
CHAPTER 3 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter describes the research methodology used in this study. Research 

methodology means what procedures have to be followed, their sequence, and the 

interrelationships existing among them, in carrying out this research study process 

(figure 3.1). Conceptual framework is necessary to establish the relationship between 

the dependent and the independent variables considered for the study that is being 

conducted. Subsequently, the data collection method that provides information on 

how to collect sources is explained. Finally, the reliability of our research is 

explained. 

Figure 3-1: Research Process 
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This research is based on a quantitative approach. Quantitative methods are 

concerned with numbers and data is collected by use of a questionnaire. The 

quantitative research findings are representing statistics, which can improve the 

understanding of the current situation. The author conducted a single stage 

questioner rather than conducting a pilot questionnaire. Therefore, this method is 

able to generalize the findings within this study. 

The Questioner of this study is divided into three parts. They are Staff Turnover, 

Knowledge Management and Demographic Data. ST (Part A) consists of 20 

Questions in five sections, (Poor Recruitment Practices, Managerial style, Lack of 

recognition, Lack of competitive compensation system ,Toxic workplace 

environment) supporting quantitative analysis and KM (part B) 14 questions 

support quantitative analysis in four sections measure KM (Leadership, 

Organization, Technology, Learning). Finally six questions evaluate demographic 

data. Where the factors such as 'How long have you worked for the present 

company', 'How long have you been in the IT industry', Age, Gender, Education and 

Department. 
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3.2 Conceptualization Framework 

Based on the narrow down scope of the literature review from the Second Chapter, 

the relationship between the major factors determining Staff turnover and knowledge 

management is shown in figure 3.2. 

Figure 3-2: Conceptualization Framework 

In the conceptual framework staff turnover has been identified as independent 

variable where as, the factors of Poor Recruitment Practices, Managerial style, Lack 

of recognition, Lack of competitive compensation system and Toxic workplace 

environment support for Operationalization process. The Dependent variable is 

Knowledge Management, where the factors are Leadership, Organization, 

Technology and Learning have been taken for the Operationalization process. 
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3.3 Definition of Concepts 

3.3.1 Recruitment Practices 

Putting the right people in the right position at the right time and then training them 

properly is one of the most critical tasks any organization may face. Good hiring and 

screening practices and effective job matches can increase the speed with which new 

hires are moved to their profitable use (Abassi et al. 2000). 

3.3.2 Managerial Style 

The experience and training of managers appear to have a significant impact on the 

problem of turnover. Studies show that the backgrounds of managers profoundly 

impact the mobility of people who work for them. In other words, a company's work 

environment is a reflection of the personality and philosophy of its leadership 

(Abassi et al. 2000). 

3.3.3 Lack of Recognition 

Lack of personal and team recognition translates to the employee as a lack of 

success. Regardless of the organizational level, employees want to feel good about 

themselves and their work, have a sense of purpose, and be recognized when they do 

a good job (Abassi et al. 2000). 

3.3.4 Lack of Competitive Compensation System 

The design of an organization's compensation system may have an impact on its 

ability to achieve its strategic goals in the human relation area. Employees expect 

tangible rewards for their good work and they like to be paid or receive financial 

rewards based on their worth to the organization (Abassi et al. 2000). 
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3.3.5 Toxic Workplace Environment 

Creating a positive and upbeat work environment that nurtures trust may not be an 

easy task. Employees want a feeling of belonging and security. Their decision to stay 

or leave may depend on working conditions and the work environment. Motivated 

employees are enthusiastic about the organization, their own personal development 

and long term potential (Abassi et al. 2000). 

3.3.6 Leadership 

Leadership develops business and operational strategies to survive and position for 

success in today's dynamic environment. Those strategies determine vision, and 

must align knowledge management with business tactics to drive the value of KM 

throughout the enterprise Bixler (2002). 

3.3.7 Organization 

Operational processes must be aligned with the new vision while redesigning the 

organization and identifying key levers of change, including roles and 

responsibilities. Introducing knowledge management requires organizational change, 

and KM inevitably acts as a catalyst to transform the organization's culture Bixler 

(2002). 

3.3.8 Technology 

Technology enables and provides the entire infrastructure and tools to support KM 

within an enterprise. While cultural and organizational changes are vital to achieving 

a KM strategy, a lack of the proper tools and technology infrastructure can lead to 

failure Bixler (2002). 
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3.3.9 Learning 

The best tools and processes alone will not achieve a KM strategy. Ultimately, 

people are responsible for using the tools and performing the operations. Creating 

organizational behavior that supports a KM strategy will continue long after the 

system is established Bixler (2002). 

3.4 Operationalization 

This section deals with the Operationalization of variables under major factors 

affecting the independent and dependent variables. The table 3.1 shows the concepts 

variables and scale which could be included under each component. 

Table 3-1 Concepts and Variables 

Variable Dimension Question Scale 

Independent -
Staff turnover 

Recruitment practices 1-4 Likert Independent -
Staff turnover Managerial style 5-9 Likert 

Independent -
Staff turnover 

Recognition 10-12 Likert 

Independent -
Staff turnover 

Competitive compensation system 13-15 Likert 

Independent -
Staff turnover 

Toxic workplace environment 16-20 Likert 

Dependent -

Knowledge Management 

Leadership 21-23 Likert Dependent -

Knowledge Management Organization 24-26 Likert 

Dependent -

Knowledge Management 
Technology 37-30 Likert 

Dependent -

Knowledge Management 

Learning 31-34 Likert 

By using the literature and empirical evidence the Operationalization of variables 

under major factors, affecting the independent and dependent variables can be drawn. 

The table 3.2 and 3.3 explains the Operationalization which discuss the, dimensions 

and indicators. 
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Table 3-2 Operationalization - Independent Variable 

Dimensions Questions 

Recruitment Practices In recruiting professionals, the quality of their qualifications is 

not emphasized. 

The recruitment process is not consistent and is ad-hoc. 

The experience of the candidate is not considered in 

recruiting. 

The qualification of a candidate is not always matched to the 

job they are recruited for. 

Managerial Style The Management is focused only on making a profit. 

The highest priority of the organization is cost cutting. 

I have been assigned more work than I expected to do. 

I always find that there is a mismatch between what the 

management expects and the work I produce. 

I think my Manager makes my work very stressful. 

Recognition I am uncertain about my career path and promotion in the 

company. 

There is no recognition for successful project completion. 

There are no specific methods to recognize achievement in my 

company. 

Competitive 

Compensation 

System 

I think my salary is below industry standard rates. 

My organization does not provide additional benefits like 

medical, traveling, etc 

There has been no change in salary or increment structure for 

the last few years. 

Toxic Work 

Environment 

My organization has a sense of community. 

The organizational culture encourages me to work. 

I have not been properly treated as per my qualifications and 

experience. 

My workload is too much. 

There is no proper training for latest developments in 

technology. 
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Table 3-3 Operationalization - Dependent Variable 

Dimensions Questions 

Leadership We have many leaders in our organization responsible for innovation. 

We have no resources for training and development. 

The Top Management provides a special incentive program for new 

product development. 

Organization There is a long history of innovations and new product development in 

our organization. 

There is a separate section for training and development. 

There is a mechanism, which allows the sharing of knowledge among 

employees. 

Technology There is a system to review existing technology every year. 

We follow updated international standards and procedures for our 

business process. 

There is no updated technology for business requirements. 

There is a problem of proper usage of technology by employees. 

Learning There is a "learning culture" among employees. 

There is an incentive for employees who are follow courses related to 

the development of IT. 

We use many formal methods of forecasting (like trend analysis). 

Training/education programs and integration of new products and 

processes is ongoing. 
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3.5 Hypothesis 

The following hypothesis can be drawn from the conceptual framework. 

Ho: Null Hypothesis 

There is no strong positive relationship between high Staff Turnover and 

weak Knowledge Management. 

HI: Alternative Hypothesis 

There is a strong positive relationship between high Staff Turnover and 

weak Knowledge Management. 

3.6 Data Collection Methods 

Sri Lankan Software companies are selected and purposive sampling was used in this 

research as a sampling strategy. The names of those who responded were initially 

determined by the IT staff of each organization through company records based on 

their job responsibilities, position and involvement in the subject studied. However, 

those who responded were also selected on the basis of the researcher's individual 

judgment where permitted on the ground that they could provide the necessary 

information needed for the research. 

The fieldwork included analysis of documentary sources in each organization. 

Documents were collected from the organizations' resource center, libraries of 

various Universities, Company reports, Company newsletter and other printed 

materials (e.g. newspaper cuttings, journals, textbooks, conference reports, articles) 

that were made available for the purpose of the research. 
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3.7 Sample Sizing 

Sri Lanka Information Communication Technology Association (SLICTA) IT Work 

Force survey (2010) results illustrated the total number of IT work force was 

approximately 50,000 and of this around 22,000 work in the direct IT sector 

companies and 23,000 work in non-IT sector. The government and BPO IT 

employment contribution was 3000. In addition IT work force Categories to thirteen 

Job sectors such as Database Administration and Development, Digital Media and 

Animation, Systems and Network Administration, Project and Program 

Management, Technical Support, Web Development, Solutions and Technical 

Architect, Business Analysis and Systems Integration, Programming and Software 

Engineering, Testing/Quality Assurance, Management Information Systems / IT 

Management, Technical Writing and Sales and Marketing. 

According to ICTA (2007) repot definition of the three categories of organizations as 

direct IT company is an Organizations with the primary business objective of 

providing ICT products and services. Non-IT Company is a private organization 

outside the ICT sector. Government Agencies are is Ministries, Departments, 

Corporations and other major government agencies. Provincial Governmental 

Organizations were excluded from the sample. 

The population of this research is direct IT sector company employees, which was 

19000 with out calculating 3000 uncategorized employee group in Rising Demand 

survey (2010). According to the Statistical sample space calculation formula, with 

95% confidence level and confidence interval 9, the author has decided to study a 

sample space of 118 from the total of IT Professionals who are working at Sri 

Lankan base organizations. 
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3.8 Design of Questionnaire 

The most common and frequently used measures of attitudes are the questionnaires, 

which ask those who responded to evaluate and rate the attitude towards a particular 

object directly and respond favorably or unfavorably about his/her belief regarding 

the attitude object. 

A Likert scale has been used as the main method of capturing the attitudes of those 

who responded in this research study. This scale consists of five boxes ranging from 

strongly agree to strongly disagree. Under each statement, the person responding will 

be given a chance to mark one of the five boxes and finally all the ratings will be 

summed up. This summed up rating scale provides a means of measuring the 

intensity of one's attitude towards a particular object. The research study involves 

two questionnaires in order to collect the needed data. 

Both questionnaires include Likert scale of five response levels and these qualitative 

statements would be quantified using the scoring system given below. 

Table 3-4 Likert Scale Measuring Indicator 

Likert Scale Measuring Indicator Description Score 

SA Strongly Agree 5 

A Agree 4 

ND Neither agree nor disagree 3 

DA Disagree 2 

SD Strongly Disagree 1 

The scores would be reversed if a statement is negative. All the 34 items were stated 

in English language. The full questionnaire for the study is shown in Appendix A. 
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3.9 Chapter Summary 

This chapter describes the foundational steps, which were involved to developed 

research methodology. The first step was to design a conceptual framework to study 

the problem. It was identified that the turnover was affected by five factors such as 

Recruitment Practices, Managerial style, Lack of recognition; Lack of competitive 

compensation system and Toxic workplace environment . KM was affected by four 

factors Leadership, Organization, Technology and Learning. Secondly 

operationalization section describes the relationship between variables and questions. 

The research was conducted through Sri Lankan software industry employees and 

sample size was 119. The questioners were distributed among them to finding a 

survey data. The data collection method that provides information on how to collect 

sources is explained. 
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