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Abstract
The U.S. construction industry is faced with skilled labor shortages that have made it
more challenging, especially amid the COVID-19 pandemic, for project and business
managers to meet industry quality standards and complete projects within budget and on
time. Grounded in transformational leadership theory, the purpose of this qualitative
multiple case study was to explore strategies staffing managers use to hire and retain
skilled labor. The data were gathered through semi-structured interviews with six
successful staffing managers within the southeastern United States and then analyzed
using thematic analysis. The themes that emerged were (a) employee retention, (b)
recruitment of skilled labor, (c) mitigation of barriers, (d) effectiveness of strategy, and
(e) strategies used to address the skilled labor shortage. A key recommendation for hiring
managers is to ensure the advancement of skill labors through the development and
continuous application of positive reinforcement. The implications for positive social
change include the potential to benefit communities by providing employment and tax

revenues.
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Section 1: Foundation of the Study

The U.S. construction industry faces challenges amid a continuing skilled labor
shortage. In this study, | explored the strategies that project staffing managers used to
retain skill labor. I conducted a qualitative multiple case study, using the conceptual
framework of the transformational leadership theory, to examine the study phenomenon.
In this section, | provide an overview of the study.

Background of the Problem

In the U. S. construction industry, many organizational leaders have struggled to
hire and retain skilled professional workers, especially amid the COVID-19 pandemic
(Reading, 2020). These workers include electricians, masonry, carpenters, plumbers, and
licensed professionals (Toledo, 2015). A lack of available skilled professional
construction labor has imposed pressures on staffing managers to achieve productivity
while realizing higher profit margins (Schleifer, 2018). The rapid growth of the
construction industry has made the skilled labor shortage more pressing for project and
business managers. Dealer (2018) noted that 80% of US construction contractors are
affected by skilled labor shortages, a problem that may be correlated with substance
abuse and job site safety concerns that have increased over the past few years.

The strain of the skilled labor shortage has thus negatively affected the
construction industry in several ways. Dealer (2018) predicted that the shortage of skilled
labor will have a rippling effect on the construction industry for years to come. Project
and business managers must ensure that projects meet industry specifications and quality

standards and come in on time and within budget. To do so, they must find and retain



skilled workers, meet project targets, and stay on a financial plan without presenting
higher financial proposals for projects (Melenbrink et al., 2020). As noted by Melenbrink
et al. (2020), with an aging housing inventory in need of repair expenditures and a
growing trend of urbanization, industry leaders need innovative solutions to compensate
for a shortage of skilled workers.
Problem and Purpose

The U.S. construction industry has struggled with professional worker shortages
that have amplified the operational and financial impact on the construction industry
(Razkenari et al., 2020). The professional construction skilled labor shortage in the
United States is so acute that, in April 2019, there were over 434,000 vacant construction
jobs, which has enhanced the difficulties in hiring and retaining professional workers
(U.S. Bureau of Labor Statistics, 2019, p. 3). The general business problem is that in the
United States, an acute shortage of skilled workers has been exacerbated by COVID-19,
which has caused construction companies to face challenges in meeting industry quality
standards and in completing projects within budget and on time. The specific business
problem is that some project staffing managers of construction companies lack strategies
to address the skilled labor shortages to achieve and sustain business productivity and
profitability.

The purpose of this qualitative multiple case study was to explore strategies that
construction project staffing managers use to address the skilled labor shortages to
achieve and sustain productivity and profitability. The targeted population consisted of 6

construction project staffing managers and contractors from 6 construction firms within



the Southeast region of the United States who have experienced and overcome the
challenges of the skilled labor shortage. The application of the knowledge from the study
may contribute to the formulation and enactment of strategies for overcoming the labor
challenges faced by the construction industry and its leaders. Such strategies may lead to
better employment opportunities and contribute to sustaining the quality of life of
professional and blue-collar workers and the citizens of communities associated with the
U.S. construction industry.
Nature of the Study

| used the qualitative method to gain insights into the strategies of successful
construction industry project staffing managers. Qualitative research is suitable to
understand firsthand experiences and is favored when retrieving nonnumerical data (Yin,
2018, pp. 17-18). A numerically oriented quantitative method is ideally suited to examine
characteristics or correlations among variables, with statistical hypothesis testing (Lewis
et al., 2019). | determined that the quantitative method was not suitable for this study
because statistical approaches were not conducive to exploring the human dynamics of
the studied phenomenon. The mixed-methods approach was also deemed unsuitable, as
the mixed method entails a combination of quantitative and qualitative methods. I,
therefore, determined that the qualitative method was the optimal approach to
undertaking this study.

| used the qualitative multiple-case study design because it is compatible with the
qualitative method and aligns with the objectives of this study. The rationale for not using

other qualitative designs was the alignment between the case study design and the study



objectives. Travlos (2020) noted that researchers use the phenomenological design to
explore the personal meanings of the participants’ lived experiences. The purpose of this
study was to explore employee acquisition and retention strategies to overcome labor
shortages in the construction industry; therefore, a phenomenological design would not
have been appropriate. As discussed by Celikoglu et al. (2017), researchers use the
ethnography design to explore cultures and the daily activities of group members. The
aim of the research was not to explore cultures and the activities of groups. Instead, I
sought to gain insights into the effective strategies that construction leaders developed
and implemented to address the skilled labor shortage.
Research Question
What strategies do construction staffing managers use to address skilled labor
shortages to achieve and sustain productivity and profitability?
Interview Questions

1. What strategies do you use to retain skilled labor to ensure projects are completed on

time and within budget?
2. What difficulties do your organization’s construction staffing managers face in

recruiting skilled labor?
3. How did you assess the relative effectiveness of your strategies for addressing the

skilled labor shortage?
4. How did you identify and address the key barriers to implementing the strategies for

addressing your organization’s skilled labor shortages, and increasing productivity,

and profitability?



5. What organizational changes have you experienced since implementing new
strategies?

6. How has the COVID-19 pandemic affected the strategies used to address the skilled
labor shortage, productivity, and profitability within your organization?

7. What new labor strategies have you implemented to contend with the COVID-19
pandemic?

8. What, if any, incentives do your organization offer staff to encourage employee
loyalty?

9. What else can you share about the strategies your organization developed and
implemented for addressing skill labor shortage and achieving profitability which we
have not discussed?

Conceptual Framework

The transformational leadership theory developed by Burns (1978) served as the
conceptual framework for this study. The foundational premise of the transformational
leadership theory is that leaders should demonstrate characteristics and abilities in
developing employees and the workforce and that they should do so by using motivation
and inspiration (Northouse, 2019). The transformational leadership theory is based on the
premise that positive employee motivation and reinforcement are vital for gaining the
mutual respect of business managers and employees through inspirational leaders. The
main constructs of the theory of transformational leadership are (a) inspirational
motivation, (b) positive influence, (c) intellectual stimulation, and (d) individual

development.



Transformational leaders can thereby create an empowering and enabling
environment that fosters workforce commitment. | used the lens of the transformational
leadership theory to explore and interpret the data that I collected from my semi-
structured interviews with participants. The principles of the transformational leadership
theory are widely applied and relevant to fostering organizational change and increasing
business performance (Bednafova et al., 2018). The postulations of the transformational
leadership theory could therefore aid in understanding the strategies construction staffing
managers developed and implemented to overcome the challenges of sustainability in the
wake of skilled labor shortages.

Operational Definitions

The operational definitions provided herein may offer clarification to the reader
on the terms in this research study as they apply to the U.S construction industry.

Construction industry: The activities and human and material resources
associated with commercial and residential development (Alarcon et al., 2019).

Project staffing manager: An individual responsible for staffing, performance
evaluation, and compensation (Hang, 2019).

Skilled labor: Professionals who have a specific mastery within specialized areas
in the construction industry; this specificity has a positive, if modest, influence on local
job progression in non-tradable services (Consoli & Sanchez, 2019).

Assumptions, Limitations, and Delimitations
By indicating the assumptions, limitations, and delimitations of a study, a

researcher is able to explain, from their perspective, the academic strengths and



weaknesses of the research data and analysis. As suggested by Ross and Zaidi (2019),
researchers must present thorough and trustworthy limitations in the description of
research boundaries and scope. The assumptions and the delimitations of the study should
be identified in a consistent method.
Assumptions

Assumptions are beliefs from data or information, which are thought to be true
but are not confirmed. Assumptions carry risk and should be treated as such. A risk is that
a researcher might not fully evaluate the evidence before evaluating the data (Dikova &
Schoenung, 2016). It is important, then, to state the assumptions that a researcher holds.
The first assumption in this study was that every participant would be readily available to
part take in the interview. The second assumption was that the data provided by the
interviewee would be truthful and unbiased. The third assumption in this study was that
financial data and annual reports of construction companies studied might be useful key
performance indicators for triangulation of the results. | also assumed that these
indicators were reflective of the strategies used by project hiring managers within the U.S
construction industry.
Limitations

Limitations are the hypothetical vulnerabilities, such as communication strategies,
that the researcher could face when researching a certain subject matter. Limitations are
constraints that go beyond the boundaries of the researcher. A presumed limitation was
time constraints in scheduling the interviews without conflicting with normal business

procedures. Furthermore, scheduling follow-up interviews with me could have been
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burdensome for participants. Limitations were deemed to be any other scenarios that may
further discredit the validation of the study.
Delimitations

Delimitations relate to the boundaries, what the study includes or excludes, and its
anticipated constraints in understanding the study. Delimitations tend to support the
existence of fundamental boundaries, which inhibits a broader scope (Loannides, 2020).
Outlining delimitations could further indicate the scope of the study. The initial
delimitation of the study was the industry and geographical location, which was the
construction industry within the southeastern United States. Another delimitation of this
study was the small sample of six construction industry project hiring managers within
the Southeast United States. | considered gathering data from geographical regions
outside of the Southeast United States.

Significance of the Study

The findings of this study may be of importance to construction project staffing
managers as the results may provide insights into how business managers can overcome
staffing challenges and motivate individuals within the organization to increase retention
rates. The study findings may serve to indicate how organizations can achieve labor
productivity and profitability goals. Johnson (2016) noted that providing an environment
of principles and ethical standards that results in treating every person, regardless of their
title or position, with mutual dignity and respect enhances organizational development

through improving productivity. The outcomes of this study therefore may serve as a



guide for construction managers in formulating and enacting recruiting and retention
strategies to advance organizational performance.

Also, the findings may add further knowledge and strategies that organizational
managers use to inspire and spur employee performance that could catalyze general
beneficial social change as well as improved business outcomes. By being more adaptive,
transformational, and confident, business leaders may demonstrate the competencies to
foster business performance. This may contribute to positive social change through
organizational and individual development that benefits communities through increased
tax revenues to better serve citizens.

A Review of the Professional and Academic Literature

The aim of this qualitative case study was to explore the business strategies
implemented by successful business managers in construction companies within the
Southeast United States. The overarching research question for the study was, what
strategies do construction staffing managers use to address skilled labor shortages to
achieve and sustain productivity and profitability? An expansive literature review that
features credible and diverse sources helps differentiate between various related research
topics. Paul and Criado (2020) stated that a comprehensive literature review offers a
thorough overview related to a theme, theory, and method and displays the integration of
prior studies to reinforce and expand the foundation of knowledge. Through a detailed
and pertinent literature review, the researcher illustrates the depth and intensity of the
research. In this qualitative case study, the literature review included peer-reviewed

articles from Walden University Library’s business and management databases. The
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review of scholarly articles that were critically analyzed and critiqued for this literature
review is dated within five years of this research. Table 1 contains a summary of sources
perused and used to complete this literature review. | reviewed a total of 228 sources, of
which 220 were peer-reviewed journal articles published within the past 5 years.

Table 1

Summary of Sources in the Literature Review

Source type < 5 years > 5 years Total %
Books 9 2 11 5
Government 2 0 2 1

publications
Peer-reviewed 220 0 220 94

journal

articles
Total 231 2 233 100

Literature Search Strategy

The keywords utilized in the database search of the literature related to the topic
of this research, transformational leadership theory and trends on the U.S. construction
industry. The keywords included skilled labor shortage, project staffing managers,
business strategy, productivity, profitability, innovation sustainability, diversity, and
resources. The literature review for this doctoral study consisted of an essential
assessment, review, and critique of an extensive body of peer-reviewed journal articles.
The purpose of a comprehensive literature review is to advance knowledge of the study
phenomenon, which in this case was the business management challenges related to

skilled labor shortages within the U.S. construction industry.
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Transformational Leadership Theory

The transformational leadership theory developed by Burns (1978) served as the
conceptual framework. The foundational premise of the transformational leadership
theory is that individuals demonstrate characteristics and abilities in developing
employees and the workforce through motivation and inspiration. Northhouse (2019)
noted that the transformational leadership theory is based on positive employee
motivation and reinforcement from business managers and constituents, which could
foster mutual respect between employees and leaders. The key concepts of
transformational leadership are idealized influence, inspirational motivation, intellectual
stimulation, and individualized consideration (Crede et al., 2019). Transformational
leadership theory frequently expands and elevates the interests of employees by creating
awareness and acceptance of the purpose and mission of the organization (Asencio,
2016). Leaders apply the tenets of the theory to promote organizational commitment,
notably by aligning the values, beliefs, and motives of employees with those of the
organization. The advantage of adopting a transformational leadership style is that the
charisma, vision, and integrity of leaders can come to the fore and enable employees to
cultivate a sense of competence and creative self-efficacy, which contribute positively to
productivity (Bonsu & Twum-Danso, 2018).

Knowledge of the principles of transformational leadership and their judicious
integration in management could help project staffing managers to formulate and
implement suitable strategies for skilled labor that help to optimize productivity and

profitability goals. Igbal et al. (2019) indicated that the application of transformational
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leadership theory in project staffing management helps boost employee morale,
productivity, and the overarching success of projects. The operations of construction
companies could become uncontrollable without guidance on how project managers
should articulate the management philosophy to harness skilled labor and achieved
desired levels of organizational productivity. The broad-ranging influence of
transformational leaders on organizational success is well documented; subsequently,
transformational leadership ought to be utilized in projects as one of the critical success
factors of business management (Raziq et al.,2018). Transformational leadership leaders
perform a pivotal role in engaging and ensuring relevant stakeholders' focus and
commitment to project goals, improvement, and results. Transformational leaders also
provide support to team-building involvement, which, in turn, often leads to project
success (Aga et al., 2016). Magbool et al. (2017) suggested that 80% of projects are not
successful due to inadequate leadership. Transformational leaders generally have a
positive effect on organizations as well as on employees. Transformation is typically
achieved by guiding and leading change, establishing new strategies, and launching
vision-enriching strategies to advance the mission and purpose of the organization
(Munyeki & Were, 2017).
Transactional Leadership Theory

Burns (1978) also developed transactional leadership theory. Transactional
leadership is different from transformational leadership because it refers to leadership
models that focus on the exchange between followers and their leaders. Transactional

leaders do not focus on individual growth or personal development (Northouse, 2019).
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Northouse (2019) further stated that transactional leaders use a rewards and punishment
style of management. Curtis (2018) found that transactional leaders often aim to achieve
intermediate goals, while transformational leaders have a more holistic vision and are
exceptionally effective. Taylor (2017) stressed that transactional leaders delegate specific
command and have clear anticipations with uninterrupted performance assessment
leading to incentives or corrective actions.

Sethibe and Steyn (2018) contended that transactional leadership negatively
influences creativity, and innovativeness is widely advocated. Stock et al. (2017) found
that the formation of an innovative-oriented approach, flexibility in doing business, or
reassurance of employees to collaborate and think creativity could not be considered a
result of transactional leadership. Meyer et al. (2017) highlighted that transactional
leadership is conceptualized and visible mainly at the individual level. Jensen et al.
(2019) claimed that transactional leaders seemingly pursue to sustain the status quo by
proactively fixing divergences and mistakes instead of focusing on positive changes. On
the other hand, Ann et al. (2019) found that transformational leadership training was
more effective in the public than in the private sector.

Saeed and Mughal (2019) found that public sector employees seemed less focused
on culture, as compared to personnel in the private sector personnel. Employees in the
public sector usually placed greater significance on transactional leadership techniques as
more rewards and incentives are attached to task achievement by transactional leaders.
Abualoush et al. (2020) emphasized that transactional leadership signifies a rapport

between leaders and followers that is supported by the exchanges between the two
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parties. Junquera and Brio (2017) asserted that transactional leadership is more effective
for individualists than collectivists, and the outcome is frequently conveyed in terms of
business efficiency. As Xu and Wang (2019) noted, transactional leaders often support
the preservation and improvement of established work habits as these help employees to
accomplish goals and tasks.

Business Staffing Manager Strategies

Small organizations are often faced with enormous complexities in achieving
productivity and profit margins because the leadership of an organization may fail to
empower and motivate managers. An organization’s management responsibility is to
enhance the competency level of managers to ensure that organizational silos are not
perpetuated among managers (Forsten et al., 2017). Leaders, in addition, should have
ample space to articulate and implement management approaches while focusing on
bridging the gap between informational breakdowns within human resources and line
managers (Whitehouse, 2019). Therefore, construction business industry staffing
managers who understand and communicate organizational silos may enable progressive
growth throughout the industry.

Management fatigue is not synonymous with any one organization. Managers not
suited or knowledgeable about key operational strategies could present a high risk of
adversely impacting organizational profit margins. Researchers have shown that such
managers are often stressed continuously and are overworked, which creates poor work
quality; furthermore, unhealthy managers do not generally produce healthy workers

(Verano, 2019). When there are poor working conditions, it further enables work
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environments with stifling effects; unwillingness to reduce other risk factors also enables
managers to face additional stresses that could be deemed dangerous and task challenging
(Kuo et al., 2019). Known and proven contributors in an organization may find leadership
roles stressful but consider them as an opportunity to uncover new ideas (Adatara et al.,
2018).

Management fatigue is evident in work organizations of all sorts where there are
subjective elements such as the employers' and managers' understanding of what
creativity is; independent factors frequently put pressure on and hinder innovative
impulses and procedures (Milivojevic, 2017). As technology changes and the economy
subsequently shifts, managers must adapt to remain relevant. The advancement and
evolution of technology may further accelerate 21st century changes, which have already
manifested in the emergence of a new economy and new employees, values, businesses,
and business models (Buble, 2015). Consequently, an understanding of leadership fatigue
may help staffing managers in the U.S. construction industry to be open-minded in their
leadership approach.

The bond between managers and their constituents is directly connected to how
productivity and organizational goals are met. People managers are best positioned to
improve these challenges to have a more engaging and productive experience (Tucker,
2017). Communicating social opportunities between constituents and managers may
ensure organizational stability is achieved within the construction industry.

| analyzed a multiplicity of diverse views in this study. Matthew (2014) stated that

an organizational work ethos is significantly related to a firm's level of innovation



16

compared to innovation in its industry. In many cases, there are gaps between the
organization's various processes that create adverse effects on the overall aspect and
outlook of the organizational profit margins because of the lack of congruence (Dheeraj
& Shusma, 2017).

Schnellbaecher and Zacharias (2017) stated that senior management leaders need
to have a top-down perspective toward codevelopment. Schnellbaecher and Zacharias
(2017) further articulated a favored strategy on how leadership styles affect the
innovational outcome. In many instances, the challenges that enhance managers' stress
levels are based on ethical behaviors (Tweve, 2016). Harnessing such views may further
ensure that managers are aware of personal biases. Janicijevic (2017) stated that because
an organization functions through the interaction of its components, the consistency,
harmony, and balance of the components ensure that the organizational functioning is
harmonious and without unnecessary friction and tension. This may allow the
organization to be more effective and perform better.

Odendahl (2017) noted that to guide an organization, leaders need to embrace a
leadership style that emphasizes cooperation. Odendahl stated that communicating with
representatives of the practice group could help establish a culture where everyone feels
included, enabling the fostering of environments that enhance the development of future
leaders. Yet many managers lack interpersonal skills that are necessary for them to
articulate their positions. Researchers have found that the methods used by managers are
not characterized by the rigorous procedures used by researchers (Bob & Marek, 2017).

Such a managerial approach constantly creates turmoil within an organization and could
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lead to a breakdown in procedures (Holt, 2012). Insufficient information and support, low
career acceptability, and less career adaptability could lead managers to disengage from
their work and the demands for socially responsible leadership (Heslin, 2014). Many of
the problems that midlevel managers face are based on the lack of comprehensive
protocols (Bilgehan et al., 2016). It is therefore important to understand the processes of
an organization.

Anderson (2015) noted that successful businesspeople would invariably indicate
they have had a great mentor at some point in their career, furthermore, that success takes
dedication and hard work, but the passion with some help along the way can change a
career path to one of leadership. Abu Baker et al. (2017) noted that because project teams
in the construction industry shape the primary focus of the industry's project life cycle, a
high-performance construction workplace facilitates employees' technical and innovation
skills through team development. The authors also affirmed that enthusiastic team
structure and team improvement practices tend to be essential parts of a project's life
cycle and affect a company's overall project accomplishment. Some finality to these
thoughts may in what Khattak et al. (2016) stated, notably that project managers dealing
with practical, administrative, environmental, and overall difficulties of public sector
engineering infrastructure projects should have capabilities of leadership, good
management skills, good communication skills, cognitive ability, effectiveness,
efficiency, honesty, and result orientation.

Business managers striving to articulate growth should comprehend how to

succeed with organizational change. One of the main factors in how any administrative
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change succeeds is knowing how change recipients react to the change initiative
(Bollingtoft et al., 2019). When positive behaviors are motivated from within and
strengthened by the adjacent culture, the presence of the CEO nearby is not essential for
outstanding performance (Mattone, 2016). The extent of the change looked to be
measured in affiliation between the agent's leadership performance and recipients'
resistance, indicating that representatives and recipients vary in which change leadership
actions they perceive as increasing or declining resistance at different stages of change
complexity (Vos & Rupert, 2018). The practical results may have proved Lewin's central
point, notably, that the insights of the social group, dialogue, and participation are
imperatives for significant action and change (Lehmann, 2017). Construction staffing
managers striving to foster positive behaviors may embrace organizational progression by
creating an environment where individuals desire to work, hence, reducing skilled labor
shortage.

Managers may need to understand ways to improve the chances of performing
positive change management efforts in organizations (Cohen, 2019). Technology has
advanced, and the responsibility of personalities within organizations has changed; as a
result, leadership specialists have recommended that the role of leaders in organizations
could significantly change in the future (Harms & Han, 2019). Many global leaders now
are aware, that they must fundamentally change their mindsets and move away from an
inflexible position of just achieving business growth (Hysmith,2017).

Managers could understand the continuous importance of balancing the

organization with an active management engagement approach, displaying a sense of
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common purpose with individual interests and objectives. The adopted leadership
strategies must be dynamic and flexible enough to accommodate the evolving nature of
the contemporary and evolving business environment (Jucevicius et al., 2017).
Advancement and change management tend to be of significance for many organizations.
Nevertheless, despite such understanding, most organizations tend to fall far short of their
espoused goals for both. An important cause why many organizations struggle is because
they treat leadership development and change management as separate rather than unified
challenges. Cultural shifts cannot occur without leadership, and the effort to change
culture is the predicament in which leadership is developed (Kelly et al., 2016).

The ideal way to augment and help managers evade leadership illusions is by
providing training that presents concepts and skills, which may further enhance strategies
used in addressing skilled labor shortages. The benefit of reaching a larger population of
management and establishing a group learning dynamic is perhaps more feasible for
managing change rather than encouraging managers to make advancements
independently. Training can also be by working with professionals or an executive coach
(Warrick, 2019). In many organizations, the root cause of disagreement to change is that
employees recognize and care for their organizations. Employees are usually concerned
that after the change, the association will no longer be the organization they value and
identify with. The greater the uncertainty surrounding the change, the more employees
may foresee such threats to the organizational identity they hold dear (Venus et al.,

2019).
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Once internal consistency and harmony are achieved organizations, tend to
remain unchanged, and hence often resist any kind of change that might jeopardize this
harmony (Janicijevi¢, 2017). Seago (2016) noted that undesirable leader's practices
nurture an unhealthy, even toxic, culture in the organization, which leads to distrust. Such
managers therefore often behave unethically, disempower employees, play favorites, and
put personal needs and objectives first. Seago also stated that 91% of North American
CEOs and chief financial officers say culture is essential to an organization. More than
half say culture significantly affects productivity, company value, creativity, profitability,
and growth rate. Janicijevi¢ also noted that 91% said, that company's culture boosts its
value. Martin (2017) indicated that organizational performance drives organizational
sustainability and leadership management. Martin contended, that action too, therefore,
leverage employee engagement to enhance strategy implementation, productivity, and
profitability, may place organizations in a vicious downward cycle; hence, having a
strategy is essential.

There are invariably tradeoffs between exploiting routine opportunities to serve
existing customers' needs versus finding new avenues for growth. If an organization does
have an explicit strategy for investing in diverse areas, all the pressures will be to invest
in what would be routine, such as conservatism potentially limiting opportunities (Eucher
& Pisan, 2019). Okuyama (2017) noted that innovative management would be essential
for organizations in any sector to integrate these development goals into strategic plans
and operational activities in hopes of realizing future aspirations. Construction staffing

managers attempting to fill the skilled labor shortage gap may find it feasible if they
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communicate and strategies more methods of understanding what is affecting each staff
member. Liu (2019) noted that knowledge management is a great opportunity and a
challenge for organizations and individuals. The intrinsic terms that corporate
organizations possess include adaptability, application, and creativity.

To respond to modifications in a resource-related context, 'knowledge' has
become a managed resource. The concepts of grit and positive management are essential
to ensure and achieve exceptional performance (Schimschal & Lomas, 2019). To
comprehend the differences in organizational visions, there must be an inquiry into
motivating managers, especially at the top and middle levels (Zalesna, 2016). Great
management inspires, coach, and develop others through skillful coaching, and create an
environment of learning and empowerment. With the tone at the top, and through
innovative management development programs that are actionable and sustainable,
coaching has the power to become the way of doing business (Hamilton, 2019).

Building a good working environment is important for construction staffing
managers attempting to be progressive in retaining skilled labor. Business managers
should never make it be just about the construction project or shareholders as wage
challenges, training, governmental policies, and experience are important challenges
relevant to the skilled labor shortage (Aiyetan et al., 2018). The objective of
management, therefore, should be satisfying shareholders and customers by creating
value through in-house processes and performing organizational internal processes

functions as the basis for improvement for customers. Retaining skilled labor enhances
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the satisfaction rate of shareholders and customers, which instills confidence in the
organization and the construction industry (Kunene et al., 2019).

The success or disappointment of a construction company is ostensibly, to a
significant extent, dependent on the performance of construction projects it undertakes,
which, in turn, rests heavily on the performance of its construction project managers
(CPMs). The crucial need for increasing CPMs' motivation is often a significant concern
for construction firms and the building sector. The impact of project managers'
involvement on the choice of strategies for minimalizing information irregularities in
construction projects, some inter-organizational factors are considered, and the
relationship between the project owner and the contractor is extended to include their
respective project managers (Kaixun, 2019).

Sustainable strategies and business ethics are becoming pivotal in determining the
success or failure of organizations in the construction business world (Rattalino, 2018).
Business managers must choose sustainable causes because the consistency of focus and
enthusiasm for a cause can serve to maximize the chance of building solid and
meaningful partnerships with communities, builds credibility with stakeholders, and
ensures CSR initiatives are more sustainable in the long term (Loosemore & Lim, 2018).
All businesses must enhance their capability to innovate to stand out in a complex, and
constantly changing competitive environment (Wu, 2017). Operations strategists usually
focus on how a firm delivers value, while business counterparts may focus on what to
deliver and where. Lean is an operations strategy aimed at prioritizing flow efficiency,

and in construction, the empirical underpinning of operations strategies has been limited.
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The aim is to capture how perceptions of operations strategy in construction practice
align with existing theories of operations strategy organized in decision categories (Simu
& Lideléw, 2019). Strategizing a good business plan may be a great tool that may assist
construction staffing managers to achieve their goal of retaining skilled labor.

The visions and strategies of managers in the construction industry must be
tailored around long-term solutions. A solution must be articulated for a progressive view
of the organizational outlook on education (Henry, 2020). Organizations should align
their recruitment strategy to a vision; analyzing the global market developments is an
essential factor because several of the strategies are intended to generate revenues and
increase sales. Businesses should also qualify these global markets by identifying if a
challenger is located surrounded by the market; having a domestic competitor can create
substantial barriers for global companies to enter international markets (Landry &
Mclarney, 2019). Business managers striving to achieve the success of the strategy and
the impact of interactions between environmental uncertainty, business strategy, and firm
performance should be well informed about the competition environments that highlight
the companies that can provide a harmonious coexistence.

Strategy is an essential factor that directs the organization's affiliation with the
environment, affects the internal structure and procedures of the organization, and thus
often improves the performance of the enterprise (Eker & Eker, 2019). The construction
industry is frequently referred to as a highly viable arena in which contractors must
outperform competing firms for survival. Contractors are eager to explore practical ways

to improve client affordability and outdo the competitiveness of rivals. Business
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effectiveness is contractors' competitiveness at the construction project level (Keung &
Shen, 2017). Many strategic management scholars have examined how strategic agility
helps in improving firm performance.

The significance of strategic responsiveness in countering global trends in
different industries further expounded on the accomplishment that an organization differs
from its strategic insight and foresight towards its contestants, customers, contractors,
allies, and governments (Arokodar et al., 2019). Business managers frequently carry the
most considerable burden of implementing organizational strategic plans. Managers tend
to be more loyal to an organization when there are mature executives as supervisors. As a
result, leadership is the main reason employees stay at a company or leave (Win, 2018).
As the COVID-19 pandemic brings dismay across the globe, project staffing managers
must strive to implement strategies that uplift organizational members. Place (2020)
emphasized that as the coronavirus crisis continues to affect the construction industry,
managers should concentrate on developing mental strength and using positive
psychology to promote a more productive and successful workplace.

Project Management Staffing

Project management may vary in each organization, based on size, culture, or
demography; therefore, project managers within the construction sector must be familiar
with techniques and methods to apply them effectively (De Oliveira Santos & Monteiro
de Carvalho, 2020). Project staffing managers are responsible for overseeing the project
in its entirety, including the recruitment, hiring, redeployment, transfer, attrition, and

dismissal of employees in teams (Martinez-Costa et al., 2019). Project staffing managers
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are faced with various complexities, such as management and administrative
technicalities, that add to their simple objectives, which makes it harder for many projects
to be successful (Marnewick, 2020). Many skilled workers may also desire to work in an
environment that is more conducive to personal belief systems, which also may include
the expectation of good pay, adequate health insurance, and a positive work environment
that promotes growth. Akinradewo et al. (2020) emphasized that the challenges for many
project staffing managers perhaps lie in optimizing and harnessing the wealth of
experiences and the insight of what produces total commitment, and this often is lacking.

Technological advancement and constructional development may have fostered a
greater need for project management, which has become essential across many industries.
An organization management environment furthermore can be more taxing for a project
manager than leading project team participants, in the efforts to accomplish a project's
critical elements of time, capacity, cost, quality, resources, and risk to achieve an
organization's objectives (Haley & Henkel, 2020). Organizations are constantly making
demands of project managers with many diverse responsibilities (Liselore et al., 2019).
Cote (2019) indicated that the rapid growth of the construction industry has also created
changes in how project staffing management approach hiring and recruitment, like the
profession, is constantly changing due to new challenges on the global scale.

Several factors are considered by organizations when choosing or contemplating
what may motivate project staffing managers to take on the task of the challenges
associated with project management, as stated by Lubin (2020). Lubin further remarked

that monetary incentives and organizational culture are driving factors that motivate
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many project staffing managers. Ekrot et al. (2018) noted, that if organizational leaders
wish for fully engaged project managers, they should recognize that engagement results
from a strong rapport between them and the project manager. Buckman & Goodall (2019)
observed that employees are eight times more likely to be fully engaged in their work
when they trust their managers.

Prosci (2018) asserted that it is essential to have the supervisors and other staff on
board, and the buy-in obtained, to assist the project manager through the changes.
Augmenting the comprehension of the challenges that have created the skilled labor
shortage, may be an important part of solving the problem that has continued to slow the
construction industry. The solutions may be there. However, require innovation in
recruitment and retention strategies.

Anderson (2017) also suggested that it is evident that having a supportive
relationship with supervisors is an essential facet of project engagement and
organizational success. Harned (2018) noted that when an organization's leadership
encourages project managers to set and oversee professional goals, it can be a great
catalyst for careers. Green and Stellman (2018) stated that project staffing managers face
complex challenges and must manage the risk factors. Altonen et al. (2020) stressed that
the accomplishment of projects undoubtedly depends on project management staff and
particularly on the skills of project managers. The manager's accomplishments and
abilities are often based on the achieved proficiencies. Enhancing, therefore the project
managers' motivation often impacts increasing the project accomplishment and

productivity (Abbasi et al., 2018).
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Gupta et al. (2019) noted that many project staffing managers who generally have
demanded a larger workforce, increased financial budgets, and more time to complete
assigned tasks, have been found complaining that people issues have been far more
challenging to handle than the unavailability of physical resources. Project staffing
managers have therefore often realized that recruiting and adequate staffing employees
are profound. Gupta et al. (2019) also stated that many project managers fail because of
inadequate staffing. related to staffing optimization, Faroog et al. (2020) indicated that
around 60% of all these projects fall short of meeting budgetary and timeline
expectations, not because of financial obligations, but rather because many project
managers did not value the importance of how they articulate people skills to
constituents.

Muhaimin (2020) asserted that most organizations fall into one of four project
managers categories, deciding whether the project manager fails or succeeds. The four
categories are: (a) The prophet, who tends to seek opportunities outside the scope of
current business strategies; (b) The gambler, who often seeks and follows strategies
within the scope of the business plan; (c) The expert is the type of project manager who
seeks business opportunities outside the business strategy based on reliable data; and (d)
The executor, a type of project manager whose skills depends on motivating followers to
execute a rigorous strategic plan. Muhaimin (2020) also noted that various project
managers might battle in their collaborations with each other.

Project success or failure is usually based on how well a project manager aligns

the formulated strategic approach (Muhaimin, 2018). A project manager's personality can
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be a significant factor in determining if the project is a success or failure (Abbas et al.,
2017). Construction industry project staffing managers who focus on individual
personality traits may assist in the harnessing of a strategic niche that is needed in the
industry to acquire and retain skilled labor. Therefore, having competent representatives
of the team capable of taking on the accountability for leadership when it is essential is
paramount (Sweeney et al., 2019). The achievement of the construction project is often
contingent upon how well the project management articulates and executes the overall
approach of the project plan (Hwang et al., 2020).

Construction project staffing managers are faced with a surmountable amount of
stress that enhances the possibility of being burnt out by the mid-40s (Yang et al., 2017).
The project staffing manager furthermore is responsible for various aspects of the day-to-
day project, which can create an environment with long work hours, scarce resources, and
uncertainties, thus, increasing and intensifying the project manager's stress (Egbu et al.,
2018). Abdullah et al. (2018) indicated that technical aptitudes were recognized, as
including the ability to manage: staff, materials, labor, plant, sub-contractors, safety,
money, quality, time, environment, site administration, preconstruction activities, project
closeout, and handover, third parties, computer literacy, and construction contract. In
summary, project managers have an array of responsibilities, the management of which
can lead to burnout.
Skilled Labor in the Construction Industry

Consoli and Sanchez (2019) asserted that skilled labor is professionals who have a

specific mastery within specialized areas in the construction industry, which has a
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positive, if not modest, influence on local job progression in non-tradable services.
Unfortunately, the construction industry has fallen into a perhaps unanticipated pitfall of
a shortage of skilled professional workers on a global scale that considerably impacts the
quality of work, productivity, and scheduling (Aiyetan & Dillip, 2018). Skilled labor
shortage such as electricians, plumbers, and carpenters in the construction industry has
many big companies turning to preconstruction mitigation options to reduce the burden
and shortfalls of not meeting scheduled deadlines (Cooper, 2018). With the global
shortage of skilled labor, the construction industry staffing managers are faced with
major challenges on how to make the industry a marketable, desirable workplace that
attracts skilled labor for the future.

Some of the reasons the construction skilled labor shortage has become so severe
perhaps could be the lack of awareness and long-term strategy to recruit young adults.
The future, nevertheless, seems positive, as workforce innovations and education about
skilled labor are being addressed through schools and accredited apprenticeship programs
that educate train, and have developmental apprenticeship programs (Galeno, 2017). The
abundance of work, managed with shortage-trained staff, has ostensibly required new
approaches in education to confront the challenge (Ragogna, 2018).

The construction industry has been facing traumatic labor shortages over the past
decade; consequently, the industry can resolve the labor shortage through the
implementation of increased emphasis on training advances in automation (Melenbrink et
al., 2020). Burkett (2019) asserted that formulating and implementing a well-developed

strategy can offer the foundation for both recruiting and retention, even in tight markets.
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In doing so, companies must protect personnel from static recruiting methods and create
an environment where managers feel appreciated and involved. Ogundari and Awokuse
(2018) emphasized that human capital has become essential to economic progress and
development, and further expounded on the critical role of skilled labor, as a source of
competitive advantage.

The skilled labor shortage has affected countries globally in several ways: a lack
of economic aptitude, paucity of training, a dearth of educational facilities, and excessive
governmental regulations may be constraining factors (Ayentimi et al., 2018). For
example, most informal vocational and training apprenticeship programs in Ghana are
fostered through family and communities without the government's support, reflecting the
dire need for a mainstream approach in implementing more significant resources for the
training of skilled professionals for the construction industry (Badu et al., 2018). A
thriving economy requires skills development, and vocational education arguably needs
must be supported by national competitiveness (Chatterjia & Kiran 2017; Thompson et
al., 2015). This literature clarifies the magnitude of the problems that the construction
industry is faced with, which may continue for years to come if drastic strategies are not
implemented.

Belle et al. (2017) emphasized that the training of skilled labor professionals and
developing vocational and technological attributes are essential for many of the
construction industry requirements, which are primarily acquired through formal
education. The skilled labor shortage is shown to be rapidly increasing on the global front

in many countries that are less economically developed (Gallardo-Gallardo et al., 2017).
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The skilled labor shortage that currently affects countries globally, is boosting the
prevalence of an intellectual drain syndrome in countries all over the globe (Brock and
Blake, 2017). For example, countries such as Canada have made tremendous changes to
their labor programs to mitigate skilled labor shortages by expanding opportunities to
transition temporary work permits for immigrants, to permanent immigrants (Field,
2017).

Arguably, construction workers of the future must be fully involved in acquiring
and learning new job skills, understand career paths, and foresee the future influence on
the industry as current professionals in the construction industry are aging (Brown, 2019).
The shortage of skilled labor nevertheless within the construction industry creates
opportunities for the innovative and resourceful. Despite the skilled labor shortage in the
U.S. construction industry, the future appears bright, as the industry continues to see
growth and is very competitive, with the market reducing underwriting terms and
conditions to procure and preserve knowledgeable and skilled contractors (Speed, 2017).
Even so, the long-festering shortage of skilled trade labor remains and continues to
plague contractors across the U.S. construction industry (Parson, 2017).

Palmer (2017) noted that one of the industry's most significant objectives is the
lack of training for skilled laborers as employers refuse to pay for training with the fear
that the employees would leave companies for better-paying jobs after getting certified.
Ginsberg (2019) noted that the skilled labor gap that the construction industry currently
faces could leave a projected 2.4 million positions vacant between 2018 and 2028, with a

possible economic impact of $2.5 trillion. While there is a global skill labor shortage,
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there is also a global COVID-19 pandemic, which has enhanced the skilled labor

shortage. The COVID-19 pandemic crisis may have created some optimism nonetheless,
in terms of the skilled labor shortage as many jobs have become obsolete; thus, creating
an environment where new candidates must be trained to fill various jobs within the
construction industry (Diesing, 2020).

The construction industry was in great economic growth, which was afflicted with
skilled labor shortage before COVID-19; now, however, with both a labor shortage crisis
and a global pandemic, the construction industry is at peril in a forward momentum
progression (Briglia & McLaughlin, 2020). Kaye (2020) mentioned that with the
COVID-19 pandemic and the skilled labor shortage affecting the economy, there should
be parallel initiatives for both crises to mitigate future outcomes of the construction
industry. With the skilled labor shortage and COVID-19 pandemic, the way forward for
the American construction industry is to confront both crises through expansion and
awareness and financial access to education and training (Ceresnie, 2020). However, the
global pandemic and the skilled labor shortage may see better days ahead as the current
leadership is focusing on implementing strategies such as funding for vaccines and
infrastructure.

Construction Industry Sustainability

Construction sustainability is based on creating a healthy, eco-friendly
environment that is economically viable in presenting the core social functions needed to
enhance labor shortage and new construction within communities (Almahmoud & Doloi,

2020). Kusi-Sarpong (2019) defined construction sustainability as innovations in which
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new or renewed inventions, services, or progress enhance economic and social
performance while reducing environmental burdens. In many cases, new construction
development needs to address further the long-term engagement on how the community
evolves. For instance, some significant hurdles for implementing social responsibility in
larger construction projects in Saudi Arabia have been ranked as second highest when
dealing with lacking knowledge and awareness about social responsibility (Alotaibi et
al.,2019). Fantani et al. (2019) emphasized that neighborhoods in Saudi Arabian cities
need to address and consider the social, and environmental aspects of a community's
social sustainability. Boyle et al. (2019) encouraged neighborhood sustainability
measurement tools to prevail over environmental bias and the often denial of social-
economic consideration.

Silvius and Schipper (2020) emphasized that there may be many circumstances
that inspire the actual behavior of project managers addressing sustainability, and
ultimately the project viability, which in the end, is likely to evolve based on the project
management behavior. Addressing sustainability in the construction industry has become
a prevalent issue as various studies and publications are now paying meticulous attention
to project management and its relational impact on sustainability (Sabini et al., 2019).
Alvarez-Dionisi et al. (2016) further stated that project management sustainability is
recognized as one of the most significant global developments in current times.

Following the substantial pathway that project management plays in
sustainability, Marnewick (2017) asserted that to determine the influence factor of

sustainability, project management must consider the type of project and the impact it
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presents. Recently and consequently, Bentehar and Ika (2019) contended that project
managers are equipped with several roles; as a result, the individual often becomes the
visioner of the project with the prospect to influence the project's sustainability. In
addition, Bentehar further noted that sustainable project management does not change the
manager's role, although it possibly offers a viewpoint that the project manager can
decide to consider, as is the case with intrinsically inspired project staffing managers.

As inferred by Zuofa and Ochieng (2016), construction sustainability and a labor
shortage are well recognized, and construction projects and related construction pursuits
continue to impact the construction industry primarily on a global scale. Subsequently,
with the rising commitment to urbanization and the increase in the rate of infrastructure
advancement in most developing countries, it frequently is necessary to establish
sustainability in construction standards and methods. Huemann and Silvius (2017) also
further in this discourse, indicated that projects should be used as a vehicle for change
that plays a crucial role in the sustainable development of organization and society that
integrates broader societal objectives in sustainability development and projects process
as a final goal. Kivila et al. (2017) proposed, that more emphasis should be placed on
sustainability and project management concerning the delivery of the project.

Aarsett et al. (2017) suggested the need for a holistic approach that integrates
ecological, economic, and social elements when making rulings in organizations and
society as it conveys to project management the importance of business sustainability. As
suggested by Matti et al. (2017), project managers are faced with an ever-increasing set

of budget restrictions, and thus the design, evaluation, and choice of such a high-cost
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project have become exceptionally critical in unstable economic conditions. In the
discussion on budgetary constraints, Vuorinen and Martinsuo (2018) elucidated those
decisions made by project staffing managers have a significant impact on the strategic
value delivered by effective programs in the construction industry. The intricate role that
projects staffing, and project staffing managers have thus, perhaps relates to the overall
success of the organization and its sustainability, which are also directly correlated with
the community they operate within.
Construction Industry Productivity

Construction industry productivity, as elucidated by Ozturk et al. (2019) was that
from multiple studies reviewed, several indicated that construction productivity is
strongly associated with economic growth and productivity. The constant demand for
products and productivity could further add to the skilled labor shortage. In this context,
Durdyev et al. (2018); Ma et al. (2017) noted that productivity is characterized as the
sector's capability to produce output by utilizing inputs, such as money, men, material
machinery, or quantification of the ratio between input and outputs, in addition, it is how
efficiently resources are applied to attain project objectives. The effective way to explain
productivity is perhaps by contrasting skills and mass production (Ahmed et al., 2020).

A close correlation between relationship and action is essential for construction
companies striving to achieve progressive productivity while navigating around skilled
labor shortage (Al-kwifi et al., 2020; Lee & Suwimol, 2018; Ng & Tung, 2018). The
overall improvement of total factor productivity in the construction industry may involve

identifying which productivity components require future improvement (Azman et al.
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2019). For example, the improvement of time management at all project stages usually
enhanced productivity, but an essential factor may be the company's attitude or psyche
(Parson, 2017).

Baroniene and Zirgutis (2017) noted that labor productivity is one of the essential
synthetic indicators of the enterprise economic activity efficiency, reflecting the
effectiveness or the fruitfulness of labor expected production. Construction staffing
managers who understand that labor productivity is essential may further implement
strategies that are progressive for the growth and sustainability of skilled labor. From
research and experience, Chaturvedi et al. (2018) asserted that the construction industry's
productivity is significant to the economic growth of a nation. The productivity of
construction companies is vital to the success of local companies and affects wider
margins. Ahmad et al. (2020) emphasized that construction is one of the most significant
entities that drive the global economy; yet, it has failed to receive the needed notice from
the policymakers and investors.

Hasan et al. (2018) found that there is a wide-ranging of indicators affecting
productivity that can be designated under the socioeconomic conditions presented in
emerging and advanced countries. There may be value in the findings, Shang et al.,
(2020), suggested, that one approach to combating labor productivity in an industry that
is grappling with the skilled labor shortage is to look at different methods such as multi-
skill labor utilization. A new approach to achieving productivity may lie in introducing a

revolutionary technique to the construction industry by off-site manufacturing.
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Despite the stagnant skilled labor shortage, Zevin (2019) suggested that

development in measuring construction productivity in the U.S. construction industry
shows that many construction companies have shown progression in overall productivity
over the past five years. Although, on the other hand, Moohialdin et al. (2019) stated that
the construction industry-unique characteristics, such as its vigorous weather conditions,
make setting standards for worker productivity very meticulous. On another note,
however, Gurmu (2020) asserted that suitable construction materials management
practices could improve productivity in construction projects. Nonetheless, employee
productivity is vital for any project or organization (Hecht, 2020).
Diversity and Inclusion Within the Construction Industry

Diversity is usually considered the enactment of organizational policies, methods,
processes, and ways of working in favor of diversity, the impartiality of human resources
and policies, equal treatment, or organizational justice. Diversity may be considered the
mindset for self and others involving diverse people and behaviors of participants in the
organization (Cachat et al., 2019). The diversity gap may be one of the contributing
factors that is adding to the skilled labor shortage within the construction industry.
Booker and Dutkiewicz (2018) indicated that diversity comprises several elements,
including age, race, gender, sexual orientation, socioeconomic status, geographic
location, and other elements. Booker and Dutiewicz also noted that organizations should
take more interest in inherent individual and institutional definitions of diversity to build

and maintain an equitable and inclusive culture. Juett (2018) emphasized that inclusion
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fosters a relationship with individuals of differing races, religions, gender, and
socioeconomic status.

Baker and French (2018) suggested that inclusion is not a growing practice in
many organizations as women are underrepresented in the Australian construction
industry; therefore, to achieve sustainable change in the numbers of women in the project
management sector, male-dominated industries such as the construction industry are
inspired to think strategically about how to overcome the access and opportunity that
negatively affect female occupational advancement, which could significantly reduce
skilled labor shortage, by including a broader demographic of talents into the
construction industry. Campbell (2019) claimed that diversity and inclusion may affect a
broader aspect than the U.S. construction industry, as 80% of companies have difficulty
filling hourly skilled positions in the construction industry. Campbell further suggested
that diversity and inclusion are profoundly significant because inclusive and diverse
organizations are more likely to be prosperous. According to the U.S. Bureau of Labor
and Statistics 2019, women represented 47% of the U.S. workforce but only 9% of the
construction industry in 2019, African Americans comprised 12% of the overall
workforce, but a mere 6% of the construction workers. Introducing diversity into the
construction industry may further enhance advancement as a variety of individuals may
find the industry to be a positive work environment that encourages individual growth.

Todd (2020) asserted that for firms and vendors to be faithful allies who support
diversity, thoughtful approaches to accompany actionable steps are needed. Todd further

noted that to see a culture change in the construction industry, companies must be



39

accountable for diversity, hiring employees, leaders, subcontractors, and vendors. Todd
also stated that top companies create the narrative and trend that others follow, and
construction industry leaders must continue to talk about the importance of diversity and
inclusion. Dorothy and Slattery (2017) emphasized that there are many stereotypes
associated with the construction industry, primarily due to the dominance of men in the
workforce and traditionally women only having roles as secretaries or receptionists.
Dorothy and Slattery, nonetheless, predicted that change is coming as construction
companies are becoming more diverse. Anderson et al. (2018) stated that organizations
should make every effort for a work atmosphere suited for both women and men, while
also indicating that disparities, either biological or socialized, amongst the sexes are
unavoidable. Recognizing the diversity gap may further explain the overall complexities
of the skilled labor shortage, which may also serve as an important part of addressing the
problem within the construction industry.

Dorbusch (2017) contended that leaders in the construction industry, scholars, and
experts might use figurative systems to create and execute effective diversity programs
that attend to financial and social imperatives. George and Loosemore (2018) asserted
that it is commonly recognized in the construction narrative that the industry is highly
masculinized. Phua (2017) emphasized that the construction industry is of high-risk
inclination of professionals and striving to reduce the risk correlated with the construction
industry could address gender equity.

Choe and Leite (2017) proclaimed that some roles in the construction industry are

perceived as riskier than others; this does not translate into how people in those roles see
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masculinity being acted out in their work environments. Judd and Tam (2017) stated that
diversity in the university classroom is vital to the continued success of the Australian
construction industry and economy and the new digital capabilities being taught. Garcia
(2018) suggested that many financial institutions are assisting construction companies
with attaining diversity and inclusion by enhancing funding for vocational training on
inclusion. Therefore, project staffing managers that implement innovation and diversity
as part of their approach to tackling the skilled labor shortage may find solace in the fact
that there’s a demand for diversity and inclusion within the construction industry.
Innovations Within the Construction Industry

Varadarajan (2018, p. 17) defined innovation as an organization's enactment of
invention, method, practices, or modification of an existing entity that significantly
reduces the firm's activities in the natural environment. Pot (2018) asserted that
innovation is the course of innovating or improving on an idea. Workplace innovation is
understood as the creative process of learning from various knowledge sources and
bridges the strategic knowledge of leadership and practices awareness of professionals
and workers. Implementing innovation could empower construction companies to depend
less on skilled labor. Lund and Karlsen (2020) suggested that the construction industry
continues to evolve as technology changes; organizations must innovate and continue to
combat skilled labor shortages. Galeno (2017) noted that with continuous changes
happening in the construction industry comes new requirements in the way industry

leaders approach constructional objectives.
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Gomes et al. (2018) emphasized that innovation has become more prevalent over
the past 15 years as competition rises within the construction industry. Lindblad and
Guerrero (2020) stated that in the perspective of the construction industry, organizations
are frequently recognized to play a vital part in establishing the right conditions for
innovations, and when equated to other industries, innovation is frequently described as a
solution to foster growth in the industry. Hall et al. (2019) emphasized that in many
cases, it is incumbent upon organizations within the construction industry to display
innovations to maximize current and future opportunities, which may assist in the
reduction of skilled labor. Fagerberg et al. (2018) asserted that innovation is recognized
as a requirement for social and environmental issues, as innovation is paramount to
organizational progress. Innovation is essential within the construction industry due to the
constant demand for new technology that endeavors to ensure the consumer desires are
fulfilled.

Kanashiro and Rivera (2019) stressed that innovation plays a critical role in
offering sustainable commodities and services through technological advancement and
innovation. Taghikhah et al. (2019) observed that participating in construction innovation
and environmental sustainability contributes to economic growth. Meng and Brown
(2018) emphasized that organizations must implement sustainable innovation since the
correlations between the benefits and the construction industry are profoundly significant.
Singh and Gaur (2018) asserted that innovation within the construction industry is a vital
component that must be implemented to ensure economic growth. Ozorhon and Oral

(2017) stressed that a positive incentive for sustainability innovation is crucial in business
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economics as leadership has a vital role in improving the performance of construction
companies by increasing investments and innovation.

Dulaimi (2021) concluded that innovation is a phenomenon that has been around
since the inception of humanity, which incorporates the human tendency to think of new
and creative ways in implementing changes that enhance constant advancement. Dulaimi
also stated that construction companies perform moderately and perhaps more robustly in
an organizational environment that is conducive to innovation. Villaluz and Hechanaova
(2019) emphasized that leadership encouragement for innovation within the enterprise is
among the key factors that enable creativity to flourish, and the organization benefits in
terms of economics and market growth. Jelodar et al. (2018) found that in the
construction industry leadership is vigorously striving to incorporate and implement
technology and innovations to comply with the stringent demand on a global scale. Zhang
et al. (2018) argued that innovation and leadership in the construction industry are
manifested in the individual understanding of making and harnessing the construction
industry's progression. Innovation additionally plays an intricate role in the construction
industry due to the constant desires of consumers who have modern and futuristic
ambitions, which further burdens construction staffing managers as they strive to fill the
labor gap.

Transition

In Section 1, of this manuscript, the details provided are on the background of the

problem, aims, and the objective of the research study, with rationale and the constraints

for construction business managers to implement guidelines and strategies to combat the
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skilled labor shortage and enable business productivity and profitability. Section 1 also
includes the problem statement, the purpose statement, the nature of the study, the
research question, and the interview questions. In this section, the presented are the
conceptual framework, the operational definition, the assumptions, the limitations, the
delimitations, the significance of the study, and the review of the professional and
academic literature. Section 2 includes a restatement of the purpose statement,
supplemented with the following: the role of the researcher, details on the participants,
the rationale and justification of the research method, design, the population and
sampling procedure, measures to ensure ethical research, the data collection instruments,
the data collection technigue, the data organization techniques, the data analysis, the data

reliability and validity, and the transition summary.
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Section 2: The Project

Purpose Statement

The purpose of this qualitative multiple case study was to explore strategies that
construction project staffing managers use to address skilled labor shortages and to
achieve productivity and profitability. The targeted population consisted of six
construction project staffing managers and contractors from six distinct organizations
within the Southeast region of the United States who have experienced and overcome the
challenges of the skilled construction labor shortage. This study may reveal labor and
business strategies that construction company leaders can use to enhance and positively
promote the development of individuals within society through gainful employment. The
findings and recommendations from this study, if applied or adopted, may contribute to
positive social change through the optimization of skilled labor and job creation. Such job
creation may improve the social conditions and quality of life of professional and blue-
collar workers and the communities associated with the U.S. construction industry.

Role of the Researcher

The principal responsibilities of the researcher of a qualitative study are data
gathering in addition to analyzing documents and observing participants as there are a
variety of characteristics that could hinder the process (Janssens et al., 2019; Creswell
2013). | conducted a qualitative study using a multiple-case study design. | conducted
semi-structured interviews, using video, telephone, and email modalities and options to
arrange and/or administer the interviews and follow-up activities. Supplementary data

were collected from the financial statements of participants' companies for triangulation.
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As emphasized by Yin (2018), the triangulation of data is important in case studies. Also,
to conduct quality research, ethical standards must be kept and maintained by the
researcher. A personal commitment and professional role were therefore to ensure the
highest ethical standards in undertaking this qualitative study.

Researchers must follow ethical practices that reflect trustworthiness when
retrieving data from participants. The researcher plays a key role in a qualitative research
study so much that Yin (2018) referred to the qualitative researcher as the primary data
collection instrument and the interpreter of findings. The need for integrity and
trustworthiness in research requires that the researcher set a strong ethical standard that
translates into clear rules to guide the various stages of the research (Marshall &
Rossman, 2016). As noted by Mateja (2018), trust is often treated as a binary component
where research participants could find each other reliable or objectionable as trust is
multidimensional.

Confidence is something that must be developed by both the researcher and
participants to ensure a cohesive and transparent process, which requires taking some risk
to mutually trust one another. As a mitigating factor, qualitative researchers should be
clear in describing their methods (Pratt et al., 2020). Yoon (2017) noted that trust is often
correlated with positive outcomes. The honesty of the researcher is paramount when part
taking in qualitative research, particularly in multiple case studies. Zachariassen et al.
(2019) stated that in multiple cases, implementing bracketing enables the research

process to be more adaptable and conducive for participants and instills trust.



46

Numerous researchers have advocated the use of bracketing, to conduct an
unbiased interview. Bracketing refers to the researcher's creative ability to set aside
personal biases and assumptions. Pentland and Calantone (2017) reasoned that bracketing
is the widespread digitization in creating new sources of data that record a sequence of
actions and events. Bracketing can enable the researcher to visualize, analyze, and assess
patterns of actions as a unit of analysis (CITE). Therefore, bracketing as a strategy for
clarifying predisposed biases toward the subject should be implemented throughout the
study (Ponterotto & Reynolds, 2017).

| derived the interviews questions for this study from the research question. The
questions are aligned to the specific business problem and the purpose of the study to
avoid personal biases. Furthermore, | used an interview protocol to circumventing biases
that may have been detrimental in conducting the interviews. The use of an interview
process and protocols is consistent with the guidelines and ethics outlined in the Belmont
Report, which was an output of the National Research Act of 1974. The report sets forth
objectives and methods for ensuring that ethical principles are upheld when research
encompasses human subjects.

My role as the researcher in undertaking this study was to adhere to ethical
protocols that are consistent with the recommendations in the Belmont Report. The
Belmont Report informs the expected actions of each member of the study. The Belmont
Report acts as an ethical roadmap and guide in the conduct of s research study, especially
when it involves different types of decision-making for researchers, review committees,

and prospective subjects and participants (Romm, 2020; Walter et al., 2018). | used a
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semi structured interview protocol to provide uniform structure for participants in this
study.
Participants

In this qualitative case study, | sought to better comprehend the business
strategies that project, and business managers used to recruit and retain skilled labor in
the U.S. construction industry. The research strategy consisted of recruiting a goal-
directed sample of six project staffing managers from construction companies throughout
the Southeast United States, with the interviews progressing until the achievement of data
saturation. Achieving data saturation embodied the point when the six to eight
participants gave similar responses. Braun and Clark (2021) defined data saturation as
information redundancy, which occurs when they are no new themes or codes are
revealed by participants.

| conducted semi structured interviews with participants until | had attained data
saturation. The interviewer may require several follow-up guestions and interviews to
thoroughly elicit deep insights and achieve saturation. Nascimento et al. (2018) noted that
saturation occurs when new elements cease to emerge from collected data. Weller et al.
(2018) emphasized that the hypothesis of saturation is the point where the key ideas and
variations relevant to the design of a theory have been identified.

The selection and suitability criteria for the participants were that all participants
were required to be well-informed project staffing managers who had more than two
years of experience within the U.S. construction industry, successfully dealing with the

skilled labor shortage. To obtain and gain access to the participants, | sent personalized
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emails (see Appendix A) to the project staffing managers of the various construction
companies selected for this research, explaining, and describing the purpose of the study.
| followed through with phone calls to reiterate and answer any questions that the
participants may have about the study. The selection and eligibility of all participants
were thoroughly vetted by cross-referencing work history and experiences to ensure that
the researcher’s aim is directly aligned with the overarching research question of the
study. To protect and ensure that each participant’s privacy was profoundly secure, |
assigned an alias identifier that was distinctive to each participant in the study. Surmiak
(2018) emphasized that the researcher’s role is to identify and protect participants
primarily through anonymization to ensure confidentiality. Taking the approach of
ensuring participant confidentiality was profoundly adhered to in this study.
Research Method and Design

The research method can be qualitative, quantitative, or mixed methods. The
design is based on the actual structure or framework that indicates the time frame in
which data were collected or how and when data was analyzed using qualitative methods
(Yin, 2018). For this research study, | selected a qualitative method and a case study
design.
Research Method

The qualitative method was used in this study to gain insight into the strategies of
successful construction industry project staffing managers. Qualitative research is
suitable to understand firsthand experiences and is usually favored when the aim is in

retrieving nonnumerical data (Yin, 2018). The deciding factor for choosing a research
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method and design is to ensure that the most ideal suitable approach is used to elicit
insights, specific to the overarching research question. Qualitative methods serve well in
collecting data in an opportunistic or purposive fashion and are also considered the
epitome of exploratory analysis (Gerring, 2017). The qualitative method exemplifies a
form of data collection and analysis with a focus on understanding and an emphasis on
meaning. The method also is frequently used to explore the “how” and “why” of
procedures and human performance. and what governs this behavior (Edmond &
Kennedy, 2013).

The quantitative method is based on statistical data. Rutberg and Bouikidis (2018)
stated that in quantitative studies, the researcher may use standardized questionnaires or
trials to collect numeric data. Vivod et al. (2018) stated that the quantitative research
method is to a great extent about the invocation of statistical techniques, to examine the
correlation between variables, test hypotheses, and other similar purposes. Taylor and
Francis (2020) asserted that the quantitative research method may entail the use of
inferential statistics in analyzing numerical data and helps to conclude data according to
analysis. The quantitative research method was not chosen for this research, because
numerical data may not always be useful in understanding human dynamics, as
specifically, understanding and exploring of this phenomenon requires the insight from
those closely associated with it, which may not be possible with quantitative data. The
mixed methodology is a combination of two methods.

Hitchcock et al. (2020) stated that regardless of the rationale for mixing methods,

researchers are often conflicted in making effective sampling decisions and subsequently
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making appropriate interpretations. Mckim (2017) emphasized that mixed-method
research necessitates additional time due to the need for gathering and analyzing the
various types of data. Ivankova and Plano (2018) contended that there are growing
complexities associated with implementing mixed-method research. The mixed
methodology was not selected for this study because of time constraints and the possible
complexities that are frequent when using multiple methods.
Research Design

For this qualitative study, | used a multiple case study design. A multiple case
study is considered suitable when the researcher has a greater reach in gathering and
analyzing primary data and information from various other secondary data sources.
Gustafsson (2017) lectured that studying multiple cases helps understand the similarities
and differences between different entities and is useful when that is the objective of the
research. Treiblmaier (2020) suggested that case studies are suitable approaches to
thoroughly transfer industry experiences into research agendas, which usually benefits
both the development and testing of design science research as well. The case study
design is used in a variety of cases to explore present and real-life dilemmas that either
have been solved or need to be solved and may provide a means to a detailed
understanding of the phenomenon under study (Jabbarova, 2020). A case study design is
more feasible in serving the researcher who seeks to understand the why and how of the
overarching research question (Ahmmed et al., 2020). As noted by Fernandez-Ahumada
et al. (2020), a case study design using pertinent data analysis is often conducive to

adaptation by the researcher who must ensure rigor and high-quality standards.
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Other designs are not chosen because this case study aimed to explore multiple
construction company staffing challenges. Phenomenological design is sought to
understand lived experiences related to a phenomenon, however, not relevant where the
aim is in-depth business management information (Yildiz, 2020). Towers et al., (2020)
noted that phenomenology is a design, used in research to focus on exploring a problem
from the application and grounding of human behavioral understandings. Medina and
Lopez (2020) emphasized that ethnography as a research design is used to fully
understand as much as possible about an entire society. | did not use the ethnography
design because this study was not about learning and understanding human behavior. A
quasi-experimental design is about experimental research. As noted by Rogers & Revesz
(2020), experimental and quasi-experimental research design is usually used to evaluate
whether there is an underlying relationship between independent and dependent
variables. The quasi-experimental designs are like randomized regulated trials in several
respects, but there are many trials in designing and performing a quasi-experiment,
notably when internal validity threats may be introduced from the dearth of
randomization (Maciejewski, 2020). The quasi-experimental design was not used as the
research was not structured based on experimental designs, instead of gathering data from
various case studies.

Population and Sampling

From the population of construction staffing managers employed within the

Southeast U.S. construction industry, a purposive sample of six was drawn. Participants

with experience in the construction industry served to facilitate the uncovering and
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exploration of pertinent information to holistically understand the phenomenon of the
study that is substantial to the overarching research question and the phenomenon under
study. Guest et al. (2020) noted that over the past five decades across various academic
disciplines the typical number of participants needed to attain data saturation varied and
was five to nine. Saunders et al. (2019), there is no set number of interviews to determine
data saturation as some topics are more expounded than others, thus causing data
saturation to vary accordingly.

Rahi (2017) proposed that a population can be characterized as all people or
objects that one desires to understand, while sampling is the procedure of choosing
specific participants with the desired level of knowledge, from the population intended to
be studied. Cole (2021) stated that it is important to sample individuals who are in key
positions and who may exhibit certain knowledge that is relevant to the study. Purposeful
sampling is the recruitment of a specific population in terms of age, gender, academic
rank, and work experience (Taghadsi et al., 2021). A purposeful sampling may be time-
consuming when striving to select between the various participants for the interviews
from the targeted population (Lu et al., 2018). Interviewing the six to eight participants in
a semi-structured setting can help the researcher to better grasp the stage when data
saturation is reached. Data saturation is usually reached when the researcher has
interviewed numerous participants, up to a point and stage, beyond which there is
typically repetitive information, and no new detail emerging, considered the cue that
saturation of data is achieved and attained. Faulker and Trotter (2017) noted that

saturation is when the researcher can convincingly state that further data gathered would
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produce a similar result, perhaps reflecting the accomplishment of this goal and the
futility of continuing the interview with a participant(s).

The criteria for selecting the interview, participants were centered on well-
informed staffing managers within the U.S. construction industry. Selecting experienced
participants was essential to attaining valid and credible data for this study. In selecting
the participants for the interviews, stringent measures, such as pseudonyms P1, P2, etc..,
were taken to ensure that each participant's privacy was protected. Surmiak (2018)
asserted that data protection legislation obligates the researcher to acquire permission for
the handling of an individual’s data. With the COVID-19 pandemic, strict interview
restrictions were implemented to protect participants and the researcher. To undertake
this study, social distancing norms, mask-wearing, and zoom interview meetings were
implemented to ensure that the data collection process is safe. Further communications
with the interviewees were followed with email and phone calls to better adhere to the
mandated social distance precautions.

Ethical Research

In qualitative research, it is essential to conduct an ethical research process that is
based on an interview process, which is based on protecting the confidentiality of the
information and the participant's privacy. Varkey (2021) asserted that ethics is the
application of four main principles, which are justice, autonomy, beneficence, and
nonmaleficence. Gomes and Duarte (2020) noted that the researcher must abide by
ethical principles that guarantee the conditions of the research and protects the interest of

the research and participants in terms of the security of all individuals involved along
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with their privacy and confidentiality. Shaw et al. (2020) stated that ethics in research and
code of professional ethics of behavior when undertaking studies with human
participants, particularly around the sensitive subject matter. Schaefer and Alvesson
(2020) indicated that a conscientious researcher needs to demonstrate trustworthiness,
vital judgment, and a practical stance which are as essential as formal procedures to
enhance and secure the credibility of the research. As emphasized in the Belmont Report,
it is important to appreciate autonomy and give authority to autonomous persons,
considered opinions and options while refraining from obstructing their actions unless
they are damaging to others. The Belmont Report also contains principles such as
beneficence, which may regularly affect individual investigators and society at large.
Baker and Roodbol (2021) noted that the main concern with the beneficence principle is
to minimize the risks and optimize benefits.

Millum and Bromwich (2021) noted that it is paramount that the researcher
discloses all pertinent valid data to participants to ensure that both interviewee and
interviewer are mutually understood. For this study participants were emailed an
informed consent form. In the document, the participants were given a copy of the topic
and information regarding the purpose of the study and the research question, which
offered participants a broader understanding of the study and possibly enabled better
decision-making on the part of the participant. As asserted by Yin (2018), to ensure that
ethical protocols are adhered to, when research involves human subjects, the researcher
should seek informed consent from the participant. Participants were notified that an

informed consent form does not represent a binding contract for the duration of the
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research and that participants could voluntarily withdraw at any given time without any
negative consequence. Participants were able to discontinue the process at any time
without facing ascribing and seeking reasons for doing so (Ross, 2019).

To further extend the ethics guidelines and protect the privacy and confidentiality
of the participants, the interview transcripts were saved and secured in a safe computer
data file for five years. To guarantee the integrity of the research, researchers must adhere
to ethical guidelines. Gordon (2020) asserted that the institutional review board is
unambiguous about the ethical concerns to safeguard the interest of individuals part
taking in the research. I obtained approval from Walden University’s Institutional Review
Board before collecting data (approval no. 03-01-1003500). I also completed the CITI
Program’s training on working with human subjects (see Appendix B). To further ensure
confidentiality, | have not included any identifiable information, such as names of
organizations or individuals, in the capstone document.

Data Collection Instruments

The data that were collected from the participants and derived from semi
structured interviews as the main source of data for the research. The semi structured
interview process was chosen because the method is well known to be flexible and
versatile facet of qualitative research (Kallio et al., 2016). Undertaking a semi structured
interview is used as the method to enable the researcher to have a conversation with the
participants, and having such flexibility helps to ensure that the interview protocols can
be implemented with follow-up questions (Dejonkheere & VVaughn, 2019). By

implementing semi-structured interviews and protocols the interviewee may have a
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broader scope to which data can be fluid as it relates to the interview questions (Abd et
al., 2020). A semi-structured interview is often more accommodating because it is
amenable to a more flexible and extensive follow-up process and is conducive to
engaging participants with additional open-ended questions, when needed (Hariharan et
al., 2020).

Due to the COVID-19 pandemic, the semi-structured interviews of participants
were done using digital technological advancements, such as Zoom, Skype, voice
recorders, email, and phone calls. Using the application of technology further ensured
that the interviews were safely facilitated while adhering to interview protocol. COVID-
19 has created an unusual complexity for qualitative researchers striving to part take in
semi-structured interviews (Lobe et al., 2020). The interview protocol guide that includes
an alignment to the overarching research, in the form of interview questions was used to
ensure and enhance the reliability and validity of the research and keep the participant’s
interview in a structured and organized manner. A well-organized interview can result in
attaining data that is thorough and is the key component to gathering reliable quality
information (Yeong et al., 2018). To ensure reliability and validity, | followed the
interview protocol (see Appendix C).

To increase the reliability and accuracy of the study, the interview protocols were
followed stringently, and each participant was given a copy of the transcript and findings
to verify and validate the accuracy of the interviews. Such a process is known as member
checking. Che Abdul Rahim et al. (2020) stated that member checking is performed, to

ensure and provide a clear comprehensive guide for researchers who are exhibiting



S7

thoroughness in the research undertaken. By ensuring that participants can verify
statements and confirm the accuracy of data, which represents the safeguards of the
authentication and the trustworthiness of the study. Johnson et al. (2020) stated that
member checking is the process of presenting the interview data and findings to the
participants to ensure the accuracy and trustworthiness of the research in addition to
reinforcing collaborating relationships
Data Collection Technique

In a qualitative research study, there are numerous data collection instruments.
The most important data collection instrument is the researcher, as noted by (Yin, 2018).
To accomplish the objectives of qualitative research, researchers sometimes use semi-
structured interviews to collect insightful data. Semi-structured interviews are
accommodating and allow for follow-up open-ended questions. Mohajan (2018)
explained that semi-structured interviews also and the ensuing data collected, often serve
the quest for holistic analysis, as the interviewer can triangulate data from numerous
sources, such as financial records, governmental statistics, and company documents,
which could be examined alongside other data. The utilization of multiple primary and
data sources improves the reliability and validity of the study. Yin (2018) stated that data
triangulation reinforces the trustworthiness of the study. Ghinoi et al. (2021) asserted that
the data triangulation method has arisen as a key tool that has given force to both
qualitative and quantitative analysis in mapping out individual and organizational
behavior, which overcomes the deficiency related to the limitation of using a singular

data set, while potentially reducing the multiplicity of biases which may be present.
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Using semi-structured interviews as a method for data collection has advantages
and disadvantages. Some advantages are that semi-structured interviews are conducive
for interviewers to follow up with open-end questions, and the use of digital technology
such as Zoom, Skype, voice recordings, and other electronics to capture and secure the
interview transcript safely. Fenech et al. (2019) stated that digital technology is
transforming business processes and operational structures in the pursuit of competitive
advantages that progressively recognize human capital, intellectual capital, and
knowledge as essential components. With the use of technology, the interviewer can
better adhere to guidelines set forth by interview protocols, thereby potentially increasing
the credibility and validity of the study. Scheduling, timing, saving, and setting of
boundaries for both interviewers and participants are more feasible for all parties. Semi-
structured interviews also enable the advantage of articulating participants’ non-verbal
communication. Horgan and Judith (2019) defined nonverbal communication as a
behavior of the body, voice, and face minus the linguistic content, in words. Miller et al.
(2018) noted that semi-structured interviews are frequently synchronic, and the
researcher benefits from such social cues as body language, and voice intonation, to
solicit detailed views and inquire for a more in-depth understanding of the subject matter.
Some disadvantages are costs that can incur due to traveling (e.g., gasoline, lodging,
meals, wear and tear on vehicles, and other time-consuming measures and expenses such

as computer technicalities).
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Data Organization Technique

Procedures for data organization help to establish effective data storage and
retrieval process for research. Yin (2018) stated that researchers can use various methods
and strategies to organize, analyze, and facilitate the research process. Johnson et al.
(2020) emphasized that researchers typically use multiple techniques, such as reflective
journals, and diaries to document specific experiences from the participants. Reid et al.
(2018) noted that the usage of diaries and reflective journals can be essential in directing
any biases from the researcher while ensuring the objectivity of the study remains in
focus. The rapid advancement of technological software has enabled researchers with a
vast number of options and devices that can be utilized to store qualitative data, collected
from participants, using the interview process.

The process through which data collection was recorded and monitored is by
utilizing a database organizing system to store and compare each participant interview.
The process consisted of a list of items, such as (a) a summary of the participant’s
answers; (b) the log of the gathered interview notes; (c) a copy of the participant’s signed
consent form; (d) copies of the participant interview transcripts; and (e) copies of any
voice or video recordings. All copies are timed stamped and coded specifically to ensure
authenticity and credibility. The files are labeled and saved to a flash drive, which is kept
in a safe place for five years, from the completion date of this study. All files are backed
up on a secondary platform, which is a password-protected folder to secure and prevent
file misplacement; in addition to preventing file misplacement, confidentiality, and

protection of participant information.
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Data Analysis

Data triangulation as defined by Yin (2018) is the collection of several sources
that can point to similarities and differences that may show the depth of the analysis and
the acuity of the researcher, which may also aid the strengthening in the foundation of the
validity in a case study. Chiavacci (2020, p.300) asserted that qualitative data analysis is
the categorization and understanding of linguistics or visual information to produce
assertions about implicit and explicit components and constructs of meaning-making in
the information and what is represented in it. Yin (2018, p199) noted that analytic
strategies must show that an exhaustive measure, such as data triangulation, investigator
triangulation, theory triangulation, and methodological triangulation when used may
cover all the key concepts of the research question and that the most significant aspect of
the study is therefore addressed.

The first approach in this study, was for comprehensive triangulation, after all,
primary data was collected, which helped ensure that exhaustive measures are placed to
illustrate, that the collected primary and secondary data are used in ensuing a holistic
exploration and analysis of the phenomenon. The second approach reflects that all
plausible interpretations are addressed. The third approach was to address the most
significant aspects of the case study. The fourth step was addressing any discourse of the
study such as unnecessary detours to lessor matters that may redirect interest away from
the key issue because of possibly contrary findings. The triangulation of data from
various sources such as interviews and documentation may serve as a guide in supporting

the strength of the study. Lerman and Smith (2021) noted that analyzing qualitative data
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is a critical factor in ensuring the validation of transparency and trustworthiness in the
data collection analysis process. The interview questions (see Appendix D) addressed the
key component of the research question on searching business strategies used by
managers within the construction industry, who constantly strive to address the skilled
labor shortage. Qualitative interviews create an atmosphere, which enhances the
interviewee's opportunities to explore specific issues through the petition of open-ended
inquiries, which accentuates the significance of exploring the knowledge and perception
of the interviewee for developing a better comprehension of social realism (Doringer
2021).

After the completion of the semi-structured interview, participants were given a
transcript of the interview as a guide to ensure the truthfulness and validity of the data
presented in the interview. Providing all participants with a copy of the transcript enabled
the interviewees to verify the transcript, which possibly served to enhance the validity
and reliability of the presented results. In qualitative interviews, member checking is the
cross-checking of data, which entails numerous data sources to corroborate themes,
which is normally done through the requesting of the participants in verifying the
accuracy of the accounts to ensure and increase the reliability and validity of the collected
data (Candela 2019, p. 619-621).

The interviews continued until there was no new information that was pertinent to
the study, which represented the attainment of data saturation. When data saturation has
been achieved the use of NVivol2 software was used in the analysis of the data process,

to convey and evaluate the participants' data. NVivo was used because this software has
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features, which present the researcher with the capacity to organize several inquiries to
address the research intentions, which also simultaneously simplifies the removal of
irrelevant data and quotations from the data, and helps quality themes to emerge, and
findings, which illuminate the phenomenon studied (Ballentine et al., 2021, p. 5). In the
process of data reduction, | ensured the removal of all unnecessary information pertinent
to the study. Ensuring that clean qualitative data is presented and accessible, is important
to demonstrate accuracy and validity in a study (Cook, 2021). Alphabetical assignments
of codes were used to disguise and deidentify each participant and interviewee. Each
participant in addition was assigned a number with a code, such as a participant P1,
participant P2, and so forth. Such measures and the coding process throughout the study
helped ensure the confidentiality of participants' research and rigor. The use of coding is
an essential qualitative research technique favored by many (Parameswaran et al., 2020).
Appendix E shows each code and the number of references to it in participant responses.
Reliability and Validity

Yin (2018) noted that reliability and validity are both essential aspects of
qualitative research as reliability is the regularity and repeatability of generating a case
study’s finding, whereas validity is the precision with a case study’s measure reveals the
concept of being studied. Johnson & Corey (2020, p.4-5) stated that reliability describes
the strength of the research, mainly in relation to the applicable methods selected, and the
way those methods were utilized and applied in the study. Whilst validity is a measure
representing the manner of determining the fidelity of the findings from the perspective

of the researcher, and the participant respectively. Abd Gani et al. (2020) stated that
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validity and reliability in qualitative data are significantly dependent on the researcher’s
outlook on the main personalities in the interview session. For the study, all interview
protocols were followed, in which all participants were asked the same open-ended
interview questions, to ensure consistency and dependability. In addition, the case study
technique was adhered to by offering a review of the transcript of the interviews, as a
member checking review opportunity, to all participants in the study.
Reliability

Reliability is essential in any study; however, reliability is more relevant to
quantitative research due to the specification of repetition from assumption testing and
results. Reliability is essential because the measuring instrument is the key component
that ensures the outcome of the study is rigorous and strong. Maslakci and Surucu (2020)
stated that reliability is a gauge of the firmness of measured values achieved in repetitive
measurements under identical conditions using the same instruments. Nonetheless, in
qualitative research reliability, arguably is perhaps not considered as stringent by some,
even though the methodology and the method ought to be expounded with a significant
abundance of data to permit other researchers to reproduce the study, such measures to
ensure this process is known as dependability, an analog of reliability, albeit in a
qualitative setting. Langtree et al. (2019); Mackieson et al. (2019), asserted that
dependability relates to the concept of internal reliability which encourages consistency
and reliability, or repetition and dependability can be accomplished by thoroughly

clarifying the process of the study to facilitate future researchers to identical replication
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of the study. The ideas of Langtree and Mackieson on dependability were fully adopted

in this study.

To achieve a qualitative study that is trustworthy, it must be dependable and has
credibility. Joseph (2020) noted that while performing research, it is imperative to
consider the ethical concern as it relates to credibility and the researcher ought to abide
by the recommendations of the research process. The objective of reliability is to certify
and lessen the errors and prejudices in the study Yin (2018, p.46). To ensure that the
process is reliable and credible all participants in the interview process were given copies
of all documents, such as transcripts and audio recordings, which were member checking
opportunities, specifically to validate the authenticity of the transcribed documents and
correct or edit any inconsistencies.

Validity

Validity is defined as acquiring data that is applicable for the intended use of the
measuring method, whilst validity refers to whether this is intended to be measured, and
indeed achieves these goals, as is expected (Surucu & Maslakci 2020, p.2696). In
qualitative research validity and credibility are often congruent as the two are
synonymous with each other. Credibility is centered on confirmable, practical research
instead of mandate or traditions (Cook et al. 2021). To ensure credibility, in this study,
member checking is a process that was implemented, where all participants were given
copies of transcripts to confirm that transcribe data is accurate. Credibility is based on the
researcher's actions to ensure quality and rigorous study, and the measures and protocols

that are adhered to, systematically and consistently.
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Transferability is known as researchers depending on previous research data to
serve in expounding on current research. Glenton et al. (2020) defined transferability as
the degree to which the review question and the background of a study, and the data and
analysis may apply to other contexts and similar settings. Confirmability is the researcher
understanding that the information that is been presented, must be authenticated, or
consistent with the views of the participants and not the thoughts and ideas of the
researcher. Korstjens and Moser (2018) further stated that the data should be the source
and not individual viewpoints or preferences when striving to ensure confirmability. To
ensure confirmability, | made the decisions based on data and not individual perceptions.
Data saturation is the process by which the researcher has interviewed numerous
participants to the point where there are no new data emerges, and when redundancies are
noticeable, reflects this. Clake and Virginia (2021) stated that the theory of data
saturation is defined as information redundancy or the moment at which no new topics or
codes arise from data during the interview process. The data in this study was assessed
and confirmed through member checking and other measures described herein, while the
features of NVivol12 software helped to ensure that the reliability followed the qualitative
research expectations of rigor and high standards.

To ensure credibility, member checking was the process that I implemented,
where all participants were given copies of the interview transcript and findings to
confirm that transcribed data was accurate. Credibility is based on the researcher and the
protocols that are adhered to. Transferability is known as researchers depending on

previous research data to serve in expounding and analyzing current research. Glenton et
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al. (2020) defined transferability as a review of the degree to which the framework of the
review question and the background of studies supporting data to the review finding prior
found studies of merit and quality. Confirmability is also reflective of the researcher's
understanding that the information that is been presented must be the views of the
participants and not the thoughts are ideas of the researcher. Consequently, implementing
these strategies served as safeguards to ensure that the quality of this study was robust
and fulfilled the reliability and validity expectations for quantitative research.
Transition and Summary

Section 1 is a presentation of the problem statement, the purpose statement, the
nature of the study, the research question, and the interview questions. Section 1 also
included the conceptual framework, the operational definition, the assumptions, the
limitations, the limitations, the significance of the study, and the review of the
professional and academic literature. In Section 2 the details presented include the
purpose statement, the role of the researcher, the participants, the research method, the
research design, the population, and the sampling procedure. Also in this section are the
ethical research, the data collection instruments, the data collection technique, the data
organization techniques, the data analysis, the data reliability and validity, and the
transition summary. Section 3 comprises of opportunities for the findings and analysis of
the study, in the form of thematic analysis. This section covers opportunities for future
research, the possible application of the findings to professional practice, the implications
for social change, the recommendations for actions, the recommendations for future

research, personal reflections, and the conclusions of the study.
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Section 3: Application to Professional Practice and Implications for Change
Introduction

The objective of this qualitative multiple case study was to explore successful
strategies to preserve professional labor in the U.S. construction industry. | selected and
interviewed six construction project staffing managers for this study. All six participants
represented different construction firms within the Southeast U.S. construction industry.
The overarching research question for this study was, what strategies do construction
staffing managers use to address skilled labor shortages to achieve and sustain
productivity and profitability? | used an interview protocol to facilitate the semi-
structured interview process. The open-ended interview questions that | asked enabled
participants to provide in-depth responses. Aleksandra (2022) asserted that the use of
semi-structured interviews allows a researcher to probe organizational challenges and
unregistered initiatives.

| uploaded data from the interviews into NVivol2 qualitative research software.
Using the software, | analyzed the collected data for consistency and derived emergent
common themes. The analysis resulted in nine themes and over 80 codes. The findings
show strategies that construction staffing managers used to motivate sustained skilled
labor within the construction industry. The conceptual framework for this study was
Burns’s (1978) transformational leadership theory. Frazier (2018) emphasized that the
theory is based on integrity, charisma, intellectual stimulation, and people development,
components that make employees feel appreciated with a sense of value. Amina and

Singh (2017) also noted the transformational leadership approach creates an environment
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for innovation and ensures a positive working environment. As such, it was an
appropriate theory for understanding the study phenomenon.
Presentation of the Findings

For this study, | used a qualitative methodology with a multiple case study design.
The use of a case study design allows a researcher to understand the why and how of the
overarching research question (Ahmmed et al., 2020). The overarching research question
was, what strategies do construction staffing managers use to address skilled labor
shortages to achieve and sustain productivity and profitability? In undertaking this
research, my task was to obtain and interpret data in such a manner that would yield
holistic information, consistent with the aim of a good qualitative research study. The
data were collected by conducting semi-structured interviews with the six participants,
who were experienced project staffing managers within the U.S. construction industry.

Following the semi-structured interviews, | transcribed the data. The analysis
followed a four-phase process: (a) reading, interpreting, and providing context to the
gathered data; (b) coding text; (c) grouping codes and developing themes; (d) presenting
the results. The categories resulted in nine themes: (a) employee retention, (b)
recruitment of skilled labor, (c) mitigation of against barriers hindering the success of
recruitment and retention strategies, (d) the effectiveness of the strategy to address the
skilled labor shortage, (e) strategies used to address the skilled labor, (f) impact of
COVID on strategy, and (g) management of COVID. The qualitative analysis was
conducted using the qualitative data analysis software application NVivol2 to facilitate

interpreting and analyzing the data gathered from participants. A word cloud density
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diagram was also generated to show the frequency of words in participant responses; this
further validated the analysis process. The four phases of the analysis are indicated in
Figurel.

Figure 1

Diagram of Data Analysis Process

Reading, Interpreting, and Providing Context to Text
=

Coding of Text ’_J
-

Theme Development (Code Grouping) ’_J
-

Result Presentation ’

Phase 1: Reading, Interpretation, and Contextualization of Text

| read and reread the collected data several times during this phase to get a
complete overview of what the data entailed. A word cloud diagram was generated to
reflect participants’ word frequency output in the data. This was done to get a quick
overview of what the data contained before commencing the reading and coding of the
data, which is a form of short evaluation and visualization. The alignment of the most
common words in interview responses with the research keywords indicated that the
collected data addressed the focus of the study; hence, the analysis could be done on the

data. The word cloud diagram is shown in Figure 2.
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Figure 2

Word Cloud of Most Used Words
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Phase 2: Coding of Text

I carefully read the data in this phase and ascribed meanings to sentences and
phrases in the form of codes using NVivol2. The coding process revealed a total of over
80 codes as shown in the NVivol2 files. This process was done three times to ensure that
no important part of the data was missed or omitted. Each transcript was labeled,

analyzed, and coded as seen in Figure 3.
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Coding by Document
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Phase 3: Development of Themes

I grouped the established codes to form themes in Phase 3. The grouping was
based on the relationship between the codes. Codes with identical properties were
grouped and categorized as a single theme. The recognized and emergent themes
indicated a range of collaboration with data that links ideas between data segments.

Locke (2022) noted that coding involves the work of examining, contemplating, and
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organizing collected observations and analyzing their relationships to one another and to

the research question(s). The thematic diagram representing the nine themes gathered

from the analysis of the six participants' transcripts is shown in Figure 4.



Figure 4

Thematic Diagram
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Phase 4: Presentation of Results

The results of the analysis of all nine themes are discussed in this phase, which
was to focus on ascertaining the strategies that construction staffing managers use to
address the skilled labor shortages in the U.S. construction industry. The nine themes
derived from commonalities or nodes that the six participants frequently implied or
referred to during their semi-structured interviews. All participants were given
pseudonyms such as P1, P2, P3, and so forth to protect their identity and disguise any

company affiliations.
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Theme 1: Employee Retention Techniques

For this theme, employee retention techniques, P1, P2, P3, P4, and P5 noted that
the “first line of action in retaining skilled labor was to ensure that they were paying
adequate salary. The participant referred to as P3 emphasized that he and his company
have developed multiple strategies for employee retention. P3 expressed that
understanding the importance of employee retention is necessary for attaining
profitability for the business. Burkett (2019) asserted that formulating and implementing
a well-developed strategy can offer the foundation for both recruiting and retention, even
in tight markets. P3 indicated:

Experience affects project completion and experience cannot be attained without

employee retention. Retention helps to ensure that projects can be completed on

time and within budget as experience is retained. Experience can be measured for
both the current employer and outside employment and is the best metric that
contributes to project completion both on time and within budget.

One of the top strategies used for employee retention is increased or appropriate
remuneration for the employees. P2 explained that they ensure they offered the
employees appropriate pay and increase their salaries if needed. P2 stated, “My strategy
to ensure that | keep my skilled labor is to first ensure that | am paying them the right
salary or wage and keeping up with the pay scale of the industrial norm”.

Participant P1 further explained that the management must take their time to
understand the factors that motivate individual employees and ensure that the identified

are included in the day-to-day work in the firm. P1 further noted, that other strategies
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used in retaining skilled labor were enacted, to ensure that the company offers
competitive benefits. P1 indicated:

Retirement investment programs such as 401k match for all employees, Career

advancement opportunities, award of excellence to recognize high preforming

employees, financial assistance programs for employees who need financial
assistance, good relationships with employees, open line of communication with
all employees, safe working environments, apprenticeship programs, and
availability of adequate equipment.

Participant P4 stated that “we used competitive pay to strive on keeping our team
feeling valued and appreciated. ” Many construction companies faced with the given
uncertainty have reduced their profit margins by increasing employees’ salaries to
strengthen their organizations’ position to acquire, maintain and retain skilled labor (Sami
et al., 2022). P5 alluded that, “our company does our best to keep our employees happy
while striving to keep their salary within industry norms and the low turnover rate in the
company is due to how we treat and care for our employees”. During the pandemic, most
businesses were closed due to the governmental lockdown; nonetheless, to retain their
labor force, most construction companies made full payments to their employees to
sustain their skilled labor (Khalfan and Ismail, 2021). All listed participants and the
interviewed participants indicated that employees’ morale and well-being are paramount

when striving to acquire, retain, and sustain skilled labor.
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Theme 2: Challenges of Recruiting Skilled Labor

All participants explained that the task of recruiting skilled labor has been a
challenging experience for them, they explained that there has been a general lack of
applicants for skilled labor positions due to the general shortage of skilled laborers in the
country. P1 indicated: “On a national level, potentially global, the interest in young
people wanting to learn a trade has declined. Meaning all the companies that employ
skilled labor are hiring from a diminishing pool of potential employees ”. Construction
companies should invest in recruiting younger skilled labor, who would be comfortable
and evolve with technology, which can help to stimulate the company’s productivity
(Won & Chang 2021).

P4 stated that “another reason for a low number of applicants is the proximity of
the geographical location from the firm to a residential area. Recruitment is also difficult
because of some financial reasons”.

P5 indicated:

The insurance requirements hinder the employment of some skilled laborers. One

of the issues that we face is the insurance requirements. The requirements and

insurance protocols make it very hard to hire skilled labor. For example, we may
want to hire someone but because of the insurance policies, he/she cannot drive
our vehicles. Because of issues like those we had to change our insurance
company to a less stringent company.

Most participants noted that financial challenges in recruitment include low pay

and the challenge of underqualified applicants requesting premium pay. Participants
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explained that the recruitment challenge can be salvaged through the training of unskilled
employees to become skilled, the use of signage for position advertisement, and offering
the applicants multiple incentives. P6 emphasized: “Incentives for hiring to include one-
time bonuses, referral bonuses, increased flexibility for employees, daycare provided,
onsite health, or reserved health location for employees are some additional incentives
that may aid in recruiting”. Organizations that offer stronger incentives to acquire and
retain skilled workers, manage employee assessment of financial securities; thus,
enabling employee retention and avoiding unnecessary employee turnover (Chen et al.,
2022).
Theme 3: Mitigation of the Barriers Hindering the Success of the Recruitment and
Retention Strategy

The participants suggested that the recruitment and retention barrier can be
eliminated through the combination of multiple strategies. The most prevalent strategies
are the aggressive training of personnel to move them from being unskilled labor to
skilled labor. Additionally, the participants suggested cross-training amongst various
departments in the company, this would likely allow room for flexibility of role and the
identification of the most productive unit for individual employees. For example,
P5 indicated:

| continue to promote within, to create an opportunity to grow into other levels of

the company. We have training classes and motivational seminars. Increasing the

pay of skilled employees is another way of eliminating the challenging

recruitment and retention in the construction industry. The participants
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highlighted that a system in which the pay increases as the productivity increases

is also a viable system for the elimination of the challenge of recruitment and

retention.

The skilled labor shortage in the construction industry in recent years has created
an environment where many construction companies are now implementing
apprenticeship programs to train young people to focus on the skilled labor shortage
(Qsuizugbo et al.,2022). The participants P5 further suggested that:

Firms must embrace a system of prioritization where projects that bring the

biggest profits will be prioritized over the others. The high-performance project is

focused on the available manpower of the firm. Other mitigating factors include:

(a) excellent communication between employees and management, (b) flexible

work hours, (c) improving benefits package (d)organizing motivational seminars

for employees (e) embracing remote work where possible, (d)seeking and
respecting the opinion of the employees.
P6 indicated:

Feedback to the recruiting function is needed so the recruitment function can

explore different methods to recruit and provide feedback to corporate leadership

to create an environment to improve recruiting. Open and honest discussion
between recruiting and senior management is necessary. When working as a team,
recruitment becomes easier and increases the quality of the candidates. P6 also
noted that it has become necessary to change expectations for the organization

given the challenges for recruitment in today’s environment. P6 indicated that
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prioritizing projects and pushed several out to future years. In addition, to pay

increase, and cross-training among departments.

As further noted by Qsuizugbo (2022), skill labor performance of construction
projects is a topical matter within the industry; therefore, understanding the
circumstances affecting the performance of construction projects is vital for the
development of strategies to improve its outcome.
Theme 4: Need for Loyalty of Skilled Employees to the Firm in a Highly Competitive
Market

Participant P4 articulated that the company strongly believes that the loyalty of

skilled employees in a highly competitive market can be reinforced with: (a) 4% matchup
on retirement investment plans such as the 401k plans, (b) bonus to all employees, (c)
company-sponsored apprenticeship programs, (d) employee time off if requested, (e)
fiscal year bonus, (f) friendly events like food buying, (g) increased bonus with years of
service (h) life insurance policy, (1) promoting cordial relationship between employees,
(j) provision of lunch (k) provision of water breaks (L) remote work (m) vacation
sponsorship, (n) vision, dental, and medical insurance (0) work time flexibility, and (p)
everybody is recognized (giving everybody a sense of belonging). P5 also stated that”
implementing a cohesive environment that provides good pay and benefits could go far in
securing loyalty”.
Theme 5: The Critical Importance of Addressing the Labor Shortage

Participants P3, and P5, explained that the national drop in the number of skilled

labored workers can be addressed and must the addressed. They explained that it is
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pertinent for the nation to go back to the era of high school tradesmanship programs
where they train high school graduates to become skilled laborers. The firms must come
together to create campaigns that would educate youth on the short and long-term
benefits of being a skilled laborer. Especially educating them on how being a skilled
laborer can easily become a general contractor. P3 indicated:
One of the biggest things that | would like to share with the greater community of
contractors within the construction industry that are seeking to hire skilled
laborers, is the idea of apprenticeships that used to take place in trade shops and
high schools. Apprenticeships used to be a great attribute in the U.S. and around
the world. Apprenticeships from high schools were a key component in
developing skilled labor for many who didn’t desire to go to college, or even
those who went on to college. Today that element of apprenticeship doesn’t exist.
As a result, most of the guys coming into the workforce don’t know how to read a
tape measure. A lot of laborers coming into the workforce do not know how to
use a drill or a hammer, if we can go back to tradesmanship programs in schools,
this would help tremendously on the long-term skill labor shortage. The
generation from the sixties and eighties is now retiring and leaving the workforce

with no replacement, which will further create an enormous gap.

Participant P5 emphasized the importance of “cross-training, as this ensures that
employees are designated to their most productive area. Increasing the work hours with

more pay to allow for faster project delivery and giving of gratitude to employees.”
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Theme 6: Evaluation of the Effectiveness of Strategy to Address the Skilled Labor

Shortage

Participant P1 expressed that the effectiveness of the strategies to address the shortage of
skilled labor can be thoroughly evaluated using multiple means. The participants
expressed that an open forum was instituted for the assessment, the open forum consisted
of business owners and hiring leaders, who discuss and evaluate the effectiveness of the
strategies. P1 indicated: “The organization has spent considerable time assessing the
strategies. An open forum was created through meetings that consisted of business and
hiring leaders.”

P5 indicated: “Employee feedback through surveys and open discussion between
recruiting and senior management was also identified by the participants as an effective
way to evaluate the effectiveness of the strategy. The feedback of the employees on how
they felt about the implemented strategies will be used to evacuate their effectiveness”.
P3 noted that “the strategies implemented have worked and has continued to work for
thirty years. P3 stated that providing his employees with the appropriate tools, adequate
salary, and a safe working environment will foster and retain skilled labor for years to
come. P3 further stated that these strategies have worked for him, and he does not plan on
changing anything.”

Theme 7: Positive Results From the Strategic Changes

All participants explained that the strategic changes in theme 3, (mitigating the

barriers hindering the success of recruitment and retention strategy), and theme 4, (the

skilled employee must be loyal to the firm in a highly competitive market yielded
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positive results). They highlighted that it improved the morale of the skilled laborers and

in turn led to unprecedented growth in the firm. For example, P5 noted, “The simple little
kind gestures that the company does goes a long way as we see the changes in the
employee’s morale . Additionally, participant P2 explained that there is a significantly
higher number of people who are now willing to work in construction:
A lot, based on our environment, most people don’t want to work in the working
conditions that this job has. So, by motivating and increasing salaries, we have
seen a lot of changes based on those implementations. P2 further indicated | have
noticed that the strategies have helped us identify the leaders from the followers.
You have ones who want to take charge and do good work, while some just want
to come to work, do their task and go home.
P3 indicated:
The changes that | have seen are much better than what we had before. We
understand that not everyone that comes into the company is going to be a long-
term employee. So, the people that are excited about working for my company are
met with the necessary resources to let them feel complete. In return, the day-to-
day challenges become less and productivity increases. Thus, the company has
grown tremendously.
Theme 8: Impact of COVID on Strategy
All six participants explained that the COVID pandemic dealt a great blow to
their business. They explained that they witnessed an overall shortage of staff and a

highly inconsistent workforce. This is mainly because the people were most likely to go
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away from work due to the following COVID-induced reasons: (a) sickness, (b) need for

isolation after exposure to COVID-19, and (d) the sickness of family members.

P1 indicated:
COVID-19 has created several issues. One, it has created an inconsistent
workforce as many people are missing work because either they were sick, their
family members sick, or even just exposed to someone who contracted the virus.
Additionally, the pandemic exposed people to how they can make money
virtually, thus, people now prefer working virtually rather than working
physically, which is further contributing to staff shortage. The previously
mentioned problems and shortage in sales led to the bankruptcy of some firms.

P6 indicated:
The pandemic main thing is that the organization has had to recognize that it was
necessary to evaluate all projects, departments, people, and environments to
evaluate priorities going forward. In essence, the organization has had to almost
completely retool how we think, move, and react as the workplace has potentially

permanently changed with COVID-19.

Theme 9: Strategies for Contending With COVID-19

All six participants indicated that the following strategies were used to contend
with the challenges presented by the pandemic: (a) Adhering to COVID-19 protocols, (b)
increased pay (c) making sure employees are comfortable (d) management care for the
wellbeing, (e) use of mask and sanitizers (f) more flexibility with working hours (g) more

robust internal training (h) protective gears (1) use of protective gears. The
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implementation of these strategies has shown to be consistent with all six participants and
has yielded positive results for the six construction project staffing managers within the
U.S. construction industry.
Applications to Professional Practice

The findings described herein, include the imperatives for the in-tandem
importance for the invocation of the transformational leadership strategies project staffing
managers to decrease skill labor shortage in the U.S. construction industry. This study
can be valuable to project staffing managers striving to formulate and implement
strategies that may help in retaining skilled labor. As articulated by Kim and Kim (2017),
the communicated inspirations and motivations by transformational leaders empower
subordinates to pursue their aspirations. Project staffing managers who can implement
strategies for the varying situation of skilled labor shortages may obtain organizational
success. The implementation of positive reinforcement, ensuring that staff is adequately
compensated for work, providing good benefits, ensuring flexible work schedules,
apprenticeships programs, and bonuses are some of the professional practices that
construction project staffing managers can implement to help in reducing skill labor
shortage. Khanh and Linh (2022) emphasized that worker-related attributes are dominant
among crucial factors influencing labor productivity. The communication from
participants indicated that transformational leadership is a key component that may guide
project staffing managers in retaining skilled labor in the construction industry.

The findings from this study indicate that the implementation of strategies could

consequently benefit commercial and residential construction staffing managers within
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the industry by recognizing and adopting strategies for retaining skill labor shortages.
The study findings further showed that the current trend in the construction industry will
continue to widen the skilled labor gap. As noted by Okoro and Adediran (2022), the
construction industry is utilizing revolutionary technology to harness and offset
construction stagnated productivity. The projection for the U.S. construction industry will
continue to grow and more skilled labor will be needed to fill the gap according to (U.S.
Bureau of Labor and Statistics, 2021) by 2030, the U.S. construction industry will need
over 315,000 skilled labors to fill the labor shortage. Gheisari (2019) highlighted that the
construction industry has been faced with the demand to increase productivity and meet
goals more expeditiously over the past decade, which has led construction companies to
now turn to automation to counter the main challenges of low productivity and lack of
skilled labor. Implementing strategies from this study may further assist in harnessing
and reducing the skilled labor shortage in the construction industry.
Implications for Social Change

The dissemination and invocation of findings from this study could provide the
impetus for positive social change by aiding in the recognition of some of the advantages
to project staffing managers within the construction industry in applying successful
strategies in retaining skilled labor. The objective of this multiple case study was to
explore strategies project staffing managers used to address the skilled labor shortage.
The strategies discovered could support the validation of implementation required to
sustain skilled labor. Brinkman (2021) noted that skilled labor is vital to the survival of

the construction industry and implementing strategies that will sustain skilled labor is
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essential. The study results could contribute to positive social change by enhancing the
approach project staffing managers use to acquire and retain skilled labor in the U.S.
construction industry. The findings, recommendations, and conclusions of this study
could be useful for the implementation of strategies that project staffing managers may
use to hire and sustain skilled labor in the U.S. construction industry.
Recommendations for Further Research

My recommendations for further research would be in taking a different approach
other than a multiple qualitative case study. | propose using a quantitative approach,
which may further delve into the numerical analytical aspect of the skilled labor shortage.
In addition, | proposed expanding on the geographic region of study to enhance a broader
understanding of the severity of the problem. It may also be beneficial to take a deep look
into how skilled laborers are recruited. Looking into apprenticeship programs could
further shed light on why the industry is lacking skilled labor in the U.S. construction
industry. Further research on why the younger generations is drifting away from skilled
labor may also provide insight into possible understanding of what would be crucial to
enhance the strategies needed to address the skilled labor shortage. More data that are
available on this topic could further enhance the approach and strategies that project
staffing managers in the U.S. construction industry can use to mitigate the skilled labor
shortage.

Reflections
| embarked on this doctoral journey with the hope of harnessing a broader

understanding and knowledge of the intricacies related to business and leadership. This



86

journey was filled with obstacles that were not anticipated and was beyond control. In the
second semester, | lost my younger brother Leon due to a motorcycle accident. The
devastating emotional effect of the loss brought me to a very low place. Dealing with the
emotional distraught, work, family, and tedious schoolwork, was very complex.
Nonetheless, I kept to the promise | made to my mom Joyce that | would make her the
mother of a doctor. She was there to encourage me as | was barely coping with the daily
anguish of losing my brother. One year, nine months later, my mom passed on
unexpectedly, which further enhanced my turmoil. Subsequently, | pushed on as |
realized that the anguish that | faced was a learning curve to teach me humility and
perseverance. Lastly, I am humbled and extremely proud of my academic
accomplishment, knowing that it has contributed to the depth of my knowledge.
Furthermore, the findings of this study will therefore likely serve in fostering positive
enhancement to existing management practices and advance the quest of project staffing
managers, who rigorously strive to implement strategies, to sustain skilled labor in the
U.S. commercial and residential construction industry.
Conclusion

The purpose of this qualitative multiple case study was to explore strategies
project staffing managers used to hire, retain, and sustain skilled labor. The primary data
was collected through semi structured interviews, which fostered the emergence of 9
major themes. The strategies gathered from this study showed that through the lens of
transformational leadership approaches, construction project staffing managers and others

can implement positive reinforcement that may help in mitigating the skilled labor
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shortage. The study findings indicated that the labor force is at a skilled labor deficit

caused by older workers leaving the workforce without being replaced, while the
construction industry continues to rise expediential. In addition, the COVID-19 pandemic
also enhanced the skilled labor shortage due to potentially inadequate governmental
monetary assistance. Tradesmanship programs do not appear as enticing to the younger
generation as many are turning to modern tech jobs, which provide more lucrative
monetary packages and benefits. Subsequently, the implementation of adequate salary,
better benefits, bonuses, flexible work schedule, a workplace that shows value and
employee motivation, apprenticeship programs, and internal promotions could enhance a
positive reinforcement for addressing the skilled labor shortage in the U.S. construction
industry. The triangulation between the findings of this study and other industry data has
yielded the conclusion, that the implementation of strategies derived from this study and
mentioned could serve project staffing managers in acquiring and retaining skilled labor
within the U.S. commercial and residential construction industry.

The data triangulation also yielded further insight, that construction industry firms
and governmental assiduities must be willing to collaborate with high schools, trade
schools, and colleges to provide incentives that will attract young people into skilled
labor career opportunities. Failure to incentivize skilled labor will likely create further
havoc on an industry that is facing turmoil not only in the United States but on a global
scale. Nonetheless, the outlook for the construction industry seems to be on a positive
incline as many younger workers are turning to technology, which is also been pushed to

the forefront of the industry as automation is replacing a lot of skilled jobs. For example,
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many commercial construction companies are turning to prefabrication to enhance and
meet their deadlines. On the other hand, many residential constructions home builders are
also striving to find more efficient and effective ways of completing projects. The
downturn in the construction industry may be indebted to skilled labor for past
achievements, however the need to invigorate interest in this profession may require
more adeptness and personalized touches, as espoused by the principles of the
transformational leadership theory, cited as solutions in this study. Furthermore, there is
no simple path to reducing the skilled labor shortage as both commercial and residential
construction companies are facing the same dilemma globally. In the next fifteen years,
the construction industry must be more adaptive to infusing technology for recruitment
and retention of skilled labor jobs. What consumers, however, will care about in the
future is possibly not merely skilled laborers, but the cost, time, and efficiencies. The
onus will be on skilled leadership to balance human and technological resources, through
skillful and compassionate, empowerment, and adaptation, to positively advance the

fortunes of the construction industry.



89

References
Aaltonen, K., Kéhkonen K., & Moradi, S., (2020). Comparison of research and industry

views on project managers’ competencies. International Journal of Managing

Projects in Business, 13(3), 543-572. https://doi.org/10.1108/IJMPB-04-2019-
0085

Aarseth, W., Ahola, T., Aaltonen, K., @kland, A., & Andersen, B. (2017). Project
sustainability strategies: A systematic literature review. International Journal of
Project Management, 35(6), 1071-1083.

https://doi.org/10.1016/j.ijproman.2016.11.006

Abbasi, G., Al Khazaleh, R. & Shurrab, M., (2018). Evaluating the effect of motivational
dimensions on the construction project managers in Jordan. Engineering
Construction & Architectural Management, 25(3), 412-424.

https://doi.org/10.1108/ECAM-01-2017-0001

Abd Gani, N. I., Rathakrishnan, M., & Krishnasamy, H. N. (2020). Development and
content validity of an instrument: Perspectives from expert reviewers. Solid State
Technology, 63(3), 269-279.

Abdullah, A. H., Yaman, S. K., Mohammad, H., & Hassan, P. F. (2018). Construction
manager’s technical competencies in Malaysian construction
projects. Engineering Construction & Architectural Management, 25(2), 153—

177. https://doi.org/10.1108/ECAM-07-2016-0176

Abu Bakar, A. H., A. M., A. Roufechaei, K. Tabassi, A., & Yusof, N. (2017). Linking

team condition and team performance: A transformational leadership


https://doi.org/10.1108/IJMPB-04-2019-0085
https://doi.org/10.1108/IJMPB-04-2019-0085
https://doi.org/10.1016/j.ijproman.2016.11.006
https://doi.org/10.1108/ECAM-01-2017-0001
https://doi.org/10.1108/ECAM-07-2016-0176

90
approach. Project Management Journal, 48(2), 22—-38.

https://doi.org/10.1177/875697281704800203

Adatara, P., Asamani, J., & Nyefene, M. (2018). Challenges of being a hospital nurse
manager in the VVolta Region of Ghana: A qualitative study. Nursing

Management, 25(5), 35-42. https://doi.org/10.7748/nm.2018.e1773

Aga, D. A., Noorderhaven, N., & Vallejo, B. (2016). Transformational leadership and
project success: The mediating role of team-building. International Journal of
Project Management, 34(5), 806-818.

https://doi.org/10.1016/j.ijproman.2016.02.012

Ahmad, S. B. S., Mazhar, M. U, Bruland, A., Andersen, B. S., Langlo, J. A., & Torp, O.
(2020). Labour productivity statistics: A reality check for the Norwegian
construction industry. International Journal of Construction Management, 20(1),

39-52. https://doi.org/10.1080/15623599.2018.1462443

Aiyetan, O. A., & Dillip, D. (2018). System dynamics approach to mitigating skilled
labour shortages in the construction industry: A South African
context. Construction Economics & Building, 18(4), 45-63.

https://doi.org/10.5130/AJCEB.v18i4.6041

Akinradewo, O., Aghimien, D., Aigbavboa, C., & Onyia, M. (2020). Factors influencing
the adoption of insurance as a risk treatment tool by contractors in the
construction industry. International Journal of Construction Management, 1-9.

https://doi.org/10.1080/15623599.2020.1797986

Alarcon, L. F. Mesa, H. A., Molenaar, K. R., & (2019). Comparative analysis between


https://doi.org/10.1177/875697281704800203
https://doi.org/10.7748/nm.2018.e1773
https://doi.org/10.1016/j.ijproman.2016.02.012
https://doi.org/10.1080/15623599.2018.1462443
https://doi.org/10.5130/AJCEB.v18i4.6041
https://doi.org/10.1080/15623599.2020.1797986

91

integrated project delivery and lean project delivery. International Journal of
Project Management, 37(3), 395-409.

https://doi.org/10.1016/j.ijproman.2019.01.012

Al-Kwifi, O. S., Khoa, T. T., Ongsakul, V., & Ahmed, Z. U. (2020). Determinants of
female entrepreneurship success across Saudi Arabia. Journal of Transnational

Management, 25(1), 3-29. https://doi.org/10.1080/15475778.2019.1682769

Almahmoud, E. and Doloi, H.K. (2020). Identifying the key factors in construction
projects that affect neighborhood social sustainability. Facilities, 38(11/12), 765-

782. https://doi.org/10.1108/F-11-2019-0121

Alotaibi, A., Edum-Fotwe, F., & Price, A. D. F. (2019). Critical barriers to social
responsibility implementation within mega-construction projects: The case of the
Kingdom of Saudi Arabia. Sustainability, 11(6), 1755.

https://doi.org/10.3390/su11061755

Alvarez-Dionisi, L. E., Turner, R., & Mittra, M. (2016). Global project management
trends. International Journal of Information Technology Project

Management, 7(3), 54-73. https://doi.org/10.4018/1JITPM.2016070104

Anderson, D. L. (2018). Organization design: Creating strategic & agile organizations.
Sage.

Anderson, T. (2015). Alaska universities offer executive programs for future
leaders. Alaska Business Monthly, 31(4), 92-96.

Arokodare, M. A., Asikhia, O. U., & Makinde, G. O. (2019). Strategic agility and firm

performance: The moderating role of organizational culture. Business


https://doi.org/10.1016/j.ijproman.2019.01.012
https://doi.org/10.1080/15475778.2019.1682769
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Essam%20Almahmoud
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Hemanta%20Kumar%20Doloi
https://www-emerald-com.ezp.waldenulibrary.org/insight/publication/issn/0263-2772
https://doi.org/10.1108/F-11-2019-0121
https://doi.org/10.3390/su11061755
https://doi.org/10.4018/IJITPM.2016070104

92
Management Dynamics, 9(3), 1-12. https://doi.org/10.5430/jms.v11n2pl

Ayentimi, D. T., Burgess, J., & Dayaram, K. (2018). Skilled labour shortage: a
qualitative study of Ghana’s training and apprenticeship system. Human Resource
Development International, 21(5), 406-424.
https://doi.org/10.1080/13678868.2018.1447881

Azman, M. A,, Hon, C. K. H., Skitmore, M., Lee, B. L., & Xia, B. (2019). A Meta-
frontier method of decomposing long-term construction productivity components
and technological gaps at the firm level: Evidence from Malaysia. Construction
Management & Economics, 37(2), 72-88.
https://doi.org/10.1080/01446193.2018.1506139

Badu, E., E. Kissi, E. B. Boateng, and M. F. Antwi-Afari. 2018. “Tertiary educational
infrastructural development in Ghana: Financing, Challenges and Strategies.”
Africa Education Review 1-17. https://doi.org/10.1080/18146627.2016.1251295

Baker, M., & French, E. (2018). Female underrepresentation in project-based
organizations exposes organizational isomorphism. Equality, Diversity &
Inclusion, 37(8), 799-812. https://doi.org/10.1108/EDI-03-2017-0061

Baroniene, L., & Zirgutis, V. (2017). Counterfactual impact evaluation of the support
under measure “Procesas LT” in enterprises of the construction
sector. Engineering Economics, 28(4), 411-420.
https://doi.org/10.5755/j01.ee.28.4.13718

Bednatova, M., Komarkova, L., & Hirova, M. (2018). Characteristics of head nurses’

leadership style and its impact on patient satisfaction. Proceedings of the



93

European Conference on Management, Leadership & Governance, 337-344.

Bell, B. S., S. I. Tannenbaum, J. K. Ford, R. A. Noe, and K. Kraiger. 2017. “100 Years of
Training and development research: What we know and where we should go.”
Journal of Applied Psychology 102(3): 305-323.
https://doi.org/10.1037/apl0000142

Bentahar, O. and L. A. Ika, "Matching the project manager's roles to project types:
Evidence from large dam projects in Africa,” in IEEE Transactions on
Engineering Management, vol. 67, no. 3, pp. 830-845, Aug. 2020,
https://doi.org/10.1109/TEM.2019.2895732

Ballingtoft, A., Holten, A., and Hancock, G. (2019), Studying the importance of change
leadership and change management in layoffs, mergers, and
closures, Management Decision, 58(3), pp. 393-409. https://doi.org/10.1108/MD-
03-2017-0278

Booker, R., & Dutkiewicz, K. (2018). Does your definition of diversity lead to equitable
and inclusive action? INSIGHT into Diversity, 18-19.

Boyle, L., Michell, K. and Viruly, F. (2018), “A critique of the application of
neighborhood sustainability assessment tools in urban
regeneration”. Sustainability, 10(4), p. 1005. https://doi.org/10.3390/su10041005

Braun, V., & Clarke, V. (2021). To saturate or not to saturate? Questioning data
saturation as a useful concept for thematic analysis and sample-size rationales.
Qualitative research in sport, exercise, and health, 13(2), 201-216.

https://doi.org/10.1080/2159676X.2019.1704846


https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Anne%20B%C3%B8llingtoft
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Ann-Louise%20Holten
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Gregory%20Robert%20Hancock
https://www-emerald-com.ezp.waldenulibrary.org/insight/publication/issn/0025-1747

94
Briglia, S. & McLaughlin, L., (2020). The impact of COVID-19 on surety and

construction. ENR: Engineering News-Record, 284(8), 70.

Brock, G., & Blake, M., (2017). “Guest editors’ introduction: Justice, the Brain Drain,
and Africa: Introduction to a symposium on debating Brain Drain.”. South African
Journal of Philosophy 36(1): 1-3.
https://doi.org/10.1080/13678868.2018.1447881

Brown, A. (2019). Tackling construction’s skills gap. International Construction, 58(4),
42-45.

Buble, M. (2015). Tendencies in the evolution of 21st-century management.
Management: Journal of Contemporary Management Issues, 20(1), 1-17.
https://doi.org/10.1108/978-1-78973-457-720191008

Buckingham, M. & Goodall, A. (2019). Engaging employees. Harvard Business

Burkett, D. (2019). Recruiting will not solve skilled trade dilemma: Thoughtful employee
retention and engagement strategies are keys to dealing with the current
workforce shortages across the industry. ENR: Engineering News-Record, 46-47.

Burns, J. M. (1978). Leadership. Harper & Row. https://doi.org/10.2307/1955659

Campbell, B., & Hatcher, P. (2019). Neoliberal reform, contestation and relations of
power in mining: observations from Guinea and Mongolia. The Extractive
Industries and Society, 6(3), 642-653. https://doi.org/10.1016/j.exis.2019.06.010

Candela, A. G. (2019). Exploring the function of member checking. The Qualitative
Report, 24(3), 619-628. https://www.proquest.com/scholarly-journals/exploring-

function-member-checking/docview/2213787326/se-2?accountid=14872


https://doi.org/10.1016/j.exis.2019.06.010

95
Celikoglu, O. M., Ogut, S. T., & Krippendorff, K. (2017). How do user stories inspire

design? A study of cultural probes. Design Issues, 33(2), 84-98.
https://doi.org/ 10.1162/DESI_a_ 00441

Ceresnie, A. (2020). Private student lenders need to reset ability-to-repay
expectations. American Banker, 185(223), 8-9.

Chatterjia, N., & R. Kiran. 2017. “Role of human and relational capital of universities as
underpinnings of a knowledge economy: A structural modelling perspective from
North Indian Universities.”. International Journal of Educational Development
56: 52-61. https://doi.org/10.1016/j.ijedudev.2017.06.004

Chaturvedi, S., Thakkar, J. J. & Shankar, R. (2018), "Labor productivity in the
construction industry: An evaluation framework for causal
relationships™, Benchmarking: An International Journal, 25(1), pp. 334-
356. https://doi.org/10.1080/15623599.2019.1627503

Che Abdul Rahim, N., Sulaiman, Z., Tengku Ismail, T. A. and Aris, T. (2020), "Factors
affecting successful induced lactation process among Malaysian women: a
qualitative study". British Food Journal, 122(10), pp. 3049-3063. https://doi-
0rg/10.1108/BFJ-03-2020-0254

Chen, Jeff Zeyun and Jang, Youngki and Jung, Boochun and Noh, Minyoung, Labor Skill
and Accounting Conservatism (January 25, 2022). Available at
SSRN: https://ssrn.com/abstract=4017970 or http://dx.doi.org/10.2139/ssrn.40179
70

Chiavacci, D. (2020). How to analyse data: An introduction to methods of data analysis


https://doi.org/10.1162/DESI_a_00441
https://doi.org/10.1016/j.ijedudev.2017.06.004
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Shobhit%20Chaturvedi
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Jitesh%20J.%20Thakkar
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Ravi%20Shankar
https://www-emerald-com.ezp.waldenulibrary.org/insight/publication/issn/1463-5771
https://doi.org/10.1080/15623599.2019.1627503
https://doi-org/10.1108/BFJ-03-2020-0254
https://doi-org/10.1108/BFJ-03-2020-0254
https://ssrn.com/abstract=4017970
https://dx.doi.org/10.2139/ssrn.4017970
https://dx.doi.org/10.2139/ssrn.4017970

96

in qualitative Social Science research. Studying Japan: Handbook of Research
Designs, Fieldwork and Methods, 300.

Choe, S., & Leite, F. (2017). Assessing safety risk among different construction trades:
Quantitative approach. Journal of construction engineering and management,
143(5), 04016133. https://doi.org/10.1061/(ASCE)C0.1943-7862.0001237

Cohen, H. (2019). The change management fallacies. SAM Advanced Management
Journal (07497075), 84(1), 4-15. https://doi.org/10.1007/978-3-030-81062-7_7

Cole, G. (2021). Sampling on the dependent variable: An achille's heel of research on
displacement? Journal of Refugee Studies. https://doi.org/10.1093/jrs/feaal23

Consoli, D., & Sanchez, B. M. (2019). Polarization and the growth of low-skill service
jobs in spanish local labor markets. Journal of Regional Science, 59(1), 145-
162. https://doi.org/10.1111/jors.12409

Cook (2021) Open accessibility in education research: Enhancing the credibility, equity,
impact, and efficiency of research. Educational Psychologist, 56(2), 110-121
https://doi.org/10.1080/00461520.2021.1897593

Cooper, M. (2018). Skills shortage solution: Increase off-site volumes. Builders
Merchants Journal, 14.

Cote, A. (2019). Becoming a project manager — A complete guide for 2019.
https://www.paymoapp.com/blog/the-complete-project-manager-guide

Cote, R. (2019). Motivating multigenerational employees: Is there a difference? Journal
of Leadership, Accountability and Ethics, 16(2), 15-29. https://m.www.na-

businesspress.com/JLAE/JLAE16-2/CoterR_16_2_.pdf


https://doi.org/10.1061/(ASCE)CO.1943-7862.0001237
https://doi.org/10.1007/978-3-030-81062-7_7
https://doi.org/10.1093/jrs/feaa123
https://doi.org/10.1111/jors.12409
https://doi.org/10.1080/00461520.2021.1897593

97

Creswell, J. W. (2013). Qualitative inquiry and research design: Choosing among five
approaches. Sage.

Cumyn, M., Reiner, G., Mas, S., & Lesieur, D. (2019, June). Legal knowledge
representation using a faceted scheme. In Proceedings of the Seventeenth
International Conference on Artificial Intelligence and Law (pp. 258-259).
https://doi.org/10.1145/3322640.3326735

Curtis, G. J. (2018). Connecting influence tactics with full-range leadership styles.
Leadership & Organization Development Journal, 39(1), 2-13.
https://doi.org/10.1108/LODJ-09-2016-0221

Daniel M. Hall, Jennifer K. Whyte & Jerker Lessing (2020) Mirror-breaking strategies to
enable digital manufacturing in Silicon Valley construction firms: A comparative
case study. Construction Management and Economics, 38:4, 322-339.
https://doi.org/10.1080/01446193.2019.1656814

De Oliveira Santos, P., & Monteiro de Carvalho, M. (2020). Lean and agile project
management: An overview of the literature exploring complementarities. Journal
f Modern Project Management, 08(2), 96-109. https://doi:10.19255/JMPM02408

De Vasconcelos Gomes, L. A., Facin, A. L. F., Salerno, M. S., & lkenami, R. K. (2018).
Unpacking the innovation ecosystem construct: Evolution, gaps and trends.
Technological Forecasting and Social Change, 136, 30-48.
https://doi.org/10.1016/j.techfore.2016.11.009

Deinlein, J. (2018). A conversation with W. Bradley “Brad” Forrey. Central Penn

Business Journal, 34(33), 17. https://doi.org/10.21236


https://doi.org/10.1145/3322640.3326735
https://doi.org/10.1108/LODJ-09-2016-0221
https://doi.org/10.1080/01446193.2019.1656814
https://doi:10.19255/JMPM02408
https://doi.org/10.1016/j.techfore.2016.11.009
https://doi.org/10.21236/

98

Dejonckheere, M., & Vaughn, L.M. (2019). Semi-structured interviewing in primary care
research: A balance of relationship and rigour. Family Medicine and Community
Health, 7(2), 1-8. d0i:10.1136/fmch-2018-000057

DeJonckheere, M., Lindquist-Grantz, R., Toraman, S., Haddad, K., & Vaughn, L. M.
(2019). Intersection of mixed methods and community-based participatory
Research: A methodological review. Journal of Mixed Methods Research, 13(4),
481-502. https://doi.org/10.1177/1558689818778469

Diesing, G. (2020). Training in the age of COVID-19. Quality, 59(11), 50—

53. https://www.proquest.com/scholarly-journals/training-age-COVID-
19/docview/2501876329/se-2?accountid=14872

Dulaimi, M. (2021), "The climate of innovation in the UAE and its construction
industry.”. Engineering, Construction and Architectural Management, VVol.
ahead-of-print No. ahead-of-print. https://doi.org/10.1108/ECAM-07-2020-0492

Durdyev, S., Ismail, S., & Kandymov, N. (2018). Structural equation model of the factors
affecting construction labor productivity. Journal of Construction Engineering
and Management, 144(4), 1-11. https://doi.org/10.1061/(ASCE)C0.1943-
7862.0001452

Edmonds, W. A., Kennedy, T. D. (2016). An Applied guide to research designs:
Quantitative, Qualitative, and Mixed Methods. United States: SAGE.

Eker, M., & Eker, S. (2019). Exploring the relationships between environmental
uncertainty, business strategy and management control system on firm

performance. Business & Economics Research Journal, 10(1), 115-129.


https://dx.doi.org/10.1136%2Ffmch-2018-000057
https://doi.org/10.1177%2F1558689818778469
https://doi.org/10.1108/ECAM-07-2020-0492
https://doi.org/10.1061/(ASCE)CO.1943-7862.0001452
https://doi.org/10.1061/(ASCE)CO.1943-7862.0001452

99
https://doi.org/10.20409/berj.2019.158

Ekrot, B., Rank, J., Kock, A., & Gemiinden, H. G. (2018). Retaining and satisfying
project managers—antecedents and outcomes of project managers perceived
organizational support. The International Journal of Human Resource
Management, 29(12), 1950-1971.
https://doi.org/10.1080/09585192.2016.1255903

Fagerberg, J., Lundvall, B.-A, & Srholec, M., (2018). Global value chains, national
innovation systems and economic development. The European journal of
development research,30(3), 533-556.https://doi.org/10.1057/s41287-018-0147-2

Faulkner, S. L., & Trotter, S. P. (2017). Theoretical saturation. The International
Encyclopedia of Communication Research Methods, 1-2.
https://doi.org/10.1002/9781118901731.iecrm0250

Fenech, R., Baguant, P., & Ivanov, D. (2019). The changing role of human resource
management in an era of digital transformation. Journal of Management
Information & Decision Sciences, 22(2), 166-175. https://search-ebscohost-
com.ezp.org/login.aspx?direct=true&db=bth&AN=141174731&site=ehost-
live&scope=site

Fernandez-Ahumada, L. M., Ramirez-Faz, J., Lopez-Luque, R., Varo-Martinez, M.,
Moreno-Garcia, I. M., & de la Torre, F. C. (2020). Influence of the design
variables of photovoltaic plants with two-axis solar tracking on the optimization
of the tracking and backtracking trajectory. Solar Energy, 208, 89-100.

https://doi.org/10.1016/j.solener.2020.07.063


https://doi.org/10.20409/berj.2019.158
https://doi.org/10.1080/09585192.2016.1255903
https://doi.org/10.1057/s41287-018-0147-2
https://doi.org/10.1002/9781118901731.iecrm0250
https://search-ebscohost-com.ezp.org/login.aspx?direct=true&db=bth&AN=141174731&site=ehost-live&scope=site
https://search-ebscohost-com.ezp.org/login.aspx?direct=true&db=bth&AN=141174731&site=ehost-live&scope=site
https://search-ebscohost-com.ezp.org/login.aspx?direct=true&db=bth&AN=141174731&site=ehost-live&scope=site
https://doi.org/10.1016/j.solener.2020.07.063

100
Field, A. M. (2017). A flood of new immigrants -- but continued shortages of skilled

labour. Canadian Sailings, 21-24.

G. Albeaino, M. Gheisari, B.W. Franz, A systematic review of unmanned aerial vehicle
application areas and technologies in the AEC domain. J. Inf. Technol. Constr.
(2019). https://doi.org/10.36680/j.itcon.2019.020

Galeno, E. (2017). The state of construction’s skilled labor. ENR: Engineering News-
Record, 51-52.

Gallardo-Gallardo, E., M. Thunnissen, and H. Scullion. 2017. “Special issue of
international journal of human resource management. A contextualized approach
to talent management: Advancing the field.” The International Journal of Human
Resource Management. https://doi.org/10.1080/09585192.2016.1275292

Garcia, M. A., & Barbour, J. B. (2018). Ask a Professional—Ask a Librarian:
Librarianship and the Chronic Struggle for Professional Status. Management
Communication Quarterly, 32(4), 565-592.
https://doi.org/10.1177/0893318918776798

George, M., & Loosemore, M. (2019). Site operatives’ attitudes towards traditional
masculinity ideology in the Australian construction industry. Construction
management and economics, 37(8), 419-432.
https://doi.org/10.1080/01446193.2018.1535713

Gerring, J. (2017). Qualitative methods. Annual Review of Political Science, 20, 15-36.
https://doi.org/10.1146/annurev-polisci-092415-024158

Ghinoi, S., Steiner, B., Makkonen, T., & Hassink, R. (2021). Smart Specialisation


https://doi.org/10.36680/j.itcon.2019.020
https://doi.org/10.1080/09585192.2016.1275292
https://doi.org/10.1177%2F0893318918776798
https://doi.org/10.1080/01446193.2018.1535713
https://doi.org/10.1146/annurev-polisci-092415-024158

101

strategies on the periphery: a data-triangulation approach to governance issues
and practices. Regional Studies, 55(3), 402-413.
https://doi.org/10.1080/00343404.2020.1791321

Ginsberg, M. (2019). Where have all the plumbers gone? Entrepreneur, 47(7), 80-87.
https://www.proquest.com/dissertations-theses/factory-workers-owners-
informality-em-recurseo/docview/2471385822/se-2?accountid=14872

Gomes, S., & Duarte, V. (2020). What about ethics? Developing qualitative research in
confinement settings. European Journal of Criminology, 17(4), 461-479.
https://doi.org/10.1177/1477370818801305

Gordon, B. G. (2020). Vulnerability in research: basic ethical concepts and general
approach to review. Ochsner Journal, 20(1), 34-38.
https://doi.org/10.31486/t0j.19.0079

Green, J. & Stellman, A., (2018). Head first PMP: A Learner’s Companion to Passing
the Project Management professional exam. O'Reilly Media, Inc.

Guest, G., Namey, E., & Chen, M. (2020). A simple method to assess and report thematic
saturation in qualitative research. PLoS One, 15(5), e0232076.
https://doi.org/10.1371/journal.pone.0232076

Gupta, S. K., Gunasekaran, A., Antony, J., Gupta, S., Bag, S., & Roubaud, D. (2019).
Systematic literature review of project failures: Current trends and scope for
future research. Computers & Industrial Engineering, 127(December 2018),
274e285. https://doi.org/10.1016/j.cie.2018.12.002.

Gurmu, A. T. (2020). Construction materials management practices enhancing labour


https://doi.org/10.1080/00343404.2020.1791321
https://doi.org/10.1177%2F1477370818801305
https://doi.org/10.31486/toj.19.0079
https://doi.org/10.1016/j.cie.2018.12.002

102

productivity in multi-storey building projects. International Journal of
Construction Management, 20(1), 77-86. https://doi
/10.1080/15623599.2018.1462447

Gustafsson, J. (2017). Single case studies vs. multiple case studies: A comparative study.
Academy of Business. Engineering and Science, Halmstad University, Halmstad,
Sweden, 12(1).
https://www.divaportal.org/smash/get/diva2:1064378/FULLTEXTO1.pdf

Haley, G., & Henkel, T. (2020). Analyzing the critical factors motivating project
managers: Amidst the challenges of an ever-changing modern global
marketplace. Journal of Modern Project Management, 08(2), 110-125.
https://doi.org/10.19255/JMPM02409

Hall, J. A., Horgan, T. G., & Murphy, N. A. (2019). Nonverbal Communication. Annual
Review of Psychology, 70, 271-294. https://doi.org/10.1146/annurev-psych-
010418-103145

Hamilton, D. (2019). Leadership development: A Blueprint for Building a Coaching
Culture. OD Practitioner, 51(3), 42-49.

Harms, P. D., & Han, G. (2019). Algorithmic Leadership: The Future is Now. Journal of
Leadership Studies, 12(4), 74-75.https://doi.org/10.1002/jls.21615

Harned, B. (2018). 10 career goals for project managers.
https://www.teamgantt.com/blog/10-career-goals-for-project-managers

Hassan, M.M., Bashir, S., &Abbas, S.M. (2017), “The impact of project managers’

personality on project success in NGOs: the mediating role of transformational


https://doi.org/10.19255/JMPM02409
https://doi.org/10.1146/annurev-psych-010418-103145
https://doi.org/10.1146/annurev-psych-010418-103145
https://doi.org/10.1002/jls.21615

103
leadership”. Project Management Journal, 48(2), pp. 74-87.

https://doi.org/10.1177/875697281704800206

Hecht, J. 2018. “Research and development and labour productivity: Do high-tech firms
exhibit labour-or capital-saving technical change?” Applied Economics 50
(16): 1790-1811. https://doi.org/10.1080/00036846.2017.1374541

Henkel, T. G., & Haley, G. R. (2020). Analyzing Critical Factors: Motivating Project
Managers. The Journal of Modern Project Management, 8(2).
https://doi.org/10.19255/JMPM02409

Henry, C. (2020), "Leadership and strategy in the news", Strategy & Leadership, 48 (3),
pp. 57-62. . https://doi-org. org/10.1108/SL-05-2020-196

Heslin, P. A., & Klehe, U. C. (2014). Managerial career demise: Potential roots in moral
disengagement. In academy of management proceedings (Vol. 2014, No. 1, p.
10865). Briarcliff Manor, NY 10510: Academy of management.
https://doi.org/10.5465/ambpp.2014.10865abstract

Hitchcock, J. H., & Onwuegbuzie, A. J. (2020). Developing mixed methods crossover
analysis approaches. Journal of Mixed Methods Research, 14(1), 63-83.
https://doi.org/10.1177/1558689819841782

Holt, N. (2012). Fsa censures capita from over arch cru. Money Marketing (Online
Edition), 58. https://doi /10.1016/j.ijproman.2016.11.006

Huemann, M., & Silvius, G. (2017). Projects to create the future: Managing projects
meets sustainable development. International Journal of Project

Management, 35(6), 1066—1070. https://doi.org/10.1016/j.ijproman.2017.04.014


https://doi.org/10.1177%2F875697281704800206
https://doi.org/10.1080/00036846.2017.1374541
https://doi.org/10.19255/JMPM02409
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Craig%20Henry
https://www-emerald-com.ezp.waldenulibrary.org/insight/publication/issn/1087-8572
https://doi.org/10.5465/ambpp.2014.10865abstract
https://doi.org/10.1177%2F1558689819841782
https://doi.org/10.1016/j.ijproman.2017.04.014

104
Hwang, B.-G., Zhao, X., & Lim, J. (2020). Job satisfaction of project managers in green

construction projects: Influencing factors and improvement
strategies. Engineering Construction & Architectural Management
(09699988), 27(1), 205-226. https://doi.org/10.1016/j.jclepro.2019.118968

Hysmith, D. (2017), "Leading into strategic growth: Building capability at global
suppliers". Journal of Management Development, 36(4), pp. 515-
524. https://doi.org/10.1108/JMD-09-2016-0167

Igbal, S. M. J., Zaman, U., Siddiqui, S. H., & Imran, M. K. (2019). Influence of
transformational leadership factors on project success. Pakistan Journal of
Commerce & Social Sciences, 13(1), 231-256.
http://hdl.handle.net/10419/196195

Jani¢ijevi¢, N. (2017). Organizational models as configurations of structure, culture,
leadership, control, and change Strategy. Ekonomski Anali / Economic
Annals, 62(213), 67-91 https://doi.org/10.2298/EKA1713067J.

Janssens, R., Russo, S., van Overbeeke, E., Whichello, C., Harding, S., Kubler, J.,
Juhaeri, J., Bywall, K. S., Comanescu, A., Huber, A., Englbrecht, M., Nikolenko,
N., Pravettoni, G., Simoens, S., Stevens, H., Hermann, R., Levitan, B., Cleemput,
., Bekker-Grob, E., Veldwijk, J., & Huys, 1. (2019). Patient preferences in the
medical product life cycle: What do stakeholders think? Semi-structured
qualitative interviews in Europe and the USA. The Patient-Patient-Centered

Outcomes Research, 12(5), 513-526. https://doi.org/10.1007/s40271-019-00367-

\W


https://doi.org/10.1016/j.jclepro.2019.118968
https://doi.org/10.1108/JMD-09-2016-0167
http://hdl.handle.net/10419/196195
https://doi.org/10.2298/EKA1713067J
https://doi.org/10.1007/s40271-019-00367-w
https://doi.org/10.1007/s40271-019-00367-w

105
Jeff, R. & Corey W. Johnson (2020): Contextualizing reliability and validity and

trustworthy qualitative social science in leisure research, Journal of Leisure
Research https://doi.org/10.1080/00222216.2020.1722042

Jensen, U. T., Andersen, L. B., Bro, L. L., Ballingtoft, A., Eriksen, T. L. M., Holten, A.
L., Westergard-Nielsen, N. (2019). Conceptualizing and measuring
transformational and transactional leadership. Administration & Society, 51, 3-33.
https://doi.org/10.1177/0095399716667157

Johnson, C. E. (2016). Organizational ethics: A practical approach. Sage.

Johnson, J. L., Adkins, D., & Chauvin, S. (2020). A Review of the Quality Indicators of
Rigor in Qualitative Research. American Journal of Pharmaceutical
Education, 84(1), 138-146. https://doi.org/10.5688/ajpe7120

Joseph Millum & Danielle Bromwich (2021) Informed consent: What must be disclosed
and what must be understood? The American Journal of Bioethics, 21:5, 46-58,
https://doi.org/10.1080/15265161.2020.1863511

Joseph, O. (2020). Beyond internal validity: Towards a broader understanding of
credibility in development policy research. World Development, 127, 104802.
https://doi.org/10.1016/j.worlddev.2019.104802

Juceviéius, G., Grumadaité, K., & Jucevi¢iené, R. (2017). Leadership strategies in
developing the complex adaptive systems: The case of industrial clusters.
Proceedings of the International Conference on Intellectual Capital, Knowledge
Management & Organizational Learning, 210-216.

Junquera, B. & Brio, J.A.D. (2017), “Is the leadership style important in R&D


https://doi.org/10.1080/00222216.2020.1722042
https://doi.org/10.1177%2F0095399716667157
https://doi.org/10.5688/ajpe7120
https://doi.org/10.1080/15265161.2020.1863511
https://doi.org/10.1016/j.worlddev.2019.104802

106

departments in Spanish industrial companies? An empirical analysis”. Technology
Analysis & Strategic Management, 29(10), pp. 1-14.
https://doi.org/10.1080/09537325.2016.1274024

Kaixun Sha (2019) Incentive strategies for construction project manager: a common
agency perspective. Construction Management and Economics, 37(8), 461-471,
https://doi.org/10.1080/01446193.2018.1554255

Kallio, H., Pietila, A., Johnson, M., & Kangashiemi, M. (2016). Systematic
methodological review: Developing a framework for a qualitative semi-structured
interview guide, Journal of Advanced Nursing, 72(12), 2954-2965
https://doi.org/10.1111/jan.13031.

Kanashiro, P., & Rivera, J. (2019). Do chief sustainability officers make companies
greener? The moderating role of regulatory pressures. Journal of Business Ethics,
155(3), 687-701. https://doi.org/10.1007/s10551-017-3461-2

Kaye, A., (2020). The big logistics skills challenge: If the UK is to prosper in a post-
Brexit and post-COVID-19 economy, then important actions need to be taken to
strengthen the skills and labor pool available to the sector. Logistics & Transport
Focus, September 30-31. https://search-ebscohost-
com.org/login.aspx?direct=true&db=bth& AN=146569665&site=ehost-
live&scope=site.

Keung, C., & Shen, L. (2017). Network strategy for contractors’ business
competitiveness. Construction Management & Economics, 35(8-9), 482—-497.

https://doi.org/10.1080/01446193.2017.1329539


https://doi.org/10.1080/09537325.2016.1274024
https://doi.org/10.1080/01446193.2018.1554255
https://doi.org/10.1111/jan.13031
https://doi.org/10.1007/s10551-017-3461-2
https://search-ebscohost-com.org/login.aspx?direct=true&db=bth&AN=146569665&site=ehost-live&scope=site
https://search-ebscohost-com.org/login.aspx?direct=true&db=bth&AN=146569665&site=ehost-live&scope=site
https://search-ebscohost-com.org/login.aspx?direct=true&db=bth&AN=146569665&site=ehost-live&scope=site
https://doi.org/10.1080/01446193.2017.1329539

107

Khalfan, M. and Ismail, M. (2021), “Engineering projects and crisis management: a
descriptive study on the impact of COVID-19 on engineering projects in
Bahrain”, pp. 1-5. https://doi.org/10.1108/JEDT-12-2020-0481

Khanh, H.D., Kim, S.Y. and Linh, L.Q. (2022), "Construction productivity prediction
through Bayesian networks for building projects: case from Vietnam",
Engineering, Construction and Architectural Management, VVol. ahead-of-print
No. ahead-of-print. https://doi.org/10.1108/ECAM-07-2021-0602

Khattak, M. S., Mustafa, U., & Shah, S. M. S. (2016). Mapping project management
competencies with different complexities for improving performance. Journal of
Managerial Sciences, 10(2), 205-217.

Kim, H., & Kim, T. (2017). Emotional intelligence and transformational leadership: A
review of empirical studies. Human Resource Development Review, 16(4), 377—
393. https://doi.org/10.1177/1534484317729262

Kivila, J., Martinsuo, M., & Vuorinen, L. (2017). Sustainable project management
through project control in infrastructure projects. International Journal of Project
Management, 35(6), 1167-1183. https://doi.org/10.1016/j.ijproman.2017.02.009

Kuo, R. J., Nugroho, Y., & Zulvia, F. E. (2019). Application of particle swarm
optimization algorithm for adjusting project contingencies and response strategies
under budgetary constraints. Computers & Industrial Engineering, 135, 254-264.
https://doi.org/10.1016/j.cie.2019.05.022

Kusi-Sarpong, S., Gupta, H., & Sarkis, J. (2019). A supply chain sustainability

innovation framework and evaluation methodology. International Journal of


https://doi.org/10.1108/JEDT-12-2020-0481
https://doi.org/10.1108/ECAM-07-2021-0602
https://doi.org/10.1177/1534484317729262
https://doi.org/10.1016/j.ijproman.2017.02.009
https://doi.org/10.1016/j.cie.2019.05.022

108
Production Research, 57(7), 1990-2008.

https://doi.org/10.1080/00207543.2018.1518607

Landry, N., & Mclarney, C. (2019). Using Human Resource Management to Drive
Business Strategy: The Case of BAE Systems. IUP Journal of Business
Strategy, 16(4), 8-22.

Langtree, T., Birks, M., & Biedermann, N. (2019). Separating “Fact” from Fiction:
Strategies to Improve Rigour in Historical Research. Forum: Qualitative Social
Research, 20(2), 1-17. https://doi.org/10.17169/fqs-20.2.3196

Lee, J. W., & Suwimol, N. (2018). Relationships between development policy, SMEs and
total factor productivity in Thailand. Journal of Transnational
Management, 23(4), 138-153. https://doi.org/10.1080/15475778.2018.1509423

Lehmann, S. (2017). Bridging strategies and action: Towards a method for change
management in Danish emergency management organizations. Journal of Change
Management, 17(2), 138-154. https://doi.org/10.1080/14697017.2017.1301060

Lindblad, H., & Guerrero, J. R. (2020). Client’s role in promoting BIM implementation
and innovation in construction. Construction management and economics, 38(5),
468-482. https://doi.org/10.1080/01446193.2020.1716989

Liselore, B., Van der Heijden, J., Savelsbergh, C. & Storm, P. (2019). Rolling into the
profession: Exploring the motivation and experience of becoming a project
manager. Project Management Journal, 50(3), 346—-360.
https://doi.org/10.1177/8756972819832782

Liu Ying-Yen. (2019). Knowledge management exploring the fundamental theory effect


https://doi.org/10.1080/00207543.2018.1518607
https://doi.org/10.17169/fqs-20.2.3196
https://doi.org/10.1080/15475778.2018.1509423
https://doi.org/10.1080/14697017.2017.1301060
https://doi.org/10.1080/01446193.2020.1716989
https://doi.org/10.1177/8756972819832782

109

of corporate knowledge management for strengthening marketing strategy
applications. International Journal of Organizational Innovation, 12(1), 220-241.
https://doi.org/login.aspx?direct=true&db=bth&AN=137416280&site=ehost-
live&scope=site.

Lobe, B., Morgan, D., & Hoffman, K.A. (2020). Qualitative data collection in an era of
social distancing. International Journal of Qualitative methods 19, 1-8.
https://doi.org/10.1177/1609406920937875

Locke, K., Feldman, M., & Golden-Biddle, K. (2022). Coding Practices and lterativity:
Beyond Templates for Analyzing Qualitative Data. Organizational Research
Methods, 25(2), 262—-284. https://doi.org/10.1177/1094428120948600

Loosemore, M., & Lim, B. T. H. (2018). Mapping corporate social responsibility
strategies in the construction and engineering industry. Construction Management
& Economics, 36(2), 67—-82. https://doi.org/10.1080/01446193.2017.1326616

Lu, T., & Franklin, A. L. (2018). A protocol for identifying and sampling from proxy
populations. Social Science Quarterly (Wiley-Blackwell), 99(4), 1535-1546.
https://doi.org/10.1111/ssqu.12519

Lublin, J. (2010). Check out the culture before a new job. The wall street journal. January
16, 2020.

Lund P. C., & Ritter, T. (2018). The four executive challenges of project-based
strategy. Strategy & Leadership, 46(6), 44-49. https://doi.org/10.1108/SL-09-
2018-

Lund, H. B., & Karlsen, A. (2019). The importance of vocational education institutions in


https://doi.org/login.aspx?direct=true&db=bth&AN=137416280&site=ehost-live&scope=site
https://doi.org/login.aspx?direct=true&db=bth&AN=137416280&site=ehost-live&scope=site
https://doi.org/10.1177%2F1609406920937875
https://doi.org/10.1177/1094428120948600
https://doi.org/10.1080/01446193.2017.1326616
https://doi.org/10.1111/ssqu.12519
https://doi.org/10.1108/SL-09-2018-0089
https://doi.org/10.1108/SL-09-2018-0089

110

manufacturing regions: Adding content to a broad definition of regional
innovation systems. Industry and Innovation.
https://doi.org/10.1080/13662716.2019.1616534

Ma, L., Liu, C., & Reed, R. (2017). The impacts of residential construction and property
prices on residential construction outputs: An inter-market equilibrium approach.
International Journal of Strategic Property Management, 21(3), 296-306.
https://doi.org/10.3846/1648715X.2016.1255675

Machela, T., Kunene, L. M., & Mbhele, T. P. (2019). Challenges of management
performance in managing a professional team: A case of X. African Journal of
Business & Economic Research, 14(4), 81-103. https://hdl.handle.net/10520/EJC-
1a7189a60a

Maciejewski, M. L. (2020). Quasi-experimental design. Biostatistics & Epidemiology,
4(1), 38-47. https://doi.org/10.1080/24709360.2018.1477468

Mackieson, P., Shlonsky, A., & Connolly, M. (2019). Increasing rigor and reducing bias
in qualitative research: A document analysis of parliamentary debates using
applied thematic analysis. Qualitative Social Work, 18(6), 965-980.
https://doi.org/10.1177/1473325018786996

Magbool, R., Sudong, Y., Manzoor, N. and Rashid, Y. (2017), “The impact of emotional
intelligence, project managers’ competencies, and transformational leadership on
project success: an empirical perspective”. Project Management Journal, 48(3),
pp. 58-75. https://doi.org/10.1177/875697281704800304

Marewick, C., Mikkelsen, M. F., & Klein, L. (2020). On stupidity in project


https://doi.org/10.1080/13662716.2019.1616534
https://doi.org/10.3846/1648715X.2016.1255675
https://hdl.handle.net/10520/EJC-1a7189a60a
https://hdl.handle.net/10520/EJC-1a7189a60a
https://doi.org/10.1080/24709360.2018.1477468
https://doi.org/10.1177%2F1473325018786996
https://doi.org/10.1177%2F875697281704800304

111

management: A critical reflection of Pm in a Vuca World. Journal of Modern
Project Management, 08(2), 146-159.
https://journalmodernpm.com/index.php/jmpm/article/view/JMPM02412

Maria Stock, R., Zacharias, N. A., & Schnellbaecher, A. (2017). How do strategy and
leadership styles jointly affect co-development and its innovation
outcomes? Journal of Product Innovation Management, 34(2), 201-222.
https://doi.org/10.1111/jpim.12332

Marnewick, C., (2017). Project management sustainability in an emerging economy.
Paper presented at the 3rd IPMA Research Conference, Stellenbosch.
https://doi.org/10.1016/j.ijproman.2017.02.014

Marshall, C., & Rossman, G. B. (2016). Designing qualitative research. Sage.

Martinez-Costa, C., Mas-Machuca, M., & Olivella, J. (2019). Staffing policies of leading
professional service firms. Intangible Capital, 15(1), 38-56. https://doi-
.0rg/10.3926/ic.1370

Martins, N. (2017). The role of leaders in creating engaged employees. Proceedings of
the European Conference on Management, Leadership & Governance, 287-293.
https://doi.org/login.aspx?direct=true&db=bth&AN=122433090&site=ehost-
live&scope=site.

Mateja, C. (2018) Between trust and distrust in research with participants in conflict
context. International Journal of Social Research Methodology, 21(3), 373-383,
https://doi.org/10.1080/13645579.2018.1427603

Matthew, A. (2014). Human resource management: The Enabler of innovation in


https://doi.org/10.1111/jpim.12332
https://doi.org/10.1016/j.ijproman.2017.02.014
file:///C:/Users/Leabe/AppData/Local/Packages/Microsoft.Office.Desktop_8wekyb3d8bbwe/LocalCache/Roaming/Microsoft/Word/10.3926/ic.1370
https://doi.org/10.1080/13645579.2018.1427603

112
organizations. BVIMR Management Edge, 7(1), 53-59.

https://doi.org/10.1108/s1877-636120140000014003

Matti, C., Consoli, D., & Uyarra, E. (2017). Multil-evel policy mixes and industry
emergence: The case of wind energy in Spain. Environment and Planning C:
Politics and Space, 35(4), 661-683. https://doi.org/10.1177/0263774X16663933

Mattimoe, R., H, M. T., Murphy, B., & Ballantine, J. (2021). Approaches to analysis of
qualitative research data: A reflection on the manual and technological
approaches. Accounting, Finance, & Governance Review, 27(1).
https://doi.org/10.52399/001¢.22026

Mattone, J. (2016). Top reason why business transformation efforts fail. Leadership
Excellence, 33(2), 9-10.

McKim, C. A. (2017). The value of mixed methods research: A mixed methods study.
Journal of Mixed Methods Research, 11(2), 202-222.
https://doi.org/10.1177/1558689815607096

Melenbrink, N., Werfel, J., & Menges, A. (2020). On-site autonomous construction
robots: Towards unsupervised building. Automation in Construction, 119,
103312. https://doi.org/10.1016/j.autcon.2020.103312

Meng, X., & Brown, A., 2018. Innovation in construction firms of different sizes: drivers
and strategies. Engineering, construction, and architectural management, 25(9),
1210-1225. https://doi.org/10.1108/ECAM-04-2017-0067

Milivojevic, T. (2017). Contradiction between emphasizing creativity in theory and

stifling it in Practice. Megatrend Review, 14(1), 207-222.


https://doi.org/10.1108/s1877-636120140000014003
https://doi.org/10.1177%2F0263774X16663933
https://doi.org/10.52399/001c.22026
https://doi.org/10.1177%2F1558689815607096
https://doi.org/10.1016/j.autcon.2020.103312
https://doi.org/10.1108/ECAM-04-2017-0067

113
https://doi.org/10.5937/megrev1701207m

Miller, R. M., Chan, C. D., & Farmer, L. B. (2018). Interpretative phenomenological
analysis: A contemporary qualitative approach. Counselor Education &
Supervision, 57(4), 240-25.https://doi.org/10.1002/ceas.12114

Mohajan, H. K. (2018). Qualitative research methodology in social sciences and related.
subjects. Journal of Economic Development, Environment and People, 7(1), 23.
doi:10.26458/jedep. v7il.571.

Moohialdin, A. S. M., Lamari, F., Miska, M. and Trigunarsyah, B. (2019). "Construction
worker productivity in hot and humid weather conditions: A review of
measurement methods at task, crew and project levels"”, Engineering,
Construction and Architectural Management, 2(1), pp. 83-108.
https://doi.org/10.1108/ECAM-05-2018-0191

Muhaimin, M. (2020). The interrelation between Islamic law and regional regulations in
jember (Examining the Maqasid al-SharT ‘at-based reasoning in Istinbat al-
Ahkam). AHKAM: Jurnal llmu Syariah, 20(2). https://doi.org/10.15408/ajis.
v20i2.18330

Miller, R., Zhu, F., Sun, X., Wang, L. and Yu, M. (2018), “The identification of
temporary horizontal leaders in projects: the case of China”. International Journal
of Project Management, (36)1, pp. 95-107.
https://doi.org/10.1016/j.ijproman.2017.05.011

Munthe-Kaas, H., Ngkleby, H., Lewin, S., & Glenton, C. (2020). The TRANSFER

Approach for assessing the transferability of systematic review findings. BMC


https://doi.org/10.5937/megrev1701207m
https://doi.org/10.1002/ceas.12114
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Ammar%20Saeed%20Mohammed%20Moohialdin
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Fiona%20Lamari
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Marc%20Miska
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Bambang%20Trigunarsyah
https://www-emerald-com.ezp.waldenulibrary.org/insight/publication/issn/0969-9988
https://www-emerald-com.ezp.waldenulibrary.org/insight/publication/issn/0969-9988
https://doi.org/10.1108/ECAM-05-2018-0191
https://doi.org/10.15408/ajis.v20i2.18330
https://doi.org/10.15408/ajis.v20i2.18330
https://doi.org/10.1016/j.ijproman.2017.05.011

114
medical research methodology, 20(1), 1-22. https://doi.org/10.1186/s12874-019-

0834-5

Munyeki, N. & Were, D.S. (2017), “Influence of transformational leadership on the
performance of project-based organizations”. International Journal of Project
Management, 1(3), pp. 41-60.

Nascimento, L. D. C. N., Souza, T. V. D., Oliveira, I. C. D. S., Moraes, J. R. M. M. D.,
Aguiar, R. C. B. D., & Silva, L. F. D. (2018). Theoretical saturation in qualitative
research: an experience report in interview with schoolchildren. Revista brasileira
de enfermagem, 71, 228-233.https://doi.org/10.1590/0034-7167-2016-0616

Ng, P. K., & Tung, B. (2018). The importance of reward and recognition system in the
leadership of virtual project teams: A qualitative research for the financial
services sector. Journal of Transnational Management, 23(4), 198-214.
https://doi.org/10.1080/15475778.2018.1512827

Northouse, P. G. (2019). Leadership: Theory and Practice. Sage Publications.
https://doi.org/10.1002/(sici)1099-1379(200002)21:1%3C115::aid-
Job5%3E3.0.c0;2-c

Odendahl, M. (2017). Cultivating the next generation. Indiana Lawyer, 28(2), 3-17.
https://doi.org/10.31228/osf.io/gjps3

Ogundari, K., & Awokuse, T. 2018. “Human capital contribution to economic growth in
Sub-Saharan Africa: Does health status matter more than education?” Economic
Analysis and Policy 58: 131-140. https://doi.org/10.1016/j.eap.2018.02.001

Okoro, C.S., Nnaji, C. and Adediran, A. (2022), "Determinants of immersive technology


https://doi.org/10.1186/s12874-019-0834-5
https://doi.org/10.1186/s12874-019-0834-5
https://doi.org/10.1590/0034-7167-2016-0616
https://doi.org/10.1080/15475778.2018.1512827
https://doi.org/10.1002/(sici)1099-1379(200002)21:1%3C115::aid-job5%3E3.0.co;2-c
https://doi.org/10.1002/(sici)1099-1379(200002)21:1%3C115::aid-job5%3E3.0.co;2-c
https://doi.org/10.31228/osf.io/gjps3
https://doi.org/10.1016/j.eap.2018.02.001

115

acceptance in the construction industry: management perspective”, Engineering,
Construction and Architectural Management, VVol. ahead-of-print No. ahead-of-
print. https://doi.org/10.1108/ECAM-06-2021-0476

Okuyama, R. (2017). Importance of tacit knowledge in incremental innovation:
Implications from drug discovery cases. Journal of Strategy and Management.
https://doi.org/10.1108/JSMA-02-2016-0016

Ozorhon, B., & Oral, K., 2017. Drivers of innovation in construction projects. Journal of
construction engineering and management, 143(4), 04016118.
https://doi.org/10.1061/(ASCE)C0.1943-7862.0001234

Ozturk, M., Durdyev, S., Aras, O. N., & Banaitis, A. (2019). Productivity as a
determinant of labour wage in New Zealand’s construction sector. Technological
and Economic Development of Economy, 25(5), 900—
914.https:org/10.3846/tede.2019.10297

Palmer, T. (2017). 2017 May be tipping point for skilled labor shortage. Production
Machining, 17(2), 26.

Parameswaran, U. D., Ozawa-Kirk, J. L., & Latendresse, G. (2020). To live (code) or to
not: A new method for coding in qualitative research. Qualitative social work,
19(4), 630-644. https://doi.org/10.1177/1473325019840394

Parsons, J. (2017). ‘Go build’ campaign will launch national website: State-level image-
building successes lead program proponents to roll out an expanded web platform
next month. ENR: Engineering News-Record, 28-29.

https://doi.org/10.1177/1473325019840394


https://doi.org/10.1108/ECAM-06-2021-0476
https://doi.org/10.1108/JSMA-02-2016-0016
https://doi.org/10.1061/(ASCE)CO.1943-7862.0001234
https://doi.org/10.1177%2F1473325019840394
https://doi.org/10.1177%2F1473325019840394

116

Parsons, J. (2017). Improved productivity requires new mind-set. ENR: Engineering
News-Record, 278(5), 22-23. https://doi.org/10.1177/1473325019840394

Paul, J., & Criado, A. R. (2020). The art of writing literature review: What do we know
and what do we need to know? International Business Review, 29(4), N.PAG.
https://doi.org/10.1016/j.ibusrev.2020.101717

Pedersen, C. L., & Ritter, T. (2017). The 4 types of project manager. Harvard Business
Review Digital Articles, 2-8.

Pentland, B. T., Pentland, A. P., & Calantone, R. J. (2017). Bracketing off the actors:
Towards an action-centric research agenda. Information and Organization, 27(3),
137-143. https://doi.org/10.1016/j.infoandorg.2017.06.001

Phua, F. T. T. (2017). Does the built-environment industry attract risk-taking individuals?
Construction management and economics, 35(4), 207-217.
https://doi.org/10.1080/01446193.2016.1237776

Pisano, G., & Euchner, J. (2019). Making innovation work in your corporate
context. Research Technology Management, 62(2), 14-20.
https://doi.org/10.1080/08956308.2019.1563446

Pisapia, J. (2009). The strategic leader: New tactics for a globalizing world. Information
Age Pub. Research, 67, 107-116. https://doi-org /10.1016/j.jsr.2018.09.001

Place, A. (2020). Positive psychology as a tool in times of crisis: Managers projecting
gratitude and resilience will help employees weather the coronavirus and other
workplace adjustments. Employee Benefit Adviser, 18(3), N.PAG.

Ponterotto J. G., Reynolds (Taewon Choi) J.D. (2019) An ethics guide to


https://doi.org/10.1177%2F1473325019840394
https://doi.org/10.1016/j.ibusrev.2020.101717
https://doi.org/10.1016/j.infoandorg.2017.06.001
https://doi.org/10.1080/01446193.2016.1237776
https://doi.org/10.1080/08956308.2019.1563446

117
psychobiography: A best practice model. In: Mayer CH., Kovary Z. (eds) New

Trends in Psychobiography. Springer, Cham. https://doi.org/10.1007/978-3-030-
16953-4 4

Pot, F., Totterdill, P., & Dhondt, S. (2020). Workplace innovation supports
implementation of European Pillar of Social Rights. European Journal of
Workplace Innovation, 5(2), 173-185. https://doi.org/10.46364/ejwi.v5i2.733

Pratt, M. G., Kaplan, S., & Whittington, R. (2020). Editorial essay: The tumult over
transparency: Decoupling transparency from replication in establishing
trustworthy qualitative research. Administrative Science Quarterly, 65(1), 1-19.
https://doi.org/10.1177%2F0001839219887663

Prosci. (2018, May). Prosci - People. Change. Results. Retrieved May 23, 2018, from
Prosci:

Ragogna, M. (2018). The Trades Take Over: Colorado and Utah seek skilled workers in
all fields for an abundance of construction work. ENR: Engineering News-
Record, 31-34.

Rahi, S. (2017). Research design and methods: A systematic review of research
paradigms, sampling issues and instrument development. International Journal of
Economics & Management Sciences, 6(2), 1-5. https://doi.org/10.4172/2162-
6359.

Rattalino, F. (2018). Circular advantage anyone? Sustainability-driven innovation and
circularity at Patagonia, Inc. Thunderbird International Business Review, 60(5),

747-755. https://doi.org/10.1002/tie.21917


https://doi.org/10.1007/978-3-030-16953-4_4
https://doi.org/10.1007/978-3-030-16953-4_4
https://doi.org/10.46364/ejwi.v5i2.733
https://doi.org/10.1177%2F0001839219887663
https://doi.org/10.4172/2162-6359
https://doi.org/10.4172/2162-6359
https://doi.org/10.1002/tie.21917

118
Raziq, M. M., Borini, F. M., Malik, O. F., Ahmad, M. & Shabaz, M. (2018), “Leadership

styles, goal clarity, and project success: evidence from project-based
organizations in Pakistan”. Leadership & Organization Development Journal,
39(2), pp. 309-323.

Razkenari, M., Fenner, A., Shojaei, A., Hakim, H., & Kibert, C. (2020). Perceptions of
offsite construction in the United States: An investigation of current practices.
Journal of Building Engineering, 29, 101138.
https://doi.org/10.1016/j.jobe.2019.101138

Review. https://store.hbr.org/product/engaging-employees/BG1903

Rogers, J., & Révész, A. (2020). Experimental and quasi-experimental designs. In J.
McKinley & H. Rose (Eds.). The Routledge handbook of research methods in
applied linguistics (pp. 133-143).
http://dx.doi.org/10.18823/asiatefl.2021.18.2.23.682

Romm, N. R. A. (2020, January). Reflections on a post-qualitative inquiry with
children/young people: Exploring and furthering a performative research ethics.
In Forum Qualitative Sozialforschung/Forum: Qualitative Social Research (Vol.
21, No. 1). https://doi.org/10.1007/978-981-33-6884-2_12

Ross, P. T., & Zaidi, N. L. B. (2019). Limited by our limitations. Perspectives on medical
education, 8(4), 261-264. https://doi.org/10.1007/s40037-019-00530

Rupert, J. & Vos, J. F. J., (2018). Change agent’s contribution to recipients’ resistance to
change: A two-sided story. European Management Journal, 36(4), 453-462.

https://doi.org/10.1016/j.em;j.2017.11.004


https://doi.org/10.1016/j.jobe.2019.101138
https://store.hbr.org/product/engaging-employees/BG1903
http://dx.doi.org/10.18823/asiatefl.2021.18.2.23.682
https://doi.org/10.1007/978-981-33-6884-2_12
https://doi.org/10.1007/s40037-019-00530
https://doi.org/10.1016/j.emj.2017.11.004

119
Sabini, L., Muzio, D., & Alderman, N. (2019). 25 years of ‘sustainable projects’. What

we know and what the literature says. International Journal of Project
Management, 37(6), 820-838. https://doi.org/10.1016/j.ijproman.2019.05.002

Saeed, M., & Mughal, Y. H. (2019). Role of transactional leadership style upon
performance: Mediating role of culture. Journal of Managerial Sciences, 13(1),
47-57.
https://search.ebscohost.com/login.aspx?direct=true&AuthType=shib&db=bth&A
N=138289352&site=ehost-live&scope=site

Sami Ur Rehman, M., Shafig, M.T. and Afzal, M. (2022), "Impact of COVID-19 on
project performance in the UAE construction industry”, Journal of Engineering,
Design and Technology, Vol. 20 No. 1, pp. 245-266.
https://doi.org/10.1108/JEDT-12-2020-0481

Saunders, M. N. K., Lewis, P., & Thornhill, A. (2019). Research methods for business
students (7th ed.). Pearson Education Limited.
https://doi.org/10.1108/qmr.2000.3.4.215.2

Schaefer, S. M., & Alvesson, M. (2020). Epistemic attitudes and source critique in
qualitative research. Journal of Management Inquiry, 29(1), 33-45.
https://doi.org/10.1177%2F1056492617739155

Schimschal, S. E., & Lomas, T. (2019). Gritty leaders: The impact of Grit on positive
leadership capacity. Psychological Reports, 122(4), 1449-1470.
https://doi.org/10.1177%2F003329411878554 7https://doi.org/10.1177/00332941

18785547


https://doi.org/10.1016/j.ijproman.2019.05.002
https://doi.org/10.1108/JEDT-12-2020-0481
https://doi.org/10.1108/qmr.2000.3.4.215.2
https://doi.org/10.1177%2F1056492617739155
https://doi.org/10.1177/0033294118785547
https://doi.org/10.1177/0033294118785547

120

Seago, J. (2016). Toxic culture: Internal auditors can identify unhealthy behaviors that
may undermine the organization Internal Auditor, 73(3), 29-33.
https://link.gale.com/apps/doc/A456275348/ AONE?u=anon~ch891f52&sid=goog
leScholar&xid=f13b61aa

Sethibe, T., & Steyn, R. (2018). The mediating effect of organizational climate on the
relationship between leadership styles and their components on innovative
behaviour. Journal of Entrepreneurship and Innovation in Emerging Economies,
4(1), 22-32. https://doi.org/10.1177%2F2393957517747313

Shang, G., Sui Pheng, L., & Jia Hui, W. (2020). Drivers and barriers for multiskilling
workers in the Singapore construction industry. International Journal of
Construction Management, 20(4), 289-304.https://doi
/10.1080/15623599.2018.1484851

Shaw, R. M., Howe, J., Beazer, J., & Carr, T. (2020). Ethics and positionality in
qualitative research with vulnerable and marginal groups. Qualitative Research,
20(3), 277-293. https://doi.org/10.1177%2F1468794119841839

Silvius, G., & Schipper, R. (2020). Exploring variety in factors that stimulate project
managers to address sustainability issues. International Journal of Project
Management, 38(6), 353-367. https://doi.org/10.1016/j.ijproman.2020.08.003

Simu, K., & Lidelow, H. (2019). Middle managers’ perceptions of operations strategies
at construction contractors. Construction Management & Economics, 37(6), 351—
366. https://doi.org/10.1080/01446193.2018.1542739

Singh, S. K., and Gaur, S. S., 2018. Entrepreneurship and innovation management in


https://doi.org/10.1177%2F2393957517747313
https://doi.org/10.1177%2F1468794119841839
https://doi.org/10.1016/j.ijproman.2020.08.003
https://doi.org/10.1080/01446193.2018.1542739

121

emerging economies. Management decision, 56(1), 2-5.
https://doi.org/10.1108/MD-11-2017-1131

Speed, V. (2017). Strength in numbers—with a few exceptions. ENR: Engineering
News-Record, 35-38.

Stock, M. R., Zacharias, A. N., & Schnellbaecher, A. (2017). How Do Strategy and
Leadership Styles Jointly Affect Co-development and Its Innovation Outcomes?
Journal of Product Innovation Management, 34(2), 201-222.
https://doi.org/10.1111/jpim.12332

Sulkowski, L., & Marjanski, A. (2018). Duo-ethnography as the qualitative inquiry in
small Family Business Research. Management (1429-9321), 22, 95-109.
https://doi.org/10.15308/sinteza-2014-646-651

Surmiak, A. (2018). Confidentiality in qualitative research involving vulnerable
participants: Researchers’ perspectives. Forum: Qualitative Social
Research, 19(3), 393-418. https://doi.10.17169/fgs-19.3.3099

Siirticti, L. & Maslake1, A. (2020). Validity and reliability in quantitative research, BMIJ,
8(3): 2694-2726, https://doi.org/10.15295/bmij.v8i3.1540

Sustainable development for a better world: Contributions of leadership, management,
and organizations. (2017). Academy of Management Discoveries, 3(1), 107-110.
https://doi.org/10.5465/amd.2019.0275

Sweeney, A., Clarke, N., & Higgs, M. (2019). Shared leadership in commercial
organizations: A systematic review of definitions, theoretical frameworks, and

organizational outcomes. International Journal of Management Reviews, 21(1),


https://doi.org/10.1108/MD-11-2017-1131
https://doi.org/10.1111/jpim.12332
https://doi.org/10.15308/sinteza-2014-646-651
https://doi.10.17169/fqs-19.3.3099
https://doi.org/10.15295/bmij.v8i3.1540
https://doi.org/10.5465/amd.2019.0275

122
115-136. https://doi.org/10.1111/ijmr.12181

Taghadosi, M., Valiee, S. & Aghajani, M. Nursing faculty’s point of view regarding
noncompliance with ethics in academic environments: a qualitative study. BMC
Nurs 20, 15(2021). https://doi.org/10.1186/s12912-021-00537-y

Taghikhah, F., Voinov, A., & Shukla, N., 2019. Extending the supply chain to address
sustainability. Journal of cleaner production, 229(1), 652—-666.
https://doi.org/10.1016/j.jclepro.2019.05.051

Taylor, J. (2017). Research and evaluation management of Australian Water Utilities:
The significance of transactional and transformational leadership. Australian
Journal of Public Administration, 76(1), 18-32. https://doi.org/10.1111/1467-
8500.12200

Tepper, B. J., Dimotakis, N., Lambert, L.S., Koopman, J., Matta, F. K., Man Park, H. and
Goo, W. (2018), “Examining follower responses to transformational leadership
from a dynamic, person—environment fit perspective”. Academy of Management
Journal, 61(4), pp. 1343-1368. https://doi.org/10.5465/amj.2014.0163

Tominc, P., Krajnc, M., Vivod, K., Lynn, M. L., & FreSer, B. (2018). Students’
behavioral intentions regarding the future use of quantitative research methods.
Our Economy (Nase Gospodarstvo), 64(2), 25-33. https://10.2478/ngoe-2018-
0009

Towers, N., Abushaikha, I., Ritchie, J. & Holter, A. (2020), "The impact of
phenomenological methodology development in supply chain management

research”. Supply Chain Management, 25(4), pp. 443-456.


https://doi.org/10.1111/ijmr.12181
https://doi.org/10.1186/s12912-021-00537-y
https://doi.org/10.1016/j.jclepro.2019.05.051
https://doi.org/10.1111/1467-8500.12200
https://doi.org/10.1111/1467-8500.12200
https://doi.org/10.5465/amj.2014.0163
https://10.0.9.174/ngoe-2018-0009
https://10.0.9.174/ngoe-2018-0009

123
https://doi.org/10.1108/SCM-04-2019-0153

Travlos, J. (2020), "A Phenomenological Study of Chicago's Independent School
Principals™ College of Education Theses and Dissertations. 188.
https://www.proquest.com/dissertations-theses/phenomenological-study-chicagos-
independent/docview/2407608546/se-2?accountid=14872

Treiblmaier, H. (2020). Toward more rigorous blockchain research: Recommendations
for writing blockchain case studies. In Blockchain and Distributed Ledger
Technology Use Cases (pp. 1-31). Springer, Cham.
https://doi.org/10.3389/fbloc.2019.00003

Tucker, E. (2017). Engaging employees: three critical roles for managers. Strategic HR
Review, 16(3), 107-111. Https://doi.org/10.1108/shr-03-2017-0018.

Tunsaje Tweve, J. (2016). Challenge’s records managers face in adhering to ethical
practices in Tanzania's Government Ministries. Delhi Business Review, 17(2),
29-44. https://doi.org/10.1332/policypress/9781447336013.003.0005

U.S. Bureau of Labor Statistics. (2019, July). Job opening and labor turnover—May
2019. https://www.bls.gov/news.release/archives/jolts_07092019.pdf

Varadarajan, R., 2017. Innovating for sustainability: A framework for sustainable
innovations and a model of sustainable innovations orientation. Journal of the
academy of marketing science, 45(1), 14-36. https://doi.org/10.1007/s11747-015-
0461-6.

Varkey, B. (2021). Principles of clinical ethics and their application to practice. Medical

Principles and Practice, 30(1), 17-28. https://doi.org/10.1159/000509119


https://doi.org/10.1108/SCM-04-2019-0153
https://doi.org/10.3389/fbloc.2019.00003
https://doi.org/10.1108/shr-03-2017-0018
https://doi.org/10.1332/policypress/9781447336013.003.0005
https://doi.org/10.1007/s11747-015-0461-6
https://doi.org/10.1007/s11747-015-0461-6
https://doi.org/10.1159/000509119

124
Venus, M., Stam, D., & Van Knippenberg, D. (2018). Research: To get people to

embrace change, emphasize what will stay the same. Harvard Business Review
Digital Articles, 2—4. https://kammsolutions.com/wp-
content/uploads/2019/03/Research_To-Get-People-to-Embrace-Change-
Emphasize-What-Will-Stay-the-Same.pdf

Verano, M. (2019). Counseling or consultation? Meeting the needs of stressed-out
managers. Leadership Excellence, 36(12), 33-35.

Villaluz, V. & Hechanova, M.R. (2019), “Ownership and leadership in building an
innovation culture”, The Leadership and Organization Development. Journal, Vol.
40(2), pp. 138-150. https://doi.org/10.1108/LODJ-05-2018-0184

Virginia Braun & Victoria Clarke (2021) To saturate or not to saturate? Questioning data
saturation as a useful concept for thematic analysis and sample-size rationales,
Qualitative research in sport, exercise, and health, 13:2, 201-216. https://doi.org/
10.1080/2159676X.2019.1704846

Vos, J. F., & Rupert, J. (2018). Change agent's contribution to recipients' resistance to
change: A two-sided story. European management journal, 36(4), 453-462.
https://doi.org/10.1016/j.emj.2017.11.004

Warrick, D. D. (2019). Leadership Illusions: Important implications for leaders and
training and coaching leaders. OD Practitioner, 51(2), 6-13.
https://doi.org/10.3846/cs.2020.11373

Whitehouse, E. (2019). Will we ever build better line managers? The evidence suggests it

is possible to fix the thorny problem of inadequate bosses - if your know-


https://doi.org/10.1108/LODJ-05-2018-0184
https://doi.org/10.1016/j.emj.2017.11.004
https://doi.org/10.3846/cs.2020.11373

125
how. People Management, 36—39. https://doi.org/10.4324/9781315282176-7

Winn, B. (2018). Challenges for top management teams: Fractures, retention, and
strategy execution. People & Strategy, 41(2), 66—69.
https://go.gale.com/ps/i.do?id=GALE%7CA535943014&sid=googleScholar&v=2
1&it=r&linkaccess=abs&issn=19464606&p=A0ONE&sw=w&userGroupName=a
non%7Ecd83d1a9#:~:text=link.gale.com/apps/doc/A535943014/AONE%3Fu%3
Danon~cd83d1a9%26sid%3DgoogleScholar%26xid%3D57d02d76

Won, D., Hwang, B., & Chng, S. J. (2021). Assessing the effects of workforce diversity
on project productivity performance for sustainable workplace in the construction
industry. Sustainable Development, 29(2), 398-418.
https://doi.org/10.1002/sd.2155

Wu, G. (2017). Effects of socially responsible supplier development and sustainability-
oriented innovation on sustainable development: Empirical evidence from
SMEs. Corporate Social Responsibility & Environmental Management, 24(6),
661-675. https://doi.org/10.1002/csr.1435

Xu, F. & Wang, X. (2019), "Transactional leadership and dynamic capabilities: the
mediating effect of regulatory focus", Management Decision, 57(9), pp. 2284-
2306. https://doi.org/10.1108/MD-11-2017-1151

Yang, F., Li, X, Zhu, Y., Li, Y., & Wu, C. (2017). Job burnout of construction project
managers in China: A cross-sectional analysis. International Journal of Project
Management, 35(7), 1272-1287. https://doi.org/10.1016/j.ijproman.2017.06.005.

Yeong, M., Ismail, R., Ismail, N., & Hamzah, M. (2018). Interview Protocol Refinement:


https://doi.org/10.4324/9781315282176-7
https://doi.org/10.1002/sd.2155
https://doi.org/10.1002/csr.1435
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Feng%20Xu
https://www-emerald-com.ezp.waldenulibrary.org/insight/search?q=Xiaohong%20Wang
https://www-emerald-com.ezp.waldenulibrary.org/insight/publication/issn/0025-1747
https://doi.org/10.1108/MD-11-2017-1151
https://doi.org/10.1016/j.ijproman.2017.06.005

126

Fine-Tuning Qualitative Research Interview Questions for Multi-Racial
Populations in Malaysia. The Qualitative Report, 23(11), 2700-2713.
https://doi.org/10.46743/2160-3715/2018.3412

Yildiz, E. P. (2020). Opinions of academicians on digital literacy: A phenomenology
study. Cypriot journal of educational sciences, 15(3), 469-478.
https://orcid.org/0000-0002-9987-9857

Yin, R. K. (2018). Case study research and applications: Design and methods (6th ed.).
Sage. https://doi.org/10.3138/cjpe.30.1.108

Yoon, A. (2017). Data reusers’ trust development. Journal of the Association for
Information Science & Technology, 68(4), 946-956.
https://doi.org/10.1002/asi.23730

Zalesna, A. (2016). The relationships between organizational vision, intellectual capital
value and motivating managers. Proceedings of the European Conference on
Intellectual Capital, 339-345.
https://doi.org/login.aspx?direct=true&db=bth& AN=117804652&site=ehost-
live&scope=site.

Zevin, A. (2019). Leo Sveikauskas: Federal economist leads design of a more reliable
construction productivity measure. ENR: Engineering News-Record, 73.
https://www.enr.com/articles/46184-leo-sveikauskas-federal-economist-leads-
design-of-a-more-reliable-construction-productivity-measure

Zhang, Y., Zheng, J. & Darko, A. (2018), “How does transformational leadership

promote innovation in construction? The mediating role of innovation climate and


https://doi.org/10.46743/2160-3715/2018.3412
https://orcid.org/0000-0002-9987-9857

127

the multilevel moderation role of project requirements”. Sustainability, 10(5)s, p.
1506. https://doi.org/10.3390/su10051506

Zuofa, T., & Ochieng, E. (2016). Sustainability in construction project delivery: A study
of experienced project managers in Nigeria. Project Management Journal, 47(6),

44-55. https://doi.org/10.1177%2F875697281604700604



128
Appendix A: Invitation Email

Dear (Potential Participant),

My name is Leabert Stewart. | am a doctoral student at Walden University. | am
presently performing a research study exploring strategies project staffing managers in
the US construction industry use to approach the skilled labor shortage. | found you meet
the research participation eligibility criteria. The eligibility criteria include participants
are (a) have over five years of experience in the study phenomenon, (b) successful in
implementing strategies that worked in recruiting skilled labor, and (c) located in the
sampling population (southeastern United States). | have attached the consent form
document for you to review. If you would like to contribute to this study, please reply to
this email affirming your availability for 10-15 minutes pre-interview. During the pre-
interview, | will give you further information about the research. Thank you for your
time. I look forward to working with you.

Sincerely,
Leabert Stewart
C: [redacted]

Email: [redacted]
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Leabert Stewart

Has completed the following CITI Program course:

Student's
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Doctoral Student Researchers
(Course Learner Group)
1 - Basic Course
(Stage)
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Not valid for renewal of certification

through CME.

Verify at www.citiprogram.org/verify/?w42e62698-063f-4789-9418-18¢3690fe42b-46860482
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Appendix C: Interview Protocol
Interview Title: “Business Strategies for Reducing Professional Labor Shortages Within
the Construction Industry” The purpose of this study is to explore what strategies
construction staffing project managers use to address the skilled labor shortage in
the construction industry.

What I will do in the interview The script of what I will say

e Introduce myself Script: Hello (Participants Name) | am
Leabert Stewart. | am a doctoral student at
Walden University. Thank you for
supporting this study focusing on the skilled
labor shortage in the U.S. construction
industry.

e Consent form Script: I will now provide you a copy of the
Signed consent form and ask if there are any
questions. | want to take the opportunity to
reiterate that this interview is voluntary, and
you will not receive payment for
participating. I thank you for your support.

e Background of the study Script: I would like to present you with a
Brief background of the study on how

project staffing managers of U.S.



e Ask permission to record

The interview.

What I will do in the interview
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construction industries are dealing with a
skilled labor shortage. My objective is to
identify successful strategies that may be
beneficial to help in the reduction of a
skilled labor shortage. | have designated a
code to ensure your name is kept
confidential; your code is [ ]. If there are no
further questions, I will start the interview.
Script: To support reviewing what is said, |
would now like to start recording the
interview, and if you consent, | will start the
recording.

The script of what | will say

e Ask interview questions

e Continue to ask question to

support a deep understanding

1. What strategies do you use to retain
skilled labor to ensure projects are
completed on time and within budget?

2. What difficulties do your organization’s
construction staffing managers face in
recruiting skilled labor?

3. How did you assess the relative

effectiveness of your strategies for



Summarize to ensure a full

understanding of the answers
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addressing the skilled labor shortages?

4. How did you identify and address

the key barriers to implement the strategies
for addressing your organization’s skilled
labor shortages, and increasing productivity,
and profitability?

5. What organizational changes have you
experienced since implementing new
strategies?

6. How has COVID-19 pandemic affected
the strategies used to address the skilled
labor shortage, productivity, and
profitability within your organization?

7. What new labor strategies have you
implemented to contend with the COVID-19
pandemic?

8. What, if any, incentives do your
organization offer staff to encourage
loyalty?

9. What else can you share about strategies
your organization developed and

implemented for addressing skilled
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labor shortage and achieving profitability
which we have not discussed?

e Explain the member checking

Review and finish the interview Script: At this time, I have finished

questions. Later, | will complete a summary
of the recording of the literature on a Word
document. As previously mentioned, | will
send a summary of the interview to allow
you to validate the accuracy of the
information that is presented. Such a process
is known as member checking. I will
conduct a summary of the final study
findings and send it to you via email. Thank
you for your time and support with the
interview. | will now finish the interview

and turn off the recorder.
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Appendix D: Interview Questions

. What strategies do you use to retain skilled labor to ensure projects are completed on
time and within budget?

. What difficulties do your organization’s construction staffing managers face in
recruiting skilled labor?

How did you assess the relative effectiveness of your strategies for addressing the
skilled labor shortage?

How did you identify and address the key barriers to implementing the strategies for
addressing your organization’s skilled labor shortages, and increasing productivity,
and profitability?

. What organizational changes have you experienced since implementing new
strategies?

How has the COVID-19 pandemic affected the strategies used to address the skilled
labor shortage, productivity, and profitability within your organization?

. What new labor strategies have you implemented to contend with the COVID-19
pandemic?

. What, if any, incentives do your organization offer staff to encourage employee
loyalty?

. What else can you share about the strategies your organization developed and
implemented for addressing skill labor shortage and achieving profitability which we

have not discussed?



Appendix E: Themes, Codes, and References

Name

References

Contending with Covid 19

Adhering to Covid 19 protocols

Evaluation of work priorities

Increased pay

making sure employees are comfortable

Management care for the wellbeing

Mask and sanitizers

More flexibility

More robust internal training

Protective gears

Tent for isolation

Use of protective gears

Employee Retention techniques

401K

Advancement opportunities

Appropriate renumeration

Award

Experience affects project completion

Financial assistance programs

A good relationship with employees

An open line of communication

Paint time off

Retention determines experience

Safe environment

Tuition provision

Unavailability of equipment

Understanding the driving factors of
employees
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Impact of Covid on strategy

Close of business

Continuous change in strategy

Inconsistent workforce

People prefer virtual work

Shortage of staff

Mitigating against barriers hindering the
success of the recruitment and retention
strategy

ORIk |NkR ko

Aggressive training of personnel
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Cros training amongst departments

-

Excellent communication with
management

[

Flexible work hours

Improving benefits package

Increased pay

Motivational seminars

Pay increases with productivity

Prioritization

Remote work

Seeking and respecting the opinion of the
employees

I

Using a third party to find personals

-

Recruiting skilled labor is a challenging
endeavor

o

A positive environment is needed

Company distance

Difficulty in getting skilled labor

Insurance protocols make recruiting hard

Lack of applicants

Low employee retention due to low pay

Multiple incentives

Training is required

Underqualified people want premium pay

Use of signage

Skilled employees must be loyal to the firm
in a highly competitive market

OlRr|Rr|RrIRIRLRINRIR|RLF

4% of 401k plans

N

Bonus to all employees

-

Company-sponsored apprenticeship
programs

-

Employee time off if requested

Fiscal year bonus

Friendly events like food buying

Increased bonus with years of service

Life insurance policy

Promoting cordial relationships between
employees

=R LN

Provision of lunch

Provision of water breaks

Remote work

vacation sponsorship

LS
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vision, dental, and medical insurance

Work time flexibility

[

The effectiveness of the strategy to address
the skilled labor shortage is evaluated

o

An open forum for continuous assessment

Employee feedback

Everybody is recognized

Happiness is maintained through effective
communication and commendation

S

Open discussion between recruiting and
senior management

|

Provision of the right tools

Right pay

Safe environment

The labor shortage can be addressed

Apprenticeship increases productivity

Cross-training to ensure that employees
are designated to their most productive area

I R

Gratitude to the employees

More work hours

New programs to increase productivity

The need to go back to apprenticeship

The strategic changes yielded positive results

Employees are willing to work in
construction

= R

Increased employee morale

-

Leaders can be separated from the
followers

|

Unprecedented growth
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