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Abstract: Cut throat competition and high volatility in the business environment had made it difficult for
organizations to retain their key employees. The retention strategies adopted by organizations to cope with
these challenges had varied immensely making it difficult for most Human Resource (HR) experts adopt any
concrete model for retaining their talents. With the evolution of  participative management in order to engage
employees, collectivistic approaches had gathered momentum in order to foster employee involvement and
team work. Over the years employee retention perspective had evolved from behavioral, individual differences
and organizational predictors to contextual perspectives with people relationships gaining more importance in
organizations. In this context, social perspectives influencing employee well-being in organizations started to
emerge as important contextual predictors of employee retention.

The purpose of this paper is to explore the under-researched area of the role of individualistic, collectivist
approaches and social variables on employee intention to stay in selected Information Technology (IT)
organizations in the National Capital Region (NCR) of Delhi.

The study used descriptive research design. Data was collected from 300 employees representing operational
positions in various Information Technology (IT) organizations in and around the NCR of  Delhi. The
respondents were contacted by the use of  personal networks. The samples were randomly picked from a list
of  probable respondents. Primary data were collected by using the “social variable-employee intention to
stay” questionnaire. Data collected from the study were analyzed by using SPSS and AMOS applications.

The study had revealed that employee intention to stay is influenced by social factors. Individualistic and
collectivistic approaches apparently had no influences on social factors and employee intention to stay. Among
the social factors social network, co-worker relations, and trust & control mutuality had important roles to
play for employee intention to stay in their organizations.
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The study would open up scope of further research and new avenues for HR policies that would be more
employee engaging in the long run having far reaching outcomes in terms of  facilitating employee job satisfaction
and retention.

Keywords: Collectivistic approach, Social factors, Intention to Stay, Employee Retention, IT Organizations,
NCR of Delhi

INTRODUCTION

Over the years, retention of employees had become a major challenge for employers to sustain in the
highly competitive global scenario. The Information Technology (IT) sector over the years had faced
challenges to engage and retain their key employees in order to achieve sustenance and global
competitiveness. The Indian IT sector had been no exception. HR heads and corporate think tanks in
Indian IT companies had constantly found it difficult to manage their employees from leaving their
organizations for greener pastures and prevent huge financial loss as well as loss caused by talent
outflow.

Before going into a detailed understanding of the research theme, it is important for us to have an
understanding of what is meant by employee retention. According to the definition prescribed by Zineldin,
(2000) employee retention has been explainedas the “obligation to continue to do business or exchange with a
particular company on an ongoing basis”. Stauss, Chojnacki, Decker, and Hoffman (2001) on the other hand
had defined employee retention as “liking, identification, commitment, trust, readiness to recommend, and repurchase
intentions”.

Considering the brief argument placed above, it is well understood that retaining employeesis an
issue of  strategic importance for HR professionals and also has immense significance from a researcher’s
perspective. Employee turnover had remained an issue of strategic importance for organizations (Abelson,
1993).The importance of employee retention particularly in a turbulent business scenario can be well
understood from the study conducted by Capplan and Teese (1997).This study indicated the importance
of  employee retention discussing issues like those of  economic challenges and organizational restructuring.
Rappaport, Bancroft and Okum (2003) had discussed similar opinion emphasizing the importance of
retaining highly skilled employees. Mitchell (2002) on the other hand discussed the importance of
motivating and retaining employees particularly when organizations ply in an uncertain business
environment. Abbasi and Hollman (2000) had discussed that attrition in organizations not only leads to
a negative impact on their performance, but this also leads to poor innovation, lack of  service and
several operational pitfalls. This claim is further established by the findings of  the study conducted by
Fitz-enz (1997). Fitz-enz (1997) showed that total turnover cost for attrition was dearer to most
organizations in terms of  their one year’s pay and benefits packages offered to the employees. Authors
like Griffeth & Hom (1995, 2000, 2001), Ramlall (2003) in this context had emphasized the importance
of  employee retention as a strategy to enhance organizational competitiveness. The research conducted
by Bridges (1991) supports a similar opinion.

RATIONALE OF THE STUDY

Intention to leave has been identified as the best predictor of employee turnover by many researchers
of  recent times. Maertz (1998, 2003, 2004, 2007) and his colleagues in their study indicated that
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“intention to quit” was identified as the most consistent bi-variate relationship to turnover behaviour.
Previous studies conducted by scholars have mainly focused on the traditional aspects of employee
satisfaction and commitment and had mainly made efforts to discuss distal turnover issues such as
individual differences and the nature of  the job done by employees in their organizations.
Consideration of contextual variables, personal perspectives wasgradually recognized to be important
in employee retention research. In this regard, while studying the contextual variables they were
initially studied as (1) organization/macro-level variables such as organizational culture and (2)
individual–context interface factors with an importance on employee relations such as employee-
supervisor relations. This was perhaps the beginning of  a phase in retention research where thoughts
were poured in that there might be something well beyond organizational, individual issues extending
to what kind of  support employees received from others. This theme could well be seen in the
studies conducted by Milkovich and Boudreau (1997). While exploring antecedent factors leading
to employee retention, research evidence had been identified concerning: problems with their manager
(Pine & Gilmore, 1998); pay (Milkovich & Boudreau, 1997); lack of development opportunities
and change (Baron, Hannon & Burton, 2001). Employee specific antecedents like career drivers,
knowledge worker characteristics (Trevor, 2001) and family responsibilities (Milkovich and Boudreau,
1997) were also given due importance. Another wing of study emphasized on combining content
and process models of turnover (Maertz and Campion, 2004). It is worth mentioning that Maertz
and Campion (2004) identified turnover variables such as affective, calculative, contractual,
behavioural, alternative, normative, moral, and constituent forces.

As discussed earlier, contextual and organizational variables influencing employee retention were
also given due importance. The evidence of the same can be identified from the studies conducted by
Harter, Schmidt, & Hayes, (2002), McElroy, Morrow and Rude (2001), Koys (2001), Bloom and Michel
(2002), Eisenberger, Stinglhamber, Vandenberghe, Sucharski and Rhoades (2002). The study conducted
by Eisenberger et al (2002) identified that perceived organizational support (POS) was an important
mediatorin perceived supervisory support on employee turnover. Sinha, C., Sinha., R., (2012) in a recent
study have discussed various organizational approaches like “competence & relationship oriented”,
“scholastic & futuristic oriented” and “developmental & reward oriented” initiatives for retaining
employees.

However, despite the vast literature on employee turnover, which is aimed at identifying factors
that cause employees to quit (Griffeth, Hom, & Gaertner, 2000), much less is known about the social
antecedents that influence employees intention to stay. In-depth analysis of  exclusively social factors or
social antecedents has been ignored in existing management literature. Most of the researchers had made
attempts to explain the role of  individual social factors like social support (Lobburi, P., 2012, House,
1981; Karasek & Theorall, 1990; Mor, Nissly, & Levin, 2001; Um & Harison, 1998), social networks
(McPherson, Popielarz & Dribnic 1992), socialization tactics (Allen and Griffeth 2001; Allen,2006)
along with other psychological antecedents and organizational issues to establish employee retention
models. The present study considers this as a research gap and aims to identify and analyze the role of
social antecedents influencing employee retention.The present study has been focused on the Indian
Information Technology sector considering the peculiarity of  high attrition figures and the involvement
of  highly intellectual and knowledgeable human resources.
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REVIEW OF LITERATURE

Several studies have indicated that there exists intent to leave and actual turnover have strong inter-
relationships between them (Price & Mueller, 1981; Bluedorn, 1982; O’Reilly & Chatman, 1986). In this
context, it is worth mentioning that the study of  March and Simon (1958) had a noteworthy role in terms
of  developing conceptual frameworks and empirical models related to employee turnover. Similar
contributions were made by Mobley, Griffeth, Hand, & Meglino, 1979); Muchinsky and Morrow, (1980);
Steers and Mowday,(1981).

Recent studies on antecedents of employee turnover had been discussed by several authors like
Griffeth, Hom, & Gaertner, (2000). Humphrey, Nahrgang, & Morgeson, (2007) in another study had
presented a discussion based on research findings – integrating motivational, social, and contextual work
design features influencing behavior and performance. Logan (2000) indicated that employee retention
is influenced by many variables like organizational culture, communication, strategy, pay and benefits,
flexible work schedule and career development systems.

Social Factors as one of  the antecedents of  employee retention

Although popular literature had emphasized on retention antecedents like organizational, psychological,
very few had made any attempt to identify social factors as one among the major causal factors influencing
employee retention. This justification can be supported by the works of  Agrela, Carr, Veyra, Dunn, Ellis,
Gandolfi, Gresham, King, Sims, & Troutman (2008). They indicated that various retention factors
satisfying the aspirations of  employees contributed to their job satisfaction, loyalty, and commitment
(Boomer Authority, 2009). Although exclusive categorization of  social factors in employee retention
research is not available, yet evidence regarding the importance of the same could be identified from the
studies conducted by several authors. Pichler, Varm & Budhwar (2012) had emphasized the importance
of  variables like Value Similarity, Collectivism, Social Support and Role Information as important
antecedents of  social categorization of  expatriates working in India. In another study, Farmer, and Aguinis
(1999) had discussed an empirical model depicting the role of  Supervisor Personal Attribute and Supervisor
Behavior on subordinate power perception. The term social antecedents had been coined in various
sociological research studies (Schooler, C 1972,Fox, 1992; Young, K., 1930, Butler, Doherty and Potter
2007). Most of these authors had made attempts to describe social antecedents as factors related to the
social environment of  an individual which affects the person’s behavior.The underlying review of  research
findings makes an attempt to understand various variables which may were considered as important
social variables in the present study.

Social Support

Social support has been considered as an important variable influencing employee happiness in an
organization. It can be described as an interactive exchange process in between people which is supported
by emotional concern, support for others, instrumental assistance, and dissemination of  information.
Thoits (1995) had pointed out that social supporthad an important role in terms of  managing relationships
in between people and managing stress in organizations. Authors like Broman (1993),Buunk & Shaufeli
(1993) in their studies had given importance on the role of  co-workers and supervisors in the organization
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as well as that offamily members, and the society or the community at large. Baumeister& Leary (1995)
had discussed the importance of interpersonal networks in between people as important components of
human motivation. Researchers such as Eisenberger, Huntington, Hutchison, & Sowa (1986) and Levinson
(1965) had emphasized on the role of  supervisory support as one of  the most important aspects of  social
support in organizations. This theory was further supported by the study conducted by Remsberg,
Armacost and Bennett (1999) and Bernatovicz (1997). These authors pointed out that not only supervisor
support; co-worker support also played an important role for reducing turnover intention among employees.

Supervisor & Co-worker Support

Vincent Rousseau and Caroline Aubé (2010) had conducted a study indicatedthe role of  supervisory
support, co-worker support, ambient conditions and job resource adequacy influencing the affective
commitment of  employees in organizations. Other studies have indicated positive relationships in between
Perceived Organizational Support and Perceived Social Support in organizations (Hutchison, 1977a,
1997b; Kottke & Sharafinski, 1988; Malatesta, 1995; Rhoades, Eisenberger, & Armeli, 2001; Yoon,
Han, & Seo, 1996; Yoon & Lim, 1999; Yoon & Thye, 2000). Lobburi. P. (2012) in a recent paper had
pointed out that social support worked two ways, one in terms of  workplace social support (i.e. in the
form of  supervisors & co-workers) and the other non-workplace social support (i.e. family & friends)
(Brough & Frame 2004, Park, Wilson, and Lee, 2004). However this study was limited to organizations
having collectivistic culture. The findings of the study indicated that perceived social support from
supervisors, co-workers, and family and friends, and perceived organizational support had positive
association with employee job satisfaction.

Social Networks

Holton, Mitchell, Lee, and Eberly, (2008) were of  the opinion that social networks had impacts on
employee embedding similar to what was proposed by Lewin’s force field theory. They further indicated
social networks as clusters of  linked employees within organizations. Rollag, Parise, & Cross, (2005)
raised the issues of interpersonal, relational, social networks, and team dynamics for influencing employee
turnover. The research conducted by Uchino(2004) emphasized the importance of  social networks and
job embeddedness on voluntary employee turnover. Castilla (2005) conducted a study on the role of
social networks in employee performance in call centres. The findings of  this study had shown that post-
hire organizational social processes played an important role for retaining socially connected employees.
The role of  social networks in enhancing employee performance had been widely investigated by authors
like Mehra and Brass (2001), Cross and Cummings (2004), and Podolny and Baron (1997). Studies
conducted by Infante, Anderson , Martin, Herington and Kin (1993), Infante, Gorden (1991), Vischer
(2007), McPherson, Popielarz, Drobnic (1992), Barry M, (1998) indicated that significantly perceived
social support led to employee job satisfaction in organizations. Social networks in organizations
contributed to provide instrumental and emotional support to the employees. Further evidence could be
drawn from studies conducted by House, (1981); Karasek & Theorall, (1990); Mor Barak, Nissly, &
Levin, (2001); Um & Harison, (1998) where it was found that perceived workplace social support was
considered to be an important working condition leading to the improvement of job satisfaction and
organizational commitmentbehaviour which in turn reduced employee turnover intention.
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Acculturation and Integration

In recent times the concept of acculturation and adaptation of employees has acclaimed importance in
behavioral science, cross-cultural psychology (Vasquez, 1984) and management studies literature.
Acculturation has been described to be associated with cultural changes resulting from group interactions
and adaptation within an organizational set up. Acculturation is found when groups of  individuals having
different cultures come into continuous first hand contact with subsequent changes in the original culture
patterns of either or both the groups (Redfield, Linton, and Herskovits 1936). Acculturation and adaptation
(Padilla and Perez, 2003) had also been referred to the psychological changes and outcomes in the
behavioral patterns of employees in organization. Acculturation and adaptation tends to induce more
change in one of  the groups than in the other (Berry, 1990a, 1990b). Berry (1992) had come up with the
acculturation framework depicting the acculturation process from the group level, societal and
organizational leading to employee adaptation in organizations. Berry’s model (Berry 2011) of  acculturation
may be used in the present research in order to identify whether acculturation leads to better socialization
and thereby employee retention.

Individualistic/Collectivist Culture

Lobburi, P., (2012) in a recent research made an attempt to study the impact of  workplace and non-
workplace social support on turnover intention of employees in a collectivistic organizational culture.
The study pointed out that societies in which people had strong social bonds with family and friends, as
in collectivist culture, non-workplace related factors (e.g., family and friends, kinship responsibilities,
etc.) may also influence job satisfaction and work related outcomes of  employees (e.g., organizational
commitment and turnover intention) (Mobley, Griffeth, Hand, & Meglino, 1979; Steers & Mowday,
1981). This perspective has been supported by the research conducted by Eisenberg (1999), who pointed
out that the success of  tomorrow’s industries would be dependent on the ability of  the management of
organizations to effectively employ the talents in a culturally diverse work force. The importance of
individualism/collectivist cultures has been extensively researched in the corporate sector in order to
measure employee performance and motivation (Eisenburg, 1999). The understanding of  collectivism
and individualism in the Indian context has evolved in a different perspective. A number of research
evidence collected from studies conducted by Bhawuk (2004), House, Hanges, Javidan, Dorfman, &
Gupta(2004), Sinha (1985), Sinha & Verma (1987, 1994), Triandis (1995), Triandis & Bhawuk (1997),
Verma (1999), Verma & Traindis (1998) depicted that Indians are by large collectivists in nature. Recent
studies however claim that Indians are both collectivists and individualists and this depends on the
situation (contextual) they are in (Mishra 1994, Sinha & Tripathi 1994, Tripathi 1988). Subsequent
studies (Sinha, Sinha, Verma, J., & Sinha, 2001, Sinha, Vohra, Singhal, Sinha, & Ushashree, 2002) revealed
that individualism and collectivism constitute the interchanging “means & goal” relationships each
influencing the other. Such propositions regarding the co-existence of  the opposites were previously
established by the studies conducted by Sinha & Verma (1987, 1994).

Now the question arises how does individualism or collectivism affects employee, performance and
social behavior. Cho and Yoon, (2009) in their paper studied the moderating effect of  individualism-
collectivism on the relationship between organizational HR practices and individual employee
performance. In another study Hattrup, K., (2010), Hattrup, K. & Luu, L., (2010) examined how national
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differences in uncertainty avoidance (UA) and individualism/collectivism (I/C) moderated the relationship
between job satisfaction and turnover intentions. Other studies by Brough & Frame 2004; Shimazu,
Shimazu, & Odahara, 2004 indicate that in a collectivist cultural context, not only does workplace social
support (supervisor and co-worker support) influence job satisfaction, commitment, and turnover intention
of workers but also influence their non-workplace social support (family and friends support). Coleman,
(1988), indicated that that growing individualism led to the destruction of  social capital. Triandis (1995)
pointed out that in collectivist approaches people gave priorities to the goals of  the group over one’s
individual goals.

Trust and Control Mutuality

In a study conducted by Tser-Yieth Chen D et al (2012) transformational leadership, trust had been
discussed as important antecedents of  the employee voluntary performance. Similar findings have been
supported by the study conducted by Men, L.R., (2015). The present study would also consider the role
of  trust as an important social antecedent.

Men, L.R., (2015) in a recent study had indicated the role of  trust and control mutuality as relationship
sub variables influencing employee engagement. Previously Grunig and Huang (2000) found that the
quality of  organization–public relationships is indicated by public trust, control mutuality, commitment,
and satisfaction.

Team Cohesiveness

Xiao-Ping Chen, Simon, Naumann and Schaubroeck (2005) in their paper had discussed a model depicting
the role of  Group Leadership Support, Procedural Justice Climate, Group Cohesiveness, Goal Congruence,
Group Homogeneity and Group affective tone as social antecedents of group citizenship behavior which
influences group performance and employee turnover intention. In the present study the variable Group
Cohesiveness is proposed as another important social antecedent influencing employee retention.

Social Recognition

The need for employee influence, autonomy, and empowerment for successful service delivery has been
frequently emphasized (Stewart, 1997; Appelbaum and Honeggar 1999; Grönroos, 2000). The study
conducted by Bjarnason, T., (2009) discussed the importance of  social recognition in terms of  approval,
skill utilization and influence as an important social antecedent influencing employee organizational
commitment and intention to stay.

OBJECTIVES OF THE STUDY

The objectives of the study were as follows:

• To study the role of  social factors influencing employee intention to stay in selected IT
organizations in and around the NCR of Delhi

• To study whether individualistic or collectivistic approaches in IT organizations had any
influence on the social factors and thereby employee intention to stay.
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• To identify among the various social variables like supervisory relations, co-worker relations,
social support, social network, acculturation& adaptation, trust and control mutuality, social
recognition and team cohesiveness had any role in employee intention to stay in these IT
organizations

HYPOTHESIS

Based on the above objectives, the following hypothesis were established, namely:

• H1
0
 : Social factors (supervisory relations, co-worker relations, social support, social network,

acculturation, trust and control mutuality, social recognition and team cohesiveness) did not
contribute to employee intention to stay.

• H2
0
 : Individualistic and Collectivist approaches used in IT organizations in and around the

NCR of  Delhi had no influence on the social variables as well as employee intention to stay.

RESEARCH METHODS

The study used descriptive research design. Data was collected from 300 employees representing
operational positions in various Information Technology (IT) organizations in and around the NCR of
Delhi. The respondents were contacted by the use of  personal networks. The samples were randomly
picked from a list of  probable respondents. Primary data were collected by using the social variable-
employee intention to stay questionnaire. Data collected from the study were analyzed by using SPSS.

The Research Instrument

The instrument used was aimed to identify respondent opinion on their intention to stay consisting of  5
question elements and 50 other questions (5 questions for each variable) pertaining to 10 variables
namely, collectivist approach, individualistic approach, supervisory relations, co-worker relations, social
support, social network, acculturation& integration, trust and control mutuality, social recognition and
team cohesiveness. A five point Likert scale was used in the instrumentfor collecting respondent opinion.

DATA ANALYSIS

Respondent Profile

The respondents consisted of  a mix of  male and female employees. 78 % males were single whereas 22%
males were married. Regarding the females, 43% of them were single and 57% of the females were
married. Out of the male respondents, 69% belonged to the age group of 21-25 years, followed by 31%
belonging to the age group of  26-30 years. Regarding the females, 42% belonged to the age group of  21-
25 years whereas 58% belonged to the age group of  26-30 years.

Responses on the 50 question items were summarized under the heads namely, collectivist approach,
individualistic approach, supervisory relations, co-worker relations, social support, social network,
acculturation& integration, trust and control mutuality, social recognition and team cohesiveness. In
similar way the remaining 5 question items were summarized under the variable “intention to stay”.
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Data Validation & Descriptive Statistics

In order to assess whether the various items of  the instrument used in the study were statistically relevant
and formed a reliable scale, Cronbach’s alpha score was computed for each was computed. Data analysis
reveals that Cronbach’s Alpha score of  .751 for 55 items of  questions used in the survey had fairly high
score establishing the reliability of  the instrument used.

Table 1
Reliability Statistics

Cronbach’s Alpha N of Items

.751 55

Table 2 illustrates the descriptive statistics of  the respondent opinion on the 11 items studied in the
instrument. Based on the mean scores and the standard deviation computed for the eight social factors
and those regarding Individualistic and Collectivist approaches used in the studied organizations, it can
be identified that; Acculturation & Adaptation had the highest mean score (4.67), followed by Team
Cohesiveness & Social Network (each having mean score of 4.66). Social Support had a mean score of
4.65 followed by trust and control mutuality with a mean score of  4.62. Intention to stay had the highest
mean score of 4.70.

Table 2
Descriptive Statistics

N Mean Std. Deviation

Collectivist Approach 300 4.41 .406

Individualistic Approach 300 4.43 .438

Supervisory Relations 300 4.58 .276

Co-worker Relations 300 4.59 .278

Social Support 300 4.65 .257

Social Network 300 4.66 .245

Acculturation&Integration 300 4.67 .236

Trust & Control Mutuality 300 4.62 .245

Social Recognition 300 4.59 .263

Team Cohesiveness 300 4.66 .253

Intention to Stay 300 4.70 .242

Valid N (listwise) 300

Exploratory Factor Analysis

In order to have an in-depth understanding of the contribution of the variables on employee intention
to stay, exploratory factor analysis was done. Table 3 illustrates the KMO and Barlett’s Test results
of  sampling adequacy. The KMO score of  .756 indicates that enough items are predicted by each
factor.
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Table 3
KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of  Sampling Adequacy. .756

Approx. Chi-Square 480.113

Bartlett’s Test of  Sphericity Df 55

Sig. .000

Barlett test was also found to be significant depicting that the variables are correlated highly enough
to go for factor analysis. The total variances were computed using principal axis factoring as the extraction
procedure (Table 4).

Table 4
Total Variance Explained

Com- Initial Eigenvalues Extraction Sums of Rotation Sums of
Squared Loadings Squared Loadings

ponent Total % of Cumulative Total % of Cumulative Total % of Cumulative
Variance % Variance % Variance %

1 2.910 26.457 26.457 2.910 26.457 26.457 1.990 18.094 18.094

2 1.342 12.204 38.661 1.342 12.204 38.661 1.612 14.653 32.748

3 1.114 10.125 48.785 1.114 10.125 48.785 1.421 12.919 45.666

4 1.055 9.589 58.374 1.055 9.589 58.374 1.398 12.708 58.374

5 .866 7.874 66.248

6 .834 7.579 73.827

7 .716 6.508 80.335

8 .640 5.822 86.157

9 .557 5.066 91.223

10 .524 4.761 95.984

11 .442 4.016 100.000

Extraction Method: Principal Component Analysis.

Extraction used through principal axis factor analysis with varimax rotation was used in order to
understand the underlying orientation of  the 11 items used in the instrument. Four factors were requested
based on the assumption that the items were designed to index the constructs namely, Intention to stay,
Collectivist approach, Individualistic Approach and Social Support. After rotation, the first factor
contributed to 18% of the variance, followed by the second factor accounting to 14.6%, third factor
12.9% and the fourth factor 12.7% variances. Table 5 displays the items and factor loadings for rotated
factors with loadings less than 0.5 not considered for clarity of the interpretation.

It is clear from Table 5 that the first factor indexing Intention to stay loads most strongly on the five
items of the first column namely social support (.575),social network (.752), co-worker relations (.645),
acculturation & integration (.513), and trust and control mutuality (.775). The second factor, indexing
Collectivist approach was contributed by three factors in the second column namely, Intention to stay



337 International Journal of Applied Business and Economic Research

Role of Collectivistic, Individualistic Approaches and Social Factors for Employee Retention...

(.759) Social Network (.755) and Trust & Control Mutuality (.517). The third factor indexing Individualistic
approach was contributed by supervisory relations (.655). The fourth factor indexing social support was
contributed by collectivist approach (.815) and co-worker relations (.606).

The exploratory factor analysis thereby brings a very inconclusive picture regarding the influence of
collectivist and individualistic approaches on the intention to stay although the influence of some of the
social factors like Social support, co-worker relations, social network, acculturation & integration and
Trust & control mutuality can be established. The analysis highlights that social recognition and team
cohesiveness hardly have any impacts on employee intention to stay.This had made the present investigation
have a look at the regression estimates considering social support, social network, co-worker relations,
acculturation & integration, and trust and control mutuality as independent variables and intention to
stay as dependent variable.

Regression Estimates

The Model Summary (Table 6 a) shows that the multiple correlation coefficient (R), using all the predictors
simultaneously, is .389 (R2 = .15) and the adjustedR2is .137, meaning that 13% of  the variance in employee
intention to stay can be predicted from all the independent variables like social support, social network, co-
worker relations, acculturation & integration, and trust and control mutuality combined together.

Table 6b shows that F= 10.513 and is significant. This indicates that the combination of  the predictors
significantly predict employee intention to stay.

Table 5
Items and factor loadings for the rotated factors

Item                                                     Factor Loading Communality
1 2 3 4

Intention to Stay .759 .598

Collectivist Approach .815 .676

Individualistic Approach .760

Social Support .575 .515

Supervisory Relations .655 .699

Co-worker Relations .645 .606 .627

Social Network .752 .755 .588

Acculturation & Integration .513 .351

Trust & Control Mutuality .775 .517 .403

Social Recognition .604

Team Cohesiveness .600

Eigen Values 1.990 1.612 1.421 1.398

% of variance 18.094 14.653 12.919 12.708

Note. Loadings <.50 are omitted.Extraction Method: Principal Axis FactoringRotation Method: Varimax with Kaiser
Normalization
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Table 6 b
ANOVAa

Model Sum of Squares Df Mean Square F Sig.

1 Regression 2.651 5 .530 10.513 .000b

Residual 14.829 294 .050

Total 17.480 299

a. Dependent Variable: Intention to Stay
b. Predictors: (Constant), Trust & Control Mutuality, Acculturation & Integration, Social Network, Social Support, Co-

worker Relations

Table 6c indicates the standardized beta coefficients, which are interpreted similarly to correlation
coefficients or factor weights. The t value and the Significance level of  each independent variable indicates
whether that variable is significantly contributing to the equation for predicting employee intention to
stay from the whole set of  predictors.

Table 6 c
Regression Coefficientsa

Model Unstandardized Standardized t Sig.95.0% Confidence
Coefficients Coefficients Interval for B

B Std. Error Beta Lower Upper
Bound Bound

1 (Constant) 2.120 .394 5.383 .000 1.345 2.896

Co-worker Relations .130 .058 .149 2.257 .025 .017 .243

Social Support .028 .060 .030 .468 .640 -.090 .146

Social Network .197 .056 .199 3.534 .000 .087 .307

Acculturation & Integration .044 .058 .043 .758 .449 -.070 .158

Trust & Control Mutuality .157 .057 .159 2.773 .006 .046 .269

a. Dependent Variable: Intention to Stay

It is evident that, Co-worker Relations, Social Network and Trust & Control Mutuality are the three
variables which are having significance (P<0.05) considering the prediction where the other contributing
variables are considered together. It can be further interpreted that as R2 = .15 and 1- R2 = .85, tolerances
are low for social support, Acculturation & Integration.

Table 6 a
Model Summaryb

Model R R Square Adjusted R Square Std. Error of
the Estimate

1 .389a .152 .137 .225

a. Predictors: (Constant), Trust & Control Mutuality, Acculturation& Integration, Social Network, Social Support, Co-
worker Relations

b. Dependent Variable: Intention to Stay
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DISCUSSIONS

Based on the above findings, several issues pertaining to employee retention can be identified. The first
conclusion that could be drawn regarding the present study is that the causal social factors behind employee
intention to stay in the investigated IT organizations are diverse and complex in nature. As revealed in
the present study although the impact of social factors on employee intention to stay in IT organizations
are clearly seen as indicated by the statistical data (H1

0 
is rejected), however the role of collectivist and

individualistic approaches followed in these organizations on employee intention to stay as well as those
on the social factors remained inconclusive and unclear. As the present study had failed to come up with
any statistical evidence regarding the probable role of both individualistic as well as collectivist approaches
it is difficult to draw any conclusions regarding their role in employee retention showing that the second
Null Hypothesis (H2

0) 
assumed during the beginning of the study stood accepted.

The role of social factors in employee intention to stay has been clearly established in the present
study. Exploratory factor analysis had indicated that social factors such as social support, social network,
co-worker relations, acculturation& integration and trust & control mutuality had important roles to play
for employee intention to stay in their organizations. Regression analysis based on assuming intention to
stay as dependent variable and social support, social network, co-worker relations, acculturation &
integration and trust & control mutuality as independent variables had revealed that among these five
independent variables, Co-worker Relations, Social Network and Trust & Control Mutuality had bigger
role to play regarding employee intention to stay. Surprisingly social support and acculturation & integration
had no significant association with intention to stay.

Role of Social Network

The present study had revealed the interrelationship of employee intention to stay and social
network.Hurlbert (1991) indicated that social networks played an important role in job satisfaction by
serving as a social resource by providing social support to people. Manev and Stevenson (2001) had
indicated that social network ties are linked to employee organization citizenship behaviors (OCBs).
Similar justifications were presented previously by Argyle (1991). Other studies such as those of  Van der
Vegt, Emans and Van de Vliert (1999) and Gersick, (1989) indicated that employees are motivated by
their self-interest to order to facilitate the work of  others causing better social network ties.Hsieh-Hua
Yang, Yi-Horng Lai, Wan-Ching Chao, Shu-Fen Chen, Mei-Hua Wang (2009) had discussed that social
networks influence job satisfaction by extending supportiveness. In a recent study Akhter, Siddiqui and
Masum (2011) had shown that social network, job satisfaction, and employee productivity and commitment
had positive interrelationships in between them.In another paper Rosalie G.B.M. van Stormbroek-Burgers,
Lidewey E.C. van der Sluis and Kees van Montfort (2011) had pointed out that social networks positively
influenced employee identification in organizations. The importance of  social networks in job satisfaction
had also been discussed in the paper authored by Thammakoranonta, Jarusamanya, and Chayawan (2014).

Role of Co-worker Relations

The findings of the present study have indicated that Co-worker Relations had contributed to employee
intention to stay, which is further justified by the findings of  other researchers. Herman (1999) had
identified unsatisfactory relationships with co-workers as one of the factors influencing employees leaving
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organizations. A very recent study conducted by María Vera, Martínez, Lorente and Chambel. (2016) had
established the role of  co-worker support and supervisor relationship influencing work engagement. Lee
and Ok (2011) in their paper had discussed the implications of workplace friendship for employee job-
related outcomes in the hospitality industry.Karatepe (2011) argued that co-worker support along with
organizational support played an important factor in terms of  influencing employee outcomes and job
embeddedness in an organization. Similarly She-Cheng Lin 1 and Jennifer Shu-Jen Lin (2011) in their
study had found that job satisfaction acted an intermediate variable in between the interrelationship of
co-worker relationship at the workplace and organizational commitment of  employees.

Role of  Trust & Control Mutuality

Previous research findings as that of  Hon and Grunig’s (1999), Agarwal (2013) had indicated that trust
plays an important role in identification in organizations.

Heather K. Spence Laschinger, Joan Finegan, Judith Shamian (2002) had argued that employees
experiencing greater organizational trust, improved their job satisfaction and job-related work
attitudes.Callaway (2006) had indicated that lack of  trust and disconnection among employees and
supervisors led to job dissatisfaction and resulted in difficulty for attracting and retaining talents in
organizations. Further Vineburg (2010) had suggested that workplace trust facilitated higher levels of
employee performance and organizational competitiveness.Parastoo Gashtasebi Fard & Fariba Karimi
(2015) in a recent study showed that organizational trust hadsignificant interrelationship with employee
job satisfaction and organizational commitment.In another study on teachers Olamiposi Usikalu, Adedeji
J. Ogunleye and James Effiong (2015) pointed out that organizational trust significantly influenced job
performance. In the present study trust and control mutuality has been found to be one among the causal
factors influencing employee intention to stay which is justified by the arguments placed by previous
researchers.

LIMITATIONS

One of  the limitations of  the study is that respondents were contacted informally.Secondly in order to
understand the relationship between the social variables and employee opinion regarding their intention
to stay only the opinion of some employees working in selected IT organizations were considered instead
of having a cross section of respondents and even those representing the top management of the
organizations to which they were belonging.

SCOPE OF FURTHER RESEARCH& PRACTICAL IMPLICATIONS

Inspite of the aforesaid limitations the present study had opened the scope of emphasizing spotlight on
social variables as an important causal factor influencing employee retention studies. Previous studies
had mostly emphasized on psychological and organizational issues predominantly and turning the spotlight
on social factors would enable HR professionals and industry captains emphasize more attention on the
individual and social needs of  the employees which had been predominantly ignored by prior researchers.
This would eventually open up new avenues of HR policies that would be more employee engaging in
the long run having far reaching outcomes in terms of  facilitating employee job satisfaction and retention.
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CONCLUSION

The study had revealed that employee intention to stay in Information Technology (IT) organizations in
and around the National Capital Region (NCR) of  Delhi is influenced by social factors. However
individualistic and collectivistic approaches apparently had no influences on social factors and employee
intention to stay in these organizations. Among the social factors social network, co-worker relations and
trust & control mutuality had important roles to play for employee intention to stay in their
organizations.Although the results of  the study are encouraging the findings can be considered to be
inconclusive considering the probable intervention of  other social as well as cultural issues which may
bring in ample scope of extension of the research in other cities across the country involving respondents
from different Information Technology (IT) organizations.
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