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Abstract
Manufacturing business leaders are concerned with the lack of employee engagement
strategies which can lead to high turnover rates, diminished employee performance, and
adverse effects on company financials. Grounded in the theory of engagement, the
purpose of this qualitative pragmatic inquiry was to explore employee engagement
strategies utilized by manufacturing business leaders to enhance employee performance,
mitigate turnover, and bolster company finances. The participants comprised six
manufacturing business leaders in the Midwest region of the United States who
implemented successful employee engagement strategies. Data were collected using
semistructured interviews. Three core themes were identified from the thematic analysis:
(a) effective communication between leaders and employees, (b) employee empowerment
through collaboration, and (c) diverse engagement initiatives. A key recommendation is
for manufacturing leaders to involve cross-functional teams in decision-making processes
and to provide resources for successful job performance. The implications for positive
social change include the potential for empowering employees to align with
organizational objectives, fostering revenue growth, cultivating a more favorable work

environment, and supporting communities.
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Section 1: Foundation of the Project
Background of the Problem

It is vital for manufacturing organizational leaders to know that employee
engagement (EE) plays a capital role in helping to improve organizational effectiveness,
employee performance, reduce turnover, and improve company financial performance in
the manufacturing sector (Boccoli et al., 2023; Nienaber & Martins, 2020). While a
disengaged workforce can lead to a decrease in financial performance because of losses
in productivity (Meiyani & Putra, 2019), an engaged workforce is associated with
financial happiness, perceived organization support (POS), and employee loyalty
(Khodakarami & Dirani, 2020). According to Boccoli et al. (2023), individual
performance and company results improve, and turnover rates decrease when EE is high.
These findings are part of a body of research on EE's impact on organizational
effectiveness, perceived organization support, employee individual performance, and
employee loyalty (Boccoli et al., 2023; Khodakarami & Dirani, 2020; Nienaber &
Martins, 2020). However, there is limited research on EE strategies that might increase
employee performance, reduce turnover, and improve company financial performance in
manufacturing organizations. One of the most recent studies on EE is that of Ali et al.
(2020). The authors investigated the impact of corporate social responsibility (CSR) on
EE and employee performance (EP) in the manufacturing sector using the social identity

theory as the theoretical framework. They found that (a) CSR has a significant positive
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impact on employees' engagement and performance, and (b) EE plays a partial mediating
role in the relationship between CSR and EP.

Business Problem Focus and Project Purpose

The specific business problem was that some business leaders in the
manufacturing industry lack EE strategies to improve employee performance, reduce
turnover, and improve company financial performance. Therefore, the purpose of this
qualitative pragmatic inquiry study was to explore EE strategies some business leaders in
the manufacturing industry used to successfully improve employee performance, reduce
turnover, and improve company financial performance.

The target population for this study included manufacturing business leaders in
the Midwest region of the United States who successfully used EE strategies to increase
employee performance, reduce turnover, and improve company financial performance.
Potential participants were identified using social media platforms such as LinkedIn.
Purposeful sampling was used to select six manufacturing business leaders as potential
participants for this study. Key participant eligibility criteria included the following: (a)
experience with successful implementation of strategies to improve EE, (b) experience
leading employees in a supervisory or manager role, and (c) at least 2 years of experience
working as a manufacturing business leader. | collected data for the study using
semistructured interviews with open-ended questions to address the problem and purpose

of the study. The data included participant responses to the interview questions and



information collected from publicly available sources and as provided by participants to
support data saturation and triangulation.

The conceptual framework that grounded this study included the theory of
engagement, introduced by Kahn (1992). Kahn developed the concept for the theory in a
1990 study where he identified factors that influenced personal engagement or
disengagement in a work setting. In 1992, Kahn furthered his research with a study that
focused on psychological presence at work. Kahn identified four underlying dimensions
of psychological presence at work: attentiveness, connection, integration, and focus.
According to Kahn, these dimensions collectively defined what it meant for people to be
psychologically present and fully engaged in their work role. Employees that are
attentive, connected, integrated, and focused are more likely to excel. The logical
connection between the framework presented and this study is that | explored EE
strategies used in the manufacturing industry to successfully improve employee
performance, reduce turnover, and improve company financial performance. The
dimensions identified by Kahn provided key constructs through which multiple aspects of
EE could be explored. There was research support for pursuing this study. According to
Boccoli et al. (2023), interest in the study of EE increased from almost no published

articles to over 1,200 articles published between 2000 and present.



Research Question

What EE strategies have business leaders in the manufacturing industry used to
successfully improve employee performance, reduce turnover, and improve company
financial performance?

Assumptions and Limitations

Assumptions

In a research study, assumptions refer to facts that are considered by the
researcher as being true and accurate but are not actually verified to be factual (Sebele-
Mpofu, 2020). For this study | made four assumptions: (a) a lack of EE strategies
negatively impacts employee performance, employee retention, and company financial
performance in manufacturing companies; (b) open-ended interview questions would be
sufficient to help understand the actions of business leaders in manufacturing companies
concerning EE strategies; (c) participants would answer the interview questions truthfully
and to the best of their ability; and (d) data saturation could be achieved based on the data
collected through the interview process and information collected from publicly available
sources and as provided by the participants.
Limitations

Limitations refer to potential weaknesses or uncontrollable factors that may
impose constraints on the study (Greener, 2018; Podsakoff & Podsakoff, 2019). Four
limitations were identified for this study: (a) gaining access to participants and data

because manufacturing companies are private business entities, (b) the results of the



study might not be generalized to the greater population, (c) qualitative research is time
consuming and could place constraints on completing the interview process, and (d)
qualitative research results are based on the interpretation of the researcher and might
contain subjectivity.

Transition

In Section 1 the background of the problem of EE in manufacturing businesses
was presented. The specific business problem and purpose of the study were articulated.
The target population, sampling method and size, and participant recruitment and
selection criteria were covered. The conceptual framework that grounded the study,
theory of engagement, was introduced. Section 1 also included the research question and
the assumptions and limitations associated with the pragmatic inquiry.

In Section 2, | provide an opening narrative that specifies my approach for
searching and organizing the literature. The literature review contains a critical analysis
and synthesis of the literature related to the conceptual framework and the business
problem. Section 3 includes content on the topics of ethical research, research method
and design, population, sampling, and participants, data collection, interview questions,
data organization and analysis techniques, reliability, and validity. In Section 4, | present
the results of the study, the business contributions, and recommendations for professional
practice. Additionally, I describe the implications for social change, and the

recommendations for further research, culminating with a summary of the overall
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pragmatic inquiry, placing emphasis on key points of the data collection, analysis, and the

findings of this pragmatic inquiry.



Section 2: The Literature Review
A Review of the Professional and Academic Literature

A literature review is a written approach that helps the researcher examine
published information on a particular research question, topic, or field. Researchers
undertake a review of the literature to create a foundation and justification for their
research (Walden University, 2023). The literature review can also be used to
demonstrate that the researcher is knowledgeable and a well-informed scholar with
expertise and knowledge in the field (Walden University, 2023). Conducting a systematic
and thorough literature review is a vital step in the research process. The literature review
guides the direction of the research, providing context for the study in relation to existing
knowledge of the topic. Researchers demonstrate scholarly rigor with the depth,
synthesis, and critical analysis of extant literature (Walden University, 2023).

Throughout my research journey, | conducted a thorough search of peer-reviewed
and full-text articles from reputable, peer-reviewed databases. | also consulted and read
approved doctoral studies on the topic of EE. | reached out to the Walden University
library team several times to help develop my search skills and gather appropriate
resources or literature on my research topic. | used databases such as Science Direct,
SAGE Journals, CINAHL, Directory of Open Access Journals, Emerald Insight,
Directory of Open Access Journals, Business Source Complete, Academic Search
Complete, Emerald Management Journals, Google Scholar, ProQuest Central,

EBSCOhost, and other relevant public/government websites.



I used keywords such as engagement, employee engagement, manufacturing
engaged employees, employee performance, engagement and turnover, engagement and
job motivation, engagement and job satisfaction, engagement and financial performance,
manufacturing leadership or management, growth or profit, strategies or best practices,
strategic human resource management practices, and workplace innovation.

This literature review is organized beginning with the expanded in-depth details of
the theory of engagement supported by scholarly literature. Also included in this
literature review is the critical analysis of the social exchange theory (SET), Job demands
/ resources (JD-R) theory and the job engagement survey version 9 (JES9). The analysis
of these theories was intended to illustrate how they support the theory of engagement.
Also, included in this literature review is the critical analysis and synthesis of Khan’s
(1990) key constructs (attentiveness, connection, integration, and psychological presence)
and their relevancy to scholarly research. For this doctoral pragmatic inquiry, | used a
total of 113 sources, including nine books, and 107 articles. Out of the 113 sources, 84

are within 5 years, and 91% of the journals are peer-reviewed, as shown in Table 1.



Table 1

Sources of Professional and Academic Literature

Sources Review of the  Review of the Percentage Total
literature literature after (%) references
before 2019 2019 published

Peer-reviewed
journals 24 79 91% 103
Nonpeer-reviewed
journals 1 0 1% 1
Books, Other 4 5 8% 9
Total 29 84 100% 11

Application to the Applied Business Problem

The purpose of this qualitative pragmatic inquiry study was to explore EE
strategies some business leaders in the manufacturing industry used to successfully
improve employee performance, reduce turnover, and improve company financial
performance.

The Theory of Engagement

The conceptual framework that grounded this study includes the theory of
engagement, introduced by Kahn (1990). The theory resulted from a 1990 study where
the author identified and examined factors that influenced personal engagement and
disengagement in a work setting. Kahn grounded his work in Goffman’s (1961) concept
of impression management. The premise was that individuals presented themselves in a

way that was acceptable to others while maintaining a sense of self. In other words, the
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outside did not match the inside. Goffman stated that this preoccupation with impressions
would lead to diminished focus on work activities. Kahn expanded on Goffman’s
research by linking the concept of impression management with engagement based on
three psychological conditions or experiences: meaningfulness, safety, and availability.
Kahn believed that positive impression management and therefore, increased EE, resulted
when employees: felt their work was meaningful (meaningfulness), felt physically and
psychologically safe in their work locations and positions (safety); and that they had the
physical, emotional, and psychological energy to perform their work duties (availability).

In 1992, Kahn furthered his research, introducing the concept of psychological
presence at work. The author identified four underlying dimensions of psychological
presence at work: attentiveness, connection, integration, and focus (Figure 1). According
to Kahn (1992), these dimensions collectively defined what it meant for people to be
psychologically present and fully engaged in their work role. Employees that were
attentive, connected, integrated, and focused were more likely to excel. A review of the
current literature revealed that EE is a relevant topic today in support of pursuing this
study. EE has been and continues to be extensively researched providing empirical
evidence that high EE positively influences organizational and financial performance
(Bhappu & Schultze, 2018; Boccoli et al., 2023; Eldor et al., 2020; Khodakarami &
Dirani, 2020). The logical connection between the framework and this study was that |
intended to explore EE strategies used in the manufacturing industry to successfully

improve employee performance, reduce turnover, and improve company financial
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performance. The key constructs identified by Kahn provided a lens through which |
could explore multiple aspects of the phenomenon of EE. Exploring these dimensions of
psychological presence at work contributed to understanding how a workforce that is
concentrated in their work, emotionally connected, focused, and integrated influences
individual engagement levels, employee productivity, company financial health, and
retention of employees.

In the context of EE, attentiveness refers to the extent to which employees are
focused, concentrating, and immersed in their work. Kahn (1992) identified attentiveness
as one underlying dimension of psychological presence. Attentiveness referred to the
extent to which employees were focused, concentrating, and immersed in their work.
Low levels of focus, concentration, or immersion resulted in psychological absence and
disengagement (Rabiul et al., 2023). Attentiveness meant being fully present in a
situation without distraction (Gibb, 1961). Kahn demonstrated the concept of
attentiveness using a scenario that involved an exchange between a manager and
subordinate. In a critique of the scenario, Kahn noted the manager’s attentiveness to the
subordinate. The manager established a connection with the subordinate by focusing only
on them without distraction and the manager was able to integrate their preferred
behaviors and experiences with those related to the situation to maintain psychological
presence. The manager demonstrated the integration of behaviors and experiences when
they put aside their own anxiety about the issue to focus on understanding the

subordinate’s situation.
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Employees who perceive a positive work environment and feel valued, respected,
and supported within the organization are more likely to engage at higher levels. Kahn
(1992) identified connection as the second underlying dimension of psychological
presence at work. Connection referred to the emotional bond employees formed with
their work, colleagues, and the organization (Kahn, 1992; Kahn & Fellows, 2013).
Individuals who viewed their work as meaningful, more than just a job, tended to form
deeper connections and engaged at higher levels than those who did not (Kahn &
Fellows, 2013). Connected employees were more likely to sustain high levels of
engagement over time (Blustein et al., 2023). Employees were motivated by
psychological meaningfulness to form connections in the workplace (Kahn, 1992).
Meaningfulness for employees was increased when managers and coworkers exhibited
behavior and used language that demonstrated true concern for them and their situation
(May et al., 2004; Rabiul et al., 2023). Strong, lasting, connections with management and
colleagues led to higher levels of sustained job engagement.

Engaged employees who are immersed in their work and feel connected to the
organization are more likely to embrace and support the organization’s values and adopt
these values their own. Kahn (1992) identified integration as the third underlying
dimension of psychological presence at work. Integration occurred when an individual’s
personal values were aligned with those of the organization (Bakker et al., 2008; Gupta &
Sharma, 2016; Kahn, 1992; May et al., 2004). Integrated employees experienced a sense

of wholeness that allowed them to be psychologically present at work. Integration or the
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sense of wholeness was associated with the degree to which an employee was engaged,
connected, and immersed in their work (Kahn, 1992; May et al., 2004). Highly integrated
employees were more likely to portray their authentic self in a work setting and to be
fully engaged, connected, and immersed in their work. Integration was an elusive
construct because it was not necessarily a conscious effort by individuals to integrate,
rather it was driven by experiences, feelings, and emotions that may be unpredictable,
inconsistent, or contradictory in certain situations (May et al., 2004). Organizations are
challenged to close the gap and balance the needs of individuals with those of the
organization in the design of organizational practices to increase EE. According to Kahn
(1990), EE must be viewed holistically and account for the cognitive, emotional, and
physical dimensions required for high levels of sustained EE. To gain and ensure a
competitive market position, organizations now more than ever must work to develop
integrative and lasting EE strategies.

Attentiveness, connection, and integration were the first three underlying
dimensions of psychological presence that provide a basis for the final one. Kahn (1992)
identified focus as the fourth underlying dimension of psychological presence at work.
Focus contributed to psychological presence when individuals were cognitively,
emotionally, and physically present in the moment and were not easily distracted from
the task at hand (Kahn, 1992; Wang et al., 2019). Employees who invested their complete
selves in their work were highly engaged and demonstrated greater levels of creativity

and problem-solving (Lai et al., 2020). However, focus could not be sustained
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indefinitely; it fluctuated based on the cognitive, emotional, and physical energy
available to an individual at the time (Lai et al., 2020). According to Lai et al. (2020), it is
important for managers and leaders to recognize this aspect of engagement and support
subordinates through positive reinforcement of the value and meaning of the work they
do. Focusing on this aspect of engagement might help organizations solve problems,
decrease turnover rate, increase retention, productivity, and profitability thus ensuring
financial stability in this global and changing marketplace. Several researchers have
explored the concept of EE. However, Kahn (1990) is credited as being one of the earliest
researchers of EE. Kahn’s conception of EE unified psychological and organizational
theories with the premise that EE was influenced by job characteristics, social
interactions in the workplace, and the organizational environment (Boccoli et al., 2023).
Kahn’s work led to interdisciplinary study and the emergence of new models for
understanding the complex nature of employee engagement (Boccoli et al., 2023). For
example, Albrecht et al. (2023) evaluated the relationship between the three
psychological conditions for engagement identified by Kahn (meaningfulness, safety,
availability) and employee engagement, in the context of change management. The
authors found that there was a direct and positive relationship between each of the
psychological conditions and change-related engagement. The results of the study by
Albrecht et al. confirmed Kahn’s theory of engagement, extending Kahn’s model to the

domain of change management.
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Research evolves based on the discovery of new information and varied opinions
about existing theories. The difference of opinion ranges from partial to full support of a
theory or total opposition to the theory. The theory of engagement (Kahn, 1990) has been
criticized as being static, lacking a basis for understanding the dynamic nature of human
and organizational behavior that can influence levels of EE in the moment (Boccoli et al.,
2023; Huang et al., 2022; Joo et al., 2016; Khodakarami & Dirani, 2020; Macey &
Schneider, 2008; Saks, 2006). Kahn acknowledged that flaw in his seminal work. Kahn
suggested that future research should focus on examining the relationships between and
among the psychological conditions of engagement and the factors that contributed to
psychological presence, to explain EE in a dynamic environment. Khodakarami and
Dirani (2020) noted a need for EE research in different work settings and across business
types and industries to understand the dynamic nature of employee engagement. Saks
(2006, 2019) stated that Kahn’s model focused on psychological conditions as
antecedents for employee engagement but did not explain why employees engaged at
different levels under changing conditions. Boccoli et al. believed that the static approach
to EE had aged out and shifted to a more dynamic approach instead. Figure 1 shows the

conceptual model of the theory of engagement introduced by Kahn in 1990.



Figure 1

Theory of Engagement Conceptual Model

Psychological Conditions of Engagement

Psychological Presence

Meaningfulness
When employees view their
work as meaningful, more
than just a job.

i

Safety
When employees feel
physically and
psychologically safe in their
work locations and
positions.

Attentiveness

Extent that employees are focused,
concentrating, and immersed in
their work.

A

A 4

Connection

IThe emotional bond employees
form with their work, colleagues,
and the organization.

|

Availability
When employees have the
physical, emotional, and
psychological energy to
perform their work duties.

A

A

Integration

When an individual’s personal
alues are aligned with those of the
lorganization.

A

A 4

Avegnon-Sallah, A. (2024). Theory of Engagement Conceptual Model.

Supporting Theories

Focus

When employees are cognitively,
emotionally, and physically present
in the moment without distraction.

16

When conducting a study with focus on EE, it was important to understand if the

theory of engagement was still a relevant framework for researching the phenomenon.
Boccoli et al. (2023) studied the evolution of research on EE by performing a literature

search of multiple management-related databases. The authors conducted a content

analysis on selected papers, applying Kahn’s (1990) theory of engagement to understand

the current state of research on the topic. Boccoli et al. also analyzed other relevant

theoretical frameworks that contributed empirical support for Kahn’s theory including

social exchange theory (SET; Homans, 1947), the job demands-resources theory (JD-R;
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Demerouti et al., 2001) and the job engagement scale (JES9; Houle et al., 2022). The
findings revealed that the static approach to EE has aged out and shifted to a more
dynamic approach instead. Adopting the dynamic approach could help improve the
wellbeing of employees, as well as their performance, which in return would help in
improving company financial performance.
Social Exchange Theory

It was important and helpful to analyze EE from a communicative and reciprocity
perspective. One way of doing that was through social exchange theory (SET), which
provided a lens to conduct that analysis. The theory of engagement (Kahn, 1990) aligned
with SET on the principle of reciprocity (Figure 1). According to Homans (1947),
individuals engaged socially with an expectation of receiving some benefit from the
exchange and then reciprocated in kind. The quality of the exchange and benefit
influenced the level of trust and the strength of the relationship between the parties. EE
required a give-and-take exchange between the employee and the organization (Homans,
1947; Kahn, 1990, 1992; Panda et al., 2022). EE was positively impacted when
employees were acknowledged and rewarded for their contributions to the organization.
Employees who felt valued through acknowledgement and reward were more likely to
sustain high levels of engagement (Blustein et al., 2023). From an organizational
perspective, high levels of engagement were positive factors to help with improving
employee performance, increasing company financial performance, and reducing the

turnover rate. Key drivers of engagement in the workforce included but were not limited
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to meaningfulness, attentiveness, and recognition were the focus of several research
studies throughout the years. Panda et al. (2022) applied SET to examine the relationship
between employee attentiveness to the job role and employee perceptions of the
meaningfulness of the work. The results of the study confirmed a positive relationship
between work meaningfulness, job performance, and employee engagement. Supervisor
support was found to increase work meaningfulness when the relationship between
supervisor and employee was reciprocal. Thelen et al. (2022) examined the relationship
between leadership communication and the three psychological conditions
(meaningfulness, safety, and availability) identified by Kahn (1990). The authors applied
SET as a basis for understanding to what extent supervisor motivating language
influenced employee feelings of meaningfulness, safety, and availability at work. The
premise was that positive, motivating, communication from supervisor to employee
would positively impact the three psychological conditions and lead to reciprocal
behavior from the employee. The results of the study indicated a significant, positive
relationship among the variables providing additional empirical support for SET and the
theory of engagement.

SET provided a lens to analyze EE from a reciprocity viewpoint or perspective.
SET and the theory of engagement share the attribute of reciprocity, but Homans (1947)
and Kahn (1990, 1992) viewed the process of exchange differently. Homans believed that
the process of exchange was calculated as individuals evaluated the cost-benefit of the

exchange. When the exchanges were mutually beneficial, a relationship developed. Kahn
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emphasized the interpersonal nature of the exchange. Kahn believed that individuals
formed relationships when certain psychological conditions were met that facilitated
psychological presence at work. An emotional connection to work led to employee
engagement (Kahn, 1990). Engaged individuals were more likely to see a benefit (rather
than a cost) and invest in relationships at work. The relationships strengthened the
emotional connection to work.

JD-R Theory

The underlying premise of JD-R was that two factors, job demands and job
resources, influenced employee performance and well-being. Job demands were defined
as the physical, mental, and emotional effort required to complete work tasks (Demerouti
et al., 2001). Job resources were the personal and organizational means available to
employees to respond to changes in job demands (Demerouti et al., 2001). Meeting job
demands required physical and psychological effort (Mazzetti et al., 2023). This aligned
with Kahn’s (1990) concept of availability, one of the three psychological conditions that
must be met for employees to be engaged. Organizational leaders should attempt to
understand the context and concept of availability to achieve high levels of engagement.
Kahn defined availability as when employees had the physical, emotional, and
psychological energy to perform their work duties. High job demands depleted those
resources leaving employees with low energy that inhibited and distracted them from
their work (Mazzetti et al., 2023). Job resources, particularly those that offered emotional

support and coping strategies, buffered the impact of high job demands (Kwon & Kim,
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2020; Mazzetti et al., 2023; Thelen et al., 2022). However, according to Hakanen et al.
(2021), job resources were contextual, and they were more effective at the task level than
at other levels. Organizations should understand the context of job resources to redesign
work to be more engaging.

Understanding the context of the work or workplace setting should play an
important role when determining the type of EE that is needed. EE strategies that might
work in one setting may not work in a different setting. Albrecht et al. (2023) supported
the contention that the study of engagement should be more specific to the domain or
context of the work. The authors applied the constructs of JD-R in a study of employee
engagement in the context of organizational change. The authors believed that certain job
resources (change-related meaningful work, change-related psychological safety, and
change-related self-efficacy) increased positive work behavior during organizational
change. The three constructs identified by Albrecht et al. (2023) directly aligned with
Kahn’s (1990) three psychological conditions for employee engagement. Albrecht et al.
concluded that Kahn’s theory was applicable to organizational change management. A
key finding of the study by Albrecht et al. was that meaningfulness of change-related
tasks was the greatest driver of employee engagement, consistent with other research that
demonstrated the importance of meaningful work on employee engagement,
performance, and well-being. Kahn and Fellows (2013) concurred that meaningfulness
should be studied in the context of the work to understand how employees perceived

meaningfulness and how those perceptions contributed to greater or lower levels of



21
engagement. Organizational leaders could gain valuable insights if they invested in the
work of studying meaningfulness as it applied to their settings or the context of the work.

Professional burnout may cause some people to perform poorly or want to exit
their role. Most of the time, burnout happens when EE is low or nonexistent. Santhanam
and Srinivas (2020) examined the effect of EE on job burnout and turnover intention. The
authors also assessed the moderating effect of happiness to further explain how EE
impacted burnout and turnover intention. Santhanam and Srinivas reviewed and
discussed several models of engagement, including Kahn’s (1990) theory of engagement,
Maslach et al.’s (2001) research on job burnout, and social exchange theory (SET)
(Homans, 1947). Santhanam and Srinivas found that there was a relationship between
level of EE, job burnout, and turnover intention. Employees who were highly engaged
were less likely to experience burnout and less likely to leave. Rana (2019) explained that
increased EE was helpful in achieving organizational effectiveness that included
productivity, turnover reduction, profitability, and customer satisfaction. Organizations
should make the effort to fully understand the context of professional burnout, develop
effective and productive EE strategies to ensure high levels of EE and decrease the
turnover rate.

Job Engagement Scale 9

EE plays a major role in increasing the life expectancy of organizations and

ensuring financial stability and growth. The development of measurement scales has been

a frequent topic of studies as researchers continue to attempt to identify the factors that
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influence EE and the different outcomes that result. Boccoli et al. (2023) analyzed
different measurement scales, outcomes, and antecedents identified in previous research
related to EE. Boccoli et al. believed there was a lack of scales to measure EE due to the
fragmented nature of the concept of EE. Boccoli et al. believed there was a lack of scales
to measure EE due to the fragmented nature of the concept of EE. It is hard to predict if
there will ever be a universal definition of the concept of EE and if the concept itself will
be continuous and not fragmented. Using the right EE strategies could help improve
employee performance, decrease turnover rate, and increase company financial
performance. Organizations should encourage and invest in research that focuses on
developing scales to measure EE. The nature of the concept of EE is fragmented as there
is no universal definition. The same is true of job engagement which is broadly and
usually defined as a person’s enthusiasm and involvement in their job. Houle et al. (2022)
conducted a study to assess the validity of a proposed short form of the job engagement
scale (JES9). The authors noted that there were multiple definitions of employee and job
engagement but no single theoretical framework that united them. Houle et al. compared
the benefits and limitations of previously developed models on engagement. The authors
concluded that the proposed JES short form aligned with Kahn’s (1990) original concept
for the theory of engagement and that the JES could help to provide a global measure of
job engagement. The results of this study demonstrated how employee engagement and
job engagement tools can be used as predictors of organizational performance and

personal outcomes.
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Employee Engagement

It is vital for leaders of manufacturing organizations to realize that EE contributes
to improvement in organizational effectiveness, employee performance, and company
financial performance. It may also reduce turnover as engaged employees are less likely
to leave (Boccoli et al., 2023; Nienaber & Martins, 2020). The specific business problem
was that some business leaders in the manufacturing industry lack EE strategies to
improve employee performance, reduce turnover, and improve company financial
performance. The purpose of this qualitative pragmatic inquiry study was to explore EE
strategies some business leaders in the manufacturing industry used to successfully
improve employee performance, reduce turnover, and improve company financial
performance. The results of this study may provide business leaders in manufacturing
companies with engagement strategies to successfully improve employee performance,
reduce turnover, and improve company financial performance.

EE can have a wide-ranging impact on organizations and the people they employ.
There is significant extent literature on EE to support the premise that high levels of EE
positively influence employee performance, retention and turnover, and financial results
for the company (Kahn, 1990). High EE results when employees feel their work is
meaningful (meaningfulness), feel physically and psychologically safe in their work
locations and positions (safety); and that they have the physical, emotional, and

psychological energy to perform their work duties (availability).
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Organizational citizenship behavior can be used to engage employees and
empower them to be productive, proactive, and to take initiatives to help achieve
organizational performance. Afram et al. (2022) studied employee engagement and
organizational citizenship behavior as mediating variables in the relationship between
employee empowerment and organizational performance. Afram, et al. viewed employee
empowerment on two levels, psychological and structural. Psychological empowerment
was defined as a positive frame of mind where employees were motivated to perform.
Structural empowerment was referred to as an organizational philosophy that empowers
workers to be decision-makers. The results of the study indicated that neither
psychological nor structural empowerment contributed significantly to organizational
performance. However, they both had a positive influence on organizational citizenship
behavior as well as employee engagement. The authors also found that organizational
citizenship behavior played a significant mediating role in the relationship between
employee empowerment and organizational performance. The results of the study
provided evidence of how personal and organizational empowerment positively affects
employee engagement.

Throughout the years, corporate social responsibility (CSR) has been viewed as
one of the antecedents of job engagement and the general belief was that CSR can
significantly and positively influence EE. Ali et al. (2020) investigated the impact of
(CSR) on employee engagement (EE) and employee performance (EP) using social

identity theory as the theoretical framework. The authors also analyzed the mediating role
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of EE in the CSR-EP relationship. Ali et al. found that CSR had a significant positive
impact on employees' engagement and performance. The authors also highlighted the
partial mediating role played by EE in the relationship between CSR and EP. The results
of the study demonstrated the importance of corporate social responsibility and employee
engagement for employee performance.

Different types of EE strategies might be needed within the same organization
because the workforce population within a work setting varies. Key drivers of
engagement for a millennial workforce might not be the same for a non-millennial
workforce. Hurtienne et al. (2022) studied how millennial manufacturing workforce can
be engaged at work. The authors found that millennial workers sought acceptance from
their peers and supervisors and like to innovate and be part of the problem-solving
discussions. The authors also found that millennial workers want to give back to the
community. The results of the study helped to understand what might impact employee
engagement and by extension employee performance within the manufacturing millennial
workforce and comprehend that the same might not be applicable for a different
workforce population. Perceived organizational support (POS), which usually referred to
how employees perceive the value given by their employer to their contributions and
well-being was an important factor of EE as it is related to job attitudes and behaviors.
Khodakarami and Dirani (2020) studied the association between employee engagement
and the two antecedent factors of perceived organizational support (POS) and employee

loyalty across different areas of study. The authors found that there was a positive and
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significant association between employee engagement and POS and employee loyalty.
The authors also found that across different areas of study, the level of engagement does
not appear to be the same, and women are more engaged than men regarding employee
loyalty. The results of the study provided support that employee engagement can be
increased when employees have the right organizational support from their leaders.

Employees perform better when they are engaged the right way. To reduce the
performance gap and maximize the productivity of their workforce, organization leaders
should work to increase and ensure high levels of engagement. Nienaber and Martins
(2020) studied the dimensions that enhance the levels of employee engagement with the
goal of improving organizational effectiveness. The authors found that when it comes to
employee engagement, the dimensions of organizational strategy and implementation, as
well as organizational commitment and team commitment were the significant predictors.
The authors identified employee engagement as a mechanism to improve strategy
implementation, thus reducing the performance gap, and, consequently, waste. They
further explained that since employee engagement engenders employee support to pursue
organizational goals, it is important to improve communication means to enhance
employee engagement level as the costs of disengaged employees are high, in terms of
productivity losses and the performance gap, with adverse consequences for society. This
paper was important in relation to my study as it showed that employee engagement can

help reduce the performance gap and increase productivity.
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Job performance is closely tied to EE. The belief was that engaged employees are
happy employees and a happy workforce tends to find creative ways to perform at their
best. To examine the relationship between EE and job performance and test if creativity
mediated the relationship between engagement and performance, Ismail et al. (2019) used
the personal engagement theory throughout their study. Kahn (1992) ascertained that EE
led to performance. Ismail et al. (2019) found that EE had a positive effect on job
performance and that creativity played an important mediating role in the relationship
between engagement and performance. In alignment with Kahn (1992), Ismail et al.
(2019) ascertained that high engagement among the workforce led to employees’
willingness to share constructive ideas thus positively impacting job performance and
increasing productivity. Carter et al. (2018) was in alignment with Ismail et al. (2019)
that there was a significant positive relationship between EE and job performance.
Schaufeli et al., (2002) was not convinced there was sufficient research to fully
understand the relationship between engagement and performance. Chen et al., (2020)
believed that employee engagement played a mediator role between psychological capital
and employee performance.

Summary

The conceptual framework that grounded this study included the theory of
engagement, introduced by Kahn (1990). In his 1990 study, Kahn identified three
psychological conditions that were antecedents to employee engagement. In 1992, Kahn

extended his research and identified four underlying dimensions of psychological
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presence at work: attentiveness, connection, integration, and focus. Kahn adopted
elements of Goffman’s (1961) concept of impression management and SET (Homans,
1947) to formulate his theory. Theories that support the theory of engagement included
SET, JD-R theory, and JESO.

Transition

In section 2 of this document, I conducted a thorough search of peer-reviewed and
full-text articles from reputable, peer-reviewed databases, and read the approved
materials | found on the topic of EE. I identified the conceptual framework that grounded
this study to include the theory of engagement, introduced by Kahn (1990). The author
identified four underlying dimensions of psychological presence at work: attentiveness,
connection, integration, and focus in 1992 when he furthered his research and introd uced
the concept of psychological presence at work. Several researchers criticized the theory
of engagement (Kahn, 1990) as being static, lacking a basis for understanding the
dynamic nature of human and organizational behavior that can influence levels of EE in
the moment (Boccoli et al., 2023; Huang et al., 2022; Joo et al., 2016; Khodakarami &
Dirani, 2020; Macey & Schneider, 2008; Saks, 2006).

The supporting theories that were identified included: the social exchange theory
which aligned with the theory of engagement (Kahn, 1990) on the principle of
reciprocity, the JD-R theory which aligned with Kahn’s (1990) concept of availability as
it implied that job demands required physical and psychological effort (Mazzetti et al.,

2023), and the JES9 theory which aligned with Kahn’s (1990) original concept for the
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theory of engagement as it implies that JES could help to provide a global measure of job
engagement. Researchers from diverse fields agreed that EE can have a wide-ranging
impact on organizations and the people they employ (Ali et al., 2020; Boccoli et al.,
2023; Hurtienne et al., 2022; Khodakarami & Dirani, 2020).

Section 3 will focus on the methodology used for this research project. | discuss
the ethics and nature of the project as well as its population, sampling, and participants. |

also discuss data collection, analysis, and technique activities.
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Section 3: Research Project Methodology

In Section 3, | provide an overview of ethical research including a brief
description of the Belmont report protocol and my role as the researcher. | discuss the
research method (qualitative) and research design (pragmatic inquiry) and why they were
appropriate for my study. The target population, sampling technigque, and participant
eligibility criteria are identified. A detailed description of the planned data collection,
organization, and analysis techniques is provided. | define the key terms related to
reliability and validity in qualitative research. Section 3 concludes with a summary and
transition.

Project Ethics

In qualitative research, the researcher is the primary data collection instrument for
a study (Pathiranage et al., 2020; Yin, 2018). Therefore, | played the role of data
collection instrument for this study. In the data collection process, the role of the
researcher was to collect data from various sources using data collection techniques such
as interviews, observation, and fieldwork. It is the responsibility of a researcher to
investigate, review, analyze, and defend the data and ethically report the results (Lester et
al., 2020). Collins and Stockton (2022) mentioned that in qualitative research, the
researcher plays complex roles including identifying and recruiting study participants,
developing interview questionnaires, interviewing participants, and ensuring a proper
data collection process. Collins and Stockton emphasized the vital and prominent role

played by the researcher to identify patterns and themes within the data during the data
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analysis process. The researcher was also described as a participant protector, and a
reflective practitioner (Chen et al., 2020; Cumyn et al., 2019; Lester et al., 2020). The
qualitative researcher often engages in an extensive interface with participants and
attempts to uncover their perspectives based on the research question (Haven & Van
Grootel, 2019; Soh et al., 2020). Soedirgo and Glas (2020) believed that the positionality
and worldviews of a qualitative researcher often shaped their research process as well as
the information harvested from their inquiry.

As the researcher, | had a relationship with this planned study in both experience
and location. My experience-based connection was tied to the few years | worked in the
manufacturing setting as a human resource professional and my strong beliefs in EE. I
have also had substantial experience in understanding how a disengaged workforce can
contribute to a spike in the employee turnover rate and a decrease in organizational
productivity and financial performance. My location-based connection was that | have
lived in the Midwest region of the United States ever since | immigrated to the United
States12 years ago. | did not have a personal or professional relationship with the
participants. | used my social media network on LinkedIn to target the specific audience.
Wong et al. (2021) mentioned the benefits of using social media to reach and educate an
identified workforce or audience.

The institutional review board (IRB) at Walden University provided guidelines
related to the ethical conduct a researcher must comply with during a planned research

study. The IRB provided requirements for conducting research, ensured that these
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requirements were enforced, and regulated both the review and approval process for
planned research studies (see Slovin & Semenec, 2019). As a qualitative researcher with
awareness of the importance of ethics in research, | abided by the IRB guidelines and the
Belmont Report protocol. The Belmont Report (National Commission for the Protection
of Human Subjects of Biomedical and Behavioral Research, 1979) provided ethical
principles and guidelines governing research involving human participants. Romm (2020)
discussed some of the ethical issues surrounding the United States-commissioned
Belmont report and listed the three main principles of the report to include respect for
human participants, beneficence, and justice. For this planned study, | took necessary
measures to ensure and protect the confidentiality of the participants by not revealing
their identities. The Office for Human Research Protections (OHRP, 2022) mentioned the
importance of protecting confidentiality of the research participants by keeping their
identities private to keep them free from harm.

Hagues (2021) mentioned the importance of securing verbal and written consent
from participants. lvey (2022) explained that ensuring and obtaining informed consent
from participants not only helps to establish and build a strong rapport with participants
and contributes to minimize risks through a safe research environment. | began the
informed consent process by reviewing approved guidelines from the Walden University
IRB and the Belmont Report’s ethical standards. For the next step, the required
documents were submitted to the IRB committee to request permission to collect data.

Once IRB approval was granted, the informed consent was emailed to participants. The
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informed consent form included elements such as disclosure, comprehension,
competence, voluntariness, and the right to withdraw (see Jacob & Foth, 2019; Yu,
2020). The informed consent also provided clarification regarding the purpose of the
study, data collection procedures, the potential benefits of the findings, risk,
confidentiality, and the right to withdraw at any time (see Alves et al., 2022). Participants
were asked to provide consent in writing. Fielding-Miller et al., (2022) explained that
qualitative researchers must receive participants’ informed consent via a written
document as this is part of the ethical principle of respect.

In qualitative research, participants have the right to withdraw from a study at any
time (Alves et al., 2022). Participants could withdraw from the study without providing a
reason and with no fear of retaliation. Participant procedures for withdrawing from the
study included informing me via email or telephone of their withdrawal decision. If the
withdrawal request was to be received, the request would have been validated, the
participant would have been removed from the study, and a search for a new participant
would have been conducted, as necessary. Ibrahim et al. (2019) mentioned that informed
consent should provide clarification regarding compensation for study participants.
Participants did not receive any compensation or financial incentives associated with
participation in this study. Xu et al. (2020) explained that in qualitative research,
voluntary participants do not obtain financial incentive for participating.

To ensure that the ethical protection of participants is adequate and to ensure

privacy, identifiable information was removed, and a coding system was used to mask
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identifiable information. Kyngas et al. (2020) recommended using an effective coding
method that sealed identifiable information to ensure confidentiality of the participants
and data. The participants were labeled individually as L1 for the first participant, L2 for
the second participant, L3 for the third participant, and so forth. The research data was
also labeled. All confidential data and supporting materials including researcher-
participant agreements, soft copies of interview and company information, audio
recordings, and all hard or printed documents were safely stored for 5 years in a locked
drawer in my office and destroyed thereafter (see Surmiak, 2018).

Nature of the Project

The three types of research methods that are used in research are quantitative,
qualitative, and mixed methods (Aspers & Corte, 2019; Candela, 2019; Taguchi, 2018).
The qualitative research method was used for this study. Researchers use qualitative
methods as they seek to understand the real meaning of experiences lived and the
significance of those experiences (Candela, 2019). Qualitative methods enable
researchers to understand processes and strategies as others experience them (Aspers &
Corte, 2019). A qualitative research approach was appropriate for this study because the
intent was to conduct semistructured interviews to collect data on the real-world
experiences of business leaders in the manufacturing industry on the successful strategies
used to improve EE.

| used pragmatic inquiry as the research design for this study. Pragmatic inquiry is

a type of qualitative research used when the researcher intends to study organizational
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processes (Kelly & Cordeiro, 2020). One of the central tenets of pragmatic inquiry is that
research is undertaken to produce practical, action-oriented results that are designed to
solve a business problem (Kelly & Cordeiro, 2020). Pragmatic inquiry was appropriate
for this study because the intent was to explore engagement strategies business leaders in
the manufacturing industry used to successfully improve employee performance, reduce
turnover, and improve company financial performance.

Population, Sampling, and Participants

The target population for this study included manufacturing business leaders in
the Midwest region of the United States who successfully used EE strategies to increase
employee performance, reduce turnover, and improve company financial performance.
Potential participants were identified using social media platforms such as LinkedIn.
Purposeful sampling was used to select six manufacturing business leaders as potential
participants for this study. Participant eligibility criteria included the following: (a)
experience with successful implementation of strategies to improve EE, (b) experience
leading employees in a supervisory or manager role, and (c) at least 2 years of experience
working as a manufacturing business leader. Manufacturing business leaders who did not
meet these criteria were not eligible to take part in this study. During the interview
process, | used open-ended questions and | also put in place a solid interview protocol
that helped me to ensure a thorough observation of facial and non-facial expressions,

body language, tone of voice, non-verbal signals, and consistency of the interview steps.
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One of the goals behind the use of open-ended questions is to obtain vast and rich
information to achieve data saturation (Roberts, 2020).

Strategies for gaining access to participants began as | identified potential
participants from my social network on LinkedIn. Wong et al., (2021) explained that
social media is a unique viable way to locate potential research participants. It is possible
for the researcher to reach a specific target audience if they use social media the right
way thus saving a great deal of time (Chambers et al., 2020; Webber-Ritchey et al.,
2021). On LinkedIn, I requested access to several manufacturing professional groups. I
posted the participant recruitment flyer (Appendix A) on their pages and emailed it to
other active LinkedIn members. For participants to contact me, | provided my email
address on the invitation.

When interested potential participants respond, | sent them the formal invitation
letter. I attached an informed consent letter describing the background and purpose of the
research study. Information regarding data collection procedures, the right to withdraw
from the study at any time, as well as the guarantee that their participation will remain
confidential was included in the informed consent letter. The researcher can build a
strong rapport with participants if they ensure informed consent and minimize risks
through a safe research environment (Ivey, 2022). | collected publicly available data from
social media sites such as LinkedIn and as provided by participants to support data

saturation and triangulation.
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| used different strategies for establishing a working relationship with
participants. This included email exchange between the participants and me. During these
exchanges, we became familiar with our backgrounds and professional journeys. 1 also
answered most of the questions they had regarding the study which helped to (a) build a
working relationship and trust between us, and (b) facilitate an open and honest dialogue
between us. Cassell et al. (2020) mentioned the importance of establishing a good
working relationship with the participants through honest communication and by building
trust.
| used purposeful sampling as my sampling method. Purposeful sampling was

recommended to researchers who wanted to align participants’ characteristics with the
overarching research question to add to the rigor and trustworthiness of the data collected
(Campbell et al., 2020; Lowe et al., 2018). Purposeful sampling made it possible for the
researcher to target a specific group of participants that are skilled or have knowledge
about the phenomenon that was being studied. | selected six participants that were
manufacturing business leaders including senior managers, managers, and supervisors
located in the Midwest region of the United States with experience in implementing
successful strategies to increase EE. | selected the six participants using purposeful
sampling as | believed this number of participants, and the data collected from publicly
available sources would help me achieve data saturation. Hennink and Kaiser (2022)
mentioned that purposeful data collection can help attain data saturation and address the

research question. The authors further explained that in qualitative research large sample
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size is not always the main requirement to get new insights or a better understanding of
the phenomenon that is being studied. While Guest et al. (2020) believed that there were
no actual guidelines about sample size, Malterud et al. (2016) suggests a sample size
between six and 10 participants if the researcher wants to attain data saturation.

Data Collection Activities

During the research process, the researcher uses tools referred to as data
collection instruments to collect data from one or multiple sources (Roh et al., 2021). In
gualitative research, the researcher is the primary data collection instrument for a study
(Pathiranage et al., 2020; Yin, 2018). Therefore, | played the role of data collection
instrument for this study. Ehrmin and Pierce (2021) argued that the researcher tended to
be the most essential instrument for data collection within a research study. McGrath et
al. (2019) referred to the qualitative researcher as the active co-creator in the data
collection process. | used purposeful sampling to recruit and select six manufacturing
supervisors or managers as potential participants for this study. Key participant eligibility
criteria included the following: (a) experience with successful implementation of EE
strategies that improved, (b) experience leading employees in a supervisory or manager
role, and (c) at least 2 years of experience working as a manufacturing business leader.

I formulated open-ended interview questions relevant to my research question to
address the problem and purpose of the study. The research plan included using
semistructured face-to-face interviews if possible as they are viewed as one of the

foundations of standard data collection methods (Saarijarvi & Bratt, 2021). With the
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approval of the participants, the interviews were first recorded using a trusted audio
recording device and then thoroughly transcribed. Member checking was used to verify
and validate the interpretation and synthesis of the interview responses to ensure accuracy
and credibility. Johnson et al. (2020) alluded to the importance of member checking as
essential to attain accuracy and credibility. Fielding (2020) mentioned that the researcher
could achieve validity by using member checking.

An interview protocol was developed and used consistently to ensure reliability,
credibility, and validity of the interview, quality and inclusivity of the data collected
within a specific timeframe. Evans et al. (2022) explained that an interview protocol is
vital to gain and increase the significance, and quality of the collected data while
ensuring its inclusivity at the same time. Merlo et al. (2020) mentioned that using an
interview protocol helps to ensure effective data collection as it can provide clarity about
the interview process, risks and conditions, background of the study, and interview
questions. In qualitative research, the researcher can achieve validity by using an
interview protocol (Fielding, 2020). Roberts (2020) and Yeong et al. (2018) explained
that the interview protocol could help to ensure consistency, reliability and validity of a
study, privacy of the participants, reduce discrepancies before, during and after the
interview process, and systematically obtain good qualitative data.

Semistructured interviews with open-ended questions were used as the data
collection technique to address the problem and purpose of the study. In qualitative

research, the researcher could use semistructured interviews as a data collection
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technique to explore participants’ unique experiences and gain more insight about the
phenomenon that is being studied (McGrath et al., 2019). DeJonckheere and VVaughn
(2019) described semistructured interviews as a dialogue between the qualitative
researcher and participants of the planned research study, directed by an interview
protocol and extended follow-up questions, and interpretations. Open-ended interview
questions provided an opportunity for the researcher to gather rich data from participants
regarding their experiences and perspectives related to the research topic (Vinke-de
Kruijf et al., 2022).

There are several advantages of semistructured interviews. In qualitative research,
semistructured interviews help the qualitative researcher ask the same open-ended
interview questions to all the participants, investigate participants’ thoughts, mindsets,
and philosophies about a particular topic or phenomenon that is being studied, explore
personal and complex problems, get rich data, and reach data saturation quickly
(DeJonckheere & Vaughn, 2019; Fusch et al., 2018; McGrath et al., 2019).
Semistructured interviews also make it possible for qualitative researchers to ask
clarifying questions and use rephrasing techniques to get rich information (Brown &
Danaher, 2019). Within the semistructured interviews, | used trusted recording devices
with the knowledge and approval of the participants. The use of recording devices helped
the interviewer focus on the interview, maintain eye contact, observe verbal and
nonverbal cues, read the body language, and build a trusting relationship with the

participant (DeJonckheere & Vaughn, 2019). The sole use of a pen and notebook could
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lead to the researcher being sidetracked by extensive notetaking (DeJonckheere &
Vaughn, 2019).

Using semistructured interviews as a data collection technique in qualitative
research also has disadvantages such as the cost, poor quality of responses provided by
participants who may be hesitant or reluctant to share information, biased responses, time
constraints, unavailability due to social, professional, financial, and personal challenges
(Cardno, 2019; Mcintosh & Morse, 2015; Rizzo et al., 2016). Other disadvantages might
include poor technology, loss of data in its original form, lack of focus on the researcher
side, inadequate sample size, difficulties strengthening the credibility and reliability of
the research study due to lack of documentation or information (Yin, 2018).

Interview Questions

1. What challenges have you encountered with engaging employees?

2. What strategies have you used to increase EE?

3. What challenges have you faced when implementing strategies to increase

EE?

4. How did you address the challenges resulting from the implementation of

strategies to increase EE?

5. How effective were the strategies for increasing EE?

6. What were the most successful strategies for increasing EE?

7. What were the least successful strategies for increasing EE?

8. How did you measure the effectiveness of strategies to increase EE?
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9. What additional information or comments would you like to share regarding
the strategies necessary to increase EE in your business?
Data Organization and Analysis Techniques

For privacy and protection purposes and to assure that the ethical protection of
participants was adequate, all identifiable information was removed from the raw data
collected and a coding system was used. Audette et al. (2020) mentioned that coding
techniques can help protect the identity of the participants of a research study. In the
same line of thought, Kyngas et al. (2020) recommended using an effective coding
method that sealed identifiable information to ensure confidentiality of the participants
and data. For information storage, data coding and collection, theme categorization, and
organization of the interview comments in memo forms, | used the Atlas.Ti software. A
wide range of researchers use Atlas.Ti which is a software tool that aids in qualitative
data analysis. The participants were labeled individually as L1 for the first participant, L2
for the second participant, L3 for the third participant, L4 for the fourth participant, and
L5 for the fifth participant, etc. All confidential data and supporting materials including
researcher-participant agreements, soft copies of interview and company information,
audio recordings, and all hard or printed documents were safely stored for 5 years in a
locked drawer in my office and destroyed thereafter (Surmiak, 2018).

Data triangulation is a research approach where multiple sources of data are
collected to study a particular phenomenon. Researchers use data triangulation to help

increase the depth of understanding about complex phenomena. Researchers can use data
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triangulation to minimize bias, add depth to the collected data, and reach data saturation
(Belotto, 2018; Fusch et al., 2018). Data triangulation helps to assess the validity of the
data and methodological triangulation can be used to provide corroboration of initial
findings through documents, literature reviews, and interviews (Natow, 2020; Yin, 2018).
Methodological triangulation was used for this study.

A logical and sequential process for data analysis was developed and executed in
phases. In phase one, the research data was collected. In phase two, all collected data was
examined and screened to ensure alignment between the collected data and the research
question. Key themes and concepts that emerged from the interview transcripts were
identified and the data was organized into the categories identified during the interview
process. | will initiate the coding process using Atlas.Ti software as part of the third
phase. Member checking was used to verify the accuracy of the data interpretation. |
compared the resulting themes to the conceptual framework to check for alignment.
Fielding (2020) mentioned the importance for the researcher to ensure that themes
resulting from the interview process are aligned with the conceptual framework.

Reliability and Validity
Reliability

One of the key constructs in ensuring trustworthiness for a qualitative research
study is reliability which is a measurement that helps a researcher to evaluate the quality
of the research and determine the degree to which results are reproducible (McDonald et

al., 2019). The qualitative researcher can enhance the trustworthiness of their research by
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implementing high levels of rigor in their study through an exhaustive investigation and
by ensuring that the study’s findings are credible and can be replicated (Collingridge &
Gantt, 2019; Mackieson et al., 2019). To address dependability, | used procedures
associated with rigor in research such as member checking, prolonged engagement,
persistent observation, detailed description, negative case analysis, peer review and
debriefing, development of coding system, data triangulation, and external audits.

Johnson et al. (2020) argued that member checking helps to enhance credibility
and accuracy of the study findings because the research participants are asked to verify
and validate the work done by the researcher in interpretating and synthesizing the
interview responses. Member checking was used to verify and validate the interpretation
and synthesis of the interview responses to ensure accuracy and credibility (Johnson et
al., 2020). Fielding (2020) mentioned that the researcher could achieve validity by using
member checking.

Prolonged engagement is a technique through which qualitative researchers
immerse themselves in the context or environment of the research study long enough to
build a trust relationship with the participants. Persistent observation helps to identify the
most relevant characteristics and elements of a situation and focus on them (Fielding,
2020). The focus of detailed description is to provide accurate, detailed, and reliable data
or information of the phenomenon that is being studied. The aim of a negative case
analysis is to find and discuss data that contradict the explanations emerging from the

planned qualitative research study. Peer review and debriefing are used to enhance the
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validity of a research study by consulting with one or more peers who have no personal
interest in the project. The coding process helps the qualitative researcher to label and
organize the qualitative data, identify key themes, and understand the relationship
between them.

Data triangulation is a research approach where multiple sources of data are
collected to study a particular phenomenon. Researchers use data triangulation to help
increase the depth of understanding about complex phenomena. Researchers can use data
triangulation to minimize bias, add depth to the collected data, and reach data saturation
(Belotto, 2018; Fusch et al., 2018). Triangulation helps to assess the validity of the data
and methodological triangulation can be used to provide corroboration of initial findings
through documents, literature reviews, and interviews (Natow, 2020; Yin, 2018).
Methodological triangulation was used for this study.

Validity

For a qualitative researcher to ensure the validity of their research study, they
must cover four items including credibility, transferability, confirmability, and data
saturation. Closa (2021) explained that credibility was the assurance in the accuracy of
the research results. Fielding (2020) mentioned that validity could be achieved by using
member checking, persistent observation, triangulation, and an interview protocol.
Hayashi et al. (2019) identified data triangulation and data saturation as the ways to
improve and achieve credibility. To ensure credibility of my research study, | used the

interview protocol, observation, member checking, and data triangulation.
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Transferability refers to the generalizability of the results of qualitative research
to other contexts or settings (Saunders et al., 2019). Qualitative researchers have the duty
to ensure that adequate and accurate information is provided to the readers to help them
make informed decisions or conclusions (Closa, 2021; Saunders et al., 2019). To ensure
transferability, structured protocols were used for interviews and direct observation of
participants. | also provided a robust description of the research procedures, research
question, methodological method including the selection criteria of participants, and data
saturation, which helped the readers make their own conclusion and served as a pathway
for other researchers.

In qualitative research, confirmability exists when the results or findings of a
qualitative study are consistent, accurate, lack bias in data analysis, provide a detailed
rationale of actions taken, and can be confirmed by other researchers with similar
research objectives (Campbell et al., 2020; Closa, 2021). Haven and Van Grootel (2019)
argued that a consistent data collection process could help to ensure confirmability if
there is alignment between the research data and applicable and inclusive interpretations.
To address confirmability, I used a consistent and systematic data collection process
including an interview protocol followed by thorough documentation of the interview
transcript. | also performed member checking to verify the collected data and used an
audit trail that detailed the triangulation method to reach data saturation.

Data saturation is said to occur when sufficient data has been gathered to create

conclusions, and any further data collection would not produce any new insights (Fofana
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et al., 2020; Lowe et al., 2018; Moreau, 2020). Hennink and Kaiser (2022) mentioned
that purposeful data collection can help attain data saturation. Leese et al. (2021)
explained that data saturation is about the depth of the data, not the number of interviews.
To ensure data saturation, | used purposeful sampling of six manufacturing business
leaders, purposeful data collection, and asked the same open-ended interview questions to
all participants until there were no new emerging themes (Fofana et al., 2020; Lowe et
al., 2018). I carefully reviewed all transcripts, and audio recordings and accurately
transcribed the information in its original form.

Transition and Summary

In Section 3 | provided an overview of ethical research including a brief
description of the Belmont report protocol and my role as the researcher. | discussed the
research method (qualitative) and research design (pragmatic inquiry) and why they were
appropriate for my study. The target population, sampling technique, and participant
eligibility criteria were identified. A detailed description of the planned data collection,
organization, and analysis techniques was provided. | defined the key terms related to
reliability and validity in qualitative research.

In Section 4, | present the findings of my study based on themes that emerged
from the analysis of the data. | explain how the results of this study align with the
conceptual framework and compare the results to other studies on the topic of EE in
manufacturing businesses. Section 4 includes my assessment of ways that this study may

contribute to improved business practices to address the business problem as well as the



implications for positive social change. Recommendations for further research are

discussed. This section concludes with a summary of the key points from the study.
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Section 4: Findings and Conclusions
Presentation of Findings

The specific business problem was that some business leaders in the
manufacturing industry lack EE strategies to improve employee performance, reduce
turnover, and improve company financial performance. Therefore, the purpose of this
qualitative pragmatic inquiry study was to explore EE strategies some business leaders in
the manufacturing industry used to successfully improve employee performance, reduce
turnover, and improve company financial performance. The research question was “What
EE strategies have business leaders in the manufacturing industry used to successfully
improve employee performance, reduce turnover, and improve company financial
performance?”

Six business leaders in the manufacturing industry who have used EE strategies to
successfully improve employee performance, reduce turnover, and improve company
financial performance participated in my study. The participant eligibility criteria
included the following: (a) experience with successful implementation of strategies to
improve EE, (b) experience leading employees in a supervisory or manager role, and (c)
at least 2 years of experience working as a manufacturing business leader. Participants
were selected only if the inclusion criteria were met.

Semistructured interviews with open-ended questions were used as the data
collection technique to address the problem and purpose of the study. DeJonckheere and

Vaughn (2019) described semistructured interviews as a dialogue between the qualitative
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researcher and participants of the planned research study, directed by an interview
protocol and extended follow-up questions, and interpretations. Open-ended interview
questions provide an opportunity for the researcher to gather rich data from participants
regarding their experiences and perspectives related to the research topic (Vinke-de
Kruijf et al., 2022).

To meet the reliability criteria, | made sure to implement high levels of rigor in
my study through an exhaustive investigation, | ensured that the study’s findings were
credible and replicable (see Collingridge & Gantt, 2019; Mackieson et al., 2019). To
address dependability, 1 used procedures associated with rigor in research such as
member checking, and triangulation (see Johnson et al., 2020). Member checking was
helpful to validate the interpretation and synthesis of the interview responses (see
Johnson et al., 2020). Data saturation was attained through purposeful sampling and
using the same open-ended interview questions with all six participants until there were
no new emerging themes (see Fofana et al., 2020; Lowe et al., 2018). To protect the
identities of the participants, the names of the six manufacturing leaders | interviewed
were replaced with Participant 1 (P1), Participant 2 (P2), Participant 3 (P3), Participant 4
(P4), Participant 5 (P5), and Participant 6 (P6). The findings revealed the
interconnectedness of EE strategies to the improvement of employee performance,
reduction of turnover rates, and improvement of organization financial performance.

Key themes and concepts that emerged from the interview transcripts were

identified and the data was organized into the categories identified during the interview
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process. | initiated the coding process using Atlas.Ti software. Three major themes
emerged from the analysis of the data: effective communication between leaders and
employees, employee empowerment through collaboration, and diverse engagement
initiatives.

Theme 1: Effective Communication between Leaders and Employees

Communication emerged as one of the central themes. Most of the participants
mentioned the capital role played by communication in fostering employee engagement
and increasing their performance. They also identified the need for improved
communication techniques as ways to increase employee engagement as improving
communication in the workplace helps ensure greater employee involvement. Three
subthemes emerged from the study related to Theme 1: (a) two-way communication, (b)
regular updates, and (c) effective feedback mechanism. The study participants reiterated
the importance of two-way communication, regular updates, and feedback mechanisms as
essential for fostering engagement, reducing turnover, and enabling informed and
effective decision-making. The word communication has been mentioned 16 times.
Theme 1 Participants’ Perception

The multifaceted nature of employee engagement requires communication-driven
strategies to help foster a culture of engagement within manufacturing organizations.
Improving communication in the workplace is a sure means to help ensure greater
employee involvement, and engagement in the manufacturing setting. Multiple

participants asserted the importance of communication coupled with active listening. P1



52
stated, “if you can get communication right, you can really engage people through about
any situation because you are listening.”

Communication should not be one way only. It should be two-way. Two-way
communication requires attentive listening. It is easy to engage employees when you
practice active listening as that helps you understand what their needs are and determine
the best way to engage them. P1 suggested that the main thing should be the
communication, two-way communication about everything from decision making to what
activities you are doing from an engagement standpoint and P5 asserted that leaders
should listen more to what employees want to do and act on them.

Effective communication calls for regular updates and effective feedback
mechanisms to help foster engagement and reduce turnover. Regular updates on actions
taken based on feedback goes hand to hand with effective communication and active
listening. P1 explained that “one of the most impactful things they have found is regular
updates on the actions that they’ve taken based on the feedback they've heard because if
you take a bunch of feedback and don't tell employees what you're doing about it they'll
stop giving you feedback thus the need to have a regular cadence of review.”

Effective communication also makes it possible to build and strengthen the
leader/employee relationship. It makes employees feel like they can talk to you and share
things with you, and even volunteer to help when they feel psychologically safe to do so.
Multiple participants asserted the importance of using communication to continue

building the leader/employee relationship. P2 explained that “effectively maintaining the
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manager employee structure and effectively communicating with the employee will allow
the employee to feel confident to come and talk to management.” P3 suggested to share
information constantly and have employees ask questions; P5 emphasized the
“importance of communicating with the employees that do not report directly to you as
this helps to build relationship with these employees and retain them;” and P6 asserted
the need to “use effective communication to understand how your employees are doing
and if they are feeling included by asking them questions such as do you like what we
are doing? Do you think this is working? Do you feel appreciated at work? Do you feel
motivated? Do you feel respected?” Figure 2 shows a word cloud for two-way
communication, regular updates, and effective feedback mechanisms. The word cloud
illustrates the frequency of words participants mentioned during the interview. The words
that appear larger than most are the ones that were most communicated by the

participants during the interview.
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Figure 2

Word Cloud for Two-way Communication, Regular Updates, and Effective Feedback

Mechanisms

Theme 1 Connection to Existing Literature and Conceptual Framework

Kahn (1990) explained that employees will express themselves when all the
conditions of psychological safety are met or when they feel psychologically safe to share
their thoughts, feelings, fears, and ideas. Engaging employees requires effective
communication which calls for creating a safe space by leaders for employees to express
themselves without fearing repercussions. Tarnowski et al. (2019) recognized the
importance of communication and its relationship to employee engagement when they
provided the recommendation to managers to effectively communicate the company’s

goals and objectives to actively engage employees. Hunter (2020) explained that leaders
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who are effective listeners are the ones who strive to understand the differences among
team members thus establishing corporate allies by engaging diverse employees.

In the context of EE, Kahn (1992) identified attentiveness which refers to the
extent to which employees are focused, concentrated, and immersed in their work, as one
underlying dimension of psychological presence. Fostering an effective two-way
communication comprised of active listening, regular updates, and an effective feedback
mechanism would contribute to creating a positive work environment where employees
would feel valued because they are listened to, respected because their feedback is taken
into consideration, and supported because their leaders showed continuous support.
Employees who perceive a positive work environment and feel valued, respected, and
supported within the organization are more likely to stay with the organization and
engage at higher levels as they would be focused, concentrated, and immersed in their
work thus increasing their performance, as well as the organization financial performance
(Kahn, 1992). Managers should leverage effective communication practices that would
help employees to get motivated by psychological meaningfulness to form connections in
the workplace, to fully embrace the organization values, mission, and objectives, and to
not easily get distracted from the task at hand (Kahn, 1992; Wang et al., 2019).

Theme 2: Employee Empowerment through a Collaborative Approach

Employee empowerment through a collaborative approach emerged as the second

theme. The study participants highlighted the need to adopt a collaborative approach that

involves cross-functional teams in decision-making processes and to provide resources
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for successful job performance to enhance EE. They also mentioned the importance of
providing training and development opportunities to employees.

Theme 2 Participants’ Perception

The study participants emphasized the need for fostering individual growth
through a combination of tailored development plans as well as team-building activities.
They explained the need to continue empowering their employees to take ownership of
their engagement and encouraging collaboration across teams to drive continuous
improvement initiatives. The participants also mentioned that an increased number of
their employees have been embracing and engaging in individual development plans,
which in turn has contributed to fostering discussions with leaders about personal
development goals. Multiple participants explained that employees feel more engaged
when they have had conversations with their leaders about their development plans and
needs. P1 explained that they have had an increase in the number of employees who do
individual development plans and P2 stressed the importance of empowering employees
to take ownership of their engagement and encouraging them to actively participate in
initiatives.

Participants mentioned the importance of aligning employees' satisfaction with
the company's goals. They emphasized how an effective engagement of the workforce
can lead to improved performance and retention. P2 explained that “when employees are
engaged in an effective way, it leads to a win-win situation as they can provide a service

to the customer and provide opportunities for additional employees to be hired.”



57

To enhance engagement, drive continuous improvement, and reduce the turnover
rate, multiple study participants have not only adopted a collaborative approach and
involved cross-functional teams in decision-making processes but have also been holding
employees accountable, sharing responsibility for action plans, taking initiatives such as
team-building activities as well as providing resources for successful job performance. P3
stressed that the most successful strategy is the collaborative approach which consist of
getting everyone involved and working with a cross functional team to get their buy in
elaborating processes; P6 explained that holding people accountable increases
engagement and P2 mentioned doing team building activities with their employees has
been pivotal in enhancing performance and reducing turnover. Figure 3 shows a word
cloud for employee empowerment through a collaborative approach. This figure

illustrates the frequency of words participants mentioned during the interview.

Figure 3

Word Cloud for Employee Empowerment Through a Collaborative Approach
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Theme 2 Connection to Existing Literature and Conceptual Framework

In 2015, Kahn made a recommendation to leaders to approach employees as true
partners, involving them in continuous dialogues and processes about how to design and
alter their roles, tasks, and working relationships. This would mean that leaders would
need to make it safe enough for employees to speak openly of their experiences at work.
Taking a collaborative approach by involving employees in continuous dialogues and
processes related to their job would make them feel heard, valued, respected, and will
help keep them engaged thus leading to improved performance and retention (Kahn,
1992). It would also make them view their work as meaningful which would help them
develop a sense of deep connection to the organization and alignment with its values
(Kahn & Fellows, 2013). According to Blustein et al. (2023), connected employees are
more likely to sustain high levels of engagement over time which is intrinsically related
to improved employee performance, decrease of turnover rate, and improved organization
financial performance.
Theme 3: Diverse Engagement Initiatives

Diverse engagement initiatives were identified as the third theme. It illustrates the
wide range of approaches or programs implemented by these manufacturing
organizations to enhance employee engagement. The study participants mentioned that
these initiatives encompass various activities, strategies, and programs including but not
limited to team-building events, wellness programs, and recognition programs. The

participants emphasized the importance of offering a variety of engagement initiatives to
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respond to the diverse needs and preferences of their multicomposed workforce, thereby
fostering a more inclusive and supportive work environment. Two subthemes were also
identified (a) inclusive activities, and (b) implementing tailored recognition alongside
financial incentive.

Theme 3 Participants’ Perception

Sub-theme 1: Inclusive Activities. The study participants highlighted the
importance of creating a positive and supportive workplace culture through diverse
engagement initiatives to build strong relationships among team members through social
activities. The study participants highlighted how investing in these initiatives helps
organizations to boost employee satisfaction, motivation, and overall productivity,
contributing to a more vibrant, fulfilling and highly engaging work environment. P6
provided the example of a first organization in which they implemented a fun committee
which goal was to come up with activities and different recognition events for the
different employees to get them to have some fun at work, no meetings on Fridays in a
second organization with the goal to allow employees to go into the weekend refresh, and
a good wellness program for employees in the third organization which was greatly
helpful in supporting these employees in a lot of different ways through healthy activities.
Figure 4 shows Word Cloud for inclusive activities. This figure illustrates the frequency

of words participants mentioned during the interview.



Figure 4

Word Cloud for Inclusive Activities
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Sub-theme 2: Implementing Tailored Recognition alongside Financial
Incentives. The study participants collectively emphasized the intrinsic link between
recognition programs and employee morale, motivation, and performance within
organizations. Multiple participants mentioned that recognition played a crucial role in
elevating employee morale, in motivating them to be better productive and highly
performing employees. They also highlighted the importance of not taking employees'
contributions for granted but instead acknowledging them, whether through monetary
rewards or non-monetary gestures. P2 explained that recognition programs have

significantly boosted their employee’s morale, and motivation leading to better

60
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productivity and performance. P6 shared a personal experience of receiving a significant
award, indicating that it made them feel appreciated and motivated to continue
performing well. P3 stressed the importance of making sure that employees are getting
involved in organization related processes and rewarded for their contribution toward
improvement of these processes.

For some of the participants, monetary rewards are the most successful strategies
to keep employees engaged, drive their performance, retention, and the financial
performance organizations. P5 mentioned that financial rewards have always been the
best and most successful engagement strategy in their experience as far as it helps to find
the best employees, and keep them, particularly the low wages employees. Multiple study
participants mentioned the strong impact and significance of tailoring recognition to
individual and team achievements on employees’ morale as it makes them feel valued,
appreciated, and motivated. They further explained that recognition programs are
characterized by strategic planning, meticulous execution, and instilling confidence in job
security, all of which contribute to fostering a positive work environment and driving
organizational success. P2 recalled the powerful impact that a recognition that was
tailored to their individual achievement had on them personally. Figure 5 shows a Word
Cloud for implementing tailored recognition alongside financial incentive. This figure

illustrates the frequency of words participants mentioned during the interview.
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Figure 5

Word Cloud Implementing Tailored Recognition Alongside Financial Incentive
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Theme 3 Connection to Existing Literature and Conceptual Framework

The theory of engagement introduced by William Kahn in 1990 resulted from a
study the author conducted that year where he identified and examined factors that
influenced personal engagement and disengagement in a work setting. Kahn grounded his
work in Goffman’s (1961) concept of impression management and expanded on
Goffman’s research by linking the concept of impression management with engagement
based on three psychological conditions or experiences: meaningfulness, safety, and
availability. Taking an effective approach by implementing diverse engagement
initiatives comprised of inclusive activities and tailored recognitions alongside financial
incentives would help to meet most of the psychological conditions including

meaningfulness and safety. This would also help to create a positive and supportive
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workplace culture which would be helpful in building strong relationships among team
members, in promoting both work-life balance by reducing manufacturing burnout, and
employee wellness through various health-related programs and activities. Investing in
these initiatives would help manufacturing leaders to keep employees engaged, boost
their satisfaction, and motivation which would reinforce the meaningfulness and safety
aspects of their job to them. Kahn (1990) believed increased EE can be achieved when
employees feel their work is meaningful (meaningfulness), feel physically and
psychologically safe in their work locations and positions (safety); and that they have the
physical, emotional, and psychological energy to perform their work duties (availability).
EE required a give-and-take exchange between the employee and the organization
(Homans, 1947; Kahn, 1990, 1992; Panda et al., 2022). Blustein et al. (2023) mentioned
that employees who feel valued through acknowledgement and reward are more likely to
sustain high levels of engagement. Manufacturing leaders should take an effective and
proactive approach to implement successful recognition programs characterized by
strategic planning, and meticulous execution, as it would help to foster a positive work
environment and drive successful organizational financial performance. Table 2 shows a
summary of Themes 1, 2, and 3 and lists EE strategies identified based on each theme.

Table 2

Summary of Themes 1, 2, and 3 / EE Strategies and Their Benefits

Theme 1: Effective Employee engagement Benefits of these strategies
communication strategies e Help foster a culture
of engagement
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between leaders and
employees

Communication-driven
strategies

Two-way
communication
coupled with active
listening

Provide regular
updates

Put in place effective
feedback mechanism

Help ensure greater
employee
involvement

Make employees feel
heard, and valued
Help to build and
strengthen
Leader/Employee
Relationship
Understand how
employees are
feeling

Theme 2: Employee

empowerment through

a collaborative
approach

Employee engagement
strategies

Implement a
collaborative approach
to empower employees
Encourage individual
development plans and
hold employees
accountable

Involve cross-
functional teams in
decision-making
processes

Encourage and
Implement Team-
building activities and
provide resources for
successful job
performance.

Benefits of these strategies

Help foster
discussions between
leaders and
employees about
personal
development goals
Make employees feel
that their
professional
development and
well-being matters to
their leaders and the
organization

Help increase
engagement levels
throughout the
organization

Help increase EE,
employee
performance, and
reduce turnover rate

Theme 3: Diverse

engagement initiatives

Employee engagement
strategies

Adopt and Implement
Inclusive activities
Tailored Recognition
alongside Financial
Incentive

Benefits of these strategies

Help foster a more
inclusive and
supportive work
environment

Help boost employee
satisfaction,
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motivation, and
overall productivity
leading to
organizational
financial
effectiveness

e Help decrease
turnover rate

e Help elevate
employee morale and
make them feel that
their
efforts/contributions
are being recognized
and valued

Business Contributions and Recommendations for Professional Practice

The EE strategies identified in this study can help provide new insights to
business leaders in the manufacturing industry on ways to develop and implement
effective strategies to improve employee engagement. Based on the study findings,
manufacturing leaders can learn how to leverage effective communication practices that
would help them keep their employees engaged and motivated which would enable them
to feel connected to the other workers and the organization thus increasing their desire to
remain with the organization (Kahn, 1992; Wang et al., 2019). The study findings can
contribute to the effective practice of business as manufacturing leaders Manufacturing
leaders can learn how to develop and implement a collaborative approach to enhance EE,
employee performance, and organization financial performance. Manufacturing leaders
who implement these strategies may contribute to their organizations’ competitiveness

and success through a highly improved performance as they would have a motivated and
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engaged workforce. High levels of employee engagement are known to improve
individual performance, company financial performance, and decrease turnover rates
(Blustein et al., 2023; Panda et al., 2022). Toth et al. (2023) stressed the importance of
employee engagement and described it as the key to unlocking improved and successful
work performance and by extension organization financial performance. It’s important
for manufacturing leaders to have a good knowledge of the composition and/or diversity
of their workforce as this would be needed to determine, develop, and implement the
right engagement strategies to foster an inclusive, supportive, and psychological safe
workplace, to increase employee performance, decrease turnover rate, and drive
organizational financial performance. EE should be everyone responsibility and
manufacturing leaders should take proactive action by investing in effective EE
initiatives to boost employee satisfaction, motivation, and overall productivity, thus
contributing to a more vibrant and fulfilling work environment.

Implications for Social Change
The study findings contributed to positive social change by promoting EE which
will be helpful in empowering employees and enabling them to meet goals, to be happier,
to improve their performance, which might increase organizational profitability, thus
enabling the organization to expand and create more job opportunities for the community.
These job opportunities would provide financial stability and instill confidence and pride
in the community members’ own capabilities. Low unemployment rate in the community

might also mean low criminality rate, low violence rate, low stress-related illnesses rate,
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better health, and a sense of purpose and belonging. The study findings also provided
increased awareness on the need for manufacturing leaders to use communication driven
strategies and a collaborative approach to keep the manufacturing workforce always
engaged. The application of these engagement strategies may help to improve employee
retention practices which would be very helpful to manufacturing organizations as it
would significantly decrease the turnover rate thus improving the overall productivity
(Pimenta et al., 2023) When employees are engaged the right way, they often stay with
the organization even if the job is demanding and difficult. Engaged employees are
highly likely to experience a greater sense of purpose and fulfillment which would them
to strengthen their ties and bonds with community members, and which would also
contribute to their willingness to help their community grow and shine.

Recommendations for Further Research

In this study, | explored EE strategies that manufacturing leaders used to improve
employee performance, decrease turnover rate, and improve organization financial
performance. However, the limited scope of the findings indicated that more research on
this topic is still necessary. | identified four limitations for this study: (a) gaining access
to participants and data because manufacturing companies are private business entities;
(b) the results of the study might not be generalized to the greater population; (c)
qualitative research is time consuming and could place constraints on completing the
interview process; and (d) qualitative research results are based on the interpretation of

the researcher and might contain subjectivity. Limiting participants to only the
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manufacturing setting in the Midwest Region of the United States could reduce
transferability to other industries or sectors that are dealing with the same challenges
related to EE. To address the limitation of transferability, future studies should include
leaders from various industries and settings to determine the generalizability of the
findings. Future research could also include conducting the study in multiple states or
regions of the U.S with varying cultural and socioeconomic backgrounds to determine if
the EE strategies identified are applicable and effective in different contexts.

To address the limitation of gaining access to data because manufacturing
companies are private business entities, my recommendation would be that future
researchers employ mixed methods research designs as it might help to get a better
understanding of EE strategies if the data was collected from multiple sources, such as
surveys, interviews, and document analysis. To address the limitation related to
subjectivity, future researchers could use rigor tied to qualitative research method such as
triangulation, persistent observation, and audits to compare data from multiple sources
and ensure the accuracy and validity of the data collected. | would recommend sharing
the results with professional organizations such the Society for Human Resources
Management (SHRM), the Association for Talent Development (ATD), the International
Public Management Association for Human Resources (IPMA), and the Society for
Industrial and Organizational Psychology (SIOP) to inform on best practices related to
EE across industries and to promote the use of effective EE to drive employee

performance, and organizational financial performance.
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Conclusion

In conclusion, the research study provides insights to business leaders in the
manufacturing industry on ways to develop and implement EE strategies that are
communication-driven, collaborative, and inclusive to improve employee engagement,
and drive employee performance as well as the organization financial performance. The
research method was qualitative, and the design used was the qualitative pragmatic
inquiry. Open ended questions were used during the semi-structured interviews, and
Atlas.Ti was used to analyze the data and identify themes and sub-themes that contribute
to creating an engaged workforce characterized by its performance, and a supportive and
vibrant work environment. The implications of the study are significant and extend to

communities as well.
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Appendix A: Invitation
Invitation Template for Email, Social Media, and Flyers

There is a new study about employee engagement that could help manufacturing
supervisors and managers better understand how they can use employee engagement
strategies to successfully improve employee performance, reduce turnover, and improve
company financial performance. For this study, you are invited to describe your
experiences using employee engagement strategies to successfully improve employee
performance, reduce turnover, and improve company financial performance.

About the study:

e One 30-60-minute phone interview that will be audio recorded (no
videorecording)

e To protect your privacy, the published study will not share any names or details
that identify you

Volunteers must meet these requirements:

e Experience with successful implementation of strategies to improve EE
e Experience leading employees in a supervisory or manager role
e At least 2 years of experience working as a manufacturing supervisor or manager

This interview is part of the doctoral study for Amih Avegnon Sallah, a DBA
student at Walden University. Interviews will take place during March.

Please reach out to let the researcher know of your interest. You are welcome to

forward it to others who might be interested.
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