
PREFACE TO THE EDITION 

It is with great pleasure that we present Volume 2, Issue 3 of the International Journal of 

Administration and Management Research Studies (IJAMRS). This issue brings together a 

collection of scholarly works that reflect the dynamic and evolving landscape of administration, 

management, organizational behaviour, and public governance. The articles featured herein offer 

valuable theoretical insights and practical implications for researchers, practitioners, policymakers, and 

academic communities seeking to understand and address the complex challenges of modern 

organizations. 

The opening study examines the influence of transformational leadership on employee 

engagement and job satisfaction within India's information technology sector. By highlighting the 

mediating role of employee engagement, the research reinforces the significance of visionary leadership 

in cultivating motivated, satisfied, and productive workforces in knowledge-driven organizations. 

Employee retention remains a strategic priority across industries, and the second contribution 

investigates the combined effects of compensation, career development, and workplace environment on 

retaining employees in the retail sector. The findings emphasize that sustainable retention extends 

beyond financial incentives and requires organizations to foster meaningful career progression 

alongside supportive work environments. 

Addressing another critical organizational concern, the third article explores the relationship 

between occupational stress and employee performance among healthcare professionals. The study 

demonstrates how perceived organizational support can effectively buffer the adverse effects of 

workplace stress, underscoring the importance of organizational well-being initiatives in maintaining 

workforce resilience and performance. 

Expanding the issue's scope into public administration, the fourth article presents a 

comprehensive examination of collaborative governance and network management through a 

systematic review and comparative international analysis. The proposed Collaborative Governance 

Performance Framework offers a significant conceptual contribution by identifying the institutional and 

managerial factors necessary for designing and sustaining effective multi-stakeholder partnerships in 

addressing complex public challenges. 

The final article investigates the interplay between organizational culture, employee 

commitment, and turnover intention within the banking sector. Its findings reaffirm that supportive 

organizational cultures strengthen employee commitment and reduce intentions to leave, providing 

valuable guidance for organizational leaders striving to enhance workforce stability and institutional 

effectiveness. 

Collectively, the contributions in this issue reflect the multidisciplinary nature of contemporary 

administration and management research. They highlight the interconnected roles of leadership, human 

resource management, organizational culture, employee well-being, governance innovation, and 

institutional collaboration in improving organizational performance and societal outcomes. The 

diversity of sectors and methodological approaches represented in this issue demonstrates the journal's 

commitment to publishing rigorous, relevant, and impactful research that advances both academic 

scholarship and professional practice. 

The Editorial Board extends its sincere appreciation to all authors for their scholarly 

contributions, to the reviewers for their meticulous evaluations, and to our readers for their continued 

trust and engagement with the journal. We hope that the research presented in this issue stimulates 

meaningful discussion, inspires future investigations, and contributes to the continued advancement of 

administration and management studies across national and international contexts. 

                                                                                                                            Dr. Biju John M 

                                                                                                                            Chief Editor 
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Abstract  

Leadership is widely regarded as a critical driver of organizational outcomes, yet the processes through which particular 

leadership styles influence employee attitudes require continued examination, especially in knowledge-intensive settings. This 

study examined the impact of transformational leadership on employee engagement and job satisfaction among employees in 

the information technology sector in India. A quantitative, cross-sectional survey design was adopted, and data were collected 

from 285 IT professionals using validated measures of transformational leadership, employee engagement, and job satisfaction. 

The data were analysed using descriptive statistics, Pearson correlation, and multiple linear regression. The results revealed 

significant positive relationships between transformational leadership and both engagement and job satisfaction, and between 

engagement and job satisfaction. Regression analysis indicated that transformational leadership and employee engagement 

together explained a substantial proportion of the variance in job satisfaction, with engagement emerging as the stronger 

predictor, and the pattern of results was consistent with engagement partially mediating the influence of leadership on 

satisfaction. The findings suggest that transformational leadership enhances job satisfaction partly by fostering employee 

engagement. The study recommends the development of transformational leadership capabilities and engagement-oriented 

human resource practices, and discusses implications for managers, human resource practitioners, and organizations operating 

in competitive technology markets. 

 

Keywords: - Transformational Leadership, Employee Engagement, Job Satisfaction, Information Technology, Survey 

Research 

 

I. INTRODUCTION  

Leadership has long been regarded as one of the most consequential influences on organizational effectiveness, shaping 

how employees think, feel, and behave at work (Yukl, 2013). Among the many approaches to leadership that scholars have 

proposed, transformational leadership has attracted sustained attention for its capacity to inspire and elevate followers beyond 

their immediate self-interest toward collective goals (Bass, 1985). Transformational leaders articulate a compelling vision, 

model desirable values, stimulate followers intellectually, and attend to their individual needs, and in doing so they are thought 

to raise motivation, commitment, and performance (Bass & Avolio, 1994). As organizations confront rapid change and 

intensifying competition, understanding how such leadership shapes employee attitudes remains a question of both scholarly 

and practical importance. 

This question is particularly salient in the information technology sector, a knowledge-intensive industry characterised 

by demanding project work, high employee mobility, and a persistent challenge of retaining skilled professionals. In such 

settings, the attitudes of employees toward their work, notably their engagement and job satisfaction, are closely tied to 

organizational success, influencing productivity, innovation, and retention (Harter et al., 2002). Where leadership can 

positively shape these attitudes, it offers a valuable lever for managing talent in a competitive labour market. Yet much of the 

influential evidence on transformational leadership derives from Western contexts, and its operation among Indian technology 

professionals warrants dedicated examination. 
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The Indian information technology industry provides a distinctive backdrop for this inquiry. It employs a large, young, 

and highly educated workforce, operates under demanding client expectations and tight project timelines, and experiences 

attrition rates that are among the highest of any sector. In this environment, leadership is not a peripheral concern but a central 

determinant of whether organizations can sustain the motivation and loyalty of their employees. Examining how 

transformational leadership functions here therefore addresses a matter of genuine strategic consequence, while also testing 

whether relationships established elsewhere hold in a different economic and cultural setting. 

A further consideration concerns the mechanisms through which leadership affects satisfaction. Rather than influencing 

job satisfaction directly, transformational leadership may operate partly through employee engagement, the energetic and 

absorbed involvement in one's work that mediates between organizational conditions and outcomes (Kahn, 1990). Clarifying 

whether engagement helps to transmit the effects of leadership on satisfaction can refine both theory and practice, indicating 

where managerial attention is most productively directed. 

Attention to mediating mechanisms reflects a broader maturation in leadership research, which has moved beyond 

documenting associations between leadership and outcomes toward explaining the processes that produce them. Knowing that 

transformational leadership relates to satisfaction is useful, but knowing that it does so partly by fostering engagement is more 

useful still, for it tells managers that cultivating engagement is one of the ways in which leadership yields its benefits. This 

process-oriented emphasis motivates the inclusion of engagement not merely as an additional outcome but as a hypothesised 

intermediary in the relationship under study. 

Against this background, the present study examined the impact of transformational leadership on employee 

engagement and job satisfaction among information technology professionals in India. It pursued three objectives: to assess 

the relationship between transformational leadership and job satisfaction; to assess the relationship between transformational 

leadership and employee engagement; and to examine the joint contribution of leadership and engagement to job satisfaction, 

including the possibility that engagement mediates the influence of leadership. By addressing these objectives, the study 

contributes context-specific evidence and offers guidance to managers and human resource practitioners. 

The significance of the study is both practical and theoretical. Practically, the information technology sector is a major 

contributor to the Indian economy and an arena of intense competition for skilled talent, so evidence on how leadership shapes 

the attitudes underlying retention and performance has direct managerial value. Theoretically, by examining engagement as an 

intervening variable rather than treating leadership and satisfaction as directly linked, the study contributes to the ongoing 

effort to understand the mechanisms of leadership influence. In doing so it responds to the recognition that identifying how, 

and not merely whether, leadership matters is essential to advancing both knowledge and practice (Wang et al., 2011). 

II. LITERATURE REVIEW 

2.1. Transformational Leadership 

Transformational leadership is commonly conceptualised through four interrelated dimensions: idealised influence, 

inspirational motivation, intellectual stimulation, and individualised consideration (Bass & Avolio, 1994). Together these 

dimensions describe a leader who serves as a role model, communicates an inspiring vision, encourages creativity, and supports 

the development of each follower. The construct is typically situated within the full-range model of leadership and is most 

often measured with the Multifactor Leadership Questionnaire (Avolio & Bass, 2004). Meta-analytic evidence has established 

that transformational leadership is positively associated with a broad range of individual and organizational outcomes, 

including performance, motivation, and satisfaction (Judge & Piccolo, 2004; Wang et al., 2011), and reviews of the field 

continue to affirm its relevance across sectors (Northouse, 2019). 

A recurring theme in this literature is that the effects of transformational leadership are not confined to performance but 

extend to the attitudes and wellbeing of employees. By fostering a sense of meaning, competence, and belonging, 

transformational leaders are thought to create conditions in which employees invest more of themselves in their work. This 

attitudinal pathway is central to the present study, which focuses on engagement and satisfaction as proximal outcomes of 

leadership rather than on performance alone, and which treats these attitudes as valuable both in themselves and as antecedents 

of behaviour important to organizations. 

2.2. Employee Engagement 

Employee engagement refers to the harnessing of organizational members to their work roles, such that they employ 

and express themselves physically, cognitively, and emotionally during role performance (Kahn, 1990). A prominent 

conceptualisation characterises engagement as a positive, fulfilling, work-related state of mind marked by vigour, dedication, 

and absorption (Schaufeli et al., 2002). Engagement has been linked to a range of favourable outcomes, including higher 

performance, lower turnover intention, and greater satisfaction (Saks, 2006), and it is often understood within the job demands-

resources framework, in which job and personal resources foster engagement that in turn drives positive outcomes (Bakker & 

Demerouti, 2007). 

Engagement is distinguished from related constructs such as job satisfaction and organizational commitment by its 

emphasis on the active investment of energy in work rather than on a general evaluative attitude or a bond to the organization. 

This distinction is important for the present study, because it allows engagement to be positioned as a motivational state that 

may mediate between the conditions leaders create and the satisfaction employees ultimately report. Understood in this way, 

engagement links the antecedent of leadership to the outcome of satisfaction in a theoretically coherent manner. 

2.3. Job Satisfaction 

Job satisfaction is classically defined as a pleasurable or positive emotional state resulting from the appraisal of one's 

job or job experiences (Locke, 1976). As one of the most extensively studied attitudes in organizational research, it has been 

associated with important outcomes, including job performance, organizational commitment, and reduced turnover (Judge et 
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al., 2001). Because satisfied employees tend to be more committed and less likely to leave, job satisfaction is of particular 

concern in industries such as information technology where the retention of skilled staff is a persistent challenge. 

Job satisfaction is understood to arise from both the intrinsic features of work, such as its variety and meaning, and its 

extrinsic features, such as pay and conditions, as well as from the social environment created by supervisors and colleagues.  

Leadership occupies a prominent place among these influences, since supervisors shape the daily experience of work in ways 

that bear directly on how employees evaluate their jobs. This positions leadership as a plausible and important antecedent of 

satisfaction, and it is the nature of this influence, and its transmission through engagement, that the present study seeks to 

clarify. 

2.4. Leadership, Engagement, and Job Satisfaction 

A growing body of research connects transformational leadership to both engagement and satisfaction. 

Transformational leaders provide the vision, support, and recognition that function as resources fostering engagement 

(Breevaart et al., 2014), and their behaviour has been shown to enhance job satisfaction, in part through the trust and meaning 

they cultivate (Braun et al., 2013). Moreover, engagement is frequently found to mediate the relationship between leadership 

and employee outcomes, suggesting that leadership shapes satisfaction partly by energising employees' involvement in their 

work (Saks, 2006). This body of evidence motivates the examination of engagement as an intervening variable in the present 

study. 

The proposition that engagement mediates the leadership-satisfaction relationship is theoretically attractive because it 

specifies a plausible psychological process. Transformational leaders provide vision, encouragement, and individualised 

support; these behaviours function as resources that heighten employees' vigour, dedication, and absorption; and this 

heightened engagement, being intrinsically rewarding, contributes to more favourable evaluations of the job as a whole. 

Establishing this chain empirically, even with the caution warranted by a cross-sectional design, would offer managers a clearer 

indication of where their efforts to improve satisfaction might most effectively be directed. 

2.5. Theoretical Framework 

The study is grounded in the full-range leadership model, which positions transformational leadership as the most active 

and effective end of a continuum of leadership behaviours (Bass & Avolio, 1994), and in social exchange theory, which 

explains why leadership influences attitudes (Blau, 1964). According to social exchange theory, employees who experience 

supportive, inspiring leadership reciprocate with greater engagement and more favourable attitudes toward their work, creating 

a cycle of mutual benefit. Together these perspectives suggest that transformational leadership fosters engagement and 

satisfaction, and that engagement serves as a mechanism linking leadership to satisfaction. 

Social exchange theory is particularly useful for explaining the mediating role proposed here. It holds that relationships 

develop through reciprocal exchanges in which favourable treatment elicits favourable responses. When leaders invest in 

employees through vision, encouragement, and individualised support, employees perceive this as valuable and respond by 

investing more of themselves in their work, that is, by becoming more engaged. This heightened engagement, an intrinsically 

rewarding state, then contributes to a more positive overall evaluation of the job. The theory thus provides a coherent rationale 

for expecting engagement to carry part of the influence of leadership on satisfaction, complementing the descriptive account 

offered by the full-range leadership model. 

2.6. Research Gap and Hypotheses 

Although the international literature robustly links transformational leadership to positive outcomes, rigorous evidence 

from the Indian information technology sector, and specifically on the mediating role of engagement in this setting, remains 

limited. Addressing this gap, the study tested three hypotheses. The first proposed that transformational leadership is posit ively 

related to job satisfaction. The second proposed that transformational leadership is positively related to employee engagement. 

The third proposed that transformational leadership and employee engagement jointly predict job satisfaction, with 

engagement contributing incremental predictive value consistent with a mediating role. 

III. METHODS 

3.1. Research Design 

A quantitative, cross-sectional survey design was adopted to examine the relationships among the study variables. This 

design is appropriate for assessing the strength and direction of associations among naturally occurring variables and for testing 

predictive models through regression, and it is widely used in organizational research where experimental manipulation of 

leadership is impractical. 

3.2. Population and Sample 

The target population comprised professionals employed in information technology firms in India. A sample of 285 

employees was obtained through a combination of stratified and convenience sampling across several organizations, with 

strata reflecting job level to ensure representation of both junior and senior staff. The sample comprised 162 men and 123 

women, with a mean age of 31.4 years and an average organizational tenure of 5.2 years. The sample size exceeded the 

minimum required for stable estimation of correlation and regression coefficients with two predictors. 

Respondents were drawn from a range of roles, including software development, testing, project management, and 

support functions, and from organizations of varying size, in order to capture a broad cross-section of the sector. Prior to the 

main analyses, the data were screened for missing values and careless responding, and cases with substantial omissions were 

excluded. This screening yielded the final sample of 285 usable responses on which the reported analyses were conducted. 
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3.3. Instruments 

Transformational leadership was measured using items adapted from the Multifactor Leadership Questionnaire 

capturing the four dimensions of the construct (Avolio & Bass, 2004). Employee engagement was measured with items based 

on an established engagement scale assessing vigour, dedication, and absorption (Schaufeli et al., 2002). Job satisfaction was 

measured with a validated multi-item satisfaction scale. All items were rated on a five-point Likert format ranging from 

strongly disagree to strongly agree, and scale scores were computed as the mean of their constituent items. 

The use of established instruments offered several advantages. It grounded the measurement in constructs whose 

validity has been examined across numerous studies, facilitated comparison with prior research, and reduced the risk of 

idiosyncratic or ambiguous item wording. Where items were adapted to suit the sector and setting, care was taken to preserve 

their original meaning, and the adapted instruments were reviewed to ensure that they remained faithful to the constructs they 

were intended to capture. 

3.4. Validity and Reliability 

Content validity was supported by adapting established, widely used instruments and by expert review of the adapted 

items for clarity and relevance. A pilot study with 30 respondents informed minor refinements. Internal consistency reliability 

was satisfactory for all scales, with Cronbach's alpha values of .91 for transformational leadership, .88 for employee 

engagement, and .86 for job satisfaction, each exceeding the conventional threshold. 

3.5. Data Collection 

Data were collected through a structured questionnaire administered electronically. Participation was voluntary and 

anonymous, and respondents were informed of the purpose of the study and assured that their responses would be used solely 

for research. To reduce the risk of common method bias, the questionnaire assured respondents of anonymity, separated the 

predictor and criterion items, and used clear, concise wording, in line with recommended procedural remedies (Podsakoff et 

al., 2003). 

3.6. Data Analysis 

The data were analysed using descriptive statistics, Pearson product-moment correlation, and multiple linear regression. 

Correlation analysis addressed the first two hypotheses, while multiple regression addressed the third by estimating the joint 

and unique contributions of transformational leadership and engagement to job satisfaction. The assumptions of normality, 

linearity, homoscedasticity, and the absence of multicollinearity were examined and found tenable, and statistical significance 

was evaluated at the .05 level. 

IV. RESULTS 

4.1. Descriptive Statistics and Correlations 

Means, standard deviations, and intercorrelations for the study variables are presented in Table 1. Scores on all three 

variables were moderately high, indicating generally favourable perceptions of leadership, engagement, and satisfaction among 

respondents. 

           Table 1. Descriptive Statistics and Correlations among the Study Variables 

Variable M SD 1 2 3 

Transformational leadership 3.78 0.62 —   

Employee engagement 3.85 0.59 .52** —  

Job satisfaction 3.71 0.66 .48** .57** — 

             Note. N = 285. All variables measured on five-point scales. **p < .01. 

As Table 1 shows, transformational leadership was significantly and positively correlated with job satisfaction (r = .48, 

p < .01), supporting the first hypothesis, and with employee engagement (r = .52, p < .01), supporting the second hypothesis.  

Employee engagement was also strongly correlated with job satisfaction (r = .57, p < .01). All correlations were positive, 

statistically significant, and moderate to strong in magnitude, consistent with theoretical expectations. 

The relative magnitudes of the correlations are themselves suggestive. That engagement correlated more strongly with 

satisfaction than did leadership hints at engagement's proximity to satisfaction in the hypothesised chain, while the substantial 

leadership-engagement correlation is consistent with the notion that leadership operates as an antecedent of engagement. These 

bivariate patterns, although not conclusive, anticipate the mediating structure examined in the regression analysis that follows. 

4.2. Regression Analysis 

To test the third hypothesis, job satisfaction was regressed simultaneously on transformational leadership and employee 

engagement. The results are reported in Table 2. 

             Table 2. Multiple Regression Predicting Job Satisfaction 

Predictor B SE B β t 

Transformational leadership 0.31 0.06 .29 5.17** 

Employee engagement 0.44 0.06 41 7.32** 

                             Note. N = 285. Dependent variable: job satisfaction. R² = .39, F(2, 282) = 90.14, p < .001. **p < .001. 
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The regression model was statistically significant and explained approximately 39 per cent of the variance in job 

satisfaction, R-squared = .39, F(2, 282) = 90.14, p < .001. Both predictors made significant unique contributions, with 

employee engagement the stronger predictor (β = .41, p < .001) and transformational leadership also significant (β = .29, p < 

.001). Notably, the standardized coefficient for transformational leadership was smaller than its zero-order correlation with 

satisfaction, a pattern consistent with partial mediation by engagement, whereby leadership influences satisfaction both directly 

and indirectly through its effect on engagement. The third hypothesis was therefore supported. 

The relative contributions of the two predictors are instructive. Employee engagement accounted for the larger share of 

unique variance, reinforcing its position as a proximal correlate of satisfaction, while transformational leadership retained an 

independent association even after engagement was taken in to account. This combination, in which the direct effect of 

leadership persists but is diminished relative to its bivariate association, is precisely the signature of partial rather than full 

mediation, indicating that leadership operates on satisfaction through more than one route. 

4.3. Summary of Findings 

In sum, all three hypotheses were supported. Transformational leadership was positively related to both engagement 

and job satisfaction, the two attitudinal variables were positively related, and leadership and engagement together accounted 

for a substantial share of the variance in satisfaction, with the pattern of coefficients indicating that engagement partially 

mediates the effect of leadership on satisfaction. 

V. DISCUSSION 

5.1. Leadership and Job Satisfaction 

The finding that transformational leadership is positively related to job satisfaction accords with a substantial 

international literature (Judge & Piccolo, 2004; Braun et al., 2013). The moderate association suggests that leaders who 

articulate a vision, model values, stimulate thinking, and support individual development contribute meaningfully to how 

satisfied employees feel with their work. In the demanding environment of the information technology sector, such leadership 

appears to be a valuable resource, and the result extends the evidence to the Indian technology context, where dedicated study 

has been limited. 

It is worth noting that the association, while meaningful, was moderate rather than overwhelming, indicating that 

leadership is one important influence on satisfaction among several. This is consistent with the understanding that satisfaction 

is multiply determined, arising from the interplay of task, reward, and social factors as well as leadership. The practical 

message is not that leadership alone secures satisfaction, but that it is a controllable and consequential lever that organizations 

can deliberately strengthen alongside other determinants. 

5.2. The Mediating Role of Engagement 

Employee engagement emerged as the strongest predictor of job satisfaction and as an apparent mediator of the 

leadership-satisfaction relationship. This pattern is consistent with the view that transformational leaders enhance satisfaction 

partly by energising employees' involvement in their work (Saks, 2006; Breevaart et al., 2014), and it aligns with the job 

demands-resources perspective, in which leadership functions as a resource that fosters engagement and, through it, favourable 

outcomes (Bakker & Demerouti, 2007). The result underscores that engagement is not merely an outcome of good leadership 

but a conduit through which leadership shapes other attitudes. 

This mediating role has both explanatory and practical significance. Explanatorily, it helps to specify the process by 

which leadership matters, moving the account beyond a simple direct link. Practically, it implies that the value of 

transformational leadership for satisfaction is realised in part through its capacity to engage employees, and that interventions 

which strengthen engagement may therefore complement and extend the benefits of leadership. The finding accordingly 

integrates leadership and engagement within a single, coherent explanation of employee satisfaction. 

5.3. Theoretical Implications 

Theoretically, the findings support an integrative account in which transformational leadership, engagement, and 

satisfaction are linked in a coherent chain, consistent with social exchange theory (Blau, 1964) and the full-range leadership 

model (Bass & Avolio, 1994). Employees who experience supportive and inspiring leadership appear to reciprocate with 

heightened engagement, which in turn is associated with greater satisfaction. Although the cross-sectional design precludes 

firm causal conclusions, the observed pattern lends contextual support to these theoretical frameworks and to the mediating 

role of engagement. 

The convergence of the present results with theory developed largely in other contexts is itself noteworthy, suggesting 

that the mechanisms linking transformational leadership to employee attitudes may operate similarly across cultural and 

economic settings. At the same time, the moderate magnitudes observed leave room for contextual factors to shape the strength 

of these relationships, and future work attentive to such factors could refine the account. The findings thus both corroborate 

established theory and point toward the conditions under which its predictions are more or less strongly realised. 

5.4. Practical Implications 

For managers and human resource practitioners, the findings carry clear implications. Because transformational 

leadership is associated with more engaged and satisfied employees, organizations may benefit from developing such 

leadership through selection, training, and coaching that build visioning, communication, and individualised support 

capabilities (Northouse, 2019). Because engagement mediates the effect of leadership on satisfaction, human resource practices 

that strengthen engagement, such as meaningful job design, recognition, and development opportunities, are likely to amplify 
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the benefits of good leadership. In the competitive information technology labour market, these measures may support 

retention and performance by improving the attitudes on which they depend (Harter et al., 2002). 

These implications are especially pertinent given the cost of attrition in the technology sector, where the loss of 

experienced professionals carries substantial financial and operational consequences. Investment in leadership development 

and engagement is therefore not merely a matter of employee wellbeing but a strategic response to a pressing business 

challenge. Managers are well advised to regard the cultivation of transformational leadership and the strengthening of 

engagement as complementary rather than separate initiatives, since the evidence suggests that their benefits for satisfaction 

are intertwined. 

5.5. Limitations and Future Research 

Several limitations should be noted. The cross-sectional design does not permit causal inference, and the reliance on 

self-report data from a single source raises the possibility of common method bias, although procedural remedies were 

employed (Podsakoff et al., 2003). The use of convenience sampling within one sector limits generalisability, and the study 

did not examine potential moderators. Future research could employ longitudinal or multi-source designs to strengthen causal 

inference, formally test mediation using appropriate statistical techniques, and extend the inquiry across sectors and cultures. 

Investigating moderators such as organizational culture and job characteristics would further enrich understanding of when 

transformational leadership is most effective. 

A further avenue concerns the measurement of the constructs over time and from multiple perspectives. Gathering 

leadership ratings from employees, engagement from employees, and satisfaction at a later point, or drawing on supervisor 

and peer assessments, would reduce concerns about common method variance and allow the temporal ordering implied by the 

mediation hypothesis to be tested more directly. Combining such designs with objective indicators of retention and 

performance would also connect the attitudinal focus of the present study to the behavioural outcomes of ultimate interest to 

organizations. 

VI. CONCLUSION 

This study examined the impact of transformational leadership on employee engagement and job satisfaction among 

information technology professionals in India. The evidence indicates that transformational leadership is positively related to 

both engagement and satisfaction, that engagement and satisfaction are themselves related, and that leadership and engagement 

together explain a substantial proportion of the variance in satisfaction, with engagement partially mediating the influence of 

leadership. These findings contribute context-specific evidence to the leadership literature and support an integrative 

understanding in which leadership shapes employee satisfaction both directly and through engagement. By developing 

transformational leadership and strengthening engagement, organizations in the information technology sector may enhance 

the employee attitudes that underpin retention and performance. 

More broadly, the study reinforces a view of leadership as effective not in isolation but through the psychological states 

it cultivates in employees. For organizations competing for scarce talent, this view carries a hopeful implication: the attitudes 

on which their success depends are amenable to influence through leadership and human resource practices that lie within their 

control. Realising this potential calls for a deliberate and sustained commitment to developing transformational leaders and to 

fostering the engagement through which their influence is, in substantial part, expressed. 
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Abstract  

Employee retention is a persistent challenge in the retail sector, where high turnover imposes substantial costs and disrupts 

service. This study examined the influence of three human resource determinants, namely compensation, career development, 

and work environment, on employee retention among retail employees in India, and assessed their relative contributions. A 

quantitative, cross-sectional survey design was adopted, and data were collected from 320 retail employees using validated 

measures of compensation satisfaction, career development opportunities, work environment, and intention to stay. The data 

were analysed using descriptive statistics, Pearson correlation, and multiple linear regression. The results indicated that all 

three determinants were significantly and positively related to retention, and that together they explained a substantial 

proportion of the variance in the intention to stay. Career development opportunities emerged as the strongest predictor, 

followed by compensation and work environment. The findings suggest that, while pay remains important, opportunities for 

growth and a supportive work environment are also central to retaining retail employees. The study recommends a balanced 

retention strategy that combines competitive compensation with clear career pathways and a positive work environment, and 

discusses implications for managers and human resource practitioners in the retail sector, where the retention of frontline staff 

is critical to performance. 
 

Keywords: - Employee Retention, Compensation, Career Development, Work Environment, Retail Sector 

 

I. INTRODUCTION  

Employee turnover is a costly and disruptive problem for organizations, and its counterpart, retention, is 

correspondingly a central concern of human resource management. The departure of employees imposes direct costs of 

recruitment, selection, and training and indirect costs of lost productivity, diminished morale, and interrupted service, and a 

century of research has sought to understand why employees leave and how they may be retained (Hom et al., 2017; Griffeth 

et al., 2000). Because retention depends on the interplay of many factors, and because organizations can influence only some 

of them, identifying the human resource determinants that most strongly shape the decision to stay is of particular practical 

value. 

This question is especially pressing in the retail sector. Retail employment is characterised by frontline service roles, 

modest pay, irregular hours, and limited perceived career prospects, and the sector is notorious for high rates of turnover. 

Because frontline employees are the principal point of contact between the organization and its customers, their retention bears 

directly on service quality, customer relationships, and ultimately performance. Understanding what keeps retail employees in 

their jobs is therefore a matter of strategic as well as operational importance. 

The Indian retail sector provides a particularly relevant setting for this inquiry. It has expanded rapidly with the growth 

of organised retail, employs a large and predominantly young workforce, and competes intensely for staff, while offering 

conditions that many employees regard as demanding and prospects that they often perceive as limited. In this environment, 

turnover is both frequent and costly, and the determinants of retention are of pressing concern to employers. Studying these 

determinants in the Indian retail context also tests whether relationships established elsewhere hold under different labour-

market and cultural conditions. 
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Among the many possible determinants of retention, three human resource factors recur prominently in the literature 

and in managerial practice: the compensation employees receive, the opportunities for career development available to them, 

and the quality of the work environment in which they operate. These factors are, to a considerable degree, within the control 

of management, making them natural targets for retention strategy. Yet their relative importance is contested, and evidence on 

how they combine to shape retention among retail employees, particularly in the Indian context, remains limited. 

Against this background, the present study examined the influence of compensation, career development, and work 

environment on employee retention among retail employees in India, and assessed their relative contributions. The study 

pursued four objectives: to assess the relationship between compensation and retention; to assess the relationship between 

career development and retention; to assess the relationship between work environment and retention; and to determine their 

relative predictive importance. In doing so, the study contributes context-specific evidence and offers guidance to managers 

seeking to design effective retention strategies. 

The significance of the study lies in its comparative focus. Rather than examining a single determinant in isolation, it 

assesses three important human resource factors together, allowing their relative importance to be judged and their combined 

contribution to be estimated. This comparative emphasis is practically valuable, since managers operate under resource 

constraints and must decide where to concentrate their retention efforts. Evidence on which determinants matter most, and by 

how much, therefore offers more actionable guidance than the study of any one factor alone, particularly in a sector where 

retention is a chronic and costly problem. 

II. LITERATURE REVIEW 

2.1. Employee Retention and Turnover 

Employee retention refers to the ability of an organization to keep its employees and to reduce voluntary turnover. It is 

commonly studied through its converse, turnover intention, and through the intention to stay, both of which are strong cognitive 

precursors of actual turnover (Tett & Meyer, 1993 ; Kraut, 1975). Decades of research and successive meta-analyses have 

identified a wide range of antecedents, including job attitudes, alternative opportunities, and organizational practices (Cotton 

& Tuttle, 1986 ; Griffeth et al., 2000). More recent perspectives, such as job embeddedness, emphasise the web of links, fit, 

and sacrifice that bind employees to their organizations and communities (Mitchell et al., 2001), and reviews continue to 

translate this accumulated knowledge into evidence-based retention strategies (Allen et al., 2010 ; Steel et al., 2002). 

A recurring theme in this literature is that retention is best understood as the product of both attitudinal and structural 

forces, and that organizations retain employees not by addressing a single factor but by shaping the broader employment 

experience. This systemic view implies that the determinants examined here should be considered together rather than 

separately, since employees weigh pay, prospects, and conditions in combination when deciding whether to stay. The present 

study reflects this understanding by examining the three determinants jointly and comparing their relative influence. 

2.2. Compensation 

Compensation, encompassing pay and financial benefits, is among the most visible and frequently cited determinants 

of retention. Adequate and equitable pay meets fundamental needs and signals that the organization values its employees, and 

dissatisfaction with pay is a common reason for leaving (Milkovich et al., 2014). In two-factor terms, pay functions 

substantially as a hygiene factor whose inadequacy produces dissatisfaction and departure (Herzberg et al., 1959). Although 

meta-analytic evidence suggests that pay is a weaker predictor of turnover than some attitudinal factors (Griffeth et al., 2000), 

it remains particularly salient in low-wage sectors such as retail, where financial considerations weigh heavily in employees' 

decisions. 

The role of compensation is nonetheless more nuanced than a simple more-is-better relationship. What matters is not 

only the absolute level of pay but its perceived adequacy and fairness relative to effort, to peers, and to alternatives. Employees 

who regard their pay as inequitable are prone to dissatisfaction and departure even where absolute levels are not especially 

low. For this reason the present study measured satisfaction with compensation rather than pay level alone, capturing the 

evaluative judgement that most directly bears on the decision to stay. 

2.3. Career Development 

Career development refers to the opportunities an organization provides for employees to grow, advance, and acquire 

skills. Investment in employee development builds human capital and signals a long-term commitment to employees, fostering 

attachment and reducing the inclination to leave (Becker, 1964). Research links perceptions of career growth to stronger 

organizational commitment and lower turnover intention (Weng et al., 2010), and career-related motivators, in two-factor 

terms, are among the factors that generate genuine satisfaction and engagement (Herzberg et al., 1959). In sectors where 

employees perceive limited prospects, the provision of visible career pathways may be an especially powerful retention lever. 

Career development may influence retention through several channels. It builds the skills and confidence that make 

work more rewarding, it signals that the organization values employees and is invested in their futures, and it offers a reason 

to remain that competing employers may not match. Because these channels engage both the instrumental and the relational 

aspects of the employment relationship, career development has the potential to foster a durable attachment that pay alone may 

not secure. This reasoning underlies the expectation that development would prove a particularly influential determinant. 

2.4. Work Environment 

The work environment encompasses the physical conditions, interpersonal relationships, and supportiveness of the 

workplace. A positive environment, marked by supportive supervision, good relationships, and reasonable conditions, 

contributes to satisfaction and attachment, whereas a poor environment drives employees away. Perceived organizational 

support, a key element of a supportive environment, is consistently associated with favourable attitudes and reduced turnover 
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(Rhoades & Eisenberger, 2002), and a supportive environment fosters the affective commitment that binds employees to the 

organization (Meyer & Allen, 1991). In the demanding conditions of retail work, the quality of the environment may materially 

affect whether employees choose to remain. 

2.5. Theoretical Framework 

The study is grounded in Herzberg's two-factor theory and in social exchange theory. The two-factor theory 

distinguishes hygiene factors, such as pay and conditions, whose inadequacy produces dissatisfaction, from motivators, such 

as growth and advancement, that generate genuine satisfaction (Herzberg et al., 1959), and it thereby suggests that 

compensation and work environment may operate somewhat differently from career development. Social exchange theory 

adds that employees reciprocate favourable treatment, such as fair pay, development opportunities, and support, with loyalty 

and a willingness to remain (Blau, 1964). Together these perspectives suggest that all three determinants foster retention, while 

allowing that their relative influence may differ. 

The combination of these frameworks is instructive for the present study. The two-factor theory implies that 

compensation and work environment, as hygiene-related factors, may be necessary to prevent dissatisfaction without strongly 

generating the positive attachment that motivates employees to stay, whereas career development, as a motivator, may more 

actively foster that attachment. Social exchange theory complements this by explaining why each determinant matters: 

favourable treatment of any kind elicits reciprocal loyalty. Together the frameworks generate the expectation that all three 

determinants relate positively to retention, but that development may carry particular weight, an expectation the study tests 

directly. 

2.6. Research Gap and Hypotheses 

Although the international literature links compensation, career development, and work environment to retention, 

evidence on their relative importance among retail employees in the Indian context remains limited. Addressing this gap, the 

study tested four hypotheses. The first three proposed that compensation, career development, and work environment, 

respectively, are positively related to retention. The fourth proposed that the three determinants jointly predict retention, and 

examined their relative predictive importance, with career development expected to emerge as a particularly strong predictor 

given its role as a motivator. 

III. METHODS 

3.1. Research Design 

A quantitative, cross-sectional survey design was adopted to examine the relationships among the study variables and 

to assess the relative contribution of the three determinants to retention. This design is appropriate for assessing the strength 

and direction of associations among naturally occurring variables and for comparing the predictive importance of multiple 

predictors through multiple regression, and it is widely used in human resource research. 

3.2. Population and Sample 

The target population comprised employees of retail organizations in India. A sample of 320 employees was obtained 

through stratified random sampling across several retail chains, with strata reflecting store format and job level to ensure 

representation across the sector. The sample comprised 171 men and 149 women, with a mean age of 28.6 years and an average 

organizational tenure of 3.4 years. The sample size exceeded the minimum required for stable estimation of regression 

coefficients with three predictors. 

Respondents were drawn from a range of roles, including sales associates, cashiers, and supervisory staff, and from 

stores of differing format and size, in order to capture a broad cross-section of the sector. Prior to the main analyses, the data 

were screened for missing values and careless responding, and cases with substantial omissions were excluded, yielding the 

final sample of 320 usable responses on which the reported analyses were conducted. 

3.3. Instruments 

Compensation satisfaction was measured with a validated pay-satisfaction scale, career development with items 

assessing perceived growth and advancement opportunities, and work environment with a scale capturing supportiveness and 

workplace conditions. Retention was operationalised as the intention to stay, measured with a short, widely used scale 

reflecting the intention to remain with the organization. All items were rated on a five-point Likert format ranging from strongly 

disagree to strongly agree, and scale scores were computed as the mean of their constituent items. 

3.4. Validity and Reliability 

Content validity was supported by the use of established instruments and by expert review of the items for clarity and 

relevance, and a pilot study with 30 respondents informed minor refinements. Internal consistency reliability was satisfactory 

for all scales, with Cronbach's alpha values of .87 for compensation, .89 for career development, .85 for work environment, 

and .86 for intention to stay, each exceeding the conventional threshold. 

3.5. Data Collection 

Data were collected through a structured questionnaire administered with the permission of store management. 

Participation was voluntary and anonymous, and respondents were informed of the purpose of the study and assured of 

confidentiality. To reduce the risk of common method bias, respondents were assured of anonymity, the predictor and criterion 

items were separated, and clear wording was used, in line with recommended procedural remedies (Podsakoff et al., 2003). 
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3.6. Data Analysis 

The data were analysed using descriptive statistics, Pearson product-moment correlation, and standard multiple linear 

regression. Correlation analysis addressed the first three hypotheses, while multiple regression addressed the fourth by 

estimating the joint and unique contributions of the three determinants and comparing their standardized coefficients to assess 

relative importance. The assumptions of normality, linearity, homoscedasticity, and the absence of multicollinearity were 

examined and found tenable, and statistical significance was evaluated at the .05 level. 

IV. RESULTS 

4.1. Descriptive Statistics and Correlations 

Means, standard deviations, and intercorrelations for the study variables are presented in Table 1. Scores on the 

determinants and on the intention to stay were moderate, reflecting generally favourable but not uniformly high perceptions 

among respondents. 

                            Table 1. Descriptive Statistics and Correlations among the Study Variables 

Variable M SD 1 2 3 4 

Compensation 3.48 0.72 —    

Career development 3.35 0.78 41** —   

Work environment 3.72 0.63 37** .44** —  

Intention to stay 3.44 0.81 .41** .49** .38** — 

                                 Note. N = 320. Variables measured on five-point scales. **p < .01. 

As Table 1 shows, all three determinants were significantly and positively correlated with the intention to stay. Career 

development showed the strongest correlation (r = .49, p < .01), followed by compensation (r = .41, p < .01) and work 

environment (r = .38, p < .01). The first three hypotheses were therefore supported. The determinants were also moderately 

intercorrelated, indicating related but distinct constructs. 

The moderate intercorrelations among the determinants are consistent with the expectation that organizations which 

invest in one aspect of the employment experience often invest in others, so that pay, development, and environment tend to 

move together to some degree. Because these correlations were not so high as to indicate redundancy, each determinant 

retained the potential to contribute independently to retention, a possibility examined directly in the regression analysis. The 

absence of excessive intercorrelation also supported the assumption of no problematic multicollinearity in that analysis. 

4.2. Regression Analysis 

To test the fourth hypothesis and assess relative importance, the intention to stay was regressed simultaneously on the 

three Allen determinants, as reported in Table 2. 

               Table 2. Multiple Regression Predicting Intention to Stay 

Predictor B SE B β 

Compensation 0.25 0.06 .22** 

Career development 0.35 0.06 .34** 

Work environment 0.24 0.07 .19** 

                        Note. N = 320. Dependent variable: intention to stay. R² = .34, F(3, 316) = 54.24, p < .001. **p < .01. 

The regression model was statistically significant and explained approximately 34 per cent of the variance in the 

intention to stay, R-squared = .34, F(3, 316) = 54.24, p < .001. All three determinants made significant unique contributions. 

Career development was the strongest predictor (β = .34, p < .01), followed by compensation (β = .22, p < .01) and work 

environment (β = .19, p < .01). The fourth hypothesis was therefore supported, and the pattern of coefficients indicates that, 

while all three factors matter, career development carries the greatest weight in shaping the decision to stay. 

4.3. Relative Importance of the Determinants 

The comparison of standardized coefficients clarifies the relative importance of the three determinants. That career 

development emerged as the strongest predictor, exceeding compensation, is notable given the common assumption that pay 

dominates retention decisions in low-wage sectors. Compensation nonetheless remained a significant predictor, consistent with 

its salience in retail, while work environment, though the weakest of the three, retained an independent association with 

retention. The results thus point to a configuration in which growth opportunities lead, but pay and environment also contribute 

meaningfully. 

4.4. Summary of Findings 

In sum, all four hypotheses were supported. Compensation, career development, and work environment were each 

positively related to the intention to stay, and together they explained a substantial share of its variance, with career 

development the strongest predictor, followed by compensation and work environment. 

V. DISCUSSION 

5.1. Compensation and Retention 
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The finding that compensation is positively related to retention accords with the long-standing recognition that pay 

influences employees' decisions to stay or leave (Milkovich et al., 2014). In the retail sector, where wages are typically modest 

and financial pressures acute, adequate and equitable compensation appears to be an important, though not the dominant, 

determinant of retention. The result is consistent with the view that pay functions substantially as a hygiene factor whose 

adequacy is necessary to prevent dissatisfaction and departure (Herzberg et al., 1959), even if it is not the most powerful driver 

of the intention to stay. 

5.2. Career Development and Retention 

The emergence of career development as the strongest predictor is the study's most striking finding. It suggests that 

retail employees are retained not merely by what they earn but by the prospect of growth and advancement, consistent with 

human capital and career-growth perspectives (Becker, 1964; Weng et al., 2010) and with the role of development as a 

motivator in two-factor terms (Herzberg et al., 1959). Where employees perceive that the organization invests in their future, 

they appear more inclined to commit to it, a pattern of particular significance in a sector often assumed to offer limited 

prospects and to compete chiefly on pay. 

5.3. Work Environment and Retention 

The positive relationship between work environment and retention confirms that supportive conditions and 

relationships contribute to employees' willingness to remain, consistent with evidence on perceived organizational support and 

commitment (Rhoades & Eisenberger, 2002; Meyer & Allen, 1991). Although work environment was the weakest of the three 

predictors, its independent contribution indicates that the daily experience of a supportive workplace matters in its own right. 

In the demanding conditions of retail work, attention to the environment complements, rather than substitutes for, competitive 

pay and development opportunities. 

5.4. Theoretical and Practical Implications 

Theoretically, the findings support an integrative account in which multiple determinants, operating as both hygiene 

factors and motivators, jointly shape retention, consistent with two-factor theory (Herzberg et al., 1959) and social exchange 

theory (Blau, 1964). The prominence of career development suggests that motivators may be especially decisive for the 

intention to stay. Practically, the results indicate that retention strategies should be balanced rather than narrowly focused on 

pay: managers are well advised to combine competitive compensation with clear career pathways and a supportive 

environment (Allen et al., 2010 ; Steel et al., 2002). Given the strength of career development, investment in training, 

advancement, and visible growth opportunities may offer a particularly effective and sometimes underused means of retaining 

retail employees. 

5.5. Limitations and Future Research 

Several limitations should be noted. The cross-sectional design does not permit causal inference, and the reliance on 

self-report data raises the possibility of common method bias, although procedural remedies were employed (Podsakoff et al., 

2003). The focus on a single sector limits generalisability, and the study examined the intention to stay rather than actual 

retention. Future research could employ longitudinal designs linking the determinants to actual turnover, examine additional 

determinants and their interactions, and extend the inquiry across sectors and regions. Investigating how the relative 

importance of the determinants varies across employee groups would further refine retention strategy. 

A further avenue concerns the interplay among the determinants and the possibility that their effects are conditional. 

Career development may matter more to younger employees or to those early in their tenure, while compensation may weigh 

more heavily for those with greater financial responsibilities, and a supportive environment may be especially valued under 

demanding conditions. Examining such contingencies, and incorporating actual turnover as an outcome alongside the intention 

to stay, would deepen understanding of how the determinants operate and would allow retention strategies to be tailored more 

precisely to the needs of particular groups of employees. 

VI. CONCLUSION 

This study examined the influence of compensation, career development, and work environment on employee retention 

among retail employees in India and assessed their relative contributions. The evidence indicates that all three determinants 

are positively related to the intention to stay, and that together they explain a substantial proportion of its variance, with career 

development the strongest predictor, followed by compensation and work environment. These findings contribute context-

specific evidence to the retention literature and support a balanced view in which growth opportunities, pay, and a supportive 

environment jointly shape the decision to remain. By combining competitive compensation with meaningful career 

development and a positive work environment, retail organizations may more effectively retain the frontline employees on 

whom their performance depends. 
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Abstract  

Occupational stress is a pervasive feature of contemporary work, particularly in demanding service settings, and its 

consequences for employee performance are a persistent concern for organizations. This study examined the relationship 

between occupational stress and employee performance among healthcare employees in India, and assessed whether perceived 

organizational support moderates this relationship. A quantitative, cross-sectional survey design was adopted, and data were 

collected from 305 healthcare employees using validated measures of occupational stress, perceived organizational support, 

and job performance. The data were analysed using descriptive statistics, Pearson correlation, and moderated hierarchical 

regression, with the interaction between stress and support tested and interpreted through simple slope analysis. The results 

indicated that occupational stress was negatively related to performance, that perceived organizational support was positively 

related to performance, and that support significantly moderated the stress-performance relationship. Consistent with a 

buffering effect, the negative association between stress and performance was weaker among employees who perceived greater 

organizational support. The findings suggest that perceived organizational support attenuates the harmful influence of 

occupational stress on performance. The study recommends the strengthening of organizational support systems and stress-

management practices, and discusses implications for managers and human resource practitioners in the healthcare sector, 

where stress is high and sustained performance is critical. 

 

Keywords: - Occupational Stress, Perceived Organizational Support, Job Performance, Healthcare, Moderation 

 

I. INTRODUCTION  

Occupational stress has become a defining feature of modern working life, and its costs to individuals and organizations 

are considerable. Stress arises when the demands of work are appraised as taxing or exceeding an individual's resources for 

coping, and prolonged exposure is associated with diminished wellbeing, impaired judgement, and reduced effectiveness at 

work (Lazarus & Folkman, 1984). For organizations, the consequences of stress extend beyond employee health to 

performance, absenteeism, and turnover, making its management a matter of strategic as well as humane concern. 

Understanding how stress affects performance, and what might attenuate its impact, is therefore an enduring question for 

management research and practice. 

Nowhere is this question more pressing than in the healthcare sector. Healthcare employees confront heavy workloads, 

emotionally demanding encounters, long and irregular hours, and the constant weight of responsibility for others' wellbeing, 

all of which render them especially vulnerable to occupational stress. Because the performance of healthcare workers bears 

directly on the quality and safety of care, the relationship between their stress and their performance carries consequences that 

reach well beyond the organization. Examining this relationship, and the conditions that shape it, is thus of particular 

importance in this setting. 

The Indian healthcare context adds further salience to this inquiry. Rising demand for services, workforce shortages in 

many institutions, and long working hours place healthcare employees under considerable and sustained pressure, while the 

http://www.eduresearchjournal.com/index.php/ijamrs
https://doi.org/10.63090/IJAMRS/3107.9695.0033


 

Volume: 2 | Issue: 3 | July  – 2026 |  www.eduresearchjournal.com/index.php/ijamrs                                                         14 

resources available to support them vary widely across organizations. In such an environment, the question of whether 

organizational support can protect performance against the effects of stress is not merely academic but bears on the capacity 

of institutions to deliver reliable care. Studying this question in the Indian setting also tests whether relationships established 

elsewhere hold under different organizational and cultural conditions. 

Yet the effects of stress on performance are not uniform, and a substantial literature suggests that the resources available 

to employees can buffer the harmful influence of demands. Among these resources, the support employees perceive from their 

organization has been identified as especially significant, potentially cushioning the impact of stress on outcomes (Rhoades & 

Eisenberger, 2002). Perceived organizational support may therefore function not merely as a direct contributor to performance 

but as a moderator that alters the strength of the stress-performance relationship. Clarifying whether such support buffers the 

effects of stress can indicate where organizations might most effectively intervene. 

Against this background, the present study examined the relationship between occupational stress and employee 

performance among healthcare employees in India, and assessed whether perceived organizational support moderates this 

relationship. The study pursued three objectives: to assess the relationship between occupational stress and performance; to 

assess the relationship between perceived organizational support and performance; and to examine whether support moderates 

the stress-performance relationship, buffering the adverse effect of stress. In doing so, the study contributes context-specific 

evidence and offers guidance to managers seeking to sustain performance under demanding conditions. 

The significance of the study is both practical and theoretical. Practically, the healthcare sector faces acute and well-

documented problems of staff strain and burnout, with direct consequences for the quality and continuity of care, so evidence 

on how to protect performance under stress has immediate value. Theoretically, by examining perceived organizational support 

as a moderator rather than as a simple correlate of performance, the study contributes to the effort to understand not only 

whether resources matter but the conditions under which they matter most. In identifying support as a buffer, the study points 

managers toward a lever that can be strengthened even where the demands of the work cannot easily be reduced. 

II. LITERATURE REVIEW 

2.1. Occupational Stress 

Occupational stress is commonly understood through transactional models, which conceptualise stress as arising from 

the interaction between environmental demands and the individual's appraisal of, and capacity to cope with, those demands 

(Lazarus & Folkman, 1984). Influential job-design perspectives locate the sources of strain in the combination of high demands 

and low control (Karasek, 1979), while the job demands-resources model distinguishes job demands, which deplete energy, 

from job resources, which support motivation and buffer strain (Bakker & Demerouti, 2007). Reviews of the field document 

the wide-ranging consequences of stress for health, attitudes, and behaviour at work (Sonnentag & Frese, 2003). Across these 

perspectives, stress is understood as a dynamic process shaped not only by demands but by the resources available to meet 

them. 

This resource-oriented understanding is central to the present study. If stress is a function of the balance between 

demands and resources, then the availability of resources such as organizational support should shape how strongly demands 

translate into strain and diminished performance. The healthcare context throws this balance into sharp relief, since the 

demands are often high and difficult to lower, making the resources that offset them all the more consequential. It is precisely 

this buffering function of resources that the study sets out to examine. 

2.2. Perceived Organizational Support 

Perceived organizational support refers to employees' global belief concerning the extent to which the organization 

values their contributions and cares about their wellbeing (Eisenberger et al., 1986). Grounded in organizational support theory, 

it is thought to create a felt obligation to reciprocate, and to signal the availability of aid when it is needed. A substantial review 

documents its antecedents and its positive consequences for commitment, satisfaction, and performance (Rhoades & 

Eisenberger, 2002), and a comprehensive meta-analysis confirms that support is associated with a broad range of favourable 

employee outcomes (Kurtessis et al., 2017). Support is thus both a direct contributor to positive outcomes and a resource that 

may help employees cope with demands. 

The dual character of support, as both a direct influence and a buffering resource, is important for the present study. As 

a direct influence, support contributes to performance by fostering obligation and motivation; as a buffer, it alters the strength 

of the relationship between stress and performance by providing  assistance and reassurance when demands are high. 

Distinguishing these roles allows the study to test not only whether support matters but whether it matters especially under 

conditions of stress, which is the essence of the moderation hypothesis examined here. 

2.3. Job Performance 

Job performance refers to the scalable actions, behaviours, and outcomes that employees engage in and contribute to 

organizational goals (Motowidlo, 2003). It is a multidimensional construct encompassing task performance, contextual 

behaviours, and, in some conceptualisations, counterproductive behaviours, and reviews have sought to integrate these 

dimensions into coherent frameworks (Koopmans et al., 2011). In healthcare, performance carries a particular weight, since it  

encompasses not only the efficient completion of tasks but the attentiveness, cooperation, and care that shape patient 

experience and safety. Because performance is the proximate concern of most management interventions, understanding the 

factors that enhance or impair it, including stress and the resources that buffer stress, is of central importance to both research 

and practice. 
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2.4. Stress, Support, and Performance 

A considerable body of research connects occupational stress to diminished performance and links organizational 

support to improved performance and reduced strain. The buffering hypothesis holds that social support attenuates the adverse 

effects of stress, such that the relationship between stress and negative outcomes is weaker when support is high (Cohen & 

Wills, 1985). Meta-analytic evidence indicates that support plays an important role in the work-stress process (Viswesvaran et 

al., 1999), and tests grounded in the conservation of resources model show that support from the organization is especially 

protective against strain (Halbesleben, 2006). This body of evidence motivates the examination of perceived organizational 

support as a moderator of the stress-performance relationship in the present study. 

The proposition that support moderates the stress-performance relationship is theoretically attractive because it 

specifies when the effects of stress are most and least damaging. Under conditions of low support, employees facing high 

demands must draw on their own depleted resources, and performance is likely to suffer; under conditions of high support, the 

organization supplies additional resources that offset this depletion, and performance is better preserved. Establishing this 

pattern empirically would indicate to managers that investment in support yields its greatest returns precisely where stress is 

highest, a conclusion of clear practical value in demanding settings. 

2.5. Theoretical Framework 

The study is grounded in the conservation of resources theory and in organizational support theory. Conservation of 

resources theory holds that stress arises from the threat or loss of valued resources, and that individuals with greater resources 

are less vulnerable to the effects of demands (Hobfoll, 1989). Perceived organizational support constitutes a valuable resource 

that can offset resource loss and thereby buffer the impact of stress. Organizational support theory adds that employees 

reciprocate support with effort and loyalty, and that support reassures employees of assistance when demands are high 

(Eisenberger et al., 1986; Cropanzano & Mitchell, 2005). Together these perspectives predict that stress impairs performance, 

that support enhances it, and that support weakens the negative stress-performance relationship. 

Conservation of resources theory is especially useful for explaining the buffering role proposed here. It holds that 

individuals strive to obtain, retain, and protect valued resources, and that stress is experienced when these resources are 

threatened or lost. Perceived organizational support represents a resource that can replenish or substitute for those depleted by 

demands, so that supported employees possess a larger reservoir on which to draw. This surplus of resources should render 

them less vulnerable to the performance-impairing effects of stress, providing a coherent rationale for expecting support to 

buffer the stress-performance relationship. 

2.6. Research Gap and Hypotheses 

Although the international literature links stress, support, and performance, evidence from the Indian healthcare sector, 

and specifically on the buffering role of perceived organizational support in this setting, remains limited. Addressing this gap, 

the study tested three hypotheses. The first proposed that occupational stress is negatively related to job performance. The 

second proposed that perceived organizational support is positively related to job performance. The third proposed that 

perceived organizational support moderates the stress-performance relationship, such that the negative relationship is weaker 

at higher levels of support. 

III. METHODS 

3.1. Research Design 

A quantitative, cross-sectional survey design was adopted to examine the relationships among the study variables and 

to test the proposed moderation. This design is appropriate for assessing the strength and direction of associations among 

naturally occurring variables and for testing interaction effects through moderated regression, and it is widely used in 

organizational research where the variables of interest cannot be manipulated experimentally. 

3.2. Population and Sample 

The target population comprised employees of hospitals and healthcare institutions in India. A sample of 305 

employees, including nurses, allied health staff, and administrative personnel, was obtained through stratified random sampling 

across several institutions, with strata reflecting job category to ensure representation of clinical and non-clinical roles. The 

sample comprised 194 women and 111 men, with a mean age of 33.9 years and an average organizational tenure of 6.4 years. 

The sample size exceeded the minimum required for the detection of interaction effects in moderated regression. 

Respondents were drawn from institutions of differing size and ownership in order to capture a broad cross-section of 

the sector. Prior to the main analyses, the data were screened for missing values and careless responding, and cases with 

substantial omissions were excluded, yielding the final sample of 305 usable responses on which the reported analyses were 

conducted. 

3.3. Instruments 

Occupational stress was measured with a validated scale assessing perceived demands and strain in the work role. 

Perceived organizational support was measured with items from an established support scale capturing employees' belief that 

the organization values them and cares about their wellbeing (Eisenberger et al., 1986). Job performance was measured with 

a validated self-report performance scale reflecting task and contextual dimensions (Koopmans et al., 2011). All items were 
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rated on a five-point Likert format ranging from strongly disagree to strongly agree, and scale scores were computed as the 

mean of their constituent items. 

3.4. Validity and Reliability 

Content validity was supported by the use of established instruments and by expert review of the items for clarity and 

relevance, and a pilot study with 30 respondents informed minor refinements. Internal consistency reliability was satisfactory 

for all scales, with Cronbach's alpha values of .88 for occupational stress, .90 for perceived organizational support, and .85 for 

job performance, each exceeding the conventional threshold. 

3.5. Data Collection 

Data were collected through a structured questionnaire administered with the permission of institutional management. 

Participation was voluntary and anonymous, and respondents were informed of the purpose of the study and assured of 

confidentiality. To reduce the risk of common method bias, respondents were assured of anonymity, the predictor and criterion 

items were separated, and clear wording was used, in line with recommended procedural remedies (Podsakoff et al., 2003). 

3.6. Data Analysis 

The data were analysed using descriptive statistics, Pearson product-moment correlation, and moderated hierarchical 

regression. To test the interaction, the predictor and moderator were mean-centred and their product formed, following 

recommended practice for testing and interpreting interactions (Aiken & West, 1991; Cohen et al., 2003). Main effects were 

entered in the first step and the interaction term in the second, and a significant interaction was probed using simple slope 

analysis. The assumptions of the analyses were examined and found tenable, and statistical significance was evaluated at the 

.05 level. 

IV. RESULTS 

4.1. Descriptive Statistics and Correlations 

Means, standard deviations, and intercorrelations for the study variables are presented in Table 1. Occupational stress 

was moderately high, while support and performance were somewhat higher, reflecting a demanding but supported work 

environment. 

                        Table 1. Descriptive Statistics and Correlations among the Study Variables 

Variable M SD 1 2 3 

Occupational stress 3.42 0.71 —   

Perceived organizational support 3.55 0.68 .29** —  

Job performance 3.88 0.55 -.38** .44** — 

                           Note. N = 305. Variables measured on five-point scales. **p < .01. 

As Table 1 shows, occupational stress was significantly and negatively correlated with job performance (r = -.38, p < 

.01), supporting the first hypothesis, and perceived organizational support was positively correlated with performance (r = .44, 

p < .01), supporting the second hypothesis. Stress and support were negatively correlated (r = -.29, p < .01). All correlations 

were statistically significant and in the expected directions. 

The negative correlation between stress and support is itself noteworthy, suggesting that employees experiencing 

greater stress tended to perceive somewhat less support, or that supportive environments tended to be less stressful. Because 

the two predictors were only moderately intercorrelated, each retained the potential to contribute independently to performance 

and to combine in the interaction examined below. These bivariate patterns anticipate the moderated relationship tested in the 

regression analysis that follows. 

4.2. Moderated Regression Analysis 

To test the third hypothesis, job performance was regressed on the mean-centred predictors in the first step and on the 

interaction term in the second, as reported in Table 2. 

            Table 2. Moderated Hierarchical Regression Predicting Job Performance 

Predictor Step 1 β Step 2 β ΔR² 

Occupational stress -.30** -.28**  

Perceived organizational support .36** .34**  

Stress × support  .19** .03 

               Note. N = 305. Dependent variable: job performance. Predictors mean-centred. Step 1 R² = .28;         

Step   2 R² = .31. **p < .01. 

The main effects were significant in the expected directions, and the interaction between stress and support was 

significant in the second step (β = .19, p < .01), explaining a further 3 per cent of the variance in performance. The positive 

sign of the interaction indicates that perceived organizational support weakened the negative relationship between stress and 

performance, consistent with a buffering effect. The third hypothesis was therefore supported. 
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4.3. Simple Slope Analysis 

To interpret the interaction, the relationship between stress and performance was examined at high and low levels of 

support, defined as one standard deviation above and below the mean (Aiken & West, 1991). At low levels of support, the 

negative relationship between stress and performance was strong and significant, whereas at high levels of support the 

relationship was substantially weaker, though still negative. This pattern confirms that perceived organizational support buffers 

the adverse effect of occupational stress on performance, such that highly supported employees are better able to sustain 

performance under stress. 

The form of the interaction is consistent with a protective rather than a compensatory reading of support. Support did 

not simply raise performance uniformly; it altered the slope of the stress-performance relationship, mattering most where stress 

was greatest. This is the signature of a buffering effect, and it indicates that the value of organizational support is realised 

especially under adverse conditions, precisely when employees most need the resources it provides. 

4.4. Summary of Findings 

In sum, all three hypotheses were supported. Occupational stress was negatively related to performance, perceived 

organizational support was positively related to performance, and support moderated the stress-performance relationship, with 

the negative effect of stress weaker among employees who perceived greater support. The bivariate, main-effect, and 

interaction results thus formed a coherent and mutually consistent pattern. 

V. DISCUSSION 

5.1. Stress and Performance 

The finding that occupational stress is negatively related to performance accords with a substantial literature and with 

theoretical accounts that view stress as depleting the resources needed for effective work (Lazarus & Folkman, 1984 ; Bakker 

& Demerouti, 2007). In the demanding healthcare setting, where the stakes of impaired performance are high, this result 

underscores the practical importance of managing stress. The moderate magnitude of the association indicates that stress is 

one meaningful influence on performance among several, consistent with the multiply determined nature of performance. 

5.2. The Buffering Role of Support 

The central contribution of the study lies in the demonstration that perceived organizational support buffers the stress-

performance relationship. This finding is consistent with the buffering hypothesis (Cohen & Wills, 1985) and with the 

conservation of resources perspective, in which support constitutes a resource that offsets the loss occasioned by stress 

(Hobfoll, 1989; Halbesleben, 2006). Employees who believe that their organization values and cares for them appear better 

able to withstand the performance-impairing effects of stress, perhaps because support provides both practical assistance and 

the reassurance that help is available. The result thus identifies support not merely as a direct contributor to performance but 

as a condition that shapes how strongly stress bears upon it. 

5.3. Theoretical Implications 

Theoretically, the findings support an integrative account in which stress, support, and performance are linked, and in 

which support conditions the effect of stress, consistent with conservation of resources theory (Hobfoll, 1989) and 

organizational support theory (Eisenberger et al., 1986; Cropanzano & Mitchell, 2005). The significant interaction extends 

evidence of buffering to the Indian healthcare context and to the outcome of performance specifically. Although the cross-

sectional design precludes firm causal conclusions, the observed moderation lends contextual support to these frameworks and 

to the buffering role of organizational support. 

5.4. Practical Implications 

For managers and human resource practitioners, the findings carry clear implications. Because support buffers the effect 

of stress, organizations can protect performance not only by reducing demands but by strengthening the support employees 

perceive, through responsive supervision, fair treatment, recognition, and the visible availability of assistance (Rhoades & 

Eisenberger, 2002; Kurtessis et al., 2017). In healthcare, where high demands cannot always be reduced, cultivating perceived 

organizational support offers a practical means of sustaining performance under pressure. Stress-management initiatives and 

supportive human resource practices are therefore best regarded as complementary investments in a resilient workforce. 

5.5. Limitations and Future Research 

Several limitations should be noted. The cross-sectional design does not permit causal inference, and the reliance on 

self-report data raises the possibility of common method bias, although procedural remedies were employed (Podsakoff et al., 

2003). The focus on a single sector limits generalisability, and performance was measured through self-report rather than 

objective or supervisor ratings. Future research could employ longitudinal or multi-source designs to strengthen causal 

inference and reduce method bias, examine additional moderators and mediators, and extend the inquiry across sectors and 

cultures. Incorporating objective performance indicators would further strengthen the practical relevance of the findings. 

VI. CONCLUSION 

This study examined the relationship between occupational stress and employee performance among healthcare 

employees in India and assessed the moderating role of perceived organizational support. The evidence indicates that stress is 
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negatively related to performance, that support is positively related to performance, and that support buffers the adverse effect 

of stress, weakening the negative stress-performance relationship. These findings contribute context-specific evidence to the 

work-stress literature and support an integrative understanding in which organizational support conditions the impact of stress 

on performance. By strengthening perceived organizational support and managing stress, healthcare organizations may help 

their employees sustain performance under demanding conditions, to the benefit of employees, organizations, and those they 

serve. 
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Abstract  

Collaborative governance has become central to addressing complex public problems such as climate change, urban poverty, 

public health crises, and social exclusion. These “wicked” challenges require coordination across organizational, sectoral, and 

jurisdictional boundaries, bringing together actors from government, private, and civic spheres. Defined as the processes and 

structures that enable such cross-boundary engagement to achieve public purposes unattainable by single entities, collaborative 

governance is now a key paradigm in public administration. Despite extensive scholarship, important gaps remain. These 

include understanding when collaboration outperforms traditional hierarchical governance, identifying the management 

capabilities needed to sustain cross-boundary cooperation, and addressing accountability and legitimacy concerns in multi-

stakeholder arrangements. This study addresses these gaps through a systematic review of 124 peer-reviewed studies (2000–

2025) and comparative analysis of nineteen initiatives across thirteen countries. Drawing on network governance theory, 

transaction cost theory, and collaborative advantage theory, it proposes the Collaborative Governance Performance Framework 

(CGPF). This model identifies three core determinants of performance: network design principles, collaborative management 

capabilities, and institutional enabling conditions. Key findings show that trust is not a starting condition but develops through 

effective collaboration. Network orchestration emerges as the most critical yet scarce management capability. Accountability 

deficits represent the most significant governance risk, while unmanaged power asymmetries can distort outcomes. The study 

concludes by outlining a structured agenda for strengthening collaborative governance capacity, emphasizing the need for 

improved design, management, and institutional support to enhance effectiveness and legitimacy in addressing complex public 

challenges. 

Keywords:- Collaborative Governance, Network Management, Public Administration, Multi-Stakeholder Partnerships, 

Network Governance Theory, Wicked Problems, Public-Private Partnerships, Intergovernmental Collaboration, Network 

Orchestration, Accountability 

 

I. INTRODUCTION  

The nature of public problems has changed in ways that fundamentally challenge the organizational architectures and 

management models of twentieth-century public administration. Climate change, urban poverty, aging population challenges, 

pandemic preparedness, and digital inequality share a characteristic that Rittel and Webber (1973) captured in their concept of 

"wicked problems": they are socially complex, resist definitive formulation, have no clear stopping rule, involve value conflicts 

among stakeholders with legitimate but divergent interests, and cannot be solved by any single organization or sector acting 

alone. The growing recognition that wicked problems require governance arrangements that pool resources, perspectives, and 

capabilities across organizational, sectoral, and jurisdictional boundaries has made collaborative governance one of the most 

significant theoretical and practical developments in contemporary public administration (Ansell & Gash, 2008; Emerson et 

al., 2012). 

http://www.eduresearchjournal.com/index.php/ijamrs
https://doi.org/10.63090/IJAMRS/3107.9695.0034


Volume: 2 | Issue: 3 | July  – 2026 |  www.eduresearchjournal.com/index.php/ijamrs     |                                                 20 

Collaborative governance takes diverse institutional forms: intergovernmental partnerships coordinating policy across 

tiers of government; public-private partnerships jointly delivering infrastructure and services; multi-agency task forces 

addressing cross-cutting policy challenges; public-civil society collaborations engaging community organizations in service 

co-production; and multi-stakeholder governance platforms convening business, government, academia, and civil society 

around shared problems. What these forms share - and what distinguishes collaborative governance from conventional 

government is their fundamental reliance on negotiated coordination across boundaries characterized by different 

organizational cultures, mandates, incentive structures, and accountability frameworks (Provan & Kenis, 2008; Koppenjan & 

Klijn, 2004). 

Despite two decades of intensive scholarly attention since Ansell and Gash's (2008) foundational review, collaborative 

governance research retains significant theoretical gaps. Three are particularly consequential for practice. First, the conditions 

under which collaborative arrangements generate superior governance outcomes relative to alternatives hierarchical 

government delivery, contracted service provision, or market mechanisms remain insufficiently specified, limiting evidence-

based design choices (Donahue & Zeckhauser, 2011). Second, the management capabilities required to sustain productive 

collaboration across institutional, sectoral, and cultural boundaries what several scholars have termed "network management" 

or "network orchestration" capabilities have been identified descriptively but not theorized in sufficient depth to guide 

practitioner development (Klijn et al., 2010; Agranoff & McGuire, 2003). Third, the accountability and democratic legitimacy 

challenges posed by multi-stakeholder governance arrangements that blur traditional lines of public authority and 

responsibility have been extensively critiqued but inadequately addressed with constructive design prescriptions (Sørensen & 

Torfing, 2009; Koliba et al., 2011). 

This article addresses these gaps by developing the Collaborative Governance Performance Framework (CGPF), a 

theoretically integrated model that specifies the network design principles, collaborative management capabilities, and 

institutional enabling conditions that determine collaborative governance performance. The CGPF is developed through 

systematic literature synthesis and comparative case analysis and advances the field by: integrating network governance theory, 

transaction cost theory, and collaborative advantage theory within a unified analytical architecture; theorizing trust as a 

dynamic achievement rather than a static precondition of collaboration; specifying network orchestration capability as a 

distinct and developable public management competency; and incorporating accountability and legitimacy as first-order design 

requirements in collaborative governance architecture. The article proceeds as follows: Section 2 reviews the literature; Section 

3 develops the theoretical framework; Section 4 presents the methodology; Section 5 discusses findings; Section 6 addresses 

implications; Section 7 concludes. 

II. LITERATURE REVIEW 

2.1. Collaborative Governance: Conceptual Landscape and Definitional Debates 

The concept of collaborative governance occupies contested definitional territory, encompassing an array of related but 

distinct concepts including collaborative public management (O'Leary & Bingham, 2009), network governance (Provan & 

Kenis, 2008), co-production (Ostrom, 1996), participatory governance (Fung, 2006), joined-up government (Ling, 2002), and 

public-private partnerships (Donahue & Zeckhauser, 2011). Ansell and Gash's (2008) influential definition  collaborative 

governance as a governing arrangement where one or more public agencies directly engage non-state stakeholders in a 

collective decision-making process that is formal, consensus-oriented, deliberative, and aims to make or implement public 

policy or manage public programs or assets - provides the most widely cited conceptual anchor, though subsequent scholarship 

has questioned its restriction to formal arrangements and its emphasis on consensus as a definitional criterion (Emerson et al., 

2012). 

Emerson et al. (2012) proposed a broader integrative framework for collaborative governance that encompasses any 

process of cross-boundary working, whether between government organizations, between government and non-government 

actors, or between multiple stakeholder types, oriented toward public purposes that single organizations cannot achieve alone. 

This broader conceptualization is adopted in the CGPF, enabling analysis of the full range of collaborative governance forms 

observable in contemporary public administration without restricting attention to formal, consensus-based processes. Provan 

and Kenis (2008) contributed an important structural typology distinguishing three governance modes for networks of 

organizations: participant-governed networks (self-organized without a central coordinator), lead-organization networks 

(coordinated by a designated lead agency), and network administrative organizations (governed by a purpose-built 

administrative entity). This typology is incorporated in the CGPF as a key network design variable with distinct performance 

implications. 

2.2. Network Governance Theory: Theoretical Foundations 

Network governance theory (Jones et al., 1997; Koppenjan & Klijn, 2004) provides the primary theoretical foundation 

for analyzing collaborative governance arrangements as organizational fields characterized by interdependent actors, 

negotiated coordination, and emergent collective action. A central proposition of network governance theory is that networks 

constitute a distinct governance mode neither market (coordinated by price) nor hierarchy (coordinated by authority) but a 

relational coordination mechanism based on trust, reciprocity, and negotiation (Powell, 1990). This tripartite governance mode 

distinction, drawing on transaction cost theory (Williamson, 1975), specifies the conditions under which network governance 

generates superior coordination outcomes: high task complexity, asset specificity, and partner interdependency favor network 

coordination, while high environmental uncertainty and low partner trustworthiness create governance risks that network 

designers must proactively address. 

Koppenjan and Klijn's (2004) "managing complexities in networks" framework extended network governance theory 

to the specific challenges of public sector network management, identifying three management strategies network activation 

(mobilizing relevant actors), arranging (structuring interaction processes), and framing (developing shared problem definitions 
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and goals) as the primary levers of network performance improvement available to public managers. This framework is an 

important precursor to the CGPF's specification of network orchestration capability and is extended in the CGPF to incorporate 

accountability and legitimacy as additional management dimensions not fully theorized in Koppenjan and Klijn's framework. 

2.3. Collaborative Advantage Theory and the Performance Question 

Huxham and Vangen's (2005) collaborative advantage theory provides a realistic and empirically grounded counterpoint 

to optimistic accounts of collaborative governance that treat inter-organizational collaboration as inherently superior to 

alternative governance modes. Drawing on intensive qualitative research across diverse collaborative initiatives in the United 

Kingdom, Huxham and Vangen identified "collaborative inertia" the tendency of collaborative arrangements to consume 

disproportionate time and resources in process management while generating disappointing substantive outcomes as the default 

condition of poorly managed collaboration. Their concept of collaborative advantage the achievement of outcomes through 

collaborative working that could not be achieved by any partner organization acting alone is the appropriate performance 

benchmark for collaborative governance, distinguishing genuine inter-organizational added value from mere resource 

aggregation or process legitimation. 

Huxham and Vangen's (2005) research identified trust, power, and purpose as the three central dynamics of collaborative 

relationships, each of which requires active management rather than passive assumption. Trust between collaborative partners 

is not a stable equilibrium but a fragile, dynamic achievement that must be continuously nurtured through behavioral 

consistency, transparent communication, and demonstrated respect for partners' interests. Power asymmetries between 

organizationally unequal partners differences in resource base, political connections, professional status, and public visibility 

systematically shape collaborative dynamics and outcomes in ways that advantage more powerful partners unless deliberately 

counterbalanced. And collaborative purpose - the shared understanding of what collaboration is for and what success looks 

like must be continuously negotiated as partner interests and problem understandings evolve over time. 

2.4. Accountability and Legitimacy in Collaborative Governance 

The accountability and legitimacy challenges of collaborative governance have attracted sustained scholarly attention 

as the proliferation of multi-stakeholder arrangements in public administration has created governance architectures that do 

not fit neatly within traditional principal-agent accountability models (Koliba et al., 2011; Sørensen & Torfing, 2009). Three 

accountability challenges are distinctive to collaborative governance. First, the distribution of accountability among multiple 

partners in a collaborative arrangement creates ambiguity about who is responsible for collective outcomes a "many hands 

problem" (Thompson, 1980) that can enable strategic accountability avoidance by individual partners. Second, collaborative 

governance arrangements that include non-governmental actors in public decision-making may lack democratic legitimacy if 

participating civil society organizations are not genuinely representative of the communities they claim to speak for. Third, the 

accountability standards applied to public agencies may be inconsistently applied to private and civil society partners in 

collaborative arrangements, creating accountability asymmetries that disadvantage public sector partners and distort 

collaborative dynamics. 

Sørensen and Torfing's (2009) meta-governance concept - the governance of governance, referring to the state's capacity 

to regulate the conditions under which collaborative governance arrangements operate provides a partial resolution to these 

accountability challenges by positioning government as the guarantor of democratic accountability norms within collaborative 

arrangements rather than merely as one partner among others. However, the practical operationalization of meta-governance 

as an accountability strategy requires specific institutional design features that the literature has not fully specified a gap that 

the CGPF addresses. 

III. THEORETICAL FRAMEWORK 

3.1. Transaction Cost Theory and Network Design Choice 

Transaction cost theory (Williamson, 1975; Ostrom, 1990) provides the CGPF with its network design logic, specifying 

the conditions under which collaborative governance generates superior coordination outcomes relative to market and 

hierarchical alternatives. Transaction cost analysis identifies three governance choice determinants: asset specificity (the 

degree to which resources invested in a relationship are relationship-specific and lose value outside it), uncertainty (the extent 

to which collaboration context is unpredictable and requires adaptive responses), and frequency (the regularity with which 

inter-organizational transactions occur). Collaborative network governance is theorized to generate comparative advantage 

when asset specificity is high (making market transactions unreliable and exit costly), uncertainty is moderate-to-high (making 

hierarchical specification of all contingencies impractical), and collaboration frequency is sufficient to justify the relational 

investment needed for trust development. 

The CGPF extends transaction cost logic to the design of collaborative governance architecture, proposing that network 

design choices including governance mode (participant-governed, lead-organization, or network administrative organization), 

participation criteria, decision-making rules, and resource-sharing arrangements - should be calibrated to the specific 

transaction cost profile of the collaboration context. High asset-specificity, high-uncertainty contexts favor network 

administrative organization governance modes with stronger relational safeguards; low-complexity, low-uncertainty contexts 

may function adequately with participant-governed or lead-organization structures. This contextually calibrated design logic 

distinguishes the CGPF from one-size-fits-all collaborative governance prescriptions that have characterized much earlier 

scholarship. 

3.2. Trust as Dynamic Achievement: A Core CGPF Proposition 

A central and distinctive theoretical proposition of the CGPF is that trust in collaborative governance is not a 

precondition of collaboration but a dynamic achievement of well-managed collaborative process a reconceptualization with 
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significant implications for how collaborative governance should be sequenced, managed, and evaluated. Ansell and Gash 

(2008) positioned prior trust (or its absence) as a starting condition that shapes collaborative process, implying that low-trust 

contexts are inherently less promising for collaborative governance. The CGPF rejects this quasi-deterministic framing, 

drawing instead on Huxham and Vangen's (2005) process-based trust theory and Putnam's (2000) research on social capital 

development, both of which establish that trust is built through repeated cooperative interaction, behavioral consistency, and 

the demonstration of partner commitment to shared purpose. 

The CGPF specifies three mechanisms through which collaborative management can actively generate trust in initially 

low-trust contexts: structured early-win design (sequencing collaborative activities to generate visible shared successes before 

tackling high-stakes, high-conflict issues); transparent information sharing (establishing norms and systems for proactive 

information disclosure that reduce information asymmetries and opportunism risk); and inter-personal relationship investment 

(creating opportunities for collaborative partners to develop working relationships at multiple organizational levels, building 

relational capital that provides resilience against episodic conflict). This dynamic trust-building perspective positions 

collaborative governance as achievable in a wider range of institutional contexts than prior frameworks have suggested, while 

specifying the management investments required. 

3.3. The Collaborative Governance Performance Framework 

The CGPF synthesizes the three theoretical traditions network governance theory, transaction cost theory, and 

collaborative advantage theory into a three-pillar model of collaborative governance performance. Pillar 1, Network Design 

Architecture, encompasses the structural decisions that shape collaboration conditions: governance mode selection 

(participant-governed, lead-organization, network administrative organization), participant selection criteria and boundary 

management, resource-sharing and risk-allocation frameworks, decision-making rules and dispute resolution mechanisms, and 

accountability architecture design. The CGPF theorizes that network design adequacy the degree to which design choices are 

appropriately calibrated to the collaboration's transaction cost profile and stakeholder configuration - is a primary determinant 

of collaborative governance performance. 

Pillar 2, Network Orchestration Capability, encompasses the management competencies required to activate, sustain, 

and continuously adapt collaborative working relationships toward shared purposes. The CGPF specifies five network 

orchestration competencies: network activation capability (identifying and mobilizing the actors whose resources and 

legitimacy are needed for collaborative success); process facilitation capability (designing and managing interaction processes 

that enable productive deliberation across institutional and cultural boundaries); conflict management capability (identifying 

and addressing the interests, values, and relationship conflicts that predictably arise in multi-stakeholder settings); adaptive 

governance capability (recognizing and responding to changes in the collaborative environment, stakeholder configurations, 

and problem understandings); and collaborative accountability capability (designing and operating accountability 

arrangements that maintain democratic accountability standards within multi-stakeholder governance structures). The CGPF 

theorizes network orchestration capability as the most critical and scarcest collaborative management competency in the 

contemporary public sector. 

Pillar 3, Institutional Enabling Conditions, encompasses the broader governance environment features that shape 

collaborative governance feasibility and effectiveness. The CGPF identifies four enabling conditions: legal and regulatory 

frameworks that authorize collaborative governance arrangements and clarify the authority of participating agencies; political 

commitment from senior government leaders whose sustained support is necessary for inter-departmental and cross-sector 

collaborations to withstand inevitable organizational resistance; inter-organizational trust infrastructure including prior 

working relationships, shared professional networks, and cross-sector partnership platforms developed before specific 

collaborative initiatives are launched; and civic capacity  the density of civil society organizations, community institutions, 

and engaged citizen networks available to participate meaningfully in collaborative governance processes. The CGPF theorizes 

that institutional enabling conditions function as threshold variables: below critical thresholds, even well-designed 

collaborations with capable orchestrators will underperform; above thresholds, enabling conditions amplify the effects of 

design quality and orchestration capability. 

IV. RESEARCH METHODOLOGY 

4.1. Research Design 

This study employs a sequential exploratory mixed-method design (Creswell & Plano Clark, 2018) integrating a 

systematic literature review (Phase 1) with a comparative case study analysis (Phase 2). The sequential exploratory design is 

appropriate for theory development purposes: the systematic review establishes the theoretical landscape and identifies 

evidential gaps; the comparative case analysis generates the in-depth, contextually grounded evidence needed to populate, 

refine, and validate the CGPF. The epistemological positioning is pragmatist (Morgan, 2014), treating theoretical framework 

development as an instrument for improving collaborative governance practice rather than a representation of an independently 

existing governance reality. 

4.2. Phase 1: Systematic Literature Review 

Database searches were conducted in Web of Science, Scopus, JSTOR, ProQuest Public Administration Collection, and 

Google Scholar. The primary search string combined: ("collaborative governance" OR "network governance" OR "public 

network management" OR "multi-stakeholder partnership" OR "interorganizational collaboration" OR "co-production" OR 

"public-private partnership") AND ("public administration" OR "public management" OR "government" OR "public sector") 

AND ("performance" OR "outcomes" OR "effectiveness" OR "accountability" OR "trust"). Searches were restricted to peer-

reviewed English-language publications from January 2000 to March 2025. The initial retrieval of 3,142 records was reduced 

through systematic screening to 124 included studies. Inter-rater reliability at the full-text screening stage was Cohen's kappa 
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= .83 (McHugh, 2012). Data extraction captured theoretical orientation, collaborative governance type, policy domain, national 

context, analytical approach, and key findings. Synthesis was conducted using realist synthesis methods (Pawson, 2006), 

identifying the configurations of context, mechanism, and outcome that characterize successful and unsuccessful collaborative 

governance across diverse settings. 

4.3. Phase 2: Comparative Case Study Analysis 

Nineteen collaborative governance initiatives were selected across thirteen countries using theoretical purposive 

sampling (Patton, 2015), targeting maximum variation across: collaborative governance type (intergovernmental, public-

private, public-civil society, multi-stakeholder); policy domain (health, environment, urban development, social services, 

economic development, education); governance mode (participant-governed, lead-organization, network administrative 

organization); and performance trajectory (high-performing, moderate, low-performing based on independent evaluation 

evidence). Countries represented included the Netherlands, United States, Canada, New Zealand, Sweden, India, Kenya, 

Brazil, South Korea, Japan, Germany, South Africa, and the United Kingdom. Data sources for each case included: independent 

program evaluations, parliamentary and legislative inquiry reports, academic case studies, audit institution assessments, and 

practitioner accounts in peer-reviewed management journals. Analysis employed systematic cross-case pattern matching 

(Miles et al., 2020) guided by the CGPF's three-pillar architecture. 

V.  FINDINGS AND DISCUSSION 

5.1. Finding 1: Network Orchestration Capability is the Most Critical and Scarcest Collaborative Management 

Competency 

The systematic literature synthesis and comparative case analysis converged on network orchestration capability as the 

single most consistently cited determinant of collaborative governance performance quality, and simultaneously as the public 

management competency most frequently identified as absent, inadequate, or underdeveloped in collaborative governance 

initiatives that underperformed relative to their potential. Across 86 of the 124 reviewed studies that addressed management 

capabilities in collaborative settings, network orchestration - encompassing the constellation of facilitation, activation, conflict 

management, and adaptive governance capabilities specified in the CGPF  was positively associated with collaborative process 

quality and outcome effectiveness, with partial or total absence of orchestration capability identified as the primary 

management failure mode in underperforming collaborations (Klijn et al., 2010; Agranoff & McGuire, 2003). 

The Netherlands' delta management approach to water governance coordinating water safety, agricultural, 

environmental, and urban development interests through the Delta Programme Directorate offered the most fully documented 

positive case of network orchestration capability in the comparative sample. The Delta Programme's effectiveness was 

attributed in independent evaluations to the distinctive orchestration skills of its senior coordinators: their capacity to maintain 

productive deliberation among stakeholders with genuinely conflicting interests across an extended timeline, to sequence issue 

handling in ways that built collaborative momentum before tackling the most contentious resource allocation questions, and 

to continuously recalibrate collaborative arrangements as the participant configuration and policy context evolved over time.  

By contrast, several of the underperforming cases including a multi-agency urban regeneration initiative in a major South 

African city and an intergovernmental rural development program in India - attributed their limited outcomes directly to the 

absence of a capable network orchestrator, with multiple capable organizations and genuine shared intent unable to convert 

collaborative potential into effective joint action without skilled process facilitation (Huxham & Vangen, 2005). 

5.2. Finding 2: Trust is Built Through Managed Process, Not Inherited as Precondition 

The comparative case evidence provided strong empirical support for the CGPF's core theoretical proposition that trust 

in collaborative governance is a dynamic achievement of well-managed process rather than a pre-given starting condition. 

Across twelve of the nineteen case initiatives, independent evaluations documented substantial trust development over the 

course of the collaboration in several cases between organizations that had previously experienced adversarial or at best neutral 

relationships. The trust development trajectory in these cases consistently followed the pattern theorized in the CGPF: early-

win activities that demonstrated mutual benefit and partner reliability; transparent information-sharing norms established by 

collaborative managers that reduced information asymmetries and opportunism risk; and inter-personal relationship investment 

at multiple organizational levels that built relational capital resilient to episodic conflict. 

The New Zealand regional economic development network connecting local authorities, iwi (indigenous governance 

bodies), business associations, and central government agencies across the Bay of Plenty region provided a particularly 

instructive positive case. Initial relationships between local government, Maori governance institutions, and business 

associations were characterized by historical distrust rooted in resource contestation and cultural misunderstanding. The 

collaborative initiative's network managers invested deliberately and over an extended period in relationship-building activities 

- joint field visits, shared strategic planning workshops, cross-organizational staff secondments, and regular informal social 

events that gradually generated working trust sufficient to support substantive joint decision-making on sensitive economic 

development resource allocation questions. Independent evaluation documented significant trust development over a four-year 

period and attributed it explicitly to facilitated process design rather than pre-existing relational conditions (Ansell & Gash, 

2008; Putnam, 2000). 

5.3. Finding 3: Accountability Deficit is the Most Consequential Governance Risk 

Across both the literature synthesis and the comparative case evidence, accountability deficit  the failure of 

collaborative governance arrangements to maintain adequate democratic accountability for collective decisions and outcomes 

- emerged as the most consequential governance risk associated with multi-stakeholder arrangements, with documented 

consequences including citizen distrust of collaborative processes, political backlash against collaborative governance models, 
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and  in the most severe cases - corruption of collaborative processes by powerful private interests able to exploit weak 

accountability structures. The accountability deficit finding extended Koliba et al.'s (2011) theoretical framework by 

identifying specific accountability failure modes and the design conditions associated with each. 

Power asymmetry-driven accountability failures were the most prevalent pattern: in eight of the nineteen case 

initiatives, evidence documented systematic domination of collaborative decision-making by actors with superior resources, 

political connections, or technical expertise, effectively transforming nominally multi-stakeholder governance into single-actor 

governance with collaborative process legitimation. The US Army Corps of Engineers coastal management partnerships, 

documented in academic evaluations, exemplified this pattern: despite formal multi-stakeholder governance structures, 

technical complexity and resource asymmetries effectively concentrated decision-making authority among a small coalition 

of better-resourced participants while less-resourced community organizations nominally participated without substantive 

influence. The CGPF's specification of collaborative accountability capability as a core network orchestration competency 

encompassing the design of accountability architecture that explicitly counters power asymmetry effects directly responds to 

this failure pattern (Sørensen & Torfing, 2009; Thompson, 1980). 

5.4. Finding 4: Power Asymmetries Systematically Distort Collaborative Outcomes Without Proactive Management 

Extending Huxham and Vangen's (2005) theoretical treatment of power in collaborative relationships, the comparative 

evidence revealed that power asymmetries among network participants are the rule rather than the exception in real-world 

collaborative governance, and that their distorting effects on collaborative processes and outcomes are systematic and 

predictable rather than contingent on specific participant behavior. Four mechanisms of power-driven distortion were identified 

across the case evidence: agenda control (powerful actors shaping what issues are addressed and in what sequence), 

information asymmetry exploitation (technically sophisticated actors leveraging information advantages to define problem 

frames and solution options), exit threats (actors whose resources are most critical using withdrawal threats to extract 

disproportionate collaborative terms), and representation capture (nominally representative civil society actors whose positions 

reflect funder or elite interests more than the communities they purportedly represent). 

The evidence also identified specific counter-mechanisms that effective collaborative managers deployed to mitigate 

power distortion effects. Sweden's collaborative approach to local employment partnerships documented independent 

facilitation as a critical power-balancing mechanism: the deployment of genuinely neutral, professionally credentialed 

facilitators without organizational stakes in specific outcome positions enabled less powerful participants to advance their 

interests more effectively than in collaborations managed by the most powerful partner. The Kenya coastal marine resources 

collaborative governance initiative employed structured equity protocols - formal requirements for resource allocation 

proposals to demonstrate benefit distribution across partner communities regardless of contribution asymmetries - as a design-

level power-balancing mechanism. These examples point toward a repertoire of power-balancing strategies that collaborative 

governance designers and practitioners can draw on to mitigate systematic distortion effects (Koppenjan & Klijn, 2004; 

Donahue & Zeckhauser, 2011). 

5.5. Finding 5: Network Design Adequacy Determines the Feasibility Space of Collaborative Management 

The comparative evidence supported the CGPF's theoretical proposition that network design adequacy the calibration 

of governance mode, participation arrangements, decision rules, and accountability architecture to the specific transaction cost 

profile and stakeholder configuration of the collaboration functions as a feasibility constraint on collaborative management 

effectiveness. Even highly capable network orchestrators operating within fundamentally misaligned governance structures 

were unable to generate collaborative advantage; conversely, appropriate governance structures could sustain moderate 

performance even in the face of limited orchestration capability. The implication is that network design decisions made at the 

initiation of collaborative governance arrangements have downstream performance consequences that are difficult to correct 

through management quality alone a finding that elevates network design as an investment priority on par with management 

capability development. 

The most instructive design failure case was a multi-agency educational outcomes collaboration in Brazil, where a 

participant-governed network structure was selected for a collaboration involving agencies with significantly unequal 

resources, mandates, and political standing. The absence of a coordinating function produced predictable coordination failures: 

no mechanism existed for resolving inter-organizational disputes, sequencing collaborative activities, or maintaining 

engagement among less powerful participants whose involvement generated insufficient short-run payoffs to sustain 

participation. Retrospective evaluation recommended transition to a network administrative organization governance mode a 

design correction that subsequent reform initiatives in the same policy space adopted with documented improvement in 

coordination quality. The contrast with a well-designed lead-organization network in South Korea's regional innovation 

clusters where governance mode, resource-sharing rules, and accountability architecture were explicitly calibrated to the 

participant configuration and task complexity profile in the initial design phase underlines the performance implications of 

design adequacy (Provan & Kenis, 2008). 

Table 1. CGPF Three Pillars: Components, Theoretical Grounding, and Evidence Summary 

CGPF Pillar Core Components Theoretical Foundation Evidence Strength 

Network Design 

Architecture 

Governance mode; 

Participation criteria; 
Resource-sharing; Decision 

rules; Accountability design 

Transaction cost theory; 

Network governance 
theory 

Strong (91 of 124 

studies) 

Network 

Orchestration 

Capability 

Network activation; Process 

facilitation; Conflict 

management; Adaptive 

Collaborative advantage 

theory; Network 

management theory 

Strong (86 of 124 

studies) 
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governance; Collaborative 

accountability 

Institutional Enabling 

Conditions 

Legal authorization; Political 

commitment; Inter-org. trust 

infrastructure; Civic capacity 

Institutional theory; 

Social capital theory 

Moderate-Strong 

(73 of 124 studies) 

Note. CGPF = Collaborative Governance Performance Framework. Evidence strength reflects frequency of documentation as a 

significant factor in the systematic literature synthesis. 

                Table 2. Comparative Case Evidence: Collaborative Governance Initiative Profiles and Performance Outcomes 

Initiative Country Policy 

Domain 

Governance 

Mode 

Orchestration 

Quality 

Accountability 

Design 

Performance 

Outcome 

Delta 

Programme 

Directorate 

Netherlands Water 

Governance 

Network 

Admin. Org. 

Strong Strong High-

Performing 

Bay of 

Plenty Dev. 
Network 

New 

Zealand 

Economic 

Development 

Lead 

Organisation 

Strong Moderate High-

Performing 

Regional 
Innovation 

Clusters 

South 
Korea 

Innovation 
Policy 

Lead 
Organisation 

Moderate-
Strong 

Moderate-
Strong 

High-
Performing 

Local 

Employment 

Partnerships 

Sweden Labor Market Network 

Admin. Org. 

Strong Strong High-

Performing 

Coastal 

Marine 

Resources 
Gov. 

Kenya Environmental 

Mgmt. 

Network 

Admin. Org. 

Moderate Moderate Moderate-

Performing 

Urban 
Regeneration 

Initiative 

South 
Africa 

Urban 
Development 

Participant-
Governed 

Weak Weak Low-
Performing 

Rural Dev. 

Partnership 

India Rural 

Development 

Participant-

Governed 

Weak Moderate Low-

Performing 

Coastal 

Management 

PPP 

United 

States 

Environmental 

Mgmt. 

Lead 

Organisation 

Moderate Weak Moderate-

Low 

Education 

Outcomes 

Network 

Brazil Education Participant-

Governed 

Weak Weak Low-

Performing 

Social 

Services 
Integration 

United 

Kingdom 

Social Care Network 

Admin. Org. 

Moderate-

Strong 

Strong Moderate-

High 

                  Note. CGPF = Collaborative Governance Performance Framework; PPP = Public-Private Partnership; Dev. = Development; Gov. =                                             

Governance; Mgmt. =  Management; Org. = Organization. Ratings are qualitative assessments derived from systematic multi-source 

archival evidence analysis. 

VI.  IMPLICATIONS FOR PRACTICE AND POLICY 

6.1. Investing in Network Orchestration as a Core Public Management Competency 

The evidence for network orchestration capability as the most critical and scarcest collaborative management 

competency in the public sector argues for its deliberate development as a core public management competency stream 

alongside conventional hierarchical management skills. Civil service learning institutions should develop network 

orchestration curricula encompassing stakeholder mapping and engagement, multi-party facilitation, interest-based 

negotiation, collaborative process design, conflict transformation, and adaptive governance competencies that are rarely 

included in conventional public management education. Governments managing significant collaborative governance 

portfolios should establish dedicated network management centers of excellence that aggregate specialist orchestration 

expertise, develop and disseminate collaborative management practice guidance, and provide advisory support to individual 

collaborative initiatives. The Netherlands' Delta Programme Directorate, Sweden's Government Offices' collaborative 

coordination function, and New Zealand's cross-agency partnership support unit offer institutional models for this capability 

concentration and distribution function. 

6.2. Designing Collaborative Governance Architecture with Accountability as a First-Order Requirement 

The evidence establishing accountability deficit as the most consequential collaborative governance risk argues for the 

systematic treatment of accountability architecture as a first-order design requirement in collaborative governance initiation - 

not an afterthought addressed when accountability failures have already emerged. Governments should develop mandatory 

collaborative governance design standards specifying minimum accountability architecture requirements for publicly funded 

multi-stakeholder initiatives, including: clear specification of which partner bears primary accountability for collective 

outcomes; reporting and transparency obligations for all participating organizations proportionate to their governance authority 

and resource access; independent oversight mechanisms with authority to assess collaborative performance and governance 

quality; escalation pathways enabling citizens and affected communities to raise accountability concerns about collaborative 
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arrangements; and sunset provisions requiring formal renewal decisions with democratic authorization for significant 

collaborative governance arrangements (Koliba et al., 2011; Sørensen & Torfing, 2009). 

6.3. Proactively Managing Power Asymmetries in Network Design 

The systematic finding that power asymmetries distort collaborative outcomes without proactive management creates 

a design obligation for collaborative governance architects: the development of explicit power-balancing mechanisms as a 

standard component of network design. Practical power-balancing design features include: independent facilitation 

requirements for collaborative processes involving participants with significantly asymmetric resources or political standing; 

structured voice provisions guaranteeing less powerful participants defined agenda-setting, information access, and decision 

influence rights; equity-oriented outcome assessment frameworks that evaluate collaborative performance on the distribution 

of benefits across participant communities rather than solely on aggregate output; resource support for less-resourced 

participants including capacity development funding, technical assistance, and coordination support that enables meaningful 

rather than nominal participation; and rotation or term-limitation provisions in collaborative leadership roles that prevent 

permanent concentration of network governance authority in dominant participants (Huxham & Vangen, 2005; Koppenjan & 

Klijn, 2004). 

6.4. Building Inter-Organizational Trust Infrastructure Before Collaborative Governance Demands It 

Consistent with the finding that trust is a dynamic achievement requiring sustained investment, governments seeking 

to expand their collaborative governance capacity should invest in inter-organizational trust infrastructure development during 

non-crisis, non-initiative periods when the time pressure and resource competition of active collaboration are absent. Structural 

trust-building investments include: cross-agency staff secondment and rotation programs that build working relationships 

among practitioners who will subsequently collaborate on shared challenges; whole-of-government senior leadership forums 

that create inter-departmental working relationships at executive levels; joint simulation and exercise programs that build 

operational familiarity and trust among agencies likely to collaborate in crisis and complex policy settings; cross-sector 

partnership platforms convening business, civil society, and government leaders around shared regional or sector-level 

challenges; and investment in civic infrastructure that develops the civil society organizational capacity needed for meaningful 

public participation in collaborative governance processes (Putnam, 2000; Ansell & Gash, 2008). 

6.5. Calibrating Governance Mode to Context Using Transaction Cost Logic 

The evidence for network design adequacy as a fundamental performance determinant argues for systematic application 

of transaction cost logic to collaborative governance design choice rather than default selection of familiar governance modes 

regardless of contextual fit. Governments establishing new collaborative governance arrangements should conduct explicit 

governance mode analysis examining the asset specificity, uncertainty, frequency, and stakeholder configuration of the 

proposed collaboration before committing to a governance structure. This analysis should draw on the CGPF's guidance: 

participant-governed network modes are appropriate for lower-complexity, lower-asset-specificity contexts with roughly equal 

partner power; lead-organization modes suit contexts where one partner has clearly superior orchestration capability and 

network legitimacy; network administrative organization modes are required for high-complexity, high-asset-specificity 

contexts with significant partner power heterogeneity. Design review mechanisms should be built into collaborative 

governance initiation protocols to ensure that initial design choices are reconsidered if collaborative context evolves in ways 

that reduce design adequacy (Provan & Kenis, 2008; Williamson, 1975). 

VII.  CONCLUSION 

This article has developed and evidenced the Collaborative Governance Performance Framework (CGPF), a 

theoretically integrated model of collaborative governance performance specifying network design architecture, network 

orchestration capability, and institutional enabling conditions as the three primary determinants of multi-stakeholder 

governance effectiveness. The CGPF advances the collaborative governance literature by integrating network governance 

theory, transaction cost theory, and collaborative advantage theory within a unified analytical architecture; by theorizing trust 

as a dynamic achievement of well-managed process rather than a static precondition of collaboration; by specifying network 

orchestration capability as a distinct and developable public management competency with identifiable component skills; and 

by incorporating accountability and power asymmetry management as first-order design requirements in collaborative 

governance architecture. 

The comparative case evidence provided strong empirical support for the CGPF's core theoretical propositions while 

generating five significant empirical findings: network orchestration capability is the most critical and scarcest collaborative 

management competency; trust is built through managed process; accountability deficit is the most consequential governance 

risk; power asymmetries systematically distort collaborative outcomes without proactive management; and network design 

adequacy determines the feasibility space of collaborative management quality. These findings converge on a structured policy 

agenda emphasizing network orchestration capability development, accountability-first design, power-balancing mechanisms, 

inter-organizational trust infrastructure investment, and transaction cost-calibrated governance mode selection. 

Several limitations require acknowledgment. The systematic review is restricted to English-language scholarship, 

potentially underrepresenting collaborative governance experiences from non-Anglophone administrative traditions including 

francophone, Lusophone, and East Asian governance systems. The comparative case sample of nineteen initiatives across 

thirteen countries, while diverse, cannot represent the full range of collaborative governance contexts globally. Findings should 

be interpreted as theoretical propositions with empirical support rather than universal laws, subject to contextual moderation 

not fully captured in the available evidence base. Future research should develop and validate quantitative instruments for 

measuring the CGPF's three pillars; conduct large-scale, multi-initiative survey studies with validated measures; and pursue 
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longitudinal designs tracking collaborative governance performance from initiation through maturity across extended time 

horizons. Comparative studies examining how different administrative traditions systematically shape collaborative 

governance design and management would substantially extend the CGPF's cross-national applicability. 

The governance challenges of the twenty-first century from climate change to pandemic preparedness, from urban 

resilience to social cohesion will not be solved by any organization, sector, or level of government acting alone. Building the 

collaborative governance capacity to tackle these challenges effectively and accountably is among the most consequential 

investments that public administration systems can make. The CGPF provides a theoretically rigorous, empirically grounded 

guide to that investment. 
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Abstract  

Employee turnover imposes substantial costs on organizations, and understanding its antecedents is a persistent concern of 

management research and practice. This study examined the relationships among organizational culture, employee 

commitment, and turnover intention among employees in the banking sector in India, and assessed whether organizational 

commitment mediates the influence of culture on turnover intention. A quantitative, cross-sectional survey design was adopted, 

and data were collected from 310 bank employees using validated measures of organizational culture, organizational 

commitment, and turnover intention. The data were analysed using descriptive statistics, Pearson correlation, and hierarchical 

multiple regression, with mediation examined through the established causal-steps procedure. The results indicated that a 

supportive organizational culture was positively related to organizational commitment and negatively related to turnover 

intention, and that commitment was strongly and negatively related to turnover intention. Regression analysis showed that the 

relationship between culture and turnover intention was substantially reduced when commitment was entered, a pattern 

consistent with commitment mediating the influence of culture on turnover intention. The findings suggest that organizational 

culture reduces employees' intention to leave partly by strengthening their commitment to the organization. The study 

recommends the deliberate cultivation of supportive cultures and commitment-oriented human resource practices, and 

discusses implications for managers and human resource practitioners in the banking sector. 

 

Keywords: - Organizational Culture, Organizational Commitment, Turnover Intention, Banking Sector, Mediation. 

 

I. INTRODUCTION  

Employee turnover is among the most costly and disruptive challenges facing organizations. The departure of 

experienced staff imposes direct costs of recruitment and training and indirect costs of lost knowledge, diminished morale, 

and interrupted client relationships. Because actual turnover is difficult to predict and measure directly, researchers have long 

focused on turnover intention, the conscious and deliberate willingness to leave the organization, which is consistently found 

to be the most immediate antecedent of turnover itself (Mobley, 1977; Tett & Meyer, 1993). Understanding what shapes this 

intention is therefore of considerable practical importance for organizations seeking to retain their people.  

Among the many factors implicated in turnover, organizational culture occupies a prominent place. Culture, the pattern 

of shared values, beliefs, and assumptions that guides behaviour within an organization, shapes the everyday experience of 

work and the extent to which employees feel that they belong (Schein, 2010). A supportive and cohesive culture is widely 

thought to foster favourable attitudes and to discourage departure, whereas a weak or misaligned culture may drive employees 

away. Yet the processes through which culture influences turnover intention are not fully understood, and the role of intervening 

attitudes such as commitment deserves closer examination. 

The banking industry provides a distinctive backdrop for this inquiry. It is labour-intensive and relationship-driven, 

with frontline employees serving as the principal point of contact between the organization and its customers, so that continuity 
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of staff bears directly on service quality and customer confidence. At the same time, the sector has experienced heightened 

competition, expanding private participation, and rising employee mobility, all of which intensify the challenge of retention. 

Examining how organizational culture relates to the intention to leave in this environment therefore addresses a matter of 

genuine strategic consequence. 

Organizational commitment, the psychological attachment that binds an employee to the organization, is a strong and 

consistent predictor of turnover intention (Meyer & Allen, 1991; Meyer et al., 2002). Commitment may serve as a mechanism 

through which culture affects the intention to leave: a supportive culture may strengthen employees' attachment, and this 

heightened commitment may in turn reduce their desire to depart. Clarifying whether commitment mediates the relationship 

between culture and turnover intention can refine theory and indicate where managerial effort is most productively directed. 

Attention to such mediating mechanisms reflects a broader maturation in organizational research, which has moved from 

documenting associations between the work environment and outcomes toward explaining the processes that produce them. 

This question is particularly relevant in the Indian banking sector, a competitive, service-intensive industry in which 

employee retention is a persistent concern and in which the quality of the internal culture bears directly on service and 

performance. Against this background, the present study examined the relationships among organizational culture, employee 

commitment, and turnover intention among bank employees in India, and assessed whether commitment mediates the 

influence of culture on turnover intention. The study pursued three objectives: to assess the relationship between culture and 

turnover intention; to assess the relationship between culture and commitment; and to examine whether commitment mediates 

the culture-turnover intention relationship. 

The significance of the study is both practical and theoretical. Practically, the banking sector is a cornerstone of the 

Indian economy and a service industry in which employee continuity underpins customer trust and operational stability, so 

evidence on the antecedents of turnover intention has direct managerial value. Theoretically, by examining commitment as an 

intervening variable rather than treating culture and turnover intention as directly linked, the study contributes to the effort to 

understand the mechanisms through which the work environment shapes withdrawal. In identifying how, and not merely 

whether, culture matters, the study offers guidance on where retention efforts are most productively concentrated. 

II. LITERATURE REVIEW 

2.1. Organizational Culture 

Organizational culture has been conceptualised in numerous ways, but most definitions converge on the idea of shared 

values, beliefs, and assumptions that shape how members perceive and respond to their environment (Schein, 2010). Influential 

frameworks have sought to characterise the dimensions along which cultures vary. The competing values framework 

distinguishes cultures oriented toward flexibility or control and toward internal or external focus, yielding clan, adhocracy, 

market, and hierarchy types (Cameron & Quinn, 2011), while research has linked cultural traits such as involvement, 

consistency, adaptability, and mission to organizational effectiveness (Denison & Mishra, 1995). Person-organization fit 

research further shows that congruence between individual and organizational values is associated with favourable attitudes 

and reduced turnover (O'Reilly et al., 1991). 

Common to these frameworks is the recognition that culture is not a peripheral or decorative feature of organizations 

but a substantive influence on how members think and behave. A strong, supportive culture provides employees with a sense 

of identity, clarifies expectations, and fosters cohesion, whereas a weak or fragmented culture leaves these needs unmet. For 

the present study, the relevant feature of culture is its supportiveness, the degree to which employees perceive their organization 

as valuing, involving, and caring for them, since it is this quality that is most plausibly linked to attachment and retention. 

2.2. Organizational Commitment 

Organizational commitment is widely conceptualised as a multidimensional construct comprising affective, 

continuance, and normative components, reflecting emotional attachment to, perceived cost of leaving, and felt obligation 

toward the organization respectively (Meyer & Allen, 1991; Meyer & Allen, 1997). Early measurement emphasised the 

affective dimension, capturing identification with and involvement in the organization (Mowday et al., 1979). Meta-analytic 

evidence establishes that commitment, and affective commitment in particular, is negatively related to turnover intention and 

turnover, and positively related to a range of desirable outcomes (Meyer et al., 2002). Commitment is thus both an important 

outcome in its own right and a plausible mediator of the effects of the work environment on withdrawal.  

Affective commitment is of particular interest for retention because it reflects a genuine emotional bond rather than 

mere calculation or obligation. Employees who are affectively committed remain with an organization because they want to, 

and this willing attachment is the form of commitment most consistently and strongly associated with a reduced intention to 

leave. For this reason, the present study emphasises affective commitment as the attitude most likely to transmit the influence 

of a supportive culture into a diminished desire to depart. 

2.3. Turnover Intention 

Turnover intention refers to an employee's conscious willingness to seek alternative employment and to leave the 

current organization. It is treated as the most proximal cognitive precursor of actual turnover, and models of the withdrawal 

process position it as the final step through which attitudes translate into departure (Mobley, 1977). Because it is more readily 

measured than actual turnover and strongly predictive of it, turnover intention is widely used as the criterion in retention 

research. Meta-analytic work confirms that job attitudes, including satisfaction and commitment, are among its most consistent 

antecedents (Griffeth et al., 2000; Tett & Meyer, 1993). 
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The reliance on turnover intention as a criterion is well justified. Actual turnover is influenced by factors beyond the 

individual's control, such as the availability of alternative employment, and it is often difficult to trace to its attitudinal origins 

once it has occurred. Turnover intention, by contrast, captures the psychological readiness to leave at the point where it is still 

amenable to managerial influence, making it both a theoretically meaningful and a practically useful focus for research 

concerned with retention. 

2.4. Culture, Commitment, and Turnover Intention 

A growing body of research connects organizational culture to both commitment and turnover intention. Supportive 

cultures have been shown to enhance commitment and job satisfaction and to reduce the intention to leave across a range of 

settings (Lok & Crawford, 2004; Park & Kim, 2009). Moreover, commitment is frequently found to mediate the relationship 

between features of the work environment and withdrawal, suggesting that culture reduces turnover intention partly by 

strengthening attachment (Allen et al., 2003). Reward systems and human resource practices that reinforce cultural values 

further contribute to this process by signalling what the organization stands for and rewards (Kerr & Slocum, 2005). 

Taken together, this literature suggests a structured set of relationships rather than a series of isolated associations. 

Culture appears to shape commitment, commitment appears to shape turnover intention, and culture appears to relate to 

turnover intention both in its own right and by way of commitment. Yet these relationships have been examined more often in 

isolation than as an integrated model, and rarely in the Indian banking context, leaving room for a study that tests them together. 

This body of evidence motivates the examination of commitment as a mediator in the present study. 

The proposition that commitment mediates the culture-turnover intention relationship is theoretically attractive because 

it specifies a plausible psychological process. A supportive culture conveys to employees that they are valued and that the 

organization is worthy of their loyalty; this perception fosters affective commitment; and this commitment, being a genuine 

bond, reduces the inclination to seek employment elsewhere. Establishing this chain empirically, even with the caution 

appropriate to a cross-sectional design, would indicate to managers that investment in culture yields retention benefits partly 

by way of the commitment it engenders. 

2.5. Theoretical Framework 

The study is grounded in social exchange theory, which explains why culture influences employee attitudes and 

intentions (Blau, 1964). According to this perspective, employees who experience a supportive, values-consistent culture 

perceive that the organization values and invests in them, and they reciprocate with heightened commitment and a reduced 

inclination to leave. Culture thus operates as a form of organizational treatment that elicits reciprocal attachment, and 

commitment functions as the reciprocating attitude through which culture shapes withdrawal intentions. This framework 

underpins the hypothesised mediating role of commitment. 

Social exchange theory is especially useful for explaining the mediating role proposed here. It holds that relationships 

develop through reciprocal exchanges in which favourable treatment elicits favourable responses. When an organization 

provides a supportive and values-consistent culture, employees perceive this as a benefit and respond by investing themselves 

more fully in the relationship, that is, by becoming more committed. This heightened commitment, representing a felt bond 

with the organization, then reduces the readiness to leave. The theory thus offers a coherent rationale for expecting commitment 

to carry part of the influence of culture on turnover intention. 

2.6. Research Gap and Hypotheses 

Although the international literature links culture, commitment, and turnover intention, rigorous evidence from the 

Indian banking sector, and specifically on the mediating role of commitment in this setting, remains limited. Addressing this 

gap, the study tested three hypotheses. The first proposed that organizational culture is negatively related to turnover intention. 

The second proposed that organizational culture is positively related to organizational commitment. The third proposed that 

organizational commitment mediates the relationship between organizational culture and turnover intention. 

III. METHODS 

3.1. Research Design 

A quantitative, cross-sectional survey design was adopted to examine the relationships among the study variables and 

to test the proposed mediation. This design is appropriate for assessing the strength and direction of associations among 

naturally occurring variables and for testing mediation models through regression, and it is widely used in organizational 

research where the variables of interest cannot be manipulated experimentally. 

3.2. Population and Sample 

The target population comprised employees of commercial banks in India. A sample of 310 employees was obtained 

through stratified random sampling across several branches of public and private sector banks, with strata reflecting bank 

ownership type and job level to ensure representation across the sector. The sample comprised 176 men and 134 women, with 

a mean age of 34.7 years and an average organizational tenure of 7.1 years. The sample size exceeded the minimum required 

for stable estimation of correlation and regression coefficients and for tests of mediation. 

Respondents were drawn from a range of roles, including customer service, operations, and supervisory positions, and 

from banks of differing size and ownership, in order to capture a broad cross-section of the sector. Prior to the main analyses, 

the data were screened for missing values and careless responding, and cases with substantial omissions were excluded, 

yielding the final sample of 310 usable responses on which the reported analyses were conducted. 

http://www.eduresearchjournal.com/index.php/ijamrs


 

Volume: 2 | Issue: 3 | July  – 2026 |  www.eduresearchjournal.com/index.php/ijamrs                                                         31 

3.3. Instruments 

Organizational culture was measured with a validated instrument assessing the extent to which employees perceived 

their culture as supportive, cohesive, and values-driven. Organizational commitment was measured with an established 

commitment scale emphasising the affective dimension (Mowday et al., 1979). Turnover intention was measured with a short, 

widely used scale capturing the intention to search for and accept alternative employment. All items were rated on a five-point 

Likert format ranging from strongly disagree to strongly agree, and scale scores were computed as the mean of their constituent 

items. 

The use of established instruments grounded the measurement in constructs whose validity has been examined across 

numerous studies, facilitated comparison with prior research, and reduced the risk of ambiguous item wording. Where items 

were adapted to suit the sector, care was taken to preserve their original meaning, and the adapted instruments were reviewed 

to ensure that they remained faithful to the constructs they were intended to capture. 

3.4. Validity and Reliability 

Content validity was supported by the use of established instruments and by expert review of the items for clarity and 

relevance, and a pilot study with 30 respondents informed minor refinements. Internal consistency reliability was satisfactory 

for all scales, with Cronbach's alpha values of .89 for organizational culture, .87 for organizational commitment, and .84 for 

turnover intention, each exceeding the conventional threshold. 

3.5. Data Collection 

Data were collected through a structured questionnaire administered to employees with the permission of branch 

management. Participation was voluntary and anonymous, and respondents were informed of the purpose of the study and 

assured of confidentiality. To reduce the risk of common method bias, respondents were assured of anonymity, the predictor 

and criterion items were separated, and clear wording was used, in line with recommended procedural remedies (Podsakoff et 

al., 2003). 

3.6. Data Analysis 

The data were analysed using descriptive statistics, Pearson product-moment correlation, and hierarchical multiple 

regression. Mediation was examined using the causal-steps procedure, which requires the predictor to relate to both the 

mediator and the outcome, the mediator to relate to the outcome, and the predictor-outcome relationship to weaken when the 

mediator is included (Baron & Kenny, 1986). The assumptions of the analyses were examined and found tenable, and statistical 

significance was evaluated at the .05 level. 

IV. RESULTS 

4.1. Descriptive Statistics and Correlations 

Means, standard deviations, and intercorrelations for the study variables are presented in Table 1. Perceptions of culture 

and commitment were moderately high, while turnover intention was below the scale midpoint, indicating generally favourable 

attitudes among respondents. 

Table 1. Descriptive Statistics and Correlations among the Study Variables 

Variable M SD 1 2 3 

Organizational culture 3.81 0.57 —   

Organizational 
commitment 

3.69 0.63 .54** —  

Turnover intention 2.64 0.88 -.46** -
58** 

— 

Note. N = 310. Variables measured on five-point scales. **p < .01. 

As Table 1 shows, organizational culture was significantly and negatively correlated with turnover intention (r = -.46, 

p < .01), supporting the first hypothesis, and positively correlated with organizational commitment (r = .54, p < .01), supporting 

the second hypothesis. Organizational commitment was strongly and negatively correlated with turnover intention (r = -.58, p 

< .01). All correlations were statistically significant and in the expected directions. 

The relative magnitudes of the correlations are themselves informative. That commitment correlated more strongly with 

turnover intention than did culture is consistent with commitment's position as a proximal attitude closer to the decision to 

leave, while the substantial culture-commitment correlation supports the notion that culture operates as an antecedent of 

commitment. These bivariate patterns, although not conclusive, anticipate the mediating structure examined in the regression 

analysis that follows. 

4.2. Test of Mediation 

To test the third hypothesis, turnover intention was regressed on organizational culture in the first step and on culture 

and commitment together in the second step, as reported in Table 2. 
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              Table 2. Hierarchical Regression Predicting Turnover Intention 

Predictor Step 1 β Step 2 β ΔR² 

Organizational culture -.46** -.19**  

Organizational commitment  -.48** .18 

                 Note. N = 310. Dependent variable: turnover intention. Step 1 R² = .21; Step 2 R² = .39. **p < .01. 

The conditions for mediation were met. Culture predicted turnover intention in the first step (β = -.46, p < .01), culture 

predicted commitment (r = .54, p < .01), and commitment predicted turnover intention in the second step (β = -.48, p < .01). 

Critically, the standardized coefficient for culture fell from -.46 to -.19 when commitment was entered, and the addition of 

commitment explained a further 18 per cent of the variance in turnover intention. Because the culture-turnover intention 

relationship was substantially reduced but remained significant, the results indicate partial mediation, whereby commitment 

carries much, though not all, of the influence of culture on the intention to leave (Baron & Kenny, 1986). The third hypothesis 

was therefore supported. 

4.3. Summary of Findings 

In sum, all three hypotheses were supported. Organizational culture was negatively related to turnover intention and 

positively related to commitment, commitment was negatively related to turnover intention, and the reduction in the culture-

turnover intention relationship upon the inclusion of commitment indicated that commitment partially mediates the effect of 

culture on turnover intention. 

V. DISCUSSION 

5.1. Culture and Turnover Intention 

The finding that a supportive organizational culture is associated with lower turnover intention accords with a 

substantial body of research (Lok & Crawford, 2004; Park & Kim, 2009). The moderate negative association suggests that 

cultures characterised by shared values, cohesion, and support discourage employees from contemplating departure. In the 

competitive banking sector, where retention is a persistent concern, this positions culture as a meaningful and controllable 

influence on the attitudes that precede turnover, and the result extends the evidence to the Indian banking context, where 

dedicated study has been limited. 

It is worth noting that the association, while meaningful, was moderate rather than overwhelming, indicating that culture 

is one important influence on turnover intention among several. This is consistent with the understanding that the intention to 

leave is multiply determined, arising from the interplay of attitudinal, personal, and external labour-market factors. The 

practical message is not that culture alone secures retention, but that it is a controllable and consequential lever that 

organizations can deliberately strengthen alongside other determinants. 

5.2. The Mediating Role of Commitment 

Organizational commitment emerged as a strong predictor of turnover intention and as a partial mediator of the culture-

turnover intention relationship. This pattern is consistent with the view that culture reduces the intention to leave partly by 

strengthening employees' attachment to the organization (Allen et al., 2003; Meyer et al., 2002). It aligns with social exchange 

theory, in which a supportive culture elicits reciprocal commitment that in turn discourages withdrawal (Blau, 1964). The 

result underscores that commitment is not merely a parallel outcome of a good culture but a conduit through which culture 

shapes the intention to remain. Its mediating role has both explanatory and practical significance, specifying the process by 

which culture matters and implying that interventions which strengthen commitment may complement and extend the retention 

benefits of a healthy culture. 

That the mediation was partial rather than full is itself meaningful. It indicates that culture influences turnover intention 

through more than one route: in addition to its indirect effect via commitment, culture retains a direct association with the 

intention to leave, perhaps operating through other attitudes such as satisfaction or through the everyday experience of a 

cohesive workplace. The practical implication is that culture merits attention both for its own sake and for the commitment it 

cultivates. 

5.3. Theoretical Implications 

Theoretically, the findings support an integrative account in which culture, commitment, and turnover intention are 

linked in a coherent chain consistent with social exchange theory (Blau, 1964) and with three-component models of 

commitment (Meyer & Allen, 1991). Employees who experience a supportive culture appear to reciprocate with heightened 

commitment, which is associated with a reduced intention to leave. Although the cross-sectional design precludes firm causal 

conclusions, the observed pattern of partial mediation lends contextual support to these frameworks and to the intervening role 

of commitment. 

5.4. Practical Implications 

For managers and human resource practitioners, the findings carry clear implications. Because a supportive culture is 

associated with more committed employees and lower turnover intention, banks may benefit from deliberately cultivating 

cultures that emphasise shared values, support, and cohesion, reinforced through reward systems and human resource practices 

that signal and enact those values (Kerr & Slocum, 2005). Because commitment mediates the effect of culture on turnover 
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intention, practices that strengthen affective attachment, such as recognition, development, and supportive supervision, are 

likely to amplify the retention benefits of a healthy culture. Attention to person-organization fit in selection may further support 

both commitment and retention (O'Reilly et al., 1991). 

5.5. Limitations and Future Research 

Several limitations should be noted. The cross-sectional design does not permit causal inference, and the reliance on 

self-report data from a single source raises the possibility of common method bias, although procedural remedies were 

employed (Podsakoff et al., 2003). The focus on a single sector limits generalisability, and the study examined affective 

commitment more fully than its other components. Future research could employ longitudinal or multi-source designs to 

strengthen causal inference, test mediation using contemporary bootstrapping techniques, distinguish the roles of the several 

components of commitment, and extend the inquiry across sectors and cultures. Incorporating actual turnover data would 

further connect the attitudinal focus of the study to the behaviour of ultimate interest. 

A further avenue concerns the measurement of the constructs over time and from multiple perspectives. Assessing 

culture and commitment at one point and turnover intention at a later point, or drawing on supervisor assessments alongside 

employee reports, would reduce concerns about common method variance and allow the temporal ordering implied by the 

mediation hypothesis to be examined more directly. Such designs, combined with objective retention data, would strengthen 

both the causal interpretation and the practical relevance of the findings. 

VI. CONCLUSION 

This study examined the relationships among organizational culture, employee commitment, and turnover intention 

among bank employees in India. The evidence indicates that a supportive culture is associated with higher commitment and 

lower turnover intention, that commitment is strongly associated with a reduced intention to leave, and that commitment 

partially mediates the influence of culture on turnover intention. These findings contribute context-specific evidence to the 

retention literature and support an integrative understanding in which culture reduces the intention to leave both directly and 

through the commitment it fosters. By cultivating supportive cultures and strengthening commitment, banks may reduce the 

turnover intentions that precede the costly loss of valued employees. 
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