed, I determined that a qualitative 

multiple case study was most appropriate for answering the study’s research question. 
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Research Method 

According to Merriam (2009), researchers can use quantitative, qualitative, or 

mixed-methods research methods to complete their study. Researchers use qualitative 

methods to explain the behaviors and synergies of other people (Bailey, 2014). In this 

method, researchers conducting interviews use open-ended interview questions to 

understand individuals’ experiences (Marshall & Rossman, 2016). I determined that the 

qualitative method and use of open-ended interview questions were appropriate for this 

study. The open-ended questions allowed the participants to explain their experiences 

developing and implementing strategies for hiring candidates who can pass a drug test. 

Researchers use statistics in quantitative studies to evaluate assumptions and 

create numerical explanations of human behaviors (Barnham, 2015). Quantitative 

researchers look for relationships between variables that originate from assumptions and 

try to reduce bias by analyzing the resulting statistical data (Ragin, 2014). They also 

gather empirical evidence by decoding conclusions from numerical data-driven 

predictions (Yilmaz, 2013). Researchers who use quantitative methods might generalize 

their findings to the broader population and include statistical data explaining how the 

frequency and conditions occur. However, quantitative researchers do not explain why or 

how the event occurs (Yilmaz, 2013). Qualitative researchers interpret human 

experiences and happenings in their natural settings using textual data rather than 

numerical data (Yilmaz, 2013). A qualitative method was a better fit for this study 

because my focus was on the why and how of the phenomenon. I also rejected the 
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quantitative method because it would not reveal the managerial strategies and 

perspectives used to hire candidates who can pass a drug test. 

A researcher conducting a mixed-methods study combines qualitative and 

quantitative research methods into separate phases to analyze numerical data for testing 

hypotheses (Frels & Onwuegbuzie, 2013). A mixed-methods approach is time-consuming 

because the researcher must collect and analyze a significant amount of data, primarily 

conducting two studies (Christ, 2014). I rejected a mixed-methods approach due to time 

constraints, lack of experience in executing both types simultaneously, and my decision 

not to collect numerical data. 

Research Design 

Four popular designs for qualitative studies are case study, phenomenology, 

ethnography, and narrative (Zou et al., 2014). The case study design is useful when 

exploring events or experiences from a subject’s perspective and the phenomenon is 

broad and complex (Watts et al., 2016). Case studies can be single or multiple, based on 

the number of locations under observation (Battistella et al., 2017). The multiple case 

study design is most proper for researchers who want to access more reliable and more 

vibrant data about a complex issue through the participants' strategic perspectives 

(Barkhuizen, 2014; Battistella et al., 2017; Bliss, 2016). Using a multiple case study 

design, I explored the perspectives of manufacturing business leaders about the complex 

issues of hiring candidates who can pass a drug test. 

Researchers use a phenomenological design to understand a group of people's 

lived and shared experiences about a phenomenon (Chan et al., 2015; Zou et al., 2014). 



58 

 

By exploring participants’ lived experiences and insights, phenological researchers are 

able to identify common themes to describe a phenomenon (Chan et al., 2015; Conklin, 

2013). This research design was not suitable for this study because I was not interested in 

business leaders’ lived experience; rather, I was interested in exploring the hiring 

strategies used by business leaders. 

I also considered ethnographic and narrative designs for my research. Researchers 

use the ethnographic research design to study social interactions' cultural framework 

(Ellis, 2015). The ethnographic design was not appropriate for this study because the 

participants were manufacturing business leaders and not a specific cultural group. 

Researchers who want to understand individuals' lives, as told through their stories, use 

the narrative research design (Yin, 2018). This design also was not feasible for this study 

because I was interested in strategies, not individuals' stories. 

Data saturation occurs when a researcher does not discover any added information 

(codes or themes) from all relevant sources of evidence to the phenomenon under study; 

this ensures that a researcher has collected enough data to keep the study's integrity 

(Fusch & Ness, 2015). Viet-Thi et al. (2016) noted that a researcher attains data 

saturation when additional information becomes repetitive. Therefore, a researcher 

should increase the number of participants and use secondary data sources (such as 

internal company documents) whenever possible until they achieve saturation. Hancock 

et al. (2016) showed that data saturation enables researchers to gauge when they have 

used an adequate sample size, the point when added participants provide no new 

information. Cleary et al. (2014) noted that researchers could be assured of data 
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saturation when added information does not make further contributions or added insights. 

Fusch and Ness (2015) showed that qualitative researchers could use data saturation to 

evaluate their studies' quality and validity. To reach data saturation, I interviewed 

manufacturing business leaders and used triangulation to compare the participants’ 

responses to company documents and public information (e.g., standards of business 

conduct documents, U.S. drug and alcohol policies, and blank job applications). Once I 

did not find any new information in the data collected and analyzed, and the data started 

to repeat, I concluded that I had reached data saturation. 

Population and Sampling 

Yilmaz (2013) showed that purposeful sampling is essential for collecting in-

depth, specific data about the participants’ understanding of the phenomenon. To answer 

the research question, researchers must select participants with firsthand experience of 

the chosen topic and meet the selection criteria (Grossoehme, 2014; Merriam, 2009). This 

study's population was all manufacturing organizations in the Southeast region of the 

United States that had been in business for 5+ years and whose leaders had implemented 

successful hiring strategies. The sample I used included one business leader from four 

different organizations in the manufacturing industry in the United States' Southeast 

region. Palinkas et al. (2015) also observed that choosing participants who have detailed 

and generalizable knowledge and experience of the phenomenon under study is a primary 

aim of qualitative researchers. 

Palinkas et al. (2015) added that by using a nonprobability sampling strategy, a 

researcher could choose a population sample that will meet the necessary criteria to 
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answer the research question. Using a purposeful sampling technique, I recruited 

knowledgeable participants who could supply data about successfully hiring candidates 

who could pass a drug test. Pierce et al. (2020) demonstrated that convenience sampling 

is best for generating quick ideas, gathering consultations on perspectives, and fostering 

community engagement. I did not use the convenience sampling technique because I 

sought the perspectives of business leaders with experience in the manufacturing 

industry. 

Regarding the sample size for this study, I selected four participants who had 

implemented strategies to successfully hire employees who could pass a drug test and 

who were willing to take part in the study. Researchers have noted that small sample 

sizes are acceptable for qualitative multiple case studies if the researcher takes steps to 

avoid personal biases (Kirk, 2017; McQuarrie, 2015). I decided on the final sample size 

after reaching data saturation, which I achieved by conducting interviews and collecting 

documentation until no added information emerged. Pattani et al. (2018) targeted six 

participants to achieve data saturation in their qualitative, multiple case study about 

hiring strategies. I reached data saturation with four participants. 

I contacted manufacturing business leaders in the Southeast region of the United 

States to gauge their willingness to take part in the research study. The manufacturing 

business leaders volunteered to take part, and I conducted recorded semistructured 

interviews via phone. I did not conduct in-person interviews due to the COVID-19 

situation restrictions that began in 2019. I received informed consent from all participants 

before collecting data. 
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This study continued to interview and collect and analyze data until no new data 

or themes emerged to ensure data saturation. Researchers should select participants so 

that enough data exists for saturation to occur, and that further information becomes 

redundant (Fusch & Ness, 2015; Morse, 2015). Researchers should continue to conduct 

interviews with new participants until no new answers are given to verify that the 

interview questions have been thoroughly answered (Morse, 2015; Morse et al., 2014). At 

that point, researchers claimed that saturation has occurred, and a researcher can be 

assured that they have collected enough data to support a quality study (Morse, 2015; 

Morse et al., 2014). 

Ethical Research 

I followed the guidelines set forth by Walden’s IRB and the Belmont Report to 

prevent any unethical actions. According to Yin (2018), researchers must follow formal 

research guidelines and avoid any unethical behaviors. McClimans et al. (2016) noted 

that ethical practices guaranty the safety and privacy of the participants. Before the 

interview process began, I affirmed each participants’ voluntary participation and consent 

by sending the participants an email having the Letter of Invitation and a Participant 

Consent Form. I asked each participant to send me an email confirmation with the words, 

“I consent.” Before I conducted each interview, I reaffirmed the participant’s consent. I 

informed each participant that they could withdraw from the study for any reason and 

notify me via email if they chose. 

Stang (2015) wrote that participants must know the aims, gains, requirements, and 

risks before taking part in a study. Stang wrote that they must acknowledge the purpose, 
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full disclosure, and willingness to take part voluntarily. Goodell et al. (2016) showed that 

researchers could increase qualitative inquiry's trustworthiness by reviewing ethical 

standards for research with human subjects. 

Meuleman et al. (2017) posited that there was a positive correlation between 

incentives and response rates. However, I did not offer any incentives for the 

participants’ answers. I informed the interviewees of the benefits to the business 

community and society. Bengtsson (2016) showed the importance of allowing 

interviewees to withdraw from a study without experiencing negative consequences. I 

followed Bengtsson’s guidance and removed a participant’s data from analysis if they 

chose to withdraw. 

To conform to high-grade research standards and ensure privacy protection, I 

coded the companies’ names as C1-C4 and the participants’ names as P1-P4. I will also 

destroy all copies of the research that pertained to the companies or participants 5 years 

after graduation. I will securely store all physical and electronic copies of the data 

collected, such as recordings, company documents, and transcripts, for up to 5 years. 

Walden University’s IRB approval number for the study was 07-22-21-0658456. 

McClimans et al. (2016) noted that the IRB’s standards would protect the interviewees 

from harm and ensure research integrity. Therefore, I followed the IRB’s standards. 

Data Collection Instruments 

I was the primary data collection instrument. According to Yin (2018), a 

researcher is the primary data collection instrument in a qualitative study. Marshall and 

Rossman (2016) noted that qualitative researchers could also use other data sources, 
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including observations, semistructured interviews, and records from archives, physical 

artifacts, and business documents. I used semistructured interviews and obtained 

standards of business conduct documents, U.S. drug and alcohol policies, and blank job 

applications to collect data to gain insights about effective strategies for business leaders 

in the United States' Southeast region to hire candidates who could pass a drug test. I 

used six open-ended interview questions as part of the interview protocol (see Appendix) 

for consistency. I recorded the phone conversations and took notes to ensure accuracy. 

Castillo-Montoya (2016) indicated that semistructured interviews promote a 

dialogue between the interviewer and participant where the interviewer can get feedback 

on their understanding of the participants’ answers. Fusch and Ness (2015) noted that 

member checking could reduce bias and increase reliability and validity. Birt et al. (2016) 

posited that when the researcher shares the informants' responses to verify the accuracy, a 

qualitative study's trustworthiness could increase. I shared a summary of the collected 

data with the respondents to review it and held follow up sessions for clarification. I also 

asked them if they had any added information to share and included that in their 

responses. Methodological triangulation can be achieved by comparing company 

documents to interpretive summaries (Yin, 2018). I reviewed the participants’ interview 

answers to their business documents to ensure that they used successful strategies to hire 

candidates who could pass a drug test. 

Data Collection Technique 

In this multiple case study, I was the primary data collection instrument. I 

followed a structured process for data collection that included approval from the IRB, 
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recruitment of participants, scheduling interviews, collecting documents, and member 

checking. The data sources were standards of business conduct documents, U.S. drug and 

alcohol policies, and blank job applications. I used an over-the-phone semistructured 

interview protocol (see Appendix). I did not conduct in-person interviews due to the 

COVID-19 restrictions. According to Yin (2018), research questions should be in 

alignment with interview questions. Marshall and Rossman (2016) postulated that using 

semistructured interviews in a conversational style may allow a researcher to collect in-

depth information about a topic as the participants describe their experiences. After 

receiving IRB approval and confirmed consent from the participants, I conducted phone 

interviews using open-ended questions and recorded the conversations via a Sony 

recorder to ensure data accuracy. I used my mobile phone as a backup recorder. After the 

interviews, I took journal notes to record other information like my own reactions and 

potential biases. Cridland et al. (2015) showed that researchers had an advantage when 

recording responses to semistructured interviews because it encouraged them to follow 

up with added questions. 

McIntosh and Morse (2015) explained that the disadvantage of using over the 

phone interviews is that the researcher cannot capture nonverbal reactions or emotions; a 

researcher may not interpret responses accurately, and the participants may get distracted. 

Yin (2018) said some other disadvantages, including the inexperience of new 

interviewers to the technique and a lack of time commitment from the participants. Due 

to these disadvantages, I chose to augment my research with the use of member checking 

to validate interpretations and multiple data sources to ensure depth of data. 
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Pollanen et al. (2016) showed that researchers should use secondary data such as 

company documents (e.g., human resource policies or programs) because it is useful for 

analyzing and presenting complex information. A researcher uses secondary data to 

complement and confirm primary data for triangulation and reinforce well–defined 

knowledge domain areas (Somers, 2018). I collected standards of business conduct 

documents, U.S. drug and alcohol policies, and blank job applications to understand any 

drug screening questions and statements. Marshall and Rossman (2016) proposed that the 

use of multiple data sources enhances a study’s reliability and validity. However, Yin 

(2018) was careful to point out that the participants' choice of secondary data could 

introduce bias if they only selected items that supported their statements. 

To reduce the chances of misinterpretation, I used member checking. I provided 

summaries of the interview transcripts to the participants and asked them to verify that 

the summary was accurate. According to Marshall and Rossman (2016), participants 

should be allowed to change their responses if they later find that the researcher recorded 

them incorrectly. Therefore, I sent my summary to the participants via email and asked 

for verification within 3 days. 

Data Organization Technique 

Yin (2018) suggested that researchers secure the raw data from their studies in a 

safe and protected location. So, I plan to store handwritten notes and journals in a folder 

within a locked fire and water-resistant safe for 5 years, and I will be the only one with 

access to it. I also plan to use a password-protected digital folder to safeguard company 

documents and all other digital data for 5 years. I organized my data by using Windows 
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Explorer to manage my files. I named my files to conform to a naming convention to 

ensure privacy. I used Excel to keep track of my participants and their contact 

information to reach out to them for member checking later. After 5 years, I will shred 

both the physical and digital items. Fusch and Ness (2015) recommended that researchers 

use a coding technique to anonymize and keep their participants' identities confidential. 

Therefore, I used code names to conceal the participants' identities and the companies 

where they worked. The naming convention was C1-C4 to identify the four companies 

and P1-P4 to represent the four participants, and I used Excel to track the information. 

Data Analysis 

Yin (2018) prescribed a five-step thematic analysis procedure for qualitative 

studies and showed that researchers should analyze their data until concepts and themes 

appear. The data analysis steps include (a) compile data, (b) disassemble data, (c) 

reassemble data, (d) interpret data, and (e) draw conclusions. I followed Yin’s 

recommendations to analyze the data and provide meaning. Cronin (2014) posited that 

researchers should use methodological triangulation to compare the data from company 

documents to the interview data. I used the methodological triangulation technique for 

this qualitative case study due to the types of data that I analyzed. 

To compile the data, I imported the raw data, including journal notes, company 

documents, and interpretations of the interviews, into NVivo for Windows. Researchers 

use NVivo for online storage, transcription, coding, and analysis, and it is a preferred tool 

over MAXQDA and Atlas.ti due to its user-friendly interface (Fusch & Ness, 2015). 

NVivo is aptly suited for small and large data sets and purposely built for qualitative and 



67 

 

mixed-methods research with the capability to transcribe audio files (Rowlands et al., 

2015). I decided to use NVivo since I collected a small data set, and I found the user 

interface easier to navigate than MAXQDA and Atlas.ti. Rowlands et al. (2015) said that 

researchers should organize their raw data into a database to complete the compiling 

phase. Leech and Onwuegbuzie (2011) recommended using NVivo for its categorization 

capabilities. 

I used NVivo to disassemble, reassemble, and then label the data. Thomas (2015) 

told that researchers should divide their compiled data into fragments and labels during 

the disassembly and reassembly phase using a process called coding. Rowlands et al. 

(2015) claimed that researchers should categorize and cluster their labels into a sequence 

during data reassembly. I used NVivo to reassemble my data into a series of groups for 

identifying emerging patterns. Yin (2018) showed that the data coding process entails 

describing, grouping, identifying fragments, and naming data to identify themes. I coded 

my data by categorizing and clustering text segments that included keywords of specific 

information. The main codes for this study included drug tests, hiring practices, leaders, 

manufacturing, profitability, and workplace safety. 

I interpreted the data by searching for and identifying concepts to find 

relationships. Yin (2018) stated that researchers could draw themes from labeled data by 

identifying patterns, organizing thoughts, and drawing relationships. Rowlands et al. 

(2015) told that researchers should create narratives from the sequences and groups 

during the interpreting data phase. I set up narratives and meanings from the sequence 
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and groupings of the strategies business leaders used to hire candidates who could pass a 

drug test. 

To draw conclusions, I relied on participant responses, company documents, 

findings from previously researched studies, results from current researched works, and 

their relationship to Vroom’s expectancy theory. I focused on the key themes of hiring 

strategies and profitability that emerged from the data analysis and correlated them to the 

established literature. I used the patterns found during the data analysis phase to answer 

the research question. 

Reliability and Validity 

Marshall and Rossman (2016) showed that researchers must use reliability and 

validity to support their conclusions. Yin (2018) purported that qualitative researchers 

must use credibility, confirmability, dependability, and transferability to support their 

findings. Researchers ensure the rigorousness of their process and their data's 

trustworthiness (Yin, 2018). I provided detailed information on the research design, 

research methods, participants, data collection procedures, data analysis, and data 

organization to ensure reliability and validity. 

Reliability 

Dependability was a key issue that I addressed. Roulston and Shelton (2015) 

showed that qualitative research is a progression rather than a process, and the research 

comes to an acceptable conclusion when the design combines with the researcher’s 

biases. I ensured dependability by using proper data collection techniques during the 

interview process. Årlin et al. (2015) recommended using methodological triangulation to 
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review and categorize transcribed data from member-checked interview responses to 

ensure reliability. I performed methodological triangulation using the interview 

summaries and compared the summaries with data from standards of business conduct 

documents, U.S. drug and alcohol policies, and blank job applications. I audio recorded 

the participant interviews and transcribed the audio. I summarized the interview data and 

then asked each participant to review the summary via email to check for correct 

interpretation. I supplied reliability from the interpretation and review of data at various 

stages, data transcription, member checking, and methodological triangulation, which led 

to the basis of the strategies for hiring candidates who could pass a drug test. 

Validity 

I also addressed trustworthiness. Trustworthiness in a qualitative study means that 

the researcher's results were a true reflection of the phenomenon under study and includes 

transferability, confirmability, and credibility (Bengtsson, 2016). Sarma (2015) showed 

that when researchers follow accepted and well-defined procedures defined by the 

scholarly community, their work's credibility increases. Birt et al. (2016) showed that 

researchers achieve credibility when collecting the correct data from the right 

participants, answering the research question. Kornbluh (2015) showed that while 

participants use constructivism and objectivism to validate the study’s content, 

researchers use member checking to increase the data's accuracy and completeness. 

Transferability 

The ability to compare the research results of one study to another study in a 

different context is called transferability (Bengtsson, 2016). Sarma (2015) showed that 
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since qualitative researchers use small, nonrandom samples of the population in unique 

settings, their results cannot be generalized. Yin (2018) explained that researchers could 

increase transferability by carefully selecting participants, providing thorough 

demographic information, performing comprehensive data analysis, and providing results 

in a clear format. I increased the study's transferability by selecting participants that met 

the eligibility criterion, performed data analysis, and showed results in a clear format. 

Although researchers cannot generalize case study findings, sometimes they can transfer 

their details to a different context (Taylor & Thomas-Gregory, 2015). I explained the 

analysis and data collection process I used to help the reader generalize this study’s 

outcome in their setting. 

Confirmability 

According to Yin (2018), confirmability is the ability of other readers to 

corroborate the study results, and researchers must ensure that their study findings are 

confirmable. I achieved confirmability by keeping detailed notes of the procedures I 

followed and by frequently auditing my work. I strictly followed the interview protocol 

(see Appendix) to ensure confirmability. Cope (2014) purported that researchers gain 

reflexivity when they adopt an attitude during the data collection and analysis phase to 

reflect how their background and position influence the research process. I kept a 

reflexive journal to take clear and concise notes that reflected on how my interests and 

values shaped the research process. By practicing reflexivity, I preserved the integrity of 

the data collection and analysis process. 
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Credibility 

Yin (2018) showed that credibility is the level of accuracy of the study’s findings 

from a participant's perspective. Yin demonstrated that researchers could enhance their 

studies' credibility through member checking, data saturation, and methodological 

triangulation. Researchers achieve data saturation by collecting data from participants 

using various techniques (Fusch & Ness, 2015). Onwuegbuzie and Byers (2014) showed 

that researchers achieve data saturation during the data analysis process and when follow-

up questions and probing result in no new information. I continued to interview new 

participants, collect data, and analyze the data until I reached data saturation. 

Methodological triangulation uses multiple data sources by qualitative researchers to 

support data saturation (Harvey, 2015). I collected data from audio interviews with 

manufacturing business leaders, standards of business conduct documents, U.S. drug and 

alcohol policies, and blank job applications. 

Transition and Summary 

The purpose of this qualitative multiple case study was to explore the strategies 

business leaders in the Southeast region of the United States used to hire candidates who 

could pass a drug test. Section 2 included a description of the purpose statement, the 

criteria for selecting participants, the research method, and the research design. I also 

supplied details about the role of the researcher and ways to mitigate bias. I gave a 

breakdown of the data collection and data analysis techniques. 

Throughout the study, I described how I ensured data reliability and validity. I 

presented the findings from the interviews, data collection, and data analysis in Section 3. 
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I supplied details of how the information presented in the study applies to professional 

practice, the impact of social change, and recommendations for action and future 

research. Finally, I supplied a study summary and offered conclusions revealed in the 

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

Introduction 

The purpose of this qualitative multiple case study was to explore the strategies 

that manufacturing business leaders in the Southeast region of the United States used to 

hire candidates who could pass a drug test. I conducted semistructured interviews and 

performed thematic data analysis to obtain the study results. The targeted population 

consisted of manufacturing business leaders from four companies who had implemented 

successful strategies to hire candidates who could pass a drug test. 

Section 3 includes the presentation of the findings, including a detailed 

explanation of the four thematic findings of the study. It also shows how methodological 

triangulation occurred from the semistructured interviews and the company documents. I 

used member checking to ensure the accuracy of data interpretation. The data analysis 

process involved the use of coding techniques and member checking. Participants shared 

factors that improved hiring strategies, such as drug testing, company policies, legal 

requirements, and employee data. 

Presentation of the Findings 

The research question for this study was: What strategies do manufacturing 

business leaders in the Southeast region of the United States use to hire candidates who 

can pass a drug test? I conducted semistructured interviews with open-ended questions 

and reviewed information obtained from the participants’ standards of business conduct 

documents, U.S. drug and alcohol policies, and blank job applications. Upon finishing the 

data collection process, I answered the research question regarding the strategies that 
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manufacturing business leaders in the Southeast region of the United States use to hire 

candidates who can pass a drug test. I confirmed data saturation after completing the 

fourth interview due to no new data emerging. I used the collected data from the 

interviews and documentation to conduct triangulation and found that the interview data 

agreed with the documentation. I executed each interview over the phone, in a quiet 

location free of distractions, lasting no longer than 45 minutes. The participants and 

companies remained anonymous; I labeled each participant as P1–P4, where P1 refers to 

Participant 1, and each company as C1–C4, where C1 refers to Company 1. I analyzed 

the data using NVivo. 

Expectancy theory was the foundation for this research study. I used the 

expectancy theory to assist in exploring strategies from manufacturing business leaders to 

hire candidates who can pass a drug test. During the interview process, participants 

acknowledged that drug testing, company policies, and legal requirements were essential 

in hiring candidates who could pass a drug test. P1indicated that randomness in drug 

testing prior to and after a job offer is necessary to ensure that candidates are drug-free. 

Manufacturing business leaders could use the study results to develop, implement, or 

adjust strategies to hire candidates who can pass a drug test. The four themes indicated in 

the findings have a direct connection to the study’s conceptual framework, expectancy 

theory. The themes are (a) drug testing, (b), company policies, (c), legal requirements, 

and (d) employee data. 
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Emergent Theme 1: Drug Testing 

Drug testing emerged from Interview Questions 1, 2, 3, 5, and 6. Participants 

reported that drug testing candidates is essential for hiring candidates who can pass a 

drug test. P1 stated, “drug testing candidates before and after offering a job filters out the 

candidates that get clean long enough to pass only a single drug test.” P2 confirmed P1 

and reported that “drug testing candidates prior to hiring was essential to finding 

candidates who can pass a drug test.” P2 stated, “it was important to openly ask 

candidates about current and previous drug use to gauge a candidate’s ability to pass a 

drug test.” P3 stated, “candidates immediately undergo a drug test when they complete an 

application and I test new employees one week after their hiring date.” P4 confirmed 

what P3 shared and reported, “pre-employment drug testing was the preferred method for 

hiring candidates who can pass a drug test.” Taskinen et al. (2017) asserted that when 

employers conduct pre- and post-employment drug tests, they screen candidates and find 

the ones who are motivated to refrain from using drugs. 

Drug Testing Programs and Facilities 

Drug testing programs and facilities emerged as a subtheme from Interview 

Questions 1 and 3. P1 elaborated, “employers must use established drug testing programs 

and facilities to ensure the accuracy and integrity of the drug test results.” Participants 

indicated that hiring independent, third-party facilities to conduct urine tests was more 

cost-effective and that facilities could preserve the chain of custody better than they 

could. All the participants agreed that manufacturing business leaders should establish 

drug testing programs and hire independent facilities to conduct drug tests as a strategy 
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for hiring candidates who can pass a drug test. As mentioned in the literature review, 

employers who use blood tests are more likely to screen out candidates, but urine tests are 

more cost-effective. P3 confirmed the information from the literature review by stating, 

“I follow our company’s policy of using drug testing facilities to conduct urine tests 

because it is the most cost-effective and least invasive method for testing candidates.” 

Having drug testing programs and facilities could improve the chances of hiring 

candidates who could pass a drug test. P2 reported, “drug testing programs are integral to 

the overall hiring process.” P4 stated, “serious ramifications occur if the company hires a 

candidate without drug testing them and then they are later involved in a safety incident 

due to drugs or alcohol.” Mohammadi et al. (2018) aligned with the statement from P4 

and reiterated that drug testing programs are a vital step in ensuring workplace safety. P2 

aligned with P4 and stated, “employers must have drug testing programs to thoroughly 

understand which candidates can pass a drug test.” 

Random Drug Tests 

Random drug tests emerged from Interview Questions 1 and 3. P1 and P3 agreed 

that random drug tests could assist employers by catching candidates off guard and 

unprepared for a drug test. P1 stated, “drug testing is most effective when it is conducted 

at random times before and after making an offer for employment.” Participants stated 

that candidates who were aware of when a drug test was scheduled were more likely to 

temporarily stop using alcohol or drugs for a sufficient time to pass the test. P1 reported, 

“scheduling more than one random test ensures that candidates are not on guard or 

prepared for a test.” According to Rice et al. (2017), the randomness of drug tests is an 
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important factor in determining the likelihood of a candidate passing future tests and acts 

as a drug use deterrent in the candidate population. P1 and P3 agreed that random drug 

testing could be used in any industry to help hire candidates who can pass a drug test. P1 

stated, “changing up the timing of the initial drug test prevents candidates from 

accurately sharing the timing with other candidates.” P3 shared the same sentiment as P1 

and reported, “candidates who are new to drug testing programs are more likely to fail 

them because they do not know what to expect nor how long drugs and alcohol can 

remain in someone’s system.” To overcome this problem, P3 carefully explained the 

expectations and the importance of the drug tests and talked to the candidates about the 

entire testing procedure. Random drug tests emerged as a subtheme almost twice as often 

as drug testing programs and facilities (see Table 1). 

Table 1 

 

Drug Testing 

Subtheme Frequency of occurrence 

Drug testing programs and facilities 9 

Random drug tests 17 

 

Emergent Theme 2: Company Policies 

Information involving company policies emerged in responses to Interview 

Questions 3, 4, and 6 as participants shared additional information regarding the research 

study and their take on hiring candidates who can pass a drug test. P1, P2, and P4 agreed 

that company policies were an important factor in the hiring process and shaped the 
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process itself. Akanbi et al. (2020) stated that company policies ensure that a hiring 

process is standardized and promotes workplace safety. P4 stated, “background checks 

are important when hiring candidates because there is a correlation between someone’s 

criminal history and their ability to pass a drug test.” P4 reported, “our company conducts 

reference checks as part of the background checks to further investigate candidates.” All 

four participants aligned in the view that interviews were essential to hiring candidates 

who could pass a drug test because the interviewers gained insight into candidates’ 

character and past behavior. 

Background Checks 

Background checks emerged as a subtheme in responses to Interview Questions 1 

and 3. P1, P2, and P4 agreed that background checks could provide information about a 

candidate’s past that may include alcohol- or drug-related convictions. P1 stated, “I use 

online applications to conduct the background checks to reduce the processing time.” 

Pierce et al. (2017) found that a correlation does exist between opioid users and 

criminality, especially among women. P2 reported, “a criminal offense involving 

marijuana found during a background check is not an automatic rejection because some 

states have legalized marijuana possession and use.” Due to this challenge, P2 stated, “the 

attorneys at C2 are considering if they should exclude marijuana from the drug test panel 

altogether.” P4 reported, “C4 conducts a background check on candidates before 

conducting a drug test since the outcome of the background check can exclude the 

candidate from moving further along in the hiring process.” P1, P2, and P4 agreed that 
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background checks, and when they are performed, are an important aspect for hiring 

candidates who can pass a drug test. 

Interviews 

Interviews emerged as a subtheme for Interview Questions 1 and 3. All the 

participants stated that interviews were required to hire candidates who could pass a drug 

test. P1 stated, “I prefer to conduct face-to-face behavioral interviews with candidates to 

understand their personality before discussing the details of the job.” P1 reported, “this 

gives me a perspective on the general health and well-being of a candidate and reduces 

the amount of potential phone tag.” P2 stated, “I conduct interviews and use the time to 

ask direct questions about a candidate’s current and previous drug use.” P2 reported, “the 

face-to-face interview format allows me to better judge a candidates’ body language and 

if they are avoiding the drug usage questions.” P3 stated, “interviews also serve to 

educate the candidates on their privacy rights during the hiring process.” P4 stated, “I like 

to conduct the informal interviews before the formal ones to lower the candidates’ 

inhibitions and get them comfortable talking about their past experiences.” P4 reported, 

“I also judge a candidate’s character during an interview by asking tough behavioral and 

ethical questions to see if they are likely to pass a drug test.” However, Afuseh et al. 

(2020) indicated that SUD is the result of biological disease and not due to personal or 

moral failures. Roulin et al. (2019) reported that many employers use interviews in the 

hiring process with varying degrees of structured components like question consistency 

and evaluation standardization. P4 stated, “if a candidate passes the interview, then the 

candidate will most likely pass the drug test.” Therefore, P4 reported, “I conduct drug 
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tests after the interviews since the drug tests cost the company money.” P4 noted that 

manufacturing business leaders could save money on drug testing by carefully choosing 

the timing of when to conduct the tests. Interviews emerged as a subtheme more than 3 

times as often as background checks (see Table 2). 

Table 2 

 

Company Policies 

 

Subtheme Frequency of occurrence 

Background checks 5 

Interviews 16 

 

Emergent Theme 3: Legal Requirements 

Legal requirements were a motivating factor for all the participants when 

implementing strategies for hiring candidates who can pass a drug test. As a business 

owner, P1 reported, “I had to hire attorneys to help me understand and adhere to all of the 

hiring laws that the federal and state governments subject me to.” Although the legal 

requirements for hiring can seem burdensome, Kwapisz (2019) stated that the actual and 

perceived government bureaucracy are not significantly related.  

Federal Laws 

As indicated in the literature review, the Drug-Free Workplace Act of 1988 is a 

U.S. federal law that prohibits drug use and possession in the workplace, aiming to 

prevent accidents and injuries. Companies that receive funding from the U.S. federal 

government must abide by the law and find ways to hire drug-free candidates (Gfroerer, 
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2018). P2 acknowledged, “C2 has to follow federal laws along with all the different state 

laws in which C2 does business.” P2 reported, “C2 is a multinational corporation, so the 

federal, state, and local laws of the U.S. as well as the laws of each country that C2 does 

business in, shape the hiring program.” P3 stated, “I routinely answer candidates’ 

questions about how C3 follows the federal laws and treats drug test results as private and 

confidential.” (Kulig (2017) reported that the federal laws protecting personal health 

information included the Health Insurance Portability and Accountability Act of 1996, 

the Americans With Disabilities Act of 1990, the Drug-Free Workplace Act of 1998, the 

Fair Credit Reporting Act of 1970, and U.S. Department of Transportation regulations. 

State Laws 

Like the federal laws, all the participants said they were subject to state laws 

regulating their drug testing programs. P2 reported, “I have challenges in finding 

candidates who can pass a drug test because some states have legalized marijuana.” P2 

stated, “the challenge compounds because the state laws which legalize the usage of 

marijuana conflict with the federal laws which outlaw its use.” P2 reported, “C2 also 

operates in states that have and have not legalized marijuana, so C2 needs to have 

different policies in place for each state.” In some states, marijuana usage was so high 

that P2 stated, “C2’s legal department is considering removing the marijuana drug test, 

thereby lowering the bar for entrance.” P1 indicated a similar problem as P2 but stated, 

“due to the hazardous nature of C1’s operations, I cannot afford to put the employees or 

high-cost machinery at risk of someone who is under the influence of marijuana.” 

Findings from Sevigny (2018) aligned with P1 and showed that an increase in marijuana 
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dispensaries in a state correlated with an increase in the number of people driving under 

the influence of marijuana. P1 reported, “the legalization of buprenorphine in some states 

forced the elimination of that drug test from the panel.” Even so, P1 stated, “I would not 

allow someone under the influence of buprenorphine to operate heavy machinery due to 

safety concerns.” The state legalization of buprenorphine forced P1 to randomly test his 

employees for the commonly used drug. P1, P2, and P3 agreed that manufacturing 

business leaders need to follow the federal and state hiring laws to ensure they are hiring 

candidates who can pass a drug test for the safety of their operations and future 

profitability. State laws emerged as a subtheme almost twice as often as federal laws (see 

Table 3). 

Table 3 

 

Legal Requirements 

Subtheme Frequency of occurrence 

Federal laws 6 

State laws 10 

 

Emergent Theme 4: Employee Data 

Employee data materialized as a theme in responses to Interview Questions 3 and 

4. McIver et al. (2018) noted that workforce analytics could be applied by human 

resource managers in ways to enhance their hiring practices. In a similar fashion, P2 

stated, “I use current market pay rates and retention data to make job ads more attractive 

to find people who are interested in long-term employment.” P3 reported, “poor job 

performance is a strong indication that a new hire is using drugs.” P3 also used historical 
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drug test data to predict which candidates and employees were more likely to pass drug 

tests. P4 evaluated the effectiveness of C4’s hiring strategies by analyzing retention data. 

P4 stated, “as hiring requirements tightened, retention increased because qualified 

candidates are more likely to pass a drug test.” 

Attrition and Retention Data 

Multiple participants used attrition and retention data to measure how well they 

had implemented their strategies for hiring candidates who could pass a drug test. Vagi et 

al. (2019) indicated that teachers who were more qualified for a job opening showed a 

lower attrition rate two years after their hire date. P4 used a similar hiring method as Vagi 

et al. described because “it was hard to predict who would and would not pass a drug 

test.” P4 reported, “drug-free candidates are usually more qualified for the roles they 

apply for.” P1 stated, “I use an application that collects data on job applicants in the local 

community along with leads shared from other businesses to determine which ones have 

stayed with employers the longest.” P1and P4 agreed that candidates who demonstrated 

previous periods of gainful employment were more likely to pass a drug test. P1 and P4 

agreed that manufacturing business leaders who analyze resumes for indications of 

loyalty to employers would find more candidates who could pass a drug test. 

Performance Data 

Participants reported using poor performance data as an early indicator of drug 

usage among candidates. P1 stated, “I drug test all of the candidates prior to hiring them, 

and then I use performance data to determine which employees I need to drug test again.” 
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P4 reported, “the poorer their job performance, the higher the chances are that an 

employee is using drugs or alcohol.”  

P1 stated, 

I have on-site supervisors who monitor recent hires closely to detect performance 

issues. I collect performance data to create a profile of the ideal candidate and 

while interviewing candidates, I evaluate how well they match the profile to make 

my hiring decisions. 

Findings from Allen et al. (2020) aligned with P1. P1 reported, “companies can 

test the effectiveness of their selection procedures by creating candidate profiles along 

with outsourced human resources firms to predict performance.” P2 stated, “I offer hiring 

and retention bonuses to candidates as incentives for passing drug tests and then award 

them based on performance.” P2 reported, “it is important for companies to start 

collecting performance data shortly after hiring a candidate to determine if a candidate 

needs to be drug tested again.” P1, P2, and P4 agreed that manufacturing business leaders 

could benefit from an early review of a candidate’s performance data to gauge the 

necessity of further drug testing. Performance data emerged as a subtheme almost twice 

as often as attrition and retention data (see Table 4). 

Table 4 

 

Employee Data 

Subtheme Frequency of occurrence 

Attrition and retention data 4 

Performance data 7 
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Applications to Professional Practice 

The results of the study revealed strategies for hiring candidates who can pass a 

drug test. I used the expectancy theory founded by Vroom (1964) to guide the research 

study. The specific business problem was that some business leaders in the 

manufacturing industry lack strategies to hire candidates who can pass a drug test. The 

results from the study may assist in identifying strategies organizations could use to hire 

candidates who can pass a drug test. 

The research findings might extend the existing knowledge about the management 

of manufacturing businesses to implement strategies for hiring candidates who can pass a 

drug test. The results within the findings of the study indicated that manufacturing 

business leaders must develop effective strategies and find new ways to implement the 

strategies. Manufacturing business leaders must also determine effective methods of drug 

testing to improve hiring strategies. Leadership must begin to explore new ways of hiring 

individuals who could pass a drug test. 

Using expectancy theory, manufacturing business leaders can improve 

profitability and adopt changes within their business to incentivize candidates to pass a 

drug test. Manufacturing business leaders can use the information from the research study 

as a guide for implementing change and improving hiring strategies to select drug-free 

candidates. Leadership can use existing performance data as a starting point for making 

informed hiring decisions. 
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Implications for Social Change 

The results from the research study regarding manufacturing business leaders will 

display the benefits of implementing strategies to hire candidates who can pass a drug 

test. Manufacturing businesses can provide a better quality of life for candidates and 

employees by reducing unemployment, decreasing bodily injuries, increasing life 

expectancy, and decreasing crime rates in communities. The cost of SUD to businesses is 

significant and impacts organizations due to decreased productivity, increased accidents, 

and increased absenteeism (Casal et al., 2020). SUD in a community can adversely 

reduce the pool of acceptable candidates and impact an organization’s ability to hire 

drug-free candidates and sustain profitability. Manufacturing business leaders who 

implement effective strategies in these communities may be able to find candidates who 

can pass a drug test. The findings of this research study could also improve an 

organization internally and externally by showing the advantages of following federal 

and state hiring laws. 

Implementing the hiring strategies could serve as a benefit for businesses to affect 

social change by helping communities become aware of the risks associated with SUD 

and increase individual life expectancy. The results from the study could improve social 

change by providing knowledge on hiring candidates who can pass a drug test and 

decrease unemployment. Increased employment in a community could increase well-

being and decrease crime, thereby reducing the need for law enforcement and 

incarceration. Increased employment may also lead to higher tax revenues for 

communities which they could spend on other social programs. 
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Recommendations for Action 

The results of this study are beneficial for manufacturing business leaders who 

have been unable to hire candidates who can pass a drug test. Manufacturing business 

leaders could use the study results to understand and develop effective hiring programs. 

Els et al. (2020) reported that random drug testing acts as a deterrent against positive test 

results in a population, which assists in reducing the number of workplace injuries. 

Manufacturers should consider randomly drug testing their candidates before and after 

hiring them to ensure compliance with state and federal laws and prevent injuries. 

Manufacturers looking to increase the accuracy and quality of their drug test results 

should hire independent third-party facilities to conduct the drug tests. Manufacturers 

should also conduct background and reference checks along with formal interviews to 

improve their odds of finding drug-free candidates. Manufacturers who use performance 

data as a benchmark for evaluating and monitoring candidates could position themselves 

for better employee retention rates. Incentivizing the hiring process by offering retention 

bonuses is another way for manufacturers to attract drug-free candidates. Manufacturers 

who operate in states where marijuana or buprenorphine is legal should consider 

changing their strategies to eliminate those drug tests from low safety risk jobs. 

The purpose of this study was to assist manufacturing business leaders with hiring 

strategies to find candidates who could pass a drug test. I will publish this study on 

ProQuest to disseminate the study's findings. I will also send a copy of the study to each 

participant. 
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Recommendations for Further Research 

The purpose of this research was to provide some manufacturing business leaders 

with strategies for hiring candidates who can pass a drug test. The limitation of this 

research study was the involvement of four participants from the Southeast region of the 

United States. Extending the geographical scope to manufacturers outside of the 

Southeastern United States is a recommendation for future studies to understand the 

hiring strategies better. Applying artificial intelligence (AI) and machine learning (ML) 

to the candidate selection process could be an area to consider for future research. It is 

possible that AI and ML could evaluate candidates faster and more accurately than 

humans while considering additional factors. AI and ML may predict which candidates 

were most likely to pass random drug tests, thereby increasing safety and reducing injury-

related costs for the company. Manufacturing business leaders could take advantage of 

the speed that AI and ML could make candidate selections and fill job openings faster, 

leading to increased profitability. AI and ML could make less error-prone decisions and 

use a data-driven process based on much larger data sets. Future researchers may also 

conduct studies on robots with AI and ML that perform urine tests, which may save 

companies the costs of outsourcing the work. 

Reflections 

During the doctoral research, I learned many things about the topic and unrelated 

things. My understanding of organizational structures and processes has grown, and I 

have a deeper appreciation for what it takes to hire people. I have realized that hiring 

drug-free candidates is even more difficult than I first thought. Compounded by the 
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current opioid epidemic, manufacturing business leaders have significant challenges in 

filling open positions to ensure that companies remain profitable. During the study, I 

listened more frequently than I spoke when interviewing participants to understand their 

experience fully. This approach reduced my inherent biases and prevented me from 

interjecting my preconceived notions of how hiring processes were supposed to work. 

Conducting the doctoral study has improved my analytic skills and made me a better 

researcher. I spent most of the study fully understanding the problem before offering a set 

of solutions. I have learned that random drug testing is the primary method for hiring 

candidates who can pass a drug test. Therefore, it is vital that manufacturing business 

leaders implement hiring strategies that include this step. 

Finding time to complete Walden’s DBA program while working full time was 

challenging. I spent many nights, weekends, and vacation days completing assignments 

and the study. During most of the program, I was single with no kids and was impressed 

by those students who completed the program with spouses, children, or both. Since 

joining the DBA program, my writing skills have increased immensely. The 

improvement in writing has changed how I interpret experiences and has made me a more 

active rather than passive writer, helping to eliminate ambiguities. I have learned how to 

develop solutions to business problems and can apply my skills at work. I feel more 

connected to my community and better understand the negative impacts that drugs and 

alcohol can have on people’s lives. 
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Conclusion 

The purpose of the study was to explore the strategies that manufacturing business 

leaders use to hire candidates who can pass a drug test. To understand the phenomenon, I 

used the qualitative multiple case study. Manufacturing business leaders can strengthen 

hiring strategies and increase profitability by randomly drug testing candidates and recent 

hires. To reduce the risk of accidents at the workplace, manufacturing business leaders 

could conduct thorough background checks, interviews, and reference checks of 

candidates. Hiring drug-free candidates could be a best practice for every manufacturing 

company. The findings derived from the study indicated that manufacturing business 

leaders could use the expectancy theory to improve hiring strategies. Finding candidates 

who are motivated to pass a drug test for work could be the key to sustained profitability 

for manufacturers in the Southeast region of the United States. 

Drug testing, company policies, legal requirements, and employee data were the 

four main themes that emerged from the study's data collection and analysis phase. I 

purposely selected participants who had more than 1 year of experience in the 

manufacturing industry and worked at a manufacturer that was in business for more than 

5 years in the Southeast region of the United States. I developed interview questions to 

prompt responses from the participants on their experience with hiring candidates who 

could pass a drug test. I coded the transcripts of the participants’ responses, including 

data from drug testing policies and employee handbooks, and used NVivo to analyze the 

data. 
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The underlying research question was: What strategies do manufacturing business 

leaders in the Southeast region of the United States use to hire candidates who can pass a 

drug test? As summarized by the four themes, the outcome of the study provided 

satisfactory answers to the question. Stakeholders must understand the impact of effective 

strategies on hiring drug-free candidates (Murtland, 2018). Manufacturing business 

leaders who randomly drug test their candidates and closely monitor their job 

performance will find drug-free candidates and sustain profitability. 
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Appendix: Interview Protocol 

Topic: Strategies for Hiring Candidates Who Can Pass a Drug Test 

Step 1: Provide an Introduction. 

Introduce yourself and be sure to thank the interviewee for their participation. 

Step 2: State Purpose of the Study. 

Introduce that the purpose of this study is to research the strategies business 

leaders used to hire candidates who could pass a drug test. 

Step 3: Describe to the Participants Why They Are Taking Part. 

Mention that the participant's information will be of value in supporting the 

interviewer’s partial fulfillment for the award of the degree of Doctor of Business 

Administration at Walden University. 

Step 4: Describe the Benefits of Participating. 

Explain that business leaders might use the study results to better understand 

hiring strategies to fill vacancies with candidates who can pass a drug test. 

Step 5: Discuss Ethics. 

Request permission from the interviewee to take notes during the session. The 

notes should include all discussions and adhere to ethical standards and protection of the 

individual’s privacy. 

Step 6: Discuss Confidentiality. 

Talk about how you will protect the research's confidentiality by keeping it in a 

database protected with a password. Access to the records will be restricted to me. I will 

destroy the data and files within 5 years after graduation. I will only use the interviewee’s 
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responses for research purposes, keep them confidential, and only the coded entries will 

appear in the doctoral study. Once I have transcribed the notes, I will keep all data for 5 

years and then destroy the recordings after 5 years. 

Step 7: Ask if the Participant Has Any Questions. 

Step 8: Transition to the Interview Questions. 

Interview by asking semistructured questions. Ask probing questions, see the 

participant’s body language and other verbal cues for subliminal messages, and 

opportunities for further questions. 

Step 9: Wrap Up the Interview. 

Thank the person for their time and ask if I may follow up with them if I need any 

clarifications or confirmation of their responses. Let the person know that I will be 

conducting member checking. Also, decide which communication method they prefer. 
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