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ABSTRACT

This study examined the relationship between workforce planning and employee behavioral
engagement in technology companies in Rivers State. The study concluded that strategic
workforce planning has a substantial impact on employee engagement in tech companies in Rivers
State. The study recommended that tech companies should invest in advanced HR analytics tools
to assess and enhance emotional engagement, using data on feedback, absenteeism, and well-
being to create targeted interventions. This study contributed to the field of organizational
behavior by providing valuable insights into how strategic workforce management practices
influence various aspects of employee engagement in the tech industry in Rivers State.
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INTRODUCTION

Employee engagement remains a persistent challenge for tech companies globally, and this issue
is particularly pronounced in Rivers State, Nigeria, where the industry grapples with unique socio-
economic and organizational challenges. Employee engagement, which reflects the emotional and
intellectual commitment of employees to their work, is a key driver of innovation, productivity, and
organizational success (Akinyemi & Igbinoba, 2023). Despite its importance, many tech companies
in Rivers State report disengagement among employees, characterized by low morale, high
turnover rates, and suboptimal productivity levels. Employees in these organizations frequently
cite limited career growth opportunities, inadequate recognition systems, and unsupportive
workplace environments as critical contributors to their disengagement (Eze et al., 2022). This
disengagement results not only in reduced job satisfaction but also in diminished creativity and
commitment to organizational goals, ultimately hampering the competitive edge of these firms.

In response to these challenges, some tech companies have taken steps to enhance engagement
by introducing initiatives such as performance-based incentives, team-building activities, and
flexible work arrangements (Olatunji & Adebanjo, 2022). These efforts aim to address immediate
concerns, such as low job satisfaction and burnout. Additionally, some organizations have invested
in training and professional development programs, recognizing the need to equip employees with
the skills required to navigate the rapidly changing technological landscape. However, these
interventions often fall short of addressing the deeper systemic issues that contribute to
disengagement. For instance, while providing training opportunities, many firms fail to establish
clear career progression frameworks or integrate employee feedback into their workforce
strategies (Okoro & Nwachukwu, 2023). One critical oversight is the lack of strategic workforce
management approaches designed to sustain long-term employee engagement. Workforce
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management in many Rivers State tech companies remains reactive rather than proactive,
focusing on short-term fixes rather than long-term solutions. This is evident in the inconsistent
implementation of workforce policies and the limited emphasis on fostering a collaborative and
inclusive organizational culture (Brown & Akindele, 2023). Furthermore, the competitive nature of
the tech industry, coupled with the scarcity of highly skilled talent, exacerbates the challenges.
Employees often feel undervalued or overburdened, leading to a loss of motivation and increased
turnover rates, which further destabilizes organizational operations.

Given these limitations, it is evident that the measures taken so far have not adequately
addressed the root causes of disengagement. Strategic workforce management, which aligns
employee needs with organizational objectives through well-designed policies and practices, offers
a pathway to resolving these issues. By emphasizing holistic strategies that encompass career
development, feedback systems, and emotional well-being, organizations can foster a more
engaged and resilient workforce (Ikechukwu & Adebayo, 2022). This study recognizes the urgent
need to bridge the gap between employee expectations and organizational practices, particularly
in the context of Rivers State's tech sector.

The point of departure for this research lies in its focus on integrating employee engagement with
strategic workforce management within a regional context. While existing studies have explored
these variables separately, there is a paucity of research examining their interplay in Rivers State's
tech industry. This study seeks to fill this gap by investigating the systemic and contextual factors
contributing to disengagement and proposing actionable, sustainable solutions tailored to the
region’s unique challenges. By doing so, it aims to provide insights that can help tech companies
in Rivers State optimize their workforce strategies, enhance employee engagement, and achieve
long-term organizational success.

Workforce Planning

Workforce planning is a critical dimension of strategic workforce management, particularly in tech
companies where the pace of change and the need for specialized skills are exceptionally high.
This literature review examines the concept and significance of workforce planning, explores
various methodologies and frameworks used in the tech industry, and discusses the benefits and
challenges associated with effective workforce planning. Workforce planning is defined as a
systematic process that aligns an organization’s human resources with its strategic goals and
objectives. This process involves analyzing current workforce capabilities, forecasting future
workforce needs, identifying gaps, and implementing strategies to ensure the organization has the
right people, with the right skills, at the right time (Cappelli, 2008). In tech companies, workforce
planning takes on a strategic role due to the industry’s reliance on highly specialized skills and
rapid technological advancements (Rothwell, 2010). Effective workforce planning in this context is
not just about filling current vacancies but involves anticipating future skill requirements,
understanding technological trends, and developing a talent pipeline that supports the
organization’s long-term goals (Becker et al, 2014). Various methodologies and frameworks are
employed in workforce planning to address the unique challenges of the tech industry. These
include quantitative methods such as statistical analysis and predictive modeling, as well as
qualitative approaches like scenario planning and expert judgment (Eversole et al, 2012).
Quantitative methods often involve the use of data analytics to predict future workforce needs
based on historical data and trends. For example, predictive modeling can forecast employee
turnover, retirement rates, and the impact of technological changes on workforce requirements
(Smith, 2018). These models enable tech companies to make data-driven decisions and develop
proactive strategies to address potential skill shortages. Qualitative approaches, such as scenario
planning, involve creating detailed narratives about possible future states and assessing the
implications for workforce needs. This method is particularly useful in the tech industry, where
uncertainty and rapid change are prevalent. By exploring different scenarios, organizations can
identify potential risks and opportunities, and develop flexible workforce strategies (Sullivan, 2003).
Integrated workforce planning frameworks combine both quantitative and qualitative methods,
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providing a comprehensive approach to workforce planning. One such framework is the Strategic
Workforce Planning (SWP) model, which incorporates elements of talent management, succession
planning, and leadership development to create a holistic view of workforce needs (Cascio &
Boudreau, 2016).

Effective workforce planning offers numerous benefits to tech companies. It enhances
organizational agility by enabling companies to respond quickly to changes in technology and
market conditions (Rothwell, 2010). By anticipating future skill needs, companies can develop
targeted training and development programs, ensuring that employees possess the necessary
competencies to support innovation and growth (Becker et al, 2014). Workforce planning also
supports better talent management by identifying critical roles and potential skill gaps. This allows
tech companies to implement succession planning and career development initiatives, promoting
internal mobility and reducing reliance on external hires (Cappelli, 2008). Additionally, by aligning
workforce strategies with business objectives, companies can improve overall performance and
competitiveness (Eversole et al., 2012).

Another significant benefit is cost efficiency. Workforce planning helps optimize resource allocation
by ensuring that the organization invests in the right areas, reducing the costs associated with
recruitment, training, and turnover (Smith, 2018). It also contributes to employee satisfaction and
retention by providing clear career pathways and development opportunities (Sullivan, 2003).
Despite its benefits, workforce planning in tech companies presents several challenges. One major
challenge is the rapid pace of technological change, which can make it difficult to predict future
skill requirements accurately (Becker et al, 2014). The emergence of new technologies and the
obsolescence of existing ones require continuous monitoring and adjustment of workforce plans.
Another challenge is the competition for talent. The tech industry is characterized by high demand
for specialized skills, leading to intense competition among companies for top talent (Cappelli,
2008). This can complicate workforce planning efforts, as companies must balance the need to
develop internal talent with the necessity of attracting external candidates.

Data quality and availability are also critical issues. Effective workforce planning relies on accurate
and comprehensive data about the current workforce, market trends, and technological
developments. However, many organizations struggle with data silos, inconsistent data quality, and
lack of real-time information (Smith, 2018). Addressing these issues requires robust data
management practices and advanced analytics capabilities. Additionally, organizational culture and
leadership buy-in are crucial for successful workforce planning. Companies must foster a culture
that values long-term planning and strategic thinking, and leaders must be committed to
supporting and investing in workforce planning initiatives (Cascio & Boudreau, 2016). Without this
support, workforce planning efforts may be undermined by short-term priorities and reactive
decision-making.

To overcome these challenges and maximize the effectiveness of workforce planning, tech
companies can adopt several best practices. These include establishing a clear linkage between
workforce planning and business strategy, utilizing advanced analytics, fostering a culture of
continuous learning, and engaging leadership support (Rothwell, 2010). Linking workforce
planning with business strategy ensures that workforce initiatives are aligned with organizational
goals and priorities. This alignment helps to prioritize investments in critical areas and ensures that
workforce planning contributes to overall business success (Cascio & Boudreau, 2016).

Behavioral Engagement

Behavioral engagement refers to the observable behaviors and actions that employees display,
which indicate their level of involvement and investment in their work. According to (Kahn, 1990),
engagement is the simultaneous employment and expression of a person's "preferred self" in task
behaviors that promote connections to work and to others. This behavioral aspect is critical as it
translates the psychological states of engagement into tangible actions. In tech companies,
behavioral engagement can manifest in various forms, such as proactive problem-solving,
collaboration, innovation, and consistent productivity (Bakker et al, 2022). Tech companies
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operate in highly dynamic environments where the pace of technological advancement
necessitates a workforce that is not only technically skilled but also deeply engaged. Behavioral
engagement in this context is crucial as it directly impacts the innovative capacity and competitive
edge of these companies. Research by (Schaufeli and Bakker, 2004) highlights that engaged
employees are more likely to take initiative, go beyond their job descriptions, and contribute to
organizational goals through discretionary effort. In tech companies, where agility and creativity
are vital, such behaviors can significantly influence project outcomes and overall organizational
performance.

Measuring behavioral engagement involves assessing the frequency, intensity, and type of
behaviors that indicate an employee's engagement. Commonly used methods include
observational techniques, self-report surveys, and performance metrics. Recent advancements in
technology have enabled more sophisticated data collection methods, such as digital tracking tools
that monitor employee interactions and activities in real-time. For instance, algorithms can analyze
communication patterns in emails or collaboration software to gauge engagement levels (Rich et
al., 2010).

Several factors influence behavioral engagement in tech companies, including leadership style,
organizational culture, job design, and individual differences. Transformational leadership,
characterized by inspirational motivation and individualized consideration, has been shown to
foster higher levels of behavioral engagement (Gong et al., 2009). A culture that encourages risk-
taking and values innovation also plays a crucial role. Tech companies that provide employees
with autonomy and opportunities for professional growth tend to see higher levels of behavioral
engagement (Harter et al., 2002). Moreover, job design that incorporates elements of task variety,
significance, and autonomy can enhance behavioral engagement. (Hackman and Oldham's, 1976)
Job Characteristics Model remains relevant, as it suggests that jobs that are inherently motivating
will lead to higher engagement levels. In the tech industry, roles that allow for creative problem-
solving and continuous learning are particularly engaging.

One significant issue is the potential for subjectivity in self-report surveys, which can be influenced
by social desirability bias or employees' perceptions of what is expected of them. Additionally,
observational methods and digital tracking can raise concerns about privacy and the potential for
surveillance, which might inadvertently decrease engagement (Macey & Schneider, 2008). Another
challenge is distinguishing between genuine engagement and surface-level compliance. Employees
may exhibit behaviors that appear engaged but are driven by factors such as fear of job loss or
desire for rewards rather than intrinsic motivation. This underscores the need for comprehensive
measurement approaches that combine multiple data sources to capture a true picture of
behavioral engagement.

Understanding and enhancing behavioral engagement has practical implications for tech
companies. By fostering an environment that supports and encourages proactive and innovative
behaviors, organizations can enhance their competitive advantage. Leadership development
programs that focus on transformational leadership can be particularly effective. Additionally,
investing in job design that maximizes intrinsic motivation can lead to sustained engagement
(Christian et al., 2011). Organizations should also be mindful of the potential downsides of certain
measurement methods and strive to balance data collection with respect for employee privacy.
Creating a transparent culture where employees understand how their engagement is measured
and how it benefits them can mitigate some of these concerns.

Relationship between Workforce Planning and Employee Engagement

Workforce planning is a strategic approach that involves forecasting, developing, and optimizing
an organization’s human capital to meet current and future business needs. It ensures that the
right people, with the right skills, are in the right roles at the right time. Employee engagement,
on the other hand, refers to the emotional and cognitive commitment of employees to their
organization, characterized by enthusiasm, involvement, and a strong sense of belonging.
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Effective workforce planning is seen as a critical driver of employee engagement, as it creates an
environment where employees feel valued, supported, and aligned with the organization's goals.
Recent studies underscore the significance of workforce planning in fostering employee
engagement by aligning workforce capabilities with organizational objectives. Workforce planning
processes, such as talent forecasting, succession planning, and strategic staffing, have been found
to significantly influence engagement levels by ensuring job security, career development
opportunities, and clarity in role expectations. To Adams and Thompson (2023), organizations that
engage in proactive workforce planning are better positioned to create a stable and supportive
work environment, which enhances employee engagement. This is because employees in such
organizations perceive a greater sense of job security, opportunities for growth, and alignment
between their career aspirations and organizational goals.

One of the critical aspects of workforce planning that impacts employee engagement is strategic
staffing. Effective workforce planning involves identifying and filling critical roles with the right
talent to meet organizational needs. This ensures that employees are not only well-suited to their
roles but also feel that their skills and capabilities are fully utilized. A study by Patel and Joshi,
(2023) highlight that strategic staffing decisions that consider employees' skills, competencies, and
potential for growth significantly contribute to higher levels of engagement. When employees are
placed in roles that align with their skills and career goals, they are more likely to be engaged, as
they experience job satisfaction and a sense of purpose. Effective succession planning involves
preparing employees for future roles by identifying potential leaders, providing them with
development opportunities, and ensuring continuity in key positions. Succession planning not only
mitigates the risks associated with talent shortages but also fosters a culture of trust and stability.
According to (Kumar and Mehta, 2022), organizations that invest in robust succession planning
practices are more likely to see higher engagement levels, as employees feel valued and confident
in their career progression within the organization. This sense of career security and clarity in
future opportunities fosters engagement by enhancing employees' commitment and loyalty to the
organization.

Workforce planning also involves talent forecasting, which helps organizations anticipate and
prepare for future talent needs based on strategic goals and market conditions. Accurate talent
forecasting ensures that organizations have the right mix of skills and competencies to achieve
their objectives, thereby reducing the uncertainty and anxiety that can lead to employee
disengagement. A study by Zhang and Li, (2024) found that organizations that effectively forecast
talent needs and communicate their workforce plans to employees tend to have higher
engagement levels. This is because such practices create transparency and provide employees
with a clear understanding of their roles and the organization’s direction, fostering a sense of
belonging and alignment with organizational goals.

Furthermore, workforce planning plays a crucial role in employee engagement by addressing skills
gaps and fostering continuous learning and development. Workforce planning processes that
identify skills gaps and implement targeted training and development programs are essential for
keeping employees engaged and motivated. According to (Rana and Singh, 2023), there is a
positive relationship between workforce planning practices that focus on employee development
and engagement levels. Employees who are provided with opportunities to learn and enhance
their skills are more likely to feel a sense of personal and professional growth, which in turn
boosts their engagement and commitment to the organization.

Workforce optimization, another dimension of workforce planning, involves aligning employee
roles, workloads, and work environments with organizational goals to maximize productivity and
engagement. Effective workforce optimization ensures that employees are neither overburdened
nor underutilized, which is crucial for maintaining engagement. Research by (Davis and Miller,
2023) suggests that organizations that optimize their workforce by aligning work tasks with
employees’ skills, preferences, and capacity tend to have more engaged employees. When
employees feel that their workload is manageable and their contributions are meaningful, they are
more likely to be engaged and motivated to perform at their best.
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Social Exchange Theory (SET)

Social Exchange Theory, developed by (George Homans, 1976), posits that social behavior is
based on exchanges between individuals and organizations. According to SET, employees
exchange their labor, skills, and loyalty for rewards, recognition, and support from the
organization. (Emerson, 1976).

SET suggests that employees' engagement levels are influenced by the perceived balance of the
exchanges between themselves and their organization. When employees feel that their
contributions are reciprocated with adequate rewards, support, and recognition, they are more
likely to be engaged and committed to their work. In tech companies, where talent is a critical
asset and the competition for skilled professionals is intense, understanding and leveraging these
reciprocal exchanges can be a key component of strategic workforce management. Tech
companies often implement various strategies to ensure that employees perceive a favorable
exchange relationship. These strategies can include competitive compensation packages,
comprehensive benefits, opportunities for professional development, and a supportive work
environment. By investing in these areas, tech companies can create a sense of reciprocity that
fosters higher levels of employee engagement. For example, companies like Microsoft and Apple
provide extensive career development opportunities and robust support systems, which can
enhance employees' perceptions

of a positive exchange relationship and increase their engagement.

The relevance of SET to the present study lies in its emphasis on reciprocal relationships and the
impact these relationships have on employee engagement. By applying SET, tech companies can
better understand how to create and maintain positive exchange relationships with their
employees, leading to higher engagement levels. This theory provides a basis for examining how
strategic workforce management practices, such as competitive compensation, professional
development opportunities, and supportive work environments, can enhance employee
engagement. The implications of SET for tech companies are significant. First, it highlights the
importance of recognizing and rewarding employees' contributions in a way that is perceived as
fair and reciprocal. Second, it underscores the need for organizations to provide continuous
support and development opportunities to maintain positive exchange relationships. Finally, it
suggests that fostering a culture of trust and mutual respect can enhance employee engagement,
leading to better organizational performance.

CONCLUSION

The relationship between strategic workforce management and employee engagement of tech
companies in Rivers State has been established in this study. The findings of the study showed
that the dimensions of strategic workforce management (HR analytics, talent management and
workforce planning) adopted in this study contribute positively and significantly to the measures of
employee engagement (emotional engagement, cognitive engagement and behavioural
engagement). Based on the findings, the study therefore concludes that the strategic workforce
management has a significant positive relationship with employee engagement tech companies in
Rivers State.

RECOMMENDATIONS

Based on the findings of this study, the following recommendations are made:

1. Organizations should periodically review and adjust their compensation packages to ensure
they are competitive within the industry. This includes offering salary increases, bonuses,
and benefits that align with employee expectations. Transparent communication about
compensation structures can also foster trust and motivation among employees.

2. Leadership plays a significant role in shaping employee experiences and performance.
Training programs for managers should focus on developing supportive leadership styles
that encourage open communication, feedback, and collaboration. Leaders should be
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equipped to create an inclusive environment that values employee input and fosters
engagement.

3. Organizations should cultivate a culture that values diversity, equity, and inclusion, where
all employees feel valued and respected. This can be achieved through diversity training,
employee resource groups, and mentorship programs. An inclusive culture can enhance
employee morale and engagement, contributing to overall job performance.
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