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Abstract 

Ineffective retention strategies for niche information technology (IT) employees can 

negatively impact business technological capabilities. Talent acquisition managers who 

struggle to retain niche IT employees beyond 2 years are at a high risk of business 

instability. Grounded in the job characteristics model, job characteristics theory, and 

expectancy theory, the purpose of this pragmatic qualitative inquiry was to explore 

strategies IT talent acquisition managers use to retain niche employees beyond 2 years. 

The participants were six IT talent acquisition managers who had effectively 

implemented strategies to retain niche employees beyond 2 years. Data were collected 

using semistructured interviews, public websites, and public documents, current and 

archival. Using thematic analysis, five themes were identified: (a) employee retention, (b) 

employee performance, (c) job autonomy, (d) employee development, and (e) task 

assignment strategies. A key recommendation is for IT talent acquisition managers to 

prioritize understanding their employees' professional development and continuous 

learning needs to improve retention. This study has implications for positive social 

change, in that by recognizing the value of each employee's contributions and investing 

in their growth, organizations can promote the dignity and worth of individuals in the 

workplace, which can extend to their roles in society. 
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Section 1: Foundation of the Project 

Background of the Problem 

Organizations heavily rely on information technology (IT) talent to drive 

innovation and maintain a competitive edge (Lei et al., 2021). However, attracting and 

retaining highly skilled IT professionals, especially those with niche expertise, has 

become a significant challenge for talent acquisition managers. The high demand for 

specialized IT skills and a limited talent pool create a hypercompetitive market where 

employees constantly receive enticing offers from rival organizations. Consequently, 

businesses face substantial costs associated with employee turnover, including 

recruitment expenses, lost productivity, and the need for extensive knowledge transfer. 

Retaining niche IT employees is crucial for organizations in the digital age due to 

the shortage of individuals with specialized IT skills and the high demand for these 

professionals. According to Ozkan-Ozen and Kazancoglu (2021), the shortage of 

specialized IT skills is a pressing issue in the digital age. Addressing the shortage of 

specialized IT skills requires a multifaceted approach, as highlighted by Honcharenko 

and Sirenko (2020) in their assessment of youth employment trends in Ukraine. 

Honcharenko and Sirenko emphasized the importance of identifying existing problems in 

the labor market and implementing effective solutions to bridge the skills gap. By 

creating a conducive work environment, offering continuous learning opportunities, 

providing competitive compensation packages, and promoting work–life balance, 

organizations can successfully retain their niche IT employees. This ensures long-term 

success in the highly competitive digital landscape. 
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Business Problem Focus and Project Purpose 

The specific business problem was that some IT talent acquisition managers 

lacked strategies to retain niche employees beyond 2 years. Therefore, the purpose of this 

qualitative pragmatic inquiry was to explore the strategies IT talent acquisition managers 

used to retain niche employees beyond 2 years. The targeted population consisted of six 

purposefully sampled organization managers who had successfully used strategies to 

retain niche IT employees for over 2 years. Data sources for this project consisted of (a) 

semistructured interviews; (b) public data, such as publicly disseminated reports and 

public websites; (c) and literature, such as peer-reviewed articles, and other bodies of 

written knowledge that communicated substantive research findings about practices that 

were relevant to the topic. The job characteristics model (JCM; Hackman & Oldham, 

1976), the job characteristics theory (JCT; Hackman & Oldham, 1980), and expectancy 

theory (Vroom, 1964) were the conceptual frameworks for this research project. 

Research Question 

What successful strategies do IT talent acquisition managers use to retain niche 

employees beyond 2 years? 

Assumptions and Limitations 

Assumptions 

Assumptions are statements or beliefs that are taken for granted or accepted as 

true without being questioned or examined critically (Creswell & Creswell, 2018). 

Assumptions can be explicit or implicit. Explicit assumptions are stated openly and 

acknowledged within the research or scholarly work. Implicit assumptions, on the other 

hand, are unstated or unacknowledged beliefs or premises that underlie the researcher's 
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reasoning or conclusions (Creswell & Creswell, 2018). Researchers often accept some 

elements as true without concrete verification (Theofanidis & Fountouki, 2018). I 

assumed that the interview participants would provide honest and accurate responses 

regarding the actual IT talent retention strategies used within their organizations. Further, 

I assumed that the sample of IT talent acquisition managers selected for interviews was 

representative of the broader population of managers tasked with retaining IT talent. 

Additionally, I assumed that the themes identified from the qualitative analysis of 

interview data accurately reflected the successful strategies utilized in the participants' 

organizations for retaining niche IT employees. 

Limitations 

Limitations, in the context of research, refer to the inherent flaws, constraints, or 

potential weaknesses within a study or investigation (Creswell & Creswell, 2018). 

Limitations are the factors that could potentially influence the interpretation, 

generalizability, or applicability of the findings. Identifying and acknowledging 

limitations is crucial for maintaining transparency and objectivity in research (Creswell & 

Creswell, 2018). 

There were a few potential limitations to the study of IT talent retention strategies. 

The number of manager participants interviewed may have restricted the transferability 

of findings to the total population of IT talent managers, creating a sampling limitation. 

The experiences reported by participants may not have encapsulated retention difficulties 

at organizations of varying sizes or locations. This study also depended on managers' 

subjective self-reported interview data about strategy use that could not undergo 
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independent verification. There could have been gaps between the retention initiatives 

participants described and actual programs enacted within the managers' organizations. 

Transition 

In Section 1, I provided the background of the problem, business problem and 

project purpose, the research question, and the assumptions and limitations. In Section 2, 

I include a review of the literature review opening narrative, application to the applied 

business problem, and literature review organization. In Section 3, I include project 

ethics; the nature of the project; population, sampling, and participants; data collection 

activities; interview questions; data organization and analysis techniques; reliability and 

validity; and a transition and summary. In Section 4, I include the presentation of 

findings, business contributions and recommendations for professional practice, 

implications for social change, recommendations for further research, and a conclusion. 
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Section 2: The Literature Review 

A Review of the Professional and Academic Literature 

Literature Review Opening Narrative 

The professional and academic literature review was centered around the study's 

overarching research question. It aimed to identify and explore successful strategies 

employed by IT talent acquisition managers in retaining niche employees. 

I used the following keywords as part of a comprehensive search for my doctoral 

study: talent acquisition, organizational behavior, employee satisfaction, employee 

turnover rates, employee relations, talent retention, recruitment strategies, talent 

recruitment, challenges of talent retention, and talented employees. Databases, including 

ProQuest, EBSCOhost, JSTOR, Sage Journals, ResearchGate, and Google Scholar, were 

utilized to scour academic journals, articles, and relevant materials. 

I referenced a total of 75 sources and 71 peer-reviewed journals. Among these 

sources, 48 were published within the last 5 years, with the remaining 27 published over 

5 years ago. Ninety-four percent of the utilized sources were peer-reviewed articles. 

Table 1 provides the article count for the literature review. 

Table 1 

Research References Breakdown 

 
Total sources Peer reviewed Non-peer reviewed < 5 years > 5 years 

Journal articles 75 71 4 48 27 

Percentage 100% 94.66% 5.34% 64.00% 36.00% 

 

The organization of the literature review consisted of the following hierarchy: (a) 

conceptual framework of JCT, JCM, and expectancy motivation theory discussed in 
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detail; (b) previous research using JCT, JCM, and expectancy motivation theory; (c) 

previous research supporting this study; (d) compared and contrasted competing theories; 

(e) compensation; (f) work–life balance; (g) culture; (h) IT talent acquisition; (i) IT niche 

employees; and (j) employee retention. The specific business problem was that IT talent 

acquisition managers lacked strategies to retain niche employees beyond 2 years. The 

research design addressed vital factors that may have led to niche employees remaining 

or leaving, the impact of turnover, and the strategies successful IT talent acquisition 

managers may have used to retain niche employees. 

Application to the Applied Business Problem 

The purpose of this qualitative pragmatic inquiry was to explore successful 

strategies used by IT talent acquisition managers to retain niche employees. 

Conceptual Framework 

The conceptual framework theories for this research project were the JCM 

(Hackman & Oldham, 1976), JCT (Hackman & Oldham, 1980), and expectancy 

motivation theory (Vroom, 1964). 

Job Characteristics Model 

The JCM was introduced by Hackman and Oldham (1976). The JCM proposes 

that specific core job characteristics (skill variety, task identity, task significance, 

autonomy, and feedback) influence critical psychological states (experienced 

meaningfulness, experienced responsibility, and knowledge of results), which in turn 

impact work outcomes such as job satisfaction, motivation, and performance. The JCM is 

relevant to exploring strategies for retaining niche IT employees, as it suggests that 

designing jobs with core characteristics like skill variety, autonomy, and feedback could 
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positively impact critical psychological states and work outcomes that are important for 

employee retention. 

The JCM has been studied across various cultures, and while some variations 

have been observed, the core relationships between job characteristics and work 

outcomes have generally been supported (Huang & Van de Vliert, 2003). Previous 

research has explored various aspects of job design and its impact on work-related 

outcomes using the JCM framework. Studies have shown that enriching jobs by 

increasing the presence of the five core job dimensions (skill variety, task identity, task 

significance, autonomy, and feedback) can lead to higher job satisfaction, intrinsic 

motivation, and better job performance (Fried & Ferris, 1987; Loher et al., 1985). The 

JCM proposed a formula to calculate the Motivating Potential Score (MPS) of a job, 

which combined these job dimensions. Higher MPS scores had been linked to positive 

work outcomes, such as job satisfaction, internal work motivation, and low absenteeism 

(Fried & Ferris, 1987; Hackman & Oldham, 1976). (See Figure 1.) 
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Figure 1 

Job Characteristics Model 

 

Note. Conceptual view of Hackman and Oldham’s (1976) job characteristics model. 

Adapted from Work Redesign (p. 256), by J. R. Hackman and G. R. Oldham, 1980, 

Addison Wesley. Copyright 1976 by Academic Press, Inc. 

Job Characteristics Theory 

JCT is derived from the JCM and was introduced by Hackman and Oldham 

(1980). According to JCT (Hackman & Oldham, 1980), jobs enriched with these core 

characteristics positively impact individuals' responses. Work redesign adheres to the 

following JCT properties: job autonomy, skills variety, task identity, task relevance, and 

job feedback (Hackman & Oldham, 1980). Improved JCT properties of the work redesign 

can typically lead to improved performance, motivation, and overall satisfaction for 
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employees. The JCT framework proposes that enriching jobs with core characteristics can 

positively impact individual responses, which makes it relevant as a conceptual 

foundation for understanding how strategic job design may influence the retention of 

niche IT employees. 

Hackman and Oldham (1980) found that when a job is redesigned into specific 

qualities, such as a job description, motivation, job satisfaction, and performance, it will 

improve results, which plays a key role in job performance. Furthermore, Hackman and 

Oldham discussed the various moderators and their relationship with the JCT, as well as 

the three psychological states that can affect an employee's performance: (a) experienced 

meaningfulness, (b) responsibility, and (c) knowledge of results. An employee feels 

meaningfulness when they feel their job has a useful outcome, responsibility creates a 

sense of accountability, and knowledge of results creates a sense of self-confidence. IT 

employees play a critical role in an organization’s ability to innovate and stay 

competitive in the industry. Han et al. (2020) used JCT to conduct a study on job 

meaningfulness, exploring relationships amongst transformational leadership, job 

characteristics, and task-related performance, and found that job characteristics 

moderated a positive relationship between meaningfulness, work engagement, and 

performance (see Figure 2). 

Figure 2 

Job Characteristics Theory Framework 
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Note. Conceptual view of Hackman and Oldham’s (1980) job characteristics theory. 

From Work Redesign (p. 258), by J. R. Hackman and G. R. Oldham, 1980, Addison 

Wesley. Copyright 1976 by Academic Press. Inc. 

Expectancy Motivation Theory 

Expectancy motivation theory, coined by Vroom (1964), explores how people 

behave in the workplace and provides insights into motivation, leadership, and decision-

making. Vroom’s expectancy theory indicates that an individual's motivation is 

determined by their expectation that their effort will lead to performance (expectancy) 

and that their performance will be rewarded (instrumentality), as well as the value they 

place on the rewards (valence). The expectancy motivation theory is dependent on the 

idea that the more an employee values the outcome, the more motivated they will be to 

achieve it. The more effort they put in to succeed, the more certain they will be of getting 

that satisfying reward. The constructs of this theory were expectancy, instrumentality, 

and valence. Vroom developed this theory to understand and explain the factors 

influencing an individual's motivation and effort for work-related tasks. In suggesting 

that employees' motivation and effort are driven by their perceptions of how their 

performance will lead to desired outcomes, the expectancy theory can be applied in 

examining the motivational factors that may influence the retention of niche IT 

employees. The expectancy motivation theory is an assumption that one’s effort will lead 

to desired performance or results. A key difference between the expectancy motivation 

theory and other motivation theories is Vroom's emphasis on the cognitive variables that 

reflect individual differences in motivation. There are three types of management 
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implications associated with Vroom's theory: effort-to-performance expectancy, 

performance-to-reward expectancy, and reward valences.  

I utilized JCT, the JCM, and expectancy motivation theory to explore how job 

characteristics, psychological states, and expectancy impacted the retention of niche IT 

employees. By exploring the interplay between these factors using JCT, the JCM, and 

expectancy motivation theory, I expected to identify successful strategies that IT talent 

acquisition managers used to retain niche employees (see Figure 3). 
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Figure 3 

Vroom’s Expectancy Theory 

 

Note. Vroom's expectancy theory (VIE). Adapted from “Organizational Behavior in 

Health Care” (p. 130), by N. Borkowski, 2011, Jones & Bartlett Learning. In the public 

domain. 

Supporting Theory 

Maslow's (1943) hierarchy of needs supports the JCT, JCM, and expectancy 

motivation theory. Maslow coined the theory to explain human motivation and the 

different levels of needs that drive behavior. He proposed a hierarchical structure for 

human needs, placing basic physiological needs (e.g., food, water, shelter) at the bottom, 

followed by safety needs (e.g., security, protection), belongingness needs (e.g., love, 

affection, belonging), esteem needs (e.g., self-esteem, respect, status), and self-

actualization needs (e.g., self-fulfillment, realizing one's potential) at the top. The theory 

suggests that individuals prioritize satisfying lower level needs before pursuing higher 

level needs. Niche IT employees may have a high level of physiological need of wanting 
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to be paid higher, to be recognized for their talent, to have good benefits, and to have 

good working conditions. These requirements are consistent with Maslow’s hierarchy of 

needs that individuals desire (see Figure 4). 

Figure 4 

Maslow’s Hierarchy of Needs 

 

Note. From “A Dynamic Theory of Human Motivation” by A. Maslow, 1943, in C. L. 

Stacey and M. DeMartino (Eds), Understanding human motivation (p. 26-47), Howard 

Allen Publishers (https://doi.org/10.1037/11305-004). Copyright 1943 by A. Maslow. 

Software engineers, data scientists, or security experts exercising their specialized 

capabilities on complex organizational initiatives will likely feel an amplified sense of 

meaning and purpose (Rosso et al., 2010). Investing in continuous skills development, 

which is crucial for technical experts who want to stay up to date, may directly impact the 

intention of technical experts to remain with an organization (Krishnamoorthy & Aisha, 

2022). Investing in continuous skills development can shape another critical 

psychological factor for technical experts: receiving feedback through manager 
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discussions, mentoring, or skills assessments that clarify career growth prospects within 

the company (Bagdadli & Gianecchini, 2019).  

The complexities inherent in niche IT talent retention are a significant challenge 

for organizations looking to maintain a competitive edge in the rapidly evolving 

technology landscape. As highlighted in the article “Essential Cybersecurity Insights: AI, 

Zero Trust and Trends” (Wilson, 2024), organizations are increasingly turning to niche 

solutions to address specific vulnerabilities in their cybersecurity infrastructure.  

Effective retention of technical specialists requires a multifaceted approach that 

encompasses various strategies and initiatives. According to Yohn (2020), organizations 

that prioritize employee experience and foster a positive work culture are more likely to 

retain top talent, especially in highly specialized roles. While technical skills and 

competitive compensation are essential factors, creating an engaging and supportive 

environment that promotes growth, work–life balance, and a sense of belonging is 

equally crucial for retaining these professionals (Lemon, 2019). Likewise, Kiradoo 

(2022) stated that by addressing their diverse needs and priorities, organizations can 

cultivate a workforce that remains committed and motivated. One key aspect of this 

holistic approach involves optimizing recruitment and hiring practices to attract the right 

talent from the outset (Biea et al., 2024). The evidence emphasizes that keeping technical 

talent involves a multifaceted approach that addresses work happiness and staff 

engagement. 

Building a competent and dedicated technical team requires optimizing 

recruitment and hiring processes. Gadgil et al. (2024) emphasized the necessity of skills-

aligned hiring, where companies evaluate individuals' technical capabilities and cultural 
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fit to enable team integration. Furthermore, the authors reiterated that by employing 

experts and matching their skills to project needs, firms may boost job satisfaction, 

productivity, and retention. While hiring the right talent is essential, organizations must 

also prioritize creating an engaging culture that fosters professional growth and work–life 

balance. 

Creating an engaging and supportive organizational culture is paramount for 

retaining technical specialists in the long run. Aldabbas et al. (2023) explored how 

perceived organizational support influenced employee creativity through job engagement. 

The authors further stated that employees who have development opportunities and feel 

cared for by their employers are more likely to stay engaged and dedicated. An analysis 

of the evidence indicates that when employees feel their organization values their 

contributions and cares about their well-being, they're more likely to stay engaged and 

dedicated to their jobs.  

Understanding and addressing the evolving needs and priorities of niche 

employees is crucial for their long-term retention. Lassleben and Hofmann (2023) 

highlighted the importance of recognizing the diverse motivations and aspirations of 

today's workforce, particularly among different generations and across various career 

stages. Traditional retention strategies often overlook the multifaceted factors influencing 

niche talent, such as their desire for boundaryless growth, changing role demands, and 

generational differences in work values (Gadzali et al., 2023). As such, organizations 

should tailor their retention efforts to cater to the unique circumstances and expectations 

of their niche employees, thereby fostering a supportive environment that aligns with 

their evolving needs. 
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Previous Research Supporting This Study 

In recent years, the available scholarly literature contained an emphasis on the 

need for comprehensive, tailored retention strategies that extend beyond traditional 

incentives to address the unique challenges of retaining niche IT professionals. For 

example, a study by Steil et al. (2020) explored the relationship between perceived 

learning opportunities and employee retention in technology organizations. The 

researchers surveyed 440 employees in a Brazilian technology organization and found 

that perceptions of learning opportunities presented significant positive correlations with 

the intention to stay (Steil et al., 2020). The research highlighted the challenge that 

technology organizations face in retaining specialized, niche IT professionals, as 

traditional motivational factors like compensation may not be as effective for this unique 

employee population. In addition, the authors further highlighted the need for tailored 

retention strategies that go beyond one-size-fits-all approaches and address the specific 

needs and expectations of niche IT talent (Steil et al., 2020). 

Fostering a supportive and growth-oriented work environment has emerged as a 

crucial strategy. Studies by Lo et al. (2022) and Mazlan and Jambulingam (2023) 

highlighted the importance of cultivating an innovative organizational culture, 

prioritizing employee satisfaction, and providing continuous learning and development 

opportunities. The supportive and growth-oriented factors create an environment 

conducive to catering to niche IT employees' distinct motivations and needs, such as their 

desire for skill mastery, career advancement, and work-life balance. The case study by 

Moro et al. (2021) further highlighted these findings. Analyzing 15,000 employee 

reviews from top U.S. IT companies, the researchers found that a positive work 
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environment and supportive coworkers were key contributors to job satisfaction (Moro et 

al., 2021). However, the authors also revealed that work exhaustion was a primary driver 

of dissatisfaction among IT employees. Moro et al. (2021) highlighted the challenge of 

maintaining employee engagement and retention within the fast-paced, high-pressure IT 

industry, even in otherwise supportive organizational cultures. To address this, the 

authors emphasized the importance of human resources (HR) strategies that align with IT 

employees' specific needs and expectations, suggesting that a tailored, holistic approach 

to fostering a positive work experience is crucial for retaining niche IT talent. 

IT companies face unique challenges in retaining their talented workforce, and 

implementing tailored compensation, incentives, and retention programs is crucial for 

promoting long-term employee retention. Dhillon (2020) investigated retention strategies 

implemented in major Indian IT companies like Wipro, Infosys, HCL, Accenture, and 

TCS. The findings revealed practical tactics IT talent acquisition managers used, 

including offering competitive compensation packages, providing learning and 

development opportunities, fostering positive company culture, and offering challenging 

work assignments. A key finding from the study is that IT industries are unique in terms 

of the challenges they face and the needs of their workforce (Dhillon, 2020). The study 

identified the implementation of tailored compensation, incentives, and retention 

programs as a critical strategy for promoting long-term retention (Kryscynski, 2021; 

Dasan, 2022). Customized incentive structures aligned with performance expectations 

and career goals can effectively address job satisfaction and organizational commitment 

among niche IT professionals. 
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IT talent acquisition managers must employ different retention strategies to retain 

their niche workforce. While researching literature for this study, common themes on this 

issue of retaining niche talent became evident. These themes are (a) compensation, (b) 

work-life balance, (c) culture. Each of these themes featured reasons why niche 

employees would either remain with or leave an organization.  

Compensation 

Compensation plays a crucial role in employee satisfaction and retention, and 

inadequate or unfair compensation practices can lead to high turnover rates (Sahito & 

Vaisanen, 2017). "Sixty percent of respondents had quit a job because of low 

compensation/pay" (SHRM, 2019, para. 3). Maslow's hierarchy of needs aligns with the 

findings of the Society for Human Resource Management (SHRM) regarding individual 

physiological needs. According to Maslow (1943), employees may seek to fulfill higher-

level physiological needs by desiring higher pay. Employees often expect their 

compensation to be commensurate with their qualifications, experience, and contributions 

to the organization. When they perceive a discrepancy between their compensation and 

their value to the company, they may feel undervalued and demotivated, leading them to 

seek better opportunities elsewhere (Samuel & Chipunza, 2009). Recent studies have 

indicated that while significant, traditional incentives like compensation and benefits are 

often insufficient to retain key talent in the tech industry (Kryscynski, et al., 2021).  

Uka and Prendi (2021) explored employee motivation during the COVID-19 

pandemic and found that while participants expressed moderate satisfaction with their 

compensation, they aspired for higher wages, bonuses, and opportunities for 

advancement or recognition. The findings suggested that for tech employees, 
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compensation alone does not fully address their motivational needs and desires. 

However, the researchers noted that during periods of financial difficulty, such as the 

pandemic, traditional monetary incentives may become even more crucial. The findings 

also suggested the nuanced and contextual nature of effective retention strategies, while a 

holistic approach addressing varied employee needs is important, organizations must also 

be responsive to shifting economic and industry conditions that can impact the relative 

value of different motivational factors. These findings show that talent retention in the 

tech sector requires a sophisticated, multifaceted approach that goes beyond standard 

compensation models. Therefore, compensation presented as an essential theme for 

consideration in the research into retention strategies of niche IT talent. 

Work–Life Balance 

Work-life balance was another theme that was evident in the research on 

employee retention. Achieving a healthy work-life balance can be challenging for IT 

employees due to the demanding nature of their jobs (Brough et al., 2020). Building a 

positive, supportive company culture and providing career development and growth 

opportunities have emerged as vital components of successful retention programs. For 

example, SHRM surveyed over 500 IT professionals in 2022 and found that 93% ranked 

"working for a company with a good reputation" as a critical factor in their retention 

decisions. More than half of IT professionals surveyed were likely to look for a new job 

over the next 12 months (Dabirian et al., 2019). The importance of creating a positive 

work environment and nurturing a strong employer brand to attract and retain top talent 

was highlighted (Dabirian et al., 2019). Panda & Sahoo (2021) investigated the 

relationship between work-life balance and employee retention, specifically focusing on 
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the intermediary influence of psychological empowerment. Research conducted on 

software professionals in India discovered that psychological empowerment acts as a 

partial mediator in the connection between work-life balance and retention. Therefore, 

suggests that a strong sense of psychological empowerment enhances the association 

between work-life balance and retention (Panda & Sahoo, 2021). Furthermore, a 

comparative study of millennial consultants in the Netherlands found that companies with 

strong work-life balance policies and practices like weekly work-life balance monitoring, 

outsourcing options, and multiple forms of compensation can sustain generally positive 

perceptions of work-life balance among their staff members, even in high-pressure work 

environments (Bouwmeester et al., 2021). However, the study also noted an increase in 

negative work-life balance experiences due to the higher work pressures in these settings. 

Policies supporting work-life balance, flexible schedules, and remote work have also 

been associated with higher engagement and retention rates among niche IT employees 

(Zainal et al., 2022). Therefore, work-life balance is essential to achieving increased 

employee retention rates. 

Culture 

Company culture refers to the behavior exhibited by individuals within an 

organization. It encompasses attitudes, beliefs, customs, and both written and unwritten 

rules that have developed over time. The shared meanings and interpretations 

significantly impact the success of the organization, particularly in the IT sector where 

retaining specialized experts is crucial. Culture plays a critical role in fostering 

knowledge sharing and innovation, which are key drivers for gaining competitive 

advantage. A study of industrial managers found that organizational culture positively 
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affects both knowledge sharing and organizational innovation, which in turn enhance a 

company's competitive edge (Azeem et al., 2021). Another study of IT companies in 

Brazil revealed that the "connecting the organization to its environment" dimension of 

organizational learning culture has a direct positive effect on employee work engagement 

(Urrutia Pereira et al., 2022). However, the high levels of work engagement did not 

necessarily translate to reduced turnover intentions, underscoring the multifaceted nature 

of employee retention. These findings suggest that specific cultural elements, such as an 

outward-facing orientation and opportunities for continuous learning, appear to be 

particularly impactful.  

Information Technology Talent Acquisition 

Talent acquisition, as defined by the Society for Human Resource Management 

(SHRM, n.d.), is the systematic procedure of recognizing, enticing, enlisting, and 

integrating proficient employees to fulfill the requirements of a business. The process is a 

methodical approach to analyze present and future staffing needs, locate and attract 

potential candidates, carry out interviews and evaluations, and effectively assimilate new 

employees into the business (Pillai & Sivathanu, 2020). Organizations must implement 

effective talent acquisition strategies to successfully recruit and retain high-performing 

individuals who possess the requisite skills, knowledge, and competencies needed to 

accomplish their company goals (Rees & Smith, 2017). 

The recruiting procedure for IT professionals varies from that of most other 

occupations, notwithstanding the need of locating skilled IT people. There is a 

widespread agreement that both the IT industry and the workplace have seen substantial 

changes in the last ten years. The proliferation and extensive implementation of IT 
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systems in most organizations, the introduction of high-speed Internet connections, and 

the growth of dot-com enterprises are among the several factors contributing to this 

phenomenon. The dot-com boom, which was subsequently followed by a recession, 

resulted in a substantial surge in IT recruitment within the technology sector, and its 

effects are still being felt. Furthermore, there has been a new inclination towards 

outsourcing, whereby several entry-level IT roles have been sent to foreign countries. The 

combined impact of these changes has greatly worsened the difficulty of attracting and 

maintaining qualified IT niche employees. Several unique challenges that affect the 

current IT recruitment process have emerged because of these issues. 

Chate et al. (2023) conducted a thorough examination of the difficulties 

encountered throughout the IT talent acquisition process and proposed viable remedies to 

tackle these problems. Employing competent IT personnel is essential for businesses to 

stay competitive in today's digital environment; the authors pointed out that conventional 

hiring practices have been roundly criticized for being time-consuming, biased, and 

unproductive in finding the proper applicants. The study explored difficulties, such as the 

mental burden and anxiety induced by whiteboard interviews, the possible prejudices 

against marginalized groups, and the disadvantages of misusing take-home assignments. 

Chate et al. (2023) highlighted that these issues may have resulted in organizations failing 

to attract suitable individuals and thus impeding their capacity to establish a robust IT 

workforce. Ge et al. (2020) further emphasized the need to recruit employees who 

possess platform-specific knowledge and abilities, which is a crucial factor in acquiring 

IT talent in the software sector.  
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Information Technology Niche Employees 

The need for specialized IT experts is a significant challenge. The field of 

Information Technology (IT) offers a wide range of opportunities for niche employees to 

specialize and excel in their careers (Banerjee et al. 2023). The lack of available niche 

talent has led to a scarcity of highly skilled IT experts, which presents difficulties for 

companies in retaining them. Such experts continually pursue innovative work 

environments that align with their passion for technology. Stagnant work environments 

with little opportunities for progress may prompt individuals to seek new opportunities 

elsewhere. Staying updated with the most recent technology is essential in this field, but 

it may get daunting when companies do not provide adequate training. The employees' 

growth potential is limited since there are not enough training and development options 

available. Oftentimes, this motivates individuals to seek new opportunities that enable 

them to expand their range of skills. To foster loyalty and commitment, it is crucial to 

focus the professional growth and well-being of workers in the IT business (Pillai & 

Sivathanu, 2020). Persaud (2021) illuminated the precise skills and abilities that 

businesses are actively seeking for this position. The author utilized a multifaceted 

methodology, which involved evaluating internet job advertisements, conducting 

interviews with executives, and reviewing big data projects at various institutions and 

schools. The researcher's results indicate that companies are looking for individuals who 

possess robust functional and cognitive skills in data analytics, computers, and 

commercial acumen, along with a variety of social skills and unique personality qualities. 

It is worth mentioning that the specific combination of necessary skills differs depending 

on the degree of the work and the duties involved. Executives stress that employees often 
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lack the necessary skills, which requires businesses to provide further training. Recent 

research conducted by Halwani et al. (2022) sheds light on the viewpoint of the industry 

towards different data-centric occupations, such as experts specializing in big data 

analytics. The researchers conducted an analysis of 1,200 job descriptions in five 

interconnected fields: statistical analysts, big data analytics professionals, data scientists, 

data analysts, and business analytics professionals (Halwani et al., 2022). They 

discovered that there is a strong agreement between the industry and academic 

perspectives on data science, which is seen as a combination of statistical and 

programming abilities. The significance of integrating analytical and technical skills for 

IT workers, namely big data analytics specialists, was emphasized in this industry 

viewpoint. 

Employee Retention 

Employee retention is a widespread problem that impacts several companies. The 

notion of employee retention is relevant to companies of diverse magnitudes, regardless 

of whether they function in the public or private domains. The current economic 

conditions, which have caused fluctuations in the supply of skilled individuals, have 

heightened the focus on tactics to retain specialized niche professionals (Bilan et al., 

2020). 

Employers are presently confronted with a critical difficulty in maintaining the 

loyalty and commitment of their workers. The cost related to employee turnover is seeing 

substantial growth, amounting to as much as 150 percent of an employee's yearly 

earnings (Crisp, 2021). The cost can range from 30 to 50 percent of the annual salary for 

an entry-level position and can up to 150 percent for a middle management position. 
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Moreover, the repercussions of staff turnover go beyond just financial considerations. An 

increased occurrence of staff turnover can have adverse effects on employee morale and 

the overall productivity of the company (Crisp, 2021). Turnover is more prevalent when 

considering the influx of new generations into the work market. Alhmoud and Rjoub 

(2020) researched the impact of various forms of incentives on employee retention 

among different generations. The study revealed that external incentives, such as 

competitive salary and perks, had a substantial and favorable effect on the ability to retain 

both Generation X and Generation Y workers. Nevertheless, while intrinsic benefits such 

as a feeling of achievement and individual development proved to be successful in 

keeping workers from Generation Y, they did not have the same effect on workers from 

Generation X. Surprisingly, social benefits such as excellent connections and a 

supportive work environment did not have a substantial impact on retention for either 

generation. These findings highlighted the need of customizing retention tactics based on 

individual workforce demographics and emphasizing the relevant motivating variables. 

Silaban & Margaretha (2021) emphasized the need of achieving work-life balance, 

especially for millennial workers who prioritized adaptability. Their study revealed that 

achieving a balance between work and personal life has a beneficial impact on job 

satisfaction (8.3%) and the ability to retain employees (4.4%) among the millennial 

workforce. Creating a work environment that offers support and promotes a healthy 

balance between work and personal life may be a successful approach for firms to 

enhance motivation and retain their millennial workforce. 
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Compare and Contrast Different Scholarly Points of View 

While some argue that fostering supportive organizational cultures and providing 

growth opportunities are essential for retaining niche IT talent, others emphasize the 

importance of offering genuinely innovative and cutting-edge work. Becker and Huselid 

(2006) found that top technical talent is motivated by the ability to work on novel, 

intellectually stimulating projects, pushing boundaries, and tackling complex challenges 

at the forefront of technological development. However, merely providing learning 

opportunities may not suffice if the work lacks innovation and meaning. 

The theory of motivation crowding, as discussed by Frey and Oberholzer-Gee 

(1997), suggested that extrinsic rewards like compensation can potentially undermine 

intrinsic motivation for interesting work. Consequently, overemphasizing incentives and 

benefits may inadvertently imply that the work lacks stimulation or reward. Instead of 

relying heavily on extrinsic perks, companies should aim to cultivate a culture of 

intellectual curiosity and innovation that intrinsically motivates niche tech talent. 

On the contrary, some scholars argued that while challenging and innovative work 

is crucial, organizations should not prioritize it at the expense of fostering a supportive 

and positive workplace culture. Luthans and Peterson (2002) highlighted the importance 

of a positive and nurturing work environment in enhancing employee engagement and 

productivity, even among highly skilled professionals. Despite their technical prowess, 

niche IT talent requires a sense of belonging, recognition, and work-life balance 

(Amabile & Kramer, 2011). 

Business leaders are tasked with exploring strategies to ensure that the talent and 

knowledge brought by niche employees are utilized effectively within the organization 
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(Potočnik et al., 2021). Moreover, perceptions of innovative work can vary among 

individuals (Kuvaas et al., 2017). By prioritizing a supportive culture that values diversity 

and individual differences, organizations can create an environment where employees 

feel empowered to contribute their unique perspectives and engage in innovative work 

tailored to their interests and strengths. 

The most effective approach may lie in striking a balance between offering 

intellectually stimulating work and fostering a nurturing organizational culture. Amabile 

and Kramer (2011) argued that the most innovative and productive employees derive 

meaning from work that nourishes their inner selves and provides opportunities for 

action. By addressing both intrinsic and extrinsic factors, companies can create an 

environment that sustains and motivates niche IT talent holistically. 

Transition 

In Section 2, I provided a critical analysis and synthesis of various sources and 

content of my literature review, presented the project application and its application to the 

applied business problem, analyzed and synthesized literature pertaining to conceptual 

frameworks, potential themes, and phenomena, and compared competing approaches. In 

Section 3, I described the role of the researcher in the data collection process, the 

relationship that the researcher may have had with the topic, and a brief description of the 

researcher's role related to ethics and the Belmont Report protocol, the withdrawal 

procedures for participants, the incentives for participation, how the names of participants 

would be protected to ensure confidentiality, and how I planned to store the data securely. 

Next, I discussed my research method and design and strategies for obtaining participant 

consent. Finally, I reviewed the reliability and validity of the data collection instruments 
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and processes. In Section 4, I will systematically identify and evaluate each topic, and 

then explore the findings. I will illustrate how the findings either support, disconfirm, or 

expand our existing knowledge in the subject by comparing them. In addition, I will 

correlate the data with the conceptual frameworks. Finally, I will address the 

contributions made by businesses and make advice for professional practice. I will also 

explain the consequences of these contributions for social change and offer suggestions 

for future study. In conclusion, I will summarize the main findings. Additionally, I will 

include appendices and a table of contents.  
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Section 3: Research Project Methodology 

Project Ethics 

The researcher’s role involves gathering, organizing, and evaluating information 

to resolve the primary business problem in a study (Cumyn et al., 2019). As a researcher, 

my role was crucial in collecting accurate and complete data. I utilized semistructured 

interviews to gather detailed data from my participants. My responsibility as the 

researcher was to conduct an ethical study that considered the rights of the participants. 

Researchers must adhere to ethical research guidelines, including institutional review 

board (IRB) guidelines (Fiske & Hauser, 2014). The U.S. Department of Health and 

Human Services (1979) published the Belmont Report to outline the necessary ethical 

guidelines for a researcher to follow to protect participants from harm. 

In my role as an IT talent acquisition manager, I had experience with employee 

retention challenges, especially within the IT sector. I had professional knowledge of the 

participants only because they worked in the same industry. I had not performed research 

in the topical area before, however, I was interested in understanding how to retain niche 

IT talent. The retention of IT professionals was highlighted as essential by Kaur and 

Mohindru (2022, p. 316) because of their provision of quality services, technical 

expertise, and facilitation of organizational productivity. 

My goal was to help leaders, employees, IT talent acquisition managers, and the 

broader community address the critical issue of retaining niche IT talent and contribute to 

the body of knowledge in this area. According to the Belmont Report protocol (National 

Commission for the Protection of Human Subjects in Biomedical and Behavioral 

Research [NCPHSBBR], 1979), researchers must uphold three fundamental ethical 
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principles in research involving human subjects: respect for persons, beneficence, and 

justice. As a researcher, I respected participants' autonomy, obtained informed consent, 

and protected those with diminished autonomy by the principle of respect for persons. I 

maximized benefits and minimized risks to participants, adhering to the principle of 

beneficence. I ensured a fair and equitable selection of participants and an equal 

distribution of burdens and benefits, upholding the principle of justice (NCPHSBBR, 

1979). As a researcher, I was responsible for designing and conducting studies that 

adhered to these ethical principles, obtaining approval from IRBs, ensuring that all 

procedures aligned with the Belmont Report's guidelines, and providing ongoing 

monitoring and protection of participants' rights and welfare throughout the research 

process (NCPHSBBR, 1979). 

Retaining niche employees, particularly in the IT sector, is a significant challenge 

for talent acquisition managers. Highly skilled professionals are in high demand, and 

their expertise is crucial for organizations to remain competitive and innovative. Effective 

communication and transparent practices, including the informed consent process, are 

vital strategies for fostering trust and retaining these valuable employees. 

Adhering to IRB protocols, I obtained informed consent. Informed consent 

involved providing clear and comprehensive information to my participants about their 

roles, responsibilities, and expectations. Such transparency fostered trust and ensured that 

participants had a comprehensive understanding of their role in the research study. 

Exercising transparency, I minimized potential misunderstandings by clearly explaining 

their right to withdraw consent at any point, the associated risks and benefits, and the 

measures in place to maintain the confidentiality of their information. I understood the 
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importance of confidentiality and protecting the privacy of individuals involved in my 

research. To safeguard their identities, I employed several measures. I assigned 

pseudonyms to each participant, guaranteeing the confidentiality of their real names in 

any documentation or discussions. Any identifying information, such as specific locations 

or personal details, was omitted from my reports. Moreover, I stored all data securely, 

with restricted access only to authorized individuals involved in the research process. 

Furthermore, during any presentations or discussions, I was mindful of speaking in 

general terms, avoiding any specifics that could potentially reveal the identity of the 

participants. By adhering to these practices, I was committed to upholding the 

confidentiality of those who entrusted me with their participation in my study. 

I stored all data securely using encryption methods and restricted access 

protocols. I pledged to maintain this secure storage for 5 years following the completion 

of my research, thus guaranteeing the ongoing protection of participant confidentiality.  

My goal was to uphold the trust placed in me by the individuals who participated 

in my study. To achieve this, I adhered to the ethical practices outlined, which 

safeguarded participant privacy and rights. 

Nature of the Project 

I chose a qualitative research method to deeply explore the complexities of human 

behavior and experiences. Retaining niche employees in the field of IT is a critical 

challenge for talent acquisition managers. Offering competitive compensation packages, 

providing opportunities for professional growth, and fostering a positive workplace 

culture are crucial strategies to address this issue. As Denzin and Lincoln (2018) 

highlighted, this approach was appropriate for my study because qualitative research 
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provides a nuanced approach to understanding the diverse perspectives and lived realities 

of people. A qualitative research methodology aligns well with the aim of gaining a deep 

understanding of the diverse perspectives and lived experiences of IT professionals, 

thereby informing successful strategies for retaining these niche employees. The authors' 

assertion underscored the value of employing a qualitative approach to explore the 

nuances and complexities inherent in effectively retaining top IT talent. The pragmatic 

inquiry research design was used to emphasize the importance of practicality and real-

world applicability in my study. Pragmatic inquiry focuses on solving practical problems 

and generating actionable knowledge, aligning perfectly with my research goals of 

understanding the complexities of human behavior in context (Patton, 2014). The 

combination of qualitative methodology and pragmatic inquiry yielded insights that were 

academically rigorous and applicable in addressing real-life challenges. 

Population, Sampling, and Participants 

The participants for my study consisted of six IT talent acquisition managers with 

successful strategies that retained niche IT employees. I anticipated that I would achieve 

data saturation between four and six interviews. However, at whichever point no new 

information was provided by the participants, one more interview was conducted to 

ensure that data saturation was reached. I gained access to the participants through email 

invitations, LinkedIn connections, and professional associations. 

I planned to use the purposeful sampling method for the study. I selected 

purposeful sampling, also known as purposive sampling, because it is a nonprobability 

sampling method widely used in qualitative research. Participants were purposively 

selected to represent a wide range of experiences or viewpoints, and criterion sampling 
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was used, where participants were chosen based on specific criteria relevant to the 

research question (Palinkas et al., 2015). The purposeful approach is particularly 

advantageous when researchers aim to explore nuanced phenomena or seek an in-depth 

understanding of cases (Palinkas et al., 2015). 

Data Collection Activities 

As the researcher, I was the primary data collection instrument who collected and 

analyzed the data. Semistructured interviews were conducted to collect data from the 

participants. The semistructured interviews elicited responses to 13 open-ended 

questions. I used artifacts, published industry reports, and published company statements 

as secondary corroborating data. 

Interview Questions 

1. What are the effective strategies you used to retain IT niche employees? 

2. What challenges do you encounter when implementing the strategies? 

3. How did you measure the effectiveness of the strategies? 

4. What tasks did you assign to the IT niche employees? 

5. What process did you use to decide on the task assignment?   

6. How did you measure the effectiveness of the task assignment? 

7. What feedback did you provide to the IT niche employees regarding their 

work? 

8. What process did you use to decide on the feedback you would provide? 

9. How did you measure the effectiveness of the feedback provided? 

10. What job autonomy did you afford the IT niche employees? 

11. What process did you use to decide on the job autonomy? 
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12. How did you measure the effectiveness of the job autonomy? 

13. Do you have any other information you can share about retaining IT niche 

employees? 

Data Organization and Analysis Techniques 

Data organization techniques, such as maintaining research logs, keeping 

reflective journals, using cataloging and labeling systems, and establishing file naming 

conventions and folder structures, are crucial for effective qualitative data analysis 

(Creswell & Creswell, 2018; Salkind, 2010).  

My data analysis process consisted of a thematic analysis and narrative analysis to 

analyze the collected data. Thematic analysis is an exploratory process in which the 

researcher looks at patterns of meaning in a data set (Naeem et al., 2023). When it comes 

to identifying the appropriate data analysis process, thematic analysis is a flexible and 

widely used approach that aligns well with various qualitative research designs. Thematic 

analysis involves identifying, analyzing, and reporting patterns (themes) within 

qualitative data sources such as interviews, observations, and documents (Braun & 

Clarke, 2006). I gathered all documents, interview transcripts, and audio recordings and 

put them in a directory with pseudonyms for each participant. I leveraged thematic 

analysis to systematically analyze qualitative data, identify recurring themes and patterns, 

and provide insights by examining retention strategies using the JCT conceptual 

framework. 

I utilized Microsoft Teams for conducting my interviews and Microsoft Word for 

transcribing audio. After transcribing all the materials and completing a member-check, I 

securely saved all the data and audio files on a password-protected flash drive. Once my 
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research is over, I will erase everything and keep the flash drive in a safe and locked 

location for a period of 5 years. 

Reliability and Validity 

Reliability 

Reliability plays a crucial part in a researcher's role, as they are responsible for 

seeking truth and ensuring the trustworthiness of their findings (Mellinger & Hanson, 

2020). Researchers meticulously design studies, gather data, and analyze results to 

provide dependable insights into various phenomena (Priya, 2021). In research, reliability 

refers to the consistency and dependability of the methods used, and the outcomes 

produced (Jones et al., 2019). Researchers maintain reliability by adhering rigorously to 

protocols, employing valid measurement instruments, and ensuring the replicability of 

their findings (Rose & Johnson, 2020). Ultimately, the credibility of research rests on its 

reliability, and researchers play a vital role in upholding this standard through their 

meticulous approach to inquiry (Lim & Koay, 2024). To ensure dependability and 

reliability in my data collection process, I engaged in member checking data 

interpretation with the participants. I followed the proper interview protocol guidelines 

for each interview participant. I transcribed, summarized, and reviewed the interview 

recordings for accuracy after completing my study. 

Validity 

Ensuring validity and reliability is crucial in qualitative research to establish the 

accuracy, truthfulness, and dependability of the findings. Researchers can contribute to 

validity by immersing themselves in the area, employing member checking, engaging in 

reflexivity, and triangulating data from various sources (Lemon & Hayes, 2020; Merriam 
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& Tisdell, 2016). To enhance reliability, researchers must use a methodical and self-

critical approach when collecting, analyzing, and reporting data (Patton, 2015).  

In my research project, I incorporated several strategies to uphold validity and 

reliability. Firstly, I utilized audit trails, reflexivity, and methodological transparency to 

enhance the overall reliability and validity of my study. Secondly, I conducted 

methodological triangulation through interviews, analysis of industry documents, and 

examination of relevant artifacts. This triangulation allowed me to achieve a thorough 

investigation and increase the validity of my findings. Additionally, I compared the audio 

recordings of interviews with their transcripts as a further step to validate the participants' 

responses. Finally, I summarized the interviews into a concise list of specific points. 

Implementing these strategies ensured rigor, transparency, and self-awareness throughout 

the qualitative research process, ultimately contributing to the accuracy and truthfulness 

of the findings. 

Transferability is a crucial component of validity. Transferability relates to the 

applicability of the research findings to other contexts and settings and facilitates 

repeatability (Degeling & Rock, 2020). A research finding's transferability determines its 

applicability in various contexts and studies. It is thus equivalent to or a replacement for 

the terms generalizability and external validity (Coghlan & Brydon-Miller, 2014). To 

support transferability, I provided a clear description of the research problem, the data 

collection method, my approach to data collection, and the context of findings that were 

applicable and transferable. 

Confirmability is an essential aspect of research validity as it allows external 

parties to independently verify the conclusions of the study (Johnson et al., 2020). 
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Confirmability refers to the ability to accurately represent the lived experiences of 

participants in study findings without any influence from the biases of the researcher 

(Lemon & Hayes, 2020). Data collection and analysis must be unbiased, ensuring that 

findings are based only on the data and not influenced by subjective perspectives. To 

ensure confirmability, I upheld an audit trail that meticulously documented the research 

process, data gathering, and analytical choices.  

Data saturation is an essential component of qualitative research methodologies 

(Guest et al., 2020). Data saturation is crucial in establishing trust and confidence in a 

study's findings by improving the reliability and validity of the results. Data saturation 

refers to the stage at which no additional information can be obtained (Guest et al., 2020). 

This enhanced the reliability of the study's results. I achieved data saturation by 

continuing to collect data until all possible information had been obtained. If data 

saturation had been reached before completing all the scheduled interviews, I would have 

performed an additional interview to confirm that no new information could be obtained. 

Transition and Summary 

In Section 3, I outlined my involvement in the data collection process, my 

connection to the topic, my ethical responsibilities and the Belmont Report protocol, the 

procedures for participant withdrawal, the motivations for participation, the methods for 

safeguarding participant names to maintain confidentiality, and the strategies for securely 

storing data. I discussed the research method, design, and strategies for obtaining 

participant consent, along with a review of the reliability and validity of the data 

collection instruments and processes. In Section 4, I will provide a synthesized overview 

of findings after data collection is complete. I will disclose practical implications, impacts 
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on social change, and recommended practices and actions for IT talent acquisition 

managers. I will also include recommended areas and topics for further study, reflections 

and summaries, and overall study conclusions. 
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Section 4: Findings and Conclusions 

Introduction 

The purpose of this pragmatic qualitative inquiry was to explore strategies IT 

talent acquisition managers used to retain niche employees beyond 2 years. Thematic 

analysis of data collected from six participants revealed five major themes: (a) employee 

retention, (b) employee performance, (c) job autonomy, (d) employee development, and 

(e) task assignment strategies. These themes aligned with the conceptual frameworks 

governing the research. There was a significant and positive relationship between job 

design and JCT. Hackman and Oldham (1980) emphasized that "middle managers have a 

significant role to play in the design of changed jobs" (p. 157). 

Presentation of the Findings 

The overarching research question was “What successful strategies do IT talent 

acquisition managers use to retain niche employees beyond 2 years?” The sources for 

data included semistructured interviews with six participants and one industry document 

from a company website. Each participant was assigned a unique pseudonym to maintain 

their confidentiality, and data collected during the interviews were transcribed using 

Microsoft Word and named with the associated pseudonym.  Table 2 illustrates the data 

collection references used in the study findings. Microsoft Excel was used to conduct 

manual data analysis. Table 3 illustrates the themes identified.  
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Table 2 

Participants’ Demographics 

Pseudonym Gender Industry Years in 

business 

Role 

P1 Male IT 20 years Talent acquisition manager 

P2 

P3 

P4 

P5 

P6 

Male 

Male 

Male 

Male 

Male 

IT 

IT 

IT 

IT 

IT 

18 years 

25 years 

25 years 

20 years 

20 years 

Talent acquisition manager 

Talent acquisition manager 

Talent acquisition manager 

Talent acquisition manager 

Talent acquisition manager 

     

 

Table 3 

References of Major Themes 

Major theme Participants References 

Theme 1: Employee retention 

Theme 2: Employee performance 

Theme 3: Job autonomy 

Theme 4: Employee development 

Theme 5: Task assignment 

6 

6 

6 

6 

6 

17 

23 

16 

19 

32 

   

 

Theme 1: Employee Retention 

Employee retention emerged as a critical factor in maintaining a skilled 

workforce, especially for niche IT employees. The scholarly literature identified various 

strategies to effectively retain employees. Forbes Advisor (2024) suggested offering 

competitive base salaries or hourly wages as a key strategy, while Robert Half (2024) 

emphasized the importance of onboarding, mentorship programs, employee 

compensation, perks, and wellness offerings. Each of the six participants confirmed the 

importance of creating a positive work environment and offering competitive 

compensation packages. For instance, P3 stated, "We prioritize work–life balance and 
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offer above-market salaries to keep our top talent engaged". This multifaceted approach 

to retention aligned with the JCM, which posited that positive work environment, 

competitive compensation, and work–life balance play crucial roles in employee 

retention (Hackman & Oldham, 1976). 

The literature review and public company documents confirmed the employee 

retention theme identified by the study participants. In new literature, Shu (2024) 

highlighted employee retention and high turnover as critical issues, emphasizing their 

significance as managerial concerns. The literature identified several factors that could 

improve retention, including talent management practices, employee-oriented corporate 

social responsibility (CSR), work–life balance, and quality of work-life. The author 

argued that these factors are interrelated and should be considered part of a 

comprehensive set of HR best practices. The review concluded with a recommendation 

for HR managers to plan for future competencies considering unpredictable external 

factors, linking the discussion to practical strategies for improving employee retention. In 

additional new literature, Priyanka and Shyamaladevi (2024) identified employee 

retention as a critical organizational challenge, emphasizing the value of employees as 

key assets. The literature highlighted how companies prioritize retention over new hiring 

for cost-effectiveness, investing resources in retention strategies. The research study 

focused on factors affecting employee retention in IT companies. By exploring employee 

perspectives on sector-specific challenges and existing retention measures, this study 

aims to provide insights into retention issues in a high-growth market. Priyanka and 

Shyamaladevi (2024) outlined their research methodology, demonstrating a structured 

approach to investigating retention factors in the IT industry, thus providing a 
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comprehensive foundation for understanding and addressing employee retention 

challenges. 

Subtheme: Relationship Building 

Building strong relationships with employees is crucial for a healthy work 

environment and overall success in the workplace. Trust, communication, and respect are 

key components in fostering these relationships. Companies that prioritize relationship 

building create an environment where employees can thrive in a connected and ever-

changing world of work (Dea, 2023). All participants confirmed the significance of 

cultivating relationships and communication. Each of the six participants specifically 

emphasized their dedication to retention methods through the promotion of relationship 

development and transparent communication. P1 stated, "Retaining an employee is 

building relationship. It is a people business; people work with people whom they like. 

So, you must create an atmosphere, create an environment where people love to express 

their passion, express their ways of working." P3 echoed this sentiment, saying, 

"Retaining an employee is building a relationship ... it is not a 6-month thing or a yearly 

thing. It's a daily thing to build a team, and which eventually builds loyalty, builds 

relationships." P4 emphasized the importance of transparency, stating, "openness in 

communication and telling them what lies ahead is always better for retaining them and 

engaging them, you know, and keeping them interested in the organization." Ultimately, 

prioritizing relationship building with employees is essential for creating a positive work 

environment and fostering success in the workplace. By implementing strategies that 

emphasize open communication, trust, and respect, companies can create an environment 
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where employees feel valued and connected, leading to increased retention and overall 

workplace effectiveness.  

Vroom's (1964) expectancy theory ties into these findings on relationship building 

and employee retention by providing a theoretical framework that explains the 

effectiveness of such strategies. The theory posits that motivation stems from expectancy, 

the belief that effort leads to performance; instrumentality, the belief that performance 

leads to outcomes; and valence, the value placed on outcomes. The emphasis on building 

strong relationships and fostering open communication, as highlighted by the 

participants, can positively impact all three components. For instance, P1's focus on 

creating an atmosphere where employees can "express their passion" aligns with 

increasing valence, while P4's emphasis on transparency can enhance both expectancy 

and instrumentality. The daily nature of relationship building, as noted by P3, 

corresponded with the dynamic nature of expectancy theory. By prioritizing these 

relationship-building strategies, managers can effectively influence the key components 

of expectancy theory, potentially leading to increased motivation, engagement, and 

retention. This alignment between the participants' strategies and expectancy theory 

underscored the importance of creating a positive work environment that supports clear 

expectations, performance-outcome links, and valued outcomes, all of which contribute 

to employee motivation and retention. 

Subtheme: Organizational Changes 

Organizational changes have a substantial effect on people inside a company, 

making change management an essential step for achieving success. Employee attitudes 

towards organizational change are critical, as engagement with change can affect job 
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satisfaction and overall performance (Hennessey, 2024). Effective communication is key 

when implementing organizational changes, with clear and engaging announcements 

helping employees and stakeholders stay informed and involved in the change process 

(Postelnyak, 2024). The importance of careful planning, implementation, and monitoring 

of changes, as well as the need for transparent communication throughout are 

underscored when it pertains to change management. The impact of organizational 

changes on employees can be substantial, affecting their attitudes, satisfaction, and 

performance, and perhaps retention. This is exemplified by P1's statement:  

leadership change is where it becomes really, really difficult when the team 

knows that it is not in your control. When I say in your control, not in the actual 

immediate reporting managers control and it is a corporate decision or a higher up 

decision to make changes or to change the process, then everything goes out the 

door. 

P1’s statement emphasized how changes, especially those perceived as out of one’s 

control, can significantly disrupt the workplace, highlighting the need for effective 

change management and communication strategies to mitigate negative impacts and 

ensure successful organizational transitions. 

Vroom's (1964) expectancy theory provided a valuable framework for 

understanding the findings on organizational change and its impact on employees. The 

theory proposed that motivation is a product of expectancy, instrumentality, and valence, 

all of which can be significantly affected by organizational changes. P1's statement about 

leadership changes being "really, really difficult" when perceived as out of employees' 

control relates to the expectancy component, potentially decreasing employees' belief that 
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their efforts will lead to desired performance. The emphasis on effective communication 

during organizational changes aligned with Vroom's theory, as clear and transparent 

communication can help maintain or restore employees' perceptions of expectancy, 

instrumentality, and valence. In this regard, clear communication about the reasons for 

change and its implementation can help maintain employees' expectancy, while 

transparent information about how changes will affect reward systems can preserve 

instrumentality beliefs. The finding that "everything goes out the door" when changes are 

perceived as uncontrollable highlights how organizational changes can disrupt all three 

components of Vroom's theory. The potential disruption of these motivational 

components highlights the crucial role of effective change management and clear 

communication in sustaining employee motivation. By addressing these aspects, 

organizations can mitigate the negative impacts of change and ensure more successful 

transitions, as emphasized in the findings. Vroom's expectation theory offers a theoretical 

framework for comprehending the reasons for the substantial influence of organizational 

changes on employee motivation, satisfaction, and performance. It emphasizes the 

importance of managing these changes meticulously. 

Theme 2: Employee Performance 

Employee performance emerged as a critical aspect of organizational success, 

involving continuous collaboration between employees and managers to enhance 

productivity and overall business outcomes. This importance was underscored by all six 

participants in the study, with their insights aligning closely with Chauke et al.'s (2022) 

assertion that employee performance directly impacts organizational success. For 

instance, P1 emphasized individual capability, P2 focused on encouraging teams to 
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perform at their best, while P3 and P4 highlighted the importance of continuous 

monitoring and frequent performance reviews. These findings correspond with Hackman 

and Oldham's (1980) JCT, which proposed five core job dimensions: skill variety, task 

identity, task significance, autonomy, and feedback. These dimensions contribute to 

critical psychological states that lead to positive work outcomes.  

The participants' responses reflected these dimensions, with P1's focus on 

individual capability aligning with skill variety, P2's emphasis on encouraging employees 

to "bring the best out of it" relating to task significance, and P3 and P4's emphasis on 

continuous monitoring and frequent reviews corresponding to the feedback dimension. 

JCT's critical psychological states, experienced meaningfulness, responsibility for 

outcomes, and knowledge of results are supported by the described continuous 

performance management approach and the focus on clear expectations and regular 

feedback. The comparability between JCT and the participants' insights suggested that 

carefully designed performance management strategies can improve key aspects of job 

design, potentially leading to enhanced psychological states for employees and, 

consequently, improved job performance.  

The emphasis on performance management as "a continuous, positive 

collaboration" further reinforced the relevance of Hackman and Oldham's theory to these 

findings on performance management strategies, highlighting the potential for well-

implemented performance management practices to impact employee motivation and 

organizational outcomes. 
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Subtheme: Employee Development 

Employee development plays a substantial role in organizational success by 

enhancing performance and retention, as confirmed by this study's findings and supported 

by established theories and recent research. 

All the participants emphasized the importance of knowledge acquisition, 

continuous learning, and skills enhancement for improving employee performance and 

longevity. Their responses revealed diverse strategies for employee development, 

including experiential learning, formal training, mentorship, and consistent engagement. 

These findings aligned with Hackman and Oldham's (1980) JCM and JCT (1976), which 

identified key factors enhancing motivation such as job-relevant knowledge and skill, 

growth need strength, and satisfaction with work context aspects. The participants' 

responses revealed diverse strategies for employee development, including experiential 

learning, formal training, mentorship, and consistent engagement. P1 highlighted the 

value of experiential learning, while P2 emphasized structured development programs. P3 

stressed the importance of mentorship, and P4 underscored regular engagement. This 

multiplicity of approaches demonstrates organizational recognition of continuous 

learning's importance in cultivating a robust workforce. 

The study's findings confirmed and expanded upon existing knowledge. The 

diversity of development approaches described by the participants extended beyond 

traditional formal training programs, reflecting a more comprehensive understanding of 

employee development. These findings aligned with recent literature, such as Culture 

Amp’s (2024) assertion that human capital is the most valuable asset in contemporary 

business. The findings also resonated with Vroom’s (1964) expectancy theory, as diverse 
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development approaches can enhance employees' expectancy and instrumentality, while 

potentially increasing the valence of work outcomes.  

The emphasis on continuous learning and personalized development strategies 

represents an evolution from earlier models, addressing individual differences in learning 

preferences and needs. This nuanced approach aligned with recent literature on creating 

learning cultures within organizations and maximizing motivational factors in both JCT 

and Vroom's expectancy theory. By reinforcing the connection between employee 

development and retention, this study extends beyond the original scope of JCT and 

JCM, which primarily focused on motivation and performance. It contributes to the field 

by offering a more nuanced, practice-oriented perspective on employee development 

strategies and their impact on organizational outcomes. Future research could further 

explore the long-term effects of these diverse development approaches on employee 

retention and organizational success. 

Theme 3: Job Autonomy 

Job autonomy emerged as a key factor in organizational contexts, impacting 

employee performance, innovative behavior, engagement, and commitment. The findings 

from recent studies and the participant responses aligned with and extended existing 

knowledge in organizational behavior and management, particularly in relation to JCT 

(Hackman & Oldham, 1976), the JCM (Hackman & Oldham, 1980), and expectancy 

theory (Vroom, 1964). 

Alkadash et al. (2020) highlighted the importance of job autonomy in enhancing 

employee efficiency and performance, a conclusion strongly supported by participant 

responses. For instance, P1's emphasis on flexible work hours and P2's advocacy for 
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reduced micromanagement directly corroborated the positive influence of autonomy on 

employee performance. These observations aligned with the JCT and JCM, which 

proposed that job autonomy is a core job characteristic that leads to critical psychological 

states and, subsequently, positive work outcomes (Hackman & Oldham, 1976). 

Expanding on this foundation, Timming et al. (2023) provided a more 

comprehensive analysis of job autonomy's workplace effects. Their study integrated 

Conservation of Resources theory, examining the relationship between job autonomy, 

mental health, and physical pain among local government professionals. By introducing 

workplace incivility as a moderating factor, they offered a nuanced understanding of how 

organizational resources and stressors interacted to affect employee health outcomes. 

This research not only aligned with earlier findings but also extended the scope by 

explicitly linking job autonomy to employee engagement and well-being, further 

supporting the JCM's predictions. 

The practical implications of job autonomy are evident in the participants' 

insights. P2's concept of "supercharging individuals" and P4's emphasis on involving 

employees in organizational growth suggest that autonomy not only improves 

performance but also increases engagement and commitment. These observations 

resonate with Expectancy Theory (Vroom, 1964), which suggested that employees are 

motivated when they perceive a strong link between their efforts, performance, and 

rewards. Job autonomy can strengthen this perception by giving employees more control 

over their work processes and outcomes. 

P5's description of balancing "full autonomy" with "checks and balances" offered 

a practical perspective on implementing autonomy while maintaining accountability. This 
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insight provides a real-world application of the JCT and JCM, demonstrating how 

organizations can structure jobs to maximize the benefits of autonomy while addressing 

potential drawbacks. 

Timming et al.'s (2023) focused on local government professionals opens avenues 

for further research, particularly in exploring how different workplace stressors might 

interact with the benefits of autonomy across various sectors. The integration of 

theoretical and practical perspectives provides a robust foundation for understanding how 

autonomy functions as a resource in diverse organizational contexts, potentially 

enhancing both employee well-being and organizational performance.  

Future studies could build on this work by examining the long-term effects of job 

autonomy on organizational culture, employee retention, and overall business success 

across different industries and cultural contexts. Such research could further refine our 

understanding of how job autonomy interacts with other job characteristics in the JCM, 

and how it influences the motivation-performance relationship described in Expectancy 

Theory. Additionally, exploring the potential downsides or limitations of job autonomy in 

certain contexts could provide a more balanced view of its role in organizational 

management. 

Theme 4: Employee Development 

The fourth theme identified impacting niche IT employees was employee 

development. Developing and motivating employees to grow could improve their 

performance resulting in retention. The participants interviewed confirmed knowledge, 

learning, training, and value added by upskilling were crucial components of employee 

development. These specific aspects of development not only enhanced individual 
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capabilities but also contributed to overall organizational success. P1 believed in 

supporting employees during challenging times and providing rewards such as 

promotions, bonuses, and additional responsibilities. P2, P3, and P4 emphasized the 

importance of providing career development opportunities, training to upskill talent, and 

a clear career framework for growth. P5 stated the need to let employees "learn and 

improve themselves." 

The Job Characteristics Theory (JCT) and Job Characteristics Model (JCM) 

aligned closely with the themes of employee development and retention. The emphasis 

on skill variety in JCT and JCM corresponds with the focus on knowledge, learning, 

training, and upskilling. Task identity and task significance are implicated in the 

comments from P4 about providing additional responsibilities and a career framework. 

The concept of autonomy is reflected in the statement about letting employees learn and 

improve themselves. Feedback, another key element of JCT and JCM, was implied in the 

P2’s comments about supporting employees during difficulties. The theory's concept of 

growth need strength aligned with the participants' mention of employees' intrinsic 

motivations for personal and professional advancement. 

New literature findings from Kwon et al. (2024) emphasized three effective 

strategies for retaining niche IT employees: investing in employee development, 

providing growth opportunities, and supporting employees during challenges. The Job 

Characteristics Theory (JCT) and Job Characteristics Model (JCM) supported these 

retention strategies, as both theoretical frameworks highlighted the importance of 

designing jobs that foster employee engagement, motivation, and commitment. 
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Subtheme: Compensation 

An essential component of performance management and staff development is the 

provision of a comprehensive pay plan, which plays a key role in motivating employees 

and retaining talent. Participants in the study unanimously agreed on the importance of 

compensation. P1 stated, "If somebody is deciding to leave for compensation, that is one 

thing nobody can stop." P2 emphasized, "pay, promotion, retention, job rotation, 

flexibility are very important." P3 noted, "compensate an individual to retain the 

individual, we're retaining them with the right compensation package." P4 believed in 

offering "salary and benefits as per market standards," while P5 highlighted that 

"employees need motivation, and the motivation is expansion of their role, and the ability 

to make better compensation." 

Recent research supported these views. Sorn et al. (2023) conducted a meta-

analysis of 57 studies, confirming a positive relationship between compensation and 

employee motivation. The Job Characteristics Theory (JCT) by Hackman and Oldham 

(1976) also acknowledged the role of extrinsic rewards, stating, "Extrinsic rewards, such 

as pay, can serve to reinforce the internal rewards employees experience when they 

perform well on meaningful jobs" (p. 259). While the participants and some studies 

emphasized the importance of compensation, the relationship between pay and 

motivation is more nuanced than a simple linear correlation. Sorn et al. (2023) found that 

the strength of this relationship varied across industries and job types, suggesting that a 

one-size-fits-all approach may not be optimal. The JCT framework indicated that 

compensation should be considered in conjunction with intrinsic motivators derived from 
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job design, aligning with P5's observation about the interplay between role expansion and 

compensation. 

Considering these findings, organizations must consider compensation as part of a 

holistic approach to performance management and employee development. The holistic 

approach mentioned should integrate pay plans with job design, career development 

opportunities, and work-life balance initiatives. Future research could explore how to 

optimally balance these factors across different industries and employee demographics, 

potentially leading to more effective and nuanced compensation strategies. 

Theme 5: Task Assignment 

Task assignment emerged as the fifth theme impacting the retention of specialty 

niche IT employees, influencing their job satisfaction and professional growth. The 

importance of task assignment is supported by both theoretical frameworks and recent 

research. Hackman and Oldham (1976) introduced the concept of task identity, defining it 

as "the degree to which the job requires completion of a 'whole' and identifiable piece of 

work that is, doing a job from beginning to end with a visible outcome" (p. 257). The 

concept of task identity underscores the value of assigning complete, meaningful projects 

to IT professionals. Recent research by Wang et al. (2023) further emphasized the 

importance of task assignment in IT employee retention. The authors found that well-

structured task allocation not only enhanced job satisfaction but also contributed to skill 

development and career progression in niche IT fields. Practical approaches described by 

the study participants aligned with these findings. P2 stated, "we have account-based 

teams, we have skill-based teams, we assign tasks based on the skill or based on the 

volume". P3 echoed, "task is assigned based on skill and an aptitude, attitude and 
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expertise.” P5 noted, "task is divided based on experience they're bringing onto the 

table". 

The alignment of tasks with employees' skills and expertise fosters a sense of 

competence and fulfillment. Challenging assignments that offer opportunities for growth 

and skill expansion are particularly valued by IT professionals, who often seek to stay at 

the forefront of technological advancements. The significance of assigned projects also 

impacts retention, as involvement in high-impact or innovative initiatives can boost 

motivation and commitment to the organization. Proper workload management is 

essential, striking a balance that prevents burnout while maintaining engagement. 

Granting IT niche employees some autonomy in task selection and execution can enhance 

their sense of ownership and job satisfaction. Strategic task allocation can support career 

development goals, providing pathways for employees to acquire new skills and advance 

within the organization. 

High-profile assignments can increase visibility and recognition, contributing to 

an employee's sense of value and career progression. Tasks that promote collaboration 

can strengthen team dynamics and organizational commitment, while those that utilize 

specialized skills prevent feelings of stagnation. Regular feedback on task performance 

helps employees improve and feel valued. 

Organizations can create an environment that encourages niche IT employees to 

remain engaged, satisfied, and committed to their roles by carefully considering several 

factors in task assignment, including the fundamental element of task identity. A recent 

study by Wang et al. (2023) highlighted this strategic approach to task assignment, 

demonstrating how it can create a more engaging work environment and thereby improve 
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retention rates among specialty niche IT employees. Future research could explore the 

long-term impact of strategic task assignment on career trajectories in niche IT fields and 

its relationship with employee loyalty and organizational performance. 

Business Contributions and Recommendations for Professional Practice 

The research findings offer significant contributions to business practice and 

highlight areas for further scholarly investigation, particularly in retaining niche IT 

employees. The main idea emerging from this study is the critical importance of a holistic 

approach to employee retention, encompassing various interconnected strategies. 

Evidence from the study, supported by recent literature, underscores the effectiveness of 

integrating competitive compensation, work-life balance, relationship building, and 

effective change management. For instance, Shu (2024) emphasized that factors such as 

talent management practices, employee-oriented corporate social responsibility (CSR), 

and quality of work-life are interrelated and should be considered part of a 

comprehensive set of HR best practices. Analysis of these findings suggested that 

business leaders should develop an integrated retention strategy that addresses multiple 

aspects of the employee experience, from compensation to work environment and career 

development. 

Furthermore, the study highlighted the significance of continuous performance 

management and employee development in retaining niche IT talent. Culture Amp's 

(2024) study found that continuous performance management and employee development 

are important for retaining specialized IT talent. The research revealed that diverse 

approaches to employee development, including experiential learning, formal training, 

mentorship, and consistent engagement, are essential for enhancing job satisfaction and 
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retention. Consequently, organizations should implement a continuous, positive 

collaborative approach to performance management and invest in varied employee 

development strategies. 

Job autonomy and strategic task assignment emerged as critical factors 

influencing employee performance and retention. Alkadash et al. (2020) emphasized the 

importance of job autonomy in enhancing employee efficiency and performance, while 

Wang et al. (2023) highlighted how well-structured task allocation contributes to job 

satisfaction, skill development, and career progression in niche IT fields. Analysis of 

these findings suggested that business leaders should strive to increase job autonomy 

while maintaining necessary accountability and implement strategic task assignment 

practices that consider employees' skills, aptitudes, and career aspirations. 

Linking these findings to broader organizational contexts, the authors underscored 

the significant impact of organizational changes on employee retention. Hennessey 

(2024) noted that employee attitudes towards organizational change are critical, affecting 

job satisfaction and overall performance. Hennessey (2024) emphasized the need for 

robust change management strategies with a focus on transparent and effective 

communication throughout the change process. 

For the research community, these findings open several avenues for future 

investigation. Scholars could further explore the integration of theoretical frameworks 

such as the Job Characteristics Theory (JCT), Job Characteristics Model (JCM), and 

Expectancy Theory in contemporary work environments, particularly in niche IT sectors. 

There's also a need for longitudinal studies to examine the long-term effects of diverse 

employee development strategies on retention and organizational success across different 
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industries and cultural contexts. Building on Timming et al.'s (2023) work, future 

research could investigate how different workplace stressors interact with the benefits of 

autonomy across various sectors and job roles, especially in specialized IT fields. 

Additionally, Wang et al.'s (2023) findings on task assignment and IT employee retention 

suggested potential for further research into how different task assignment strategies 

impact retention rates, skill development, and career progression in various specialized 

fields. Lastly, given the significant impact of organizational changes on employee 

retention highlighted in the study, further research could focus on developing and testing 

models for managing change while maintaining high retention rates, particularly in fast-

paced industries like IT. By addressing these areas, future research can contribute to a 

more nuanced understanding of employee retention strategies in specialized fields, 

helping organizations to develop more effective practices for retaining valuable talent. 

Implications for Social Change 

While niche IT employee retention could impact lives directly and indirectly, the 

findings of this study have significant implications for positive social change across 

various levels of society. By implementing strategies that focus on employee retention, 

performance, autonomy, development, and effective task assignment, organizations can 

create work environments that promote employee well-being, leading to improved mental 

health, job satisfaction, and work-life balance. Employee benefits extend beyond the 

individual, positively impacting families and communities. The emphasis on employee 

development and continuous learning opportunities contributes to overall workforce skill 

enhancement, potentially reducing unemployment and increasing economic stability. As 

organizations become more efficient and innovative through retaining skilled employees 
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and fostering their growth, they can offer better products and services, benefiting 

consumers and society at large. 

The focus on relationship building and effective communication can promote 

more inclusive and diverse workplaces, helping to break down social barriers and 

promote equality in professional settings. Improved employee retention can lead to 

reduced turnover costs, contributing to economic stability and growth with positive ripple 

effects on local economies. By retaining and developing niche IT talent, organizations 

can contribute to technological advancements that may solve societal problems or 

improve quality of life. The emphasis on autonomy, development, and effective task 

assignment can transform work culture towards more empowering and fulfilling 

environments, potentially influencing broader societal attitudes towards work and 

professional growth. 

Furthermore, the focus on employee development and relationship building can 

foster a culture of knowledge sharing and mentorship, leading to the preservation and 

transfer of valuable skills across generations of workers. Strategies promoting flexibility 

and autonomy can lead to better work-life integration, potentially improving family 

dynamics and community involvement. By recognizing the value of each employee's 

contributions and investing in their growth, organizations can promote the dignity and 

worth of individuals in the workplace, which can extend to their roles in society. 

Recommendations for Further Research 

Information technology talent acquisition managers can use the results of this 

research study to review their current strategies. Future research on IT talent retention 

strategies should address current limitations and explore broader perspectives to enhance 
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business practices. The current study faced limitations such as a small sample size, 

reliance on self-reported data, and potential gaps between reported and actual practices. 

These constraints potentially impact the generalizability and depth of the findings. 

To overcome these limitations and provide more comprehensive insights, future 

research should expand its scope in several key areas. Firstly, increasing the sample size 

and diversity of participants, including IT talent acquisition managers from various 

organization sizes, industries, and geographic locations, would improve the transferability 

of the results. Secondly, incorporating both quantitative and qualitative data would 

strengthen the validity of findings. This approach might include analyzing retention 

metrics, employee satisfaction scores, and organizational performance indicators, 

alongside qualitative insights. Thirdly, adopting a longitudinal approach would allow 

researchers to track the long-term effectiveness of retention strategies, providing more 

robust evidence of their impact. Furthermore, future studies should explore emerging 

factors influencing retention, such as the increasing prevalence of remote work and the 

role of modern technologies in retention efforts. Investigating the interplay between 

retention strategies and organizational culture, as well as cross-cultural comparisons, 

could yield valuable insights for global businesses. By addressing these areas, researchers 

can provide a more nuanced and comprehensive understanding of effective IT talent 

retention strategies. 

These expanded research approaches would not only address the limitations of the 

current study but also contribute to improving business practices in IT talent retention. By 

offering more generalizable and in-depth insights, future research can equip organizations 

with the knowledge needed to develop more effective retention strategies. This, in turn, 
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can help businesses navigate the challenges of retaining valuable IT talent in an 

increasingly competitive landscape, ultimately contributing to organizational success and 

stability in the rapidly evolving tech sector. 

Conclusion 

This pragmatic qualitative inquiry explored strategies used by IT talent 

acquisition managers to retain niche employees beyond two years. The study involved 

semi-structured interviews with six participants, all experienced talent acquisition 

managers in the IT industry. Data collection also included an industry document from a 

company website. Using thematic analysis, five major themes were identified: employee 

retention, employee performance, job autonomy, employee development, and task 

assignment strategies. These themes aligned with the conceptual frameworks 

undergirding the research, the JCM the JCT, and the expectancy theory. 

Key findings revealed the importance of creating positive work environments, 

offering competitive compensation packages, and prioritizing relationship building and 

transparent communication. The study highlighted the significance of continuous 

performance management, diverse employee development approaches, and the pivotal 

role of job autonomy in enhancing employee engagement and well-being. Task 

assignment emerged as a critical factor in retention, with an emphasis on aligning tasks 

with employees' skills and providing opportunities for growth and skill expansion. 

The analysis demonstrated strong connections between these findings and 

established theories such as Vroom's expectancy theory and Hackman and Oldham's job 

characteristics model. The study also revealed the interconnectedness of these themes, 

suggesting that a holistic approach to talent retention is most effective.  
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The study underscored the complexity of retaining niche IT talent and the need 

for multifaceted, employee-centric strategies. It emphasized that successful retention goes 

beyond compensation, encompassing factors such as job design, professional 

development, effective communication, and meaningful task assignment. These findings 

offer valuable guidance for IT talent acquisition managers and organizations seeking to 

improve their retention rates in an increasingly competitive field. By implementing these 

strategies, companies can create work environments that not only retain valuable 

employees but also foster their growth, engagement, and overall job satisfaction, 

ultimately contributing to organizational success and stability in the dynamic IT sector. 
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Appendix A: Participant Invitation 

There is a new study about Retaining Niche Employees that could help business leaders 

better understand Successful Strategies used by Information Technology Talent 

Acquisition Managers to Retain Niche Employees. For this study, you are invited to 

describe your experiences retaining niche employees beyond 2 years.  

 

About the study: 

• One 60 minutes phone interview that will be audiorecorded (no videorecording) 

• To protect your privacy, the published study will not share any names or details 

that identify you 

Volunteers must meet these requirements: 

• Business leader 

• Has implemented and used strategies to retain talent 

This interview is part of the doctoral study for Lucie Tuttle, a DBA student at Walden 

University. Interviews will take place during [you will provide the month/timeframe but 

don’t fill this in until you have proposal/IRB approval and are ready to distribute 

invitations]. 

  

 

Please reach out [lucie.tuttle@waldenu.edu] to let the researcher know of your interest. 

You are welcome to forward it to others who might be interested.  
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Appendix B: Interview Protocol 

Interview Protocol for Qualitative Pragmatic Inquiry Research Project 

Interview Protocol 

Introduce the interview and set the stage. 

Introduce myself and the purpose of the 

interview, thereby setting the stage. 

Thank them for taking time out of your 

day to participate in the interview. Inform 

them participation is completely 

voluntary, they have the option to 

withdraw from participation at any point 

during the interview.  

The interview is being recorded to ensure 

the information is accurate.  

 

Hello, my name is (First/Last Name). I am 

a Doctoral Candidate at Walden 

University. This study aims to understand 

strategies used by information technology, 

talent acquisition managers to retain niche 

employees. I will ask you thirteen 

questions to which I would like your 

responses. Then, I will conclude the 

interview. Do you have any questions? 

Listen for nonverbal cues. 

Ask follow-up probing questions to get 

more in-depth if needed 

1. What are the effective strategies 

you used to retain IT niche 

employees? 

2. What challenges do you 

encounter when implementing 

the strategies? 

3. How did you measure the 

effectiveness of the strategies? 

4. What tasks did you assign to 

the IT niche employees? 

5. What process did you use to 

decide on the task assignment?   

6. How did you measure the 

effectiveness of the task 

assignment? 

7. What feedback did you 

provide to the IT niche 

employees regarding their 

work? 

8. What process did you use to 

decide on the feedback you 

would provide?   

9. How did you measure the 

effectiveness of the feedback 

provided? 

10. What job autonomy did you 

afford the IT niche employees? 
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11. What process did you use to 

decide on the job autonomy?   

12. How did you measure the 

effectiveness of the job 

autonomy? 

13. Do you have any other 

information you can share 

about retaining IT niche 

employees? 

 

Wrap up the interview by thanking the 

Participant again for their time. 

Thank you for participating in the 

Interview. 

Explain next steps - schedule a follow-up 

interview to perform member checking 

with the participant. 

I will be in contact in a week to schedule a 

time for us to review the accuracy of my 

interpretations of your interview 

responses. 
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