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Abstract 

Effective knowledge management and staff career development are essential for maintaining competitive 

advantage in the quickly changing IT sector. The effect of Human Resource Management (HRM) methods on 

employees' career development and knowledge management skills is examined in-depth in this thorough review. 

The study looks at important HRM practices, such as hiring and selection, training and development, performance 

management, and remuneration, and how they affect the gathering, sharing, and use of knowledge inside 

organisations through a review of the literature already in publication. The review also looks into the relationship 

between various HRM methods and employee retention, job satisfaction, and career advancement. The results 

imply that strategic HRM practices are essential in determining the career paths of IT workers, in addition to 

improving knowledge management capabilities. The study emphasises how crucial it is to match HRM procedures 

with company objectives in order to promote a knowledge-driven culture and assist workers' long-term 

professional development. For HR professionals and executives in the IT sector looking to maximise HRM tactics 

for better knowledge management and staff development, this evaluation offers insightful information. 
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1. INTRODUCTION 

Over the past few decades, the IT industry has experienced a substantial transition driven by 

globalisation, the increasing need for digital solutions across numerous sectors, and the rapid 

improvement of technology (Armstrong & Taylor, 2023). The development of HRM 

procedures in this ever-changing setting has had a significant impact on the expansion and 

prosperity of IT companies (Sparrow, Brewster, & Chung, 2016). 

HRM in the IT industry was once mainly concerned with administrative tasks including hiring, 

payroll processing, and labour law compliance (Davenport, 1998). But as the sector developed, 

HRM's responsibilities grew to include strategic tasks like developing organisational culture, 

managing talent, and training employees. The realisation that human capital is a vital resource 

in the knowledge-intensive IT sector propelled the change in HRM from a transactional to a 

transformative approach (Huselid, 1995; Kaufman, 2004). 

In the late 20th century, knowledge management (KM) became an important field, especially 

in fields where innovation and intellectual capital are critical success factors (Appelbaum, 

Habashy, Malo, & Shafiq, 2012; Lepak & Snell, 1999) . Knowledge management (KM) 

strategies in the IT sector are centred on gathering, disseminating, and efficiently employing 

the enormous volumes of knowledge produced within companies. As businesses looked to 

preserve a competitive edge by utilising the knowledge and creativity of their employees, the 

integration of KM with HRM practices became imperative (Pfeffer, 1998) 

A culture of information sharing is greatly enhanced by HRM practices including performance 

management, employee engagement, and training and development. HRM procedures aid in 
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the growth of workers' KM skills, which in turn improves organisational performance by 

fostering a culture of ongoing learning and cooperation (Kozlowski & Kozlowski, 2012) 

(Wright & McMahan, 1992) . 

Career development has always been an essential component of human resource management 

(HRM), but because technology is changing so quickly, employees in the IT sector must 

constantly update their knowledge and skills to stay up to date with new advancements (Barney, 

1991). In order to retain top personnel and guarantee long-term organisational performance, 

HRM approaches that prioritise career development, such as coaching, mentoring, and 

succession planning, are absolutely necessary (Becker, 1998). 

In the past, professional advancement in the IT sector was frequently perceived as a straight 

line through technical positions. But as the sector developed, the necessity for a variety of job 

pathways, including as project management, leadership, and specialised technical skills, 

became increasingly apparent (Bontis, 1998) (Cappelli, 2008). In order to accommodate this 

variability, HRM methods have developed, providing employees with a range of growth and 

development opportunities that are tailored to their unique goals and strengths (Schmidt & 

Hunter, 2004). 

HRM practices, knowledge management, and career development are closely related in the IT 

sector, where innovation and adaptability are vital. In addition to strengthening employees' 

knowledge management skills, effective HRM methods offer clear career advancement 

pathways, which raise employee satisfaction and retention (Trehan & Setia, 2014). 

In conclusion, the background and development of HRM practices in the IT sector demonstrate 

how these practices have changed throughout time in response to the particular possibilities 

and problems faced by the sector (Jackson & Schuler, 1995). HRM plays a critical role in 

developing an informed, talented, and motivated workforce capable of sustaining competitive 

advantage and driving innovation through the integration of career development strategies and 

knowledge management (KM) (Abuaddous, Al Sokkar, & Abualodous, 2018). 

The Information Technology (IT) industry is changing quickly, and managing information and 

promoting career growth has become critical for organisations and employees alike (Kram, 

1988; McKeen, Zack, & Singh, 2006) . The IT sector, which is known for its rapid innovation 

and intense worldwide competition, requires a workforce that is not just technically skilled but 

also flexible enough to quickly adopt new processes and technology. As a result, there is 

currently more emphasis on human resource management (HRM) procedures as a vital tool for 

improving organisational performance through worker knowledge and skill development 

(Riana, Suparna, Suwandana, Kot, & Rajiani, 2020). 

Employee knowledge management skills are greatly influenced by HRM practices, which 

include hiring, training and development, performance management, and remuneration, among 

many other tasks. In this sense, the term "knowledge management" describes the organised 

procedures that businesses use to produce, disseminate, and utilise (Dawood & Butt, 2018) 

knowledge in order to accomplish their goals. Good HRM procedures can encourage 

innovation and knowledge exchange, giving staff members the opportunity to use their 

knowledge and experience to tackle challenging issues and advance the company (Miller, 

1992) (Nadler, 1997). 

Another essential component of HRM is career development, which is guiding staff members 

through different phases of their careers (O'Reilly & Pfeffer, 2000). It offers chances for 

ongoing education, skill development, and career progression—all of which are critical for 

maintaining and satisfying a workforce. Initiatives for career development are essential to 
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luring and keeping top talent in the IT sector, where there is a constant need for highly qualified 

workers (Prahalad & Hamel, 2003) .  

The goal of this thorough analysis is to investigate the complex interplay among HRM 

practices, knowledge management proficiency, and career advancement in the IT sector. It will 

look at how various HRM tactics affect workers' knowledge management skills and how those 

skills affect their career paths (Rothwell & Sullivan, 2005). This review will provide insights 

into best practices and possible areas for development by analysing the body of literature and 

empirical studies. It will also serve as a road map for companies aiming to optimise their HRM 

procedures in order to develop a workforce that is informed, creative, and forward-thinking 

(Blomqvist & Levy, 2006; Salivan, 2004; Schultz, 1971). 

 

2. HRM PRACTICES 

HRM procedures have a significant impact on how personnel in the IT sector grow their careers 

and their capacity for knowledge management. An outline of how HRM procedures can affect 

these elements is provided below: (Sutton & Hargadon, 1996; Teece, 2019) 

1. Recruitment and Selection: In the IT sector, choosing applicants with the appropriate 

technical skills and a willingness to learn is crucial to the recruitment process. Workers who 

are carefully selected based on their ability to share knowledge add to an organization's 

knowledge-centric culture (Tsui, Nifadkar, & Ou, 2007) (Ulrich & Brockbank, 2005). 

Recruitment strategies that put an emphasis on matching individuals' career goals with those 

of the organisation support professional growth over the long run. Workers are able to see their 

own growth trajectory when selection criteria are transparent and competence assessments are 

conducted (Von Krogh, Ichijo, & Nonaka, 2000) . 

2. Training and Development: Ongoing training initiatives that broaden staff members' 

knowledge bases include technical workshops, information-sharing sessions, and cross-

functional team projects. Within the organisation, these initiatives promote cooperation and 

knowledge sharing(Wright & McMahan, 2011) . Technical and soft skill-focused training 

programs guarantee comprehensive staff development. HRM promotes professional 

advancement and adaptation by offering learning opportunities that are in line with industry 

trends (Youndt, Snell, Dean Jr, & Lepak, 1996) (Bibi, Yang, & Ahmad, 2012). 

3. Performance Management: Systems that honour and incentivise knowledge sharing foster a 

collaborative culture. Employees are encouraged to participate more actively in knowledge 

management when their evaluations are based on how they have contributed to team knowledge 

(Guest, 1997; Sparrow et al., 2016). A well-designed system for performance reviews aids in 

educating staff members about their areas of strength and growth. Employees are able to 

properly plan their career pathways with the help of goal-setting procedures and clear feedback 

methods  

4. Pay and Benefits: Employees are encouraged to actively participate in knowledge-sharing 

activities by pay structures that incorporate rewards for knowledge contributions, such as 

bonuses for process or innovation enhancements (Brewster, 1999) . Top personnel is retained 

with competitive remuneration packages that match industry norms. Career advancement is 

often supported by perks like funding for additional education or certifications.  

5. Workplace Culture and Employee Engagement: An atmosphere where knowledge is readily 

shared is fostered by a positive workplace culture that promotes open communication and 

collaboration. Initiatives for employee involvement that foster trust and unity make the 

knowledge management system more efficient (Guest, 1997). Employees that are actively 
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involved are more inclined to take charge of their professional growth. Higher motivation for 

both personal and professional growth is a result of HRM strategies that support work-life 

balance, recognition, and a sense of belonging (Lawler & Boudreau, 2020) (Alavi & Leidner, 

2001).  

6. Leadership Development: Programs emphasising coaching and mentoring for leader’s aid in 

the construction of a solid knowledge management framework. Knowledge management-

trained leaders are well-suited to mentor groups as they generate and disseminate knowledge 

(Nonaka, 1994).Employees who receive leadership training can acquire the competencies 

required for advancement. Additionally, it equips individuals to serve as mentors to others, 

fostering a culture of lifelong learning and professional development (Schultze & Leidner, 

2002). 

7. Succession Planning: This process makes sure that important information is passed down 

and kept inside the company. HRM makes sure that expertise is not lost during transitions by 

spotting and developing future leaders (Hislop, 2003) (Goh, 2002). By giving workers a clear 

route to leadership positions, succession planning encourages them to acquire the competencies 

required for advancement in their careers. Additionally, it guarantees that there are internal 

career prospects, which lowers turnover (Kane & Alavi, 2007). 

8. Diversity and Inclusion: A varied workforce broadens the organization's knowledge base by 

bringing a variety of opinions and experiences to the table (Lee & Choi, 2003). It is ensured by 

inclusive HRM practices that knowledge is distributed fairly within the organisation and that 

all opinions are heard. Fair professional growth chances are promoted by inclusive practices. 

A more dynamic and creative workforce results from employees from a variety of backgrounds 

feeling encouraged to advance in their careers (Scarbrough, 2003). 

9. Technology Integration: Effective knowledge management is made possible by the 

integration of HRM with technologies like Learning Management Systems (LMS) and HR 

Information Systems (HRIS). These systems make it easier for knowledge to be shared, stored, 

and retrieved inside the company (Ruggles, 1998). Personalised career development plans are 

made possible by technology-driven HRM practices, which give staff members access to 

training materials, progress monitoring, and career goal alignment with business requirements 

(Yang, 2010). 

Career development and knowledge management skills are greatly influenced by HRM 

practices in the IT sector. HR strategies can help organisations foster a culture that supports 

ongoing education and career development by matching them with organisational objectives 

(Armstrong & Taylor, 2023). This strengthens the company's competitive advantage and 

guarantees that workers have the tools necessary to successfully pursue their professional goals 

(Dessler, Cole, & Chhinzer, 2015). 

 

3. KNOWLEDGE MANAGEMENT IN IT INDUSTRY: 

The methodical process of producing, disseminating, utilising, and overseeing an 

organization's knowledge and data is known as knowledge management, or KM. Knowledge 

management (KM) is essential for innovation, increasing efficiency, and preserving a 

competitive advantage in the IT sector. Individual, situational, and challenging to define. It 

comprises the knowledge, expertise, and perceptions of the staff. Software code, databases, and 

instructions that are codified, documented, and readily shared. Effective knowledge 

management begins with hiring staff members who possess the necessary abilities and 

expertise (Davenport, 1998; Nonaka, 2009). People that can add to the organization's 
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intellectual capital and bring in fresh expertise are the ones that are emphasised. Opportunities 

for ongoing education are essential for keeping staff members' knowledge current. Workshops, 

e-learning courses, and training programs facilitate the spread of knowledge among teams and 

the development of new abilities. Employee recognition and rewards for their contributions to 

knowledge generation and sharing are guaranteed when performance management is in line 

with knowledge management (KM) objectives. Knowledge-sharing incentives and prizes 

might encourage staff members to participate in KM procedures. Examples of rewards include 

bonuses, promotions, and other types of acknowledgement. Effective KM requires a culture 

that values cooperation, candid communication, and trust (Sveiby, 1997).An important factor 

in creating such a culture is HRM. Employees are more competitive and valuable in the market 

when they can consistently improve their abilities thanks to knowledge management strategies 

Workers that actively engage in knowledge management are frequently in a better position to 

advance and assume leadership positions. Increased job satisfaction and lower attrition rates 

are correlated with access to learning opportunities and knowledge resources. Workers may be 

reluctant to impart expertise because they worry about losing their edge over competitors or 

their job security. It might be difficult and expensive to integrate KM systems with the current 

IT infrastructure. Maintaining current knowledge is an ongoing challenge in an area that is 

evolving quickly, like IT (Hislop, Bosua, & Helms, 2018) .Example 1: By integrating a 

knowledge-sharing platform with its HRM system, Company A was able to improve project 

delivery times by 15% and employee engagement by 20%.Example 2: Company B 

implemented a mentorship program that aimed to share expertise between senior and junior 

staff members, resulting in quicker on boarding and better career advancement for newly hired 

personnel (Jackson, Schuler, & Werner, 2018). Successful HRM procedures are essential to 

KM's success in the IT sector. They not only make knowledge production and sharing easier, 

but they also have a big influence on employees' career growth. To promote knowledge 

management (KM), organisations should keep innovating in HRM practices. A collaborative 

culture should be fostered, technology should be leveraged, and KM should be aligned with 

business objectives (Ulrich, 1996). 

 

4. CAREER DEVELOPMENT IN IT INDUSTRY FOR EMPLOYEES: 

Because the IT sector is rapidly changing and fast-paced, workers must always improve their 

skill sets to be competitive. In this field, career development is essential for both organisational 

success and personal development. Good career development initiatives improve job 

happiness, productivity, and retention by assisting staff members in coordinating their own 

aims with the goals of the organisation. Since technology is changing quickly in the IT industry, 

it is essential to acquire new skills on a constant basis (Stewart, 2010). To keep staff members 

up to date, companies frequently give access to training courses, certifications, and workshops 

.Clearly defined career pathways aid in employees' understanding of possible internal 

advancement opportunities (O'Dell, Grayson, & Essaides, 1998). This covers chances to work 

on creative initiatives, lateral moves, and vertical promotions. In the IT sector, mentoring is 

essential. It involves seasoned workers assisting less seasoned ones as they navigate their 

careers, pick up new skills, and fit in with the company's culture. Career development requires 

regular performance reviews and feedback (Gottschalk, 2007). By assisting workers in 

identifying their areas of strength and growth, these procedures help them match their 

professional goals with those of the company. In the IT sector, networking can help you 

progress your career both inside and outside of your company. In order to foster professional 

relationships, businesses frequently encourage attendance at conferences, seminars, and 

industry events .Maintaining the relevance of one's talents might be difficult for employees due 
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to the rapid advancement of technology (Smith & Rupp, 2002). To lessen this, organisations 

must offer opportunities for timely training and growth. Career development initiatives may 

occasionally be impeded by the demanding nature of IT professions (Foss & Pedersen, 2002). 

Workers could find it difficult to strike a balance between their personal and professional 

obligations. In certain areas of the IT business, it is still difficult to guarantee that every 

employee, regardless of gender, colour, or origin, has access to broad career development 

options. Programs for professional development might be more effective and engaging if they 

are customised to each participant's requirements and career objectives. This could involve 

tailored learning programs and certain professional benchmarks. Employee skill sets can be 

expanded and new career prospects can arise by giving them the chance to get expertise in 

other company areas (Bhatt, 2001).Employee dedication to the company and continuing growth 

can be encouraged by rewarding and recognising their efforts in their professional 

development. Practices in human resource management (HRM) are essential for promoting 

career advancement. While taking into account each employee's unique goals, effective HRM 

practices guarantee that career development is in line with the company's strategic objectives. 

This entails putting in place effective learning and development initiatives, making sure that 

performance reviews are fair, and encouraging a culture of ongoing development and progress 

(Teece, 1998).Career advancement in IT will place a greater emphasis on soft skills—like 

creativity, problem-solving, and leadership—as AI and automation proliferate. Throughout 

their careers, employees will need to refresh their abilities, making the concept of lifelong 

learning even more important. The dynamics of professional development are shifting due to 

the increase in remote work, necessitating new methods for networking, mentoring, and skill 

development. In the IT sector, career development is crucial for both organisations and 

employees (King & Marks Jr, 2008). Companies can maintain a competitive and engaged staff 

by putting in place efficient HRM procedures that facilitate mentorship, ongoing learning, and 

well-defined career pathways. Opportunities for career advancement in this dynamic field will 

be further enhanced by addressing the obstacles and embracing future trends (Argote, McEvily, 

& Reagans, 2003). 

 

5. COMPARATIVE ANALYSIS OF HRM PRACTICES ON KNOWLEDGE 

MANAGEMENT ABILITY AND CAREER DEVELOPMENT OF EMPLOYEES IN 

IT INDUSTRY: 

You can organise your conversation around a number of important topics when comparing 

HRM (Human Resource Management) strategies on Knowledge Management (KM) 

proficiency and Career Development in the IT industry: Explain the variety of HRM 

procedures, including performance management, career development programs, training and 

development, and recruiting and selection (Cabrera & Cabrera, 2005). Explain knowledge 

management and its significance in the IT sector. Describe the ways in which HRM practices 

support the creation and administration of knowledge inside businesses. Describe career 

development and the importance it has for IT sector workers. Examine and contrast various 

HRM approaches concerning training and development, including mentorship, on-the-job 

training, and formal training programs (Tzortzaki & Mihiotis, 2014).Talk about how these 

procedures improve workers' knowledge-gathering and sharing skills. Examine the effects that 

training and development programs have on the advancement and development of employees' 

careers. Compare different performance management approaches, including frameworks for 

defining goals, 360-degree feedback, and routine evaluations. Analyse the impact that 

performance management systems have on team knowledge utilisation and sharing. Examine 

how performance management affects both personal and professional development. Examine 
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career development initiatives including succession planning, career pathing, and career 

counselling. Examine how career development programs help with knowledge management 

(KM), particularly with the distribution and retention of important knowledge. Examine the 

effects these initiatives have on the career development and job satisfaction of the staff. Give 

instances of IT firms that have effectively incorporated HRM techniques and discuss the impact 

these practices have had on knowledge management and professional growth. Showcase 

evidence from studies, interviews, or surveys that demonstrate how various HRM strategies 

affect KM skills and career growth. Talk about the typical difficulties IT businesses have 

putting into practice HRM procedures that support career development and knowledge sharing 

(Kasemsap, 2016). This could involve problems including a lack of resources, opposition to 

change, or behaviours that aren't in line with company objectives. Make suggestions for 

enhancing KM and career development through HRM practices. This could entail 

implementing best practices, making use of technology, and encouraging an environment 

where learning and growth are ongoing processes. Write a summary of your comparative 

analysis's main conclusions. Talk about the effects on HR specialists and IT sector companies. 

Make recommendations for future study topics to go deeper into the connection between career 

development, KM, and HRM practices. You'll be able to give a thorough analysis of how 

various HRM approaches affect knowledge management skills and career development for 

workers in the IT business by organising your talk in this manner (López-Nicolás & Meroño-

Cerdán, 2011). 

 

6. DISCUSSION 

Human Resource Management (HRM) practices play a crucial role in determining the career 

paths and competencies of employees in the IT business. This talk examines the ways in which 

particular HRM practices affect career development and knowledge management (KM), 

providing insights into the ways in which these practices work in concert to promote employee 

development and organisational success (Chen & Huang, 2009).  Efficient hiring procedures 

guarantee that candidates possessing the necessary abilities and the capacity to generate new 

knowledge are employed. Selection processes that give preference to cognitive skills and 

learning aptitude can improve knowledge management capabilities. It is possible to create an 

atmosphere that is more conducive to creativity and information sharing by hiring people who 

have a strong learning attitude and previous knowledge management experience. Employees' 

technical skills and knowledge base are improved through regular training and development 

programs. Employees' capacity to efficiently manage and distribute knowledge can be 

enhanced by training programs that emphasise knowledge management (KM) tools and 

practices. Programs for ongoing professional development that include seminars, conferences, 

and certifications in knowledge management help to foster a culture of knowledge within the 

company. Systems of performance management that place a strong emphasis on innovation 

and knowledge exchange can encourage staff members to participate in KM activities. Rewards 

and recognition for contributions to knowledge management (KM) can strengthen the value of 

KM. Increased participation in KM activities can be achieved by matching performance 

measures to KM objectives and offering rewards for knowledge-sharing practices (Bowen & 

Ostroff, 2000).Talent with good KM abilities can be attracted to and retained by competitive 

compensation packages. Employees' expertise is further enhanced by benefits like professional 

development incentives and educational allowances. Making sure that pay plans adequately 

compensate for knowledge management (KM) efforts helps motivate staff members to devote 

time and energy to the field. Employees can create and meet their career goals with the 

assistance of career planning programs such as career counselling and mentoring (Huang & Li, 
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2009). This assistance improves career development and promotes professional advancement. 

Employees can effectively traverse their professional trajectories with the support of 

mentorship opportunities and the implementation of planned career development programs. 

Clearly defined career paths and internal promotions encourage top performance and skill 

development among staff members. Increased job satisfaction and career advancement may 

result from this. Enhancing employee morale and loyalty can be achieved through transparent 

promotion criteria and advancement opportunities that are connected to career development 

activities. Programs for work-life balance improve employee wellbeing, which has an impact 

on career development and satisfaction (Inkinen & Kianto, 2014). Allowing employees to work 

from home and provide assistance for personal obligations can improve productivity and 

attention. Offering choices for work-life balance can help employees avoid burnout and have 

more time to seek chances for professional growth outside of the workplace. Employees can 

acquire a variety of experiences and abilities through job enrichment and rotation tactics, which 

helps to advance their careers and broaden their knowledge. Providing employees with 

opportunities for job rotation and enrichment can boost their career growth by keeping them 

motivated and giving them a wider range of skills.: A dynamic workplace where individuals 

are encouraged to contribute to knowledge generation and management while simultaneously 

pursuing their career goals can be established via HRM strategies that promote both career 

development and knowledge management (KM). By incorporating these procedures, an 

organisation can become more inventive and flexible, with highly qualified staff members. In 

the IT industry, knowledge management skills and career growth are greatly enhanced by 

effective HRM methods. Organisations can promote a culture of continuous learning and 

growth, which will enhance organisational performance and employee happiness, by 

coordinating HRM practices with knowledge management (KM) objectives and career 

development goals. This thorough analysis highlights the significance of strategic HRM in 

advancing career development and knowledge management, emphasising the necessity of an 

all-encompassing strategy to HRM that incorporates these components for the best results.  

 

7. CONCLUSION 

The conclusion of your thorough analysis of how HRM methods affect employees' career 

growth and knowledge management skills in the IT business could include the following salient 

points: Improving IT organisations' knowledge management (KM) capabilities requires 

effective HRM practices like personnel management, training, and development. These 

procedures guarantee that staff members have the abilities and know-how required to make 

valuable contributions to knowledge management systems and procedures. The success and 

efficiency of knowledge management (KM) activities are greatly impacted by HRM policies 

that foster a culture of sharing information, such as fostering collaborative work environments 

and rewarding contributions. By providing employees with access to the most recent technical 

developments and industry knowledge, investments in continuous learning and development 

programs support knowledge management (KM) objectives and promote a culture that is 

knowledge-driven. Employee growth and happiness are contingent upon well-designed career 

development programs that incorporate chances for skill development, mentorship, and clear 

career advancement paths. In the IT sector, these initiatives help improve motivation and 

retention. Employee career development is facilitated by effective performance management 

systems that enable possibilities for growth, set realistic targets, and provide regular feedback. 

By assisting in the identification and development of high-potential personnel, they support the 

alignment of personal professional aspirations with corporate goals. HRM strategies that 

promote work-life balance and offer flexible scheduling are important for career development 
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because they lower burnout and raise job satisfaction, both of which have a favourable effect 

on career advancement. The synergistic effect of integrating HRM practices with knowledge 

management and career development initiatives improves the overall performance of the 

organisation (Palacios Marqués & José Garrigós Simón, 2006). Good HRM procedures foster 

a culture that encourages information exchange and professional development, which produces 

a staff that is more creative and flexible. Subsequent investigations may delve deeper into the 

precise processes by which HRM practices impact knowledge management and career 

advancement across diverse IT subsectors and geographical areas. Furthermore, longitudinal 

research may shed light on how HRM methods affect career paths and knowledge management 

results over the long run. In conclusion, HRM procedures have a significant impact on how 

personnel in the IT sector can grow their career prospects and knowledge management skills. 

Through the cultivation of a dynamic and encouraging work environment, organisations can 

improve overall success, employee engagement, and innovation (Tsai & Lee, 2006). 
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