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Abstract - This article focused on the attentiveness of
stress at the workplace by investigating the effect of
organizational culture and stress on employee loyalty. In
view of increasing competition and coupled with
technological development, the present study is motivated
by the importance of employee loyalty in accomplishing
the objectives of organizations and lacking such research
for organizational culture in Hyderabad. Here, the
challenge was to fill the gap among organizational culture,
stress at working place, and employee loyalty. At the same
time, the perceptions of organizational culture and stress
have been studied in ancient times, though few studies
provide detailed insights among the organizational
culture, stress, and employee. This research, therefore,
understood this interaction within IT industries. The data
was collected from the survey by structured mailed
questionnaires from IT employees within IT industries
located in Hyderabad. The analysis was done by using
SPSS. The study found that the relationship between
culture, stress, and employee loyalty found to be
significant. The results of the study reveal that the IT
industry exhibits a rational and development culture that is
encouraging. The study also suggests that there is a scope
to change the work policies, trim down the stress levels of
the employees and improve the organizational loyalty of
employees in the IT field.

Keywords - Organizational Culture, Organizational
Performance Stress, Loyalty, correlation; IT industry.

1. ORGANIZATIONAL CULTURE AND IT
INDUSTRY

The word culture has been originated from the Latin
word colure or culture, meaning motivating, encouraging,
growing, and also caring. Organizational culture is a
system of shared assumptions, values, and beliefs which
hold back how people behave in organizations. Culture is
how organizations do things and accomplish their tasks.
Every organization develops and maintains a unique
culture, which provides guidelines and boundaries for the
members to behave in the organization. In simple,
“organizational culture is defined as the organization’s
immune system [1]. In business terminology, other phrases
similar to corporate culture, workplace culture, and

business culture are used interchangeably. Organizational
culture leads to an increase in the productivity of the
organization, and the employees can achieve their goals
effectively with their efficiency [2]. Information
Technology (IT) sector, the performance of an
organization and loyalty of employees, may be dependent
on many parameters of organizational culture [3] and also
may be stress-related issues [4-5]. Normally, an
organization's loyalty, etc. depends on employees’ job
performance [6]. Thus, the firm’s objectives are achievable
by paying attention to the individual performance of the
employee loyalty again is enhanced by the culture and low
stress, etc. Directly synchronized towards the
organizational goals.

Employees of IT need an open environment where
they share their novel ideas, participate in decision-making
by helping each other as they are the important constituent
of the economy of a country. Therefore the author has been
chosen the IT area Hyderabad as the study domain. In the
present state of affairs, IT is equally challenging with well-
established cities such as Bangalore. The city Hyderabad,
the capital city of Telangana, is attracting well-established
brands and is working enthusiastically to keep the city and
its residents connected at the fastest pace without any
interruptions [7]. The sector is playing a vital role in
putting the country on the global map as almost 11 percent
of the nationwide exports are contributed by Hyderabad
alone. IT exports stood at Rs 85,470 crore in the year
2016-17, with a growth rate of 13.85 percent. Apart from
Indian-born IT companies like Tech Mahindra, Infosys,
Wipro, Cognizant, TCS, Hyderabad is also home to many
multi-national companies like Google, CA Technologies,
Amazon, Apple, IBM, etc. Hyderabad’s IT industry
currently has 14.5 lakhs of employees. Hyderabad has
become one of the high-flying zones for IT in India [7].

I1. PROFESSIONAL STRESS
The fact of job (or professional) stress has acquired
universal dimensions that has implications for economies
and which range from the low commitment of employees
to their jobs, lost productivity, stress-related suits, and
health care expenses which from individual perspectives
manifested in an undesirable physiological and

TN T his is an open access article under the CC BY-NC-ND license (http://creativecommons.org/licenses/by-nc-nd/4.0/)


http://www.internationaljournalssrg.org/IJEMS/paper-details?Id=537
http://www.internationaljournalssrg.org/
http://creativecommons.org/licenses/by-nc-nd/4.0/

D. Mallikarjuna Reddy & P. Ramya/ IJEMS, 7(2), 92-98, 2020

psychological conditions such as morbidity, mortality,
depression, and anxiety [4-5]. Accordingly, there is a
demand for HR experts to promote employee physical and
psychological health, related professional attitudes such as
loyalty (commitment) and performance, etc. [8].
Unexpectedly, the focus has always been on the
assessment of the capabilities of individuals and their
resources to cope with these consequences rather than
tackling the root cause of the problem, which derives from
the prevailing cultures of the organizations[8]. As a result,
the concepts of organizational culture, job stress, and
employees commitment are interwoven and dynamic
variables that require the utmost attention of human
development managers. The fore studies on job stress
revealed role stressors and the specific task being
performed by the employees, such as role conflict, role
ambiguity, and role overload related to emotional
exhaustion, depersonalization, job commitment, and
turnover [9].along with. Therefore, this underscores the
importance of organizational culture as antecedents of job
stress, Job Commitment, and Job Performance in the
workplace [10]. Therefore that can be understood that
different cultural work contexts impact the level of stress
and the level of job commitment in organizations.

111. ORGANIZATIONAL LOYALTY

The loyalty of employees is continued anxiety for the
firm’s success, development, and welfare. This has led
employers to concentrate on the development of their
human capital to convey more with less investment [11].
Then, if employees' loyalty is their degree of recognition
with the missions and goals of the organizations and the
willingness to remain in it, it follows, therefore, that the
employers should board on activities that will enable them
to retain the skilled, talented, and committed workforce
[12]. Earlier studies revealed that four general antecedents
like personal characteristics, occupational characteristics,

experience, and position-related characteristics had been
identified [13]. However, one has come across
contradictory findings and results with respect to
organizational loyalty and occupational stress [14].
Therefore, The study on the correlates of culture,
occupational stress, and employee loyalty showed that
organizational culture statistically influences job stress and
found a negative correlation between job stress and job
commitment [15]. Therefore from this discussion, the
analysis and understanding of the dynamics of
organizational culture, job stress, and employee loyalty
variables are warranted to explain the impact on each other.

A. Conceptual Structure for the study

Several theories of organizational culture exist in the
literature. But this study has been taken from CVF
(Competing Values Framework) to make aware of the
process under study [16]. This framework has the text of
validity conducted on its significance in explaining and
assessing culture where the interests on relating it to
organizational commitment.

The proposed CVF was to assess organizational
culture from two dimensions structure and focus. The
structural dimension expands from the control on one end
to the flexibility on the top end. It reveals the variations of
organizations that strive for consistent patterns of
behaviors and those that attempt to allow their employees
to fashion out their own behavioral pattern; the focus
dimension ranges from external focus with emphasis on
the capacity of the organization to perform optimally in its
environment and an internal focus that emphasizes internal
factors of the organization such as employee commitment
and satisfaction [17]. The CVF as depicted in [18] includes
five important cultures (see Table-1)

Table 1. Type of culture with description

S.No | Type Brief Description
1 Group Culture, | Characterized by high flexibility with an internal focus. The culture here emphasizes the
importance of group dynamics that explains itself in cohesiveness, participatory decision-
making, and considerable support among employees of the group
2 Developmental | Externally focused with an emphasis on flexibility, and its orientation is that of change and
Culture, adaption
3 Rational Externally focused control with the attainment of goal as seen significant so as to instill control
Culture, on the employee actions and direct their behaviors towards the external environment. The
culture gives premium to productivity, competition and achievement, and fast response in
accomplishing tasks.
4 Hierarchical Emphasizes internally-focused control. There is an emphasis on coordination and uniformity
Culture aiming at internal efficiency. The formalized structure and strict adherence to rules and policies
tend to regulate employee behaviors and equally provide job security to the employees.
5 Balanced Combines the attributes and values of each of the CVF. This concept of cultural balance within
Culture the CVF was introduced in order to equip the organizations towards managing the advantage of
environmental shifts

B. Objectives

The magnitude of work in the lives of individuals is
evidence of the fact that any event in an organization that
could result in negative emotions may have serious

behavior on the organizational loyalty. In the context of a
few types of research that have demonstratively linked
culture and stress to employee commitment in
organizations, this study, therefore, intends to investigate:
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first, is there a significant relationship between
organizational culture and stress on employee loyalty and
performance? Then second, to what extent do the
interactions between organizational culture and stress
affect the organizational loyalty of employees? Therefore,
the objectives and hypothesis were set up as follows.

a. Objective :
To study the relationship between organizational
culture and stress. and its effect on employee loyalty

b. Obijective :

To know the effect of the interactions between
organizational culture and stress on the loyalty of
employees.

C. Hypotheses

e To study the relationship between organizational
culture and stress. And its effect on employee loyalty;

e To know the effect of the interactions between
organizational culture and stress on the loyalty of
employees.

D. Methodology

There are about 300 IT companies spread over in and
around Hyderabad city in the state of Telangana. There
were millions of software employees working for these
companies. The relevant data for the assessment of the
organizational culture, workplace stress, and employee
commitment was collected from the survey by structured
mailed questionnaires from 385 employees. The elements
of organizational culture were measured by using
instruments developed by Zammuto and Krakower [16];
stress at the workplace place was assessed with the help of
the instrument by Chang [19], and to measure loyalty
instrument by Meyer, and Allen was used [20]. Analysis
was carried out using SPSS software.

Development Culture

o Innovation
dynamic
Rusk taker
Entrepreneurial
Growth
Resource acquisition
creativity

0O 0O0O0O0O

Rational Culture

o Task and goal
Accomplishment

o competition and
Achievement

o Rewards based on
achievements

o Goal accomplishment

o Pursue goals and objectives

o Fast Response

Flexibility
Group Culture
o Talent
o Management
o Interpersonal
relationship
o Collaboration
Internal
Hierarchical Culture
o Rules enforcement
o Formalized and structured
o stability
o Reward based on status
o Rules and policies
Control

Fig. 1 Source: Parker and Brandley (2000, p. 128).
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IV. RESULTS, DISCUSSIONS, AND FINDINGS OF
THE STUDY

A. Perception of organizational culture:

This part gives the perception of 385 IT employees of
IT companies who returned the questionnaire complete in
all respects. The perception is about the organizational
culture which is in existence in their industries. Their
responses on ten dimensions of organizational culture were
analyzed. The findings converged in the belief of the IT
employees and their agreement with the elements that
place for the different types of organizational culture that
is in existence in their organization derived from
conceptual structure CVF discussed above. The statistical
analysis and findings of the strength of agreement and the
ranking types of organizational culture that existed in IT
companies are presented in Table 3. It becomes evident
from the statistical analysis in Table 3 that there was
consensus in the department on how the job is to be
production-oriented. The OCP-1, which had to follow a
dynamic process OCP-7, and that the department staff
shared much about themselves OCP-6. These dimensions
had Mean + SD scores of 4.36+1.06, 4.25+1.01, and
4.16+1.05, respectively. Items OCP-9 and OCP-3 have the
weakest agreement that the department is formalized and
structured place. Two dimensions, i.e., OCP-9 and OCP-3,
indicate the willingness of the employees in the industry to
involve personally. The Mean + SD scores for OCP-9 and
OCP-3 were 3.85+1.13 and 3.93+0.93, respectively.
Clearly, It can be inferred that the culture of the IT
industry is production-oriented and dynamic, and therefore
it operates in a development mode, indicating the

occurrence of rational and development culture, which is
encouraging.

Table 2.
SNO Dimensions Description
1 OCP1, OCP2 and OCP | Rational culture
3
2 OCP4, OCP5, and | group culture;
OCP6
3 OCP7 and OCP8 developmental culture;
OCP9 and OCP10 Represented
Hierarchical culture.

B. Perception of Stress

Data Analysis of occupational Stress in Table 4
indicates the relationship between the existence of stress
about their job and the workplace. The data reveal the
strength of IT employees in respect to the existence of the
stress in this paper and indicate that the largest agreement
among the respondents is on JSP10 has too many
assignments to complete at a time since The Mean + SD
scores were 4.25+1.07, which reflects that the
departmental culture was unsympathetic.

C. Loyalty (Commitment)

The data spread in Table 5 reflect that the dimensions
of job loyalty, i.e., items LEP2 and LEP7, expressed the
weakest agreement in respect of service satisfaction and
with the opportunity to make an impact in my department.
The Mean + SD scores were 3.02£1.02 and 3.16+0.96,
respectively, showing that the concern for service
satisfaction was negligible. The employees were
dissatisfied with service as well as the opportunity to make
an impact in the organization.

Table 3. Perception of organizational culture

Organizational culture. Items 1 2 3 4 5 Mean | SD

21 9 20 95 240 4.36 1.06
OCP1.The department is production oriented 55 2.3 5.2 24.7 62.3
OCP2.The concern of the department is to get the | 23 7 52 124 179 4.11 1.09
job accomplished 6.0 1.8 13.5 32.2 46.5

18 7 51 217 92 3.93 0.93
OCP3.The department is involved personally 4.7 1.8 13.2 56.4 23.9

6 8 25 242 104 4.12 0.73
OCPA4.The department is personalized 1.6 2.1 6.5 62.9 27.0

9 31 60 104 181 4.08 1.07
OCP5.The department is extended family 2.3 8.1 15.6 27.0 47.0

21 9 35 144 176 4.16 1.05
OCP6.The departmental staff share much about 55 53 91 374 457
themselves

7 30 29 114 205 4.25 1.01
OCP7.The department is dynamic 1.8 7.8 7.5 29.6 | 53.2

28 8 44 166 139 3.99 1.10
OCP8.The department is a risk-taker. 7.3 2.1 114 43.1 | 36.1
OCP9.My department is formalized and structured | 28 28 31 187 111 3.85 1.13
place 7.3 7.3 8.1 48.6 | 28.8

19 9 28 219 110 4.02 0.94
OCP10.The department is governed by 4.9 2.3 7.3 56.9 28.6
bureaucratic rules

Note: upper cell value frequency, lower cell value percentage

95
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Table 4. Perception of the occupational stress .

stress items 1 2 3 4 5 Mean | SD
- . . . 20 11 35 172 147
JSP1 Limited time was given for completion of my work ) 29 o1 147 382 4.08 1.03
. . . 57 30 67 171 60
JSP2 There is no clear work orientation 148 78 174 a4 156 3.38 1.26
— . . 26 12 27 265 55
JSP3The goals and objectives of my job are ambiguous 68 31 70 688 143 3.81 0.95
12 30 15 328 -
P4Lack of social ] k 71 g4
JSP4Lack of social support by colleagues at wor 31 78 39 852 . 3 0
Lo . 13 27 228 117 -
JSP5Ambiguity in the nature of job role 34 70 592 304 - 4.17 0.69
JSP6Many assignments are given without enough material | 23 86 36 230 10 331 104
to accomplish them 6.0 22.3 9.4 59.7 2.6 ' '
- . 43 31 14 268 29
JSP7Guidelines for accomplishment are often not followed 112 81 36 696 75 3.54 111
. . . 70 23 24 213 55
JSP8Assignments that are above my skills are assigned 182 6.0 6.2 55 3 143 3.42 1.32
JSP9Many assignments are given with limited time to | 10 9 39 205 122 4.09 0.86
accomplish 2.6 2.3 10.1 53.2 317 ' '
. . 18 12 38 104 213
JSP10 I have too many assignments to complete at a time 17 31 9.9 270 553 4.25 1.07
Table 5. Perception of the loyalty (Commitment)
Loyalty items 1 2 3 4 5 Mean SD
LEP1 My job is pleasing to | 24 34 26 162 139 3903 115
me 6.2 8.8 6.8 42.1 36.1 ' '
LEP 2The condition of 35 17 136 145 52 302 102
service is satisfactory 9.1 4.4 35.3 37.7 13.5 ' '
LEP3 | am pleased with my | 12 25 24 180 144 4.09 0.99
colleagues 3.1 6.5 6.2 46.8 374 ' '
LEPAThe rewarding system | 8 16 81 172 108
of the department is 3.92 0.92
satisfactory 2.1 4.2 21.0 447 28.1
LEPSI am pleased with my | 17 12 14 107 235 438 101
colleagues interactions 4.4 3.1 3.6 27.8 61.0 ' '
LEP6My career progression | 13 18 43 144 167 413 101
is satisfactory 3.4 4.7 11.2 37.4 43.4 ' '
LEP71 am pleased with the
. 11 29 51 201 93
opportunity to make an 3.16 0.96
impact in my department 2.9 7.5 13.2 52.2 24.2
LEP8I am pleased with the | 3 20 38 144 180
:\S]I‘];are package for the 3 59 9.9 374 46.8 4.24 0.88
LEP9My department is 25 16 26 169 149 404 1.09
performing well 6.5 4.2 6.8 43.9 38.7 ' '
LEP10I am pleased with
my department 3 11 41 135 195 4.32 0.84
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D. Relationship between Organizational Culture, Stress
and Employee loyalty

To examine the correlation between three domains,
i.e., Organizational Culture, Stress, and Employee Loyalty,
the highest mean for organizational culture and work stress
and the lowest mean for loyalty (commitment) were
considered. To test their correlations, item OCP1 explains
that the structures of the organization were formalized,
item OCP7 explains that the employees were governed by

bureaucratic rules. Items of organizational culture OCP1
and OCP7 represented the rational culture and
development culture of the organization. Item JSP10 “I
have too many assignments to complete at a time” was
selected for job stress, while items LEP2 “The condition of
service is satisfactory” and LEP7 “I am pleased with the
opportunity to make an impact in my department” were
selected for job commitment (Table 5).

Table 6. Perception of organizational culture.

LEP7 OCP1
Sample Subjects(N) =385 JSP10 Stress LEP2 Loyalty Loyalty Culture OCP7 Culture
JSP10 r 1 -.120™ -271" 287" 012
Stress S I
19.p-value .009 .000 .000 .408
LEP2 r -120™ 1 044 - 037** 033%*
Loyalty _
Sig.p-value .009 197 .000 .0.000
LEP7 Loyalty | r -271" .044 1 288" -.096"
Sig.p-value .000 197 .000 .029
OCP1 r 287" -.037** .288™ 1 .098"
Itur -
Culture Sigp-value | .000 094 000 027
OCP7 r .012 .033** -.096" .098" 1
Culture -
Sig.p-value 408 0.000 .029 .027
P-value significant at *0.05 levels **at0.01 levels
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