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This study highlights that reten-
tion is possible not so much by
HR strategies but by line strate-
gies. The paper discusses the role
of line managers in retaining
knowledge workers in the Indian
Information Technology (IT) Ser-
vices industry using grounded
theory research design. The re-
search is based on in-depth in-
terviews with sixteen line manag-
ers, eighteen employees, ten hu-
man resource management pro-
fessionals and eight top manage-
ment officials using purposeful
and theoretical sampling. Results
of the study highlight the experi-
ences of employee-manager rela-
tionships in understanding the
research phenomenon.
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Introduction

The Information Technology and
Business Process Management (IT-
BPM) industry is one of the major con-
tributors to India’s growing economy
(Agrawal, Khatri and Srinivasan, 2012;
NASSCOM, 2015). The Indian IT-BPM
sector which is engaged primarily in
outsourced ‘knowledge work’, have pro-
duced a highly visible new category of
global ‘knowledge workers’ in India
(Agrawal, 1999; Amar, 2002; Upadhya,
2009).The industry largely credits its
growth and development to its Knowl-
edge workers (Agrawal, 1999; Drucker,
1999) and the knowledge that the incum-
bents in the industry possess (Davenport
& Prusak, 2000; Nonaka & Takeuchi,
1995; Polanyi, 1967).

When comparing the data between
the year 2000-01 and 2013-14 (Table I),
it is evident that the industry has remark-
able contributions and employment gen-
eration for knowledge workers; 88 per-
centincrease in IT Services and exports,
92 percent increase in BPM exports and
69 percent increase in domestic market
and overall the sector accounts for 85
percent increase in number of knowledge
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tant literature, insights from the industry
interaction reveals that the role of line
managers and the relationship with the
employees are quoted as the main rea-
son for voluntary turnover, engagement
and retention of employees pertaining to
knowledge workers in IT-BPM industry.
It is misleading to rely on the existing lit-
erature to begin with for pursuing re-
search in a sector which deals with dy-
namic and volatile contextual factors.
Thus, as suggested by Charmaz (2006),
this study did not begin with a theory or
conceptual framework based on the
available literature, as doing so may lead
the inquirer conditioned or biased to the
factors intensely quoted in the literature
and may ignore the rest. Also, while
analysing the methodology adopted in the
existing literature, it was found that it is
predominantly a positivistic paradigm. The
present study focuses on the assumption
that reality is subjective, multiple and so-
cially constructed by its participants
(Bryman, 1984; Guba and Lincoln, 1994)
and thus follows the grounded theory, a
qualitative methodology.The objectives of
the study are to explore the significance
of manager-employee relationshipsin re-
taining knowledge workers in Indian IT
Services industry and to formulate a sub-
stantive theory in the area of retaining
knowledge workers.

Methodology

The study is based on the grounded
theory design, a qualitative inquiry ap-
proach (Charmaz, 2006; Glaser &
Strauss, 1967; Locke, 2001; Premalatha
& Srivastava, 2014; Strauss & Corbin,
1998). Grounded theory is a qualitative

research method in which the theory
emerges from the rich data collected
from multiple stakeholders. It is an in-
ductive, theory discovery methodology
that uses a systematic set of procedures
to develop a theoretical account cover-
ing the features of a topic while simulta-
neously grounding the account in empiri-
cal observations of data (Glaser &
Strauss, 1967).

The study is based on fifty two in-
depth interviews from ten organizations in
IT Services industry in India which in-
cludes stakeholder groups such as line
managers (sixteen), employees (eighteen)
who are the primary stakeholders and
human resource management profession-
als (ten), management officials (eight) who
are the secondary stakeholders for the
study. The line managers in this study re-
fer to the managers who head or lead the
projects and head a team of employees.
Purposeful sampling (Patton, 1990) and
theoretical sampling (Glaser & Strauss,
1967) were used to locate the different
stakeholders and data was collected
through unstructured in-depth interviews.
Interview data was transcribed verbatim
and was analysed using open, axial and
selective coding framework (Strauss &
Corbin, 1998) and facilitated by the soft-
ware Atlas ti version 5.0. In the open cod-
ing phase, the text (interview transcripts,
field notes, theoretical memos and docu-
ments) were analyzed for important infor-
mation pertaining to understanding the
research phenomenon. This phase facili-
tated to uncover, name and develop con-
cepts. In axial coding phase, events, ob-
servations, incidents, actions and interac-
tions that were found to be conceptually
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similar in nature or related were grouped
under ‘categories’. Selective coding was
used to identify the inter-linkages and re-
lationships among the categories identified
during the axial coding phase.

Results & Discussion

The study reflects the lived experi-
ences of managers, employees and top
level management in the industry. The
following are identified as the best prac-
tices and strategies adopted by manag-
ers to bridge the relationship between
employees and managers and to retain
knowledge workers. The study captures
the following as the evidently favored
retention practices based on the field re-
ality and not just merely on the prescrip-
tive strategies that ought to be practiced.
Grounded theory explains what is the
phenomenon, not what should, could, or
ought to be. The findings of the study is
presented in fig. 1 and discussed under
the following propositions:

Proposition 1. Empowering the role
of line managers by adopting Middle-up-
down management is likely to positively
influence the retention of knowledge
workers

Proposition 1.1. Middle-up-down
management is proposed as a five dimen-
sional construct constituted by the follow-
ing dimensions:

e Accountability and Responsibility of
middle level managers

e Mediating role of middle managers
to liaise between the business heads
and the employees

e Aligning performance appraisals to
organizational strategy

e Mentoring

e Enabling employee voice
Adopting middle-up-down manage-
ment is proved to be aptinr

etain-
ing talent. \

The study highlights the significance
of the role of managers in retaining tal-
ent as they are the resources who are
instrumental in articulating the vision of
the organization. Adopting middle-up-
down management (Nonaka & Takeuchi,
1995) is proved to be apt in retaining tal-
ent. Top management articulates the vi-
sion or dream for the company, while
front-line managers facilitate in cascad-
ing it to the field reality. The gap between
the dream and reality is narrowed down
by middle managers who mediate be-
tween the two by positioning themselves
as the ‘knot’, ‘bridge,” and ‘knowledge
engineers’.

Project Managers are highly criti-
cized during appraisal periods especially
in organizations where they adopt per-
formance appraisals through “forced
ranking method” which is popularly re-
ferred to as ‘Bell Curve Fitting’. It cre-
ates confusion, chaos, resentment, mis-
trust, disengagement and dissatisfaction,
intentions to quit among the employees
(Premalatha, 2012). Thus, it is impera-
tive for the organization to be convinced
with the rationale for adopting forced
ranking, grooming managers and leaders
to be accountable for the execution of
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forced ranking and linking this appraisal
mechanism with the overall strategic in-
tent of the organization. A good manager
clarifies what is expected of his team
members and their key performance in-
dicators (KPI). Mentoring is an impor-
tant job of any manager, especially the
middle managers and it should not be left
to HR alone. “A good mentor is some-
one absolutely credible whose integrity
transcends the message - be it positive
or negative, tells you things that you may
not want to hear but leaves you with the
feeling that you have been heard, inter-
acts with you in a way that makes you
want to become better, makes you feel
secure enough to take risks, gives you
the confidence to rise above your inner
doubts and fears, supports your attempts
to set stretch goals for yourself, and pre-
sents opportunities and highlights chal-
lenges you might not have seen on your
own” (DelLong, Gabarro & Lees, 2008).

Successful organizations in the indus-
try take more initiatives to make mentoring
an important strategy. Employee reten-
tion is fostered when organizations cre-
ate dialogical spaces for employees to
express their concerns and review their
employees’ expectations and career
development. During challenging times
in the organization, the role of middle
managers as a bridge between the top
management and their associates be-
comes crucial. It was reported that
there was increase in the frequency of
communication to the employees from
the top level management through their
first line managers to the employees re-
garding the problems faced by the or-
ganization and its remedial measures.

Efforts were taken to reassure the tal-
ent by conveying decisions received
from the top management and business
heads on productivity measures, lay-
offs, salary cuts, withheld payments on
performance bonus for the previous
quarter and expected salary hikes for
the forthcoming appraisal periods
etc.These communication patterns and
the role of middle managers help the
members in the organization to sail
through the difficult times and creating
avenues for further growth and devel-
opment.

Proposition 2: Role of line manag-
ers as vigilant and level 5 leaders is likely
to positively influence retention of knowl-
edge workers

Proposition 2.1: Grooming manag-
ers as vigilant leaders positively impacts
the capability development of managers
to handle challenges during difficult
times.

Proposition 2.1a: Vigilant leader-
ship is a two dimensional construct con-
stituted by the following dimensions:

e Strategic foresightedness
e Culture of discovery in the workplace

Proposition 2.1b: Operationally
myopic managerial behaviour negatively
influences vigilant leadership

Proposition 2.2: Grooming manag-
ers to be level 5 leaders positively im-
pacts managerial capabilities in enabling
employee voice.

The Indian Journal of Industrial Relations, Vol. 51, No. 3, January 2016
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Proposition 2.2a: Level 5 leadership
is a two dimensional construct constituted
by the following dimensions:

e Personal Humility
e Professional will

Proposition 2.3: Leadership devel-
opment programs positively impact the
transformation of managers into leaders

Proposition 2.4: Knowledge man-
agement initiatives positively impact the
transformation of managers into leaders

Proposition 2.5: Top management
philosophy of empowerment positively
impacts the transformation of managers
into leaders

The study found that role allocation,
bringing in role clarity in one’s profile,
taking initiatives as and when required,
building rapport with employees and man-
agement, providing constant feedback to
the members and being transparent are
some of the expectations that employees
have from their managers. The best way
to engage and retain knowledge work-
ers is to get managers to take responsi-
bility for engaging and retaining their best
people.

The best way to engage and retain
knowledge workers is to get man-

agers to take responsibility for

engaging and retaining their best
people. \

It is important for organizations to
make managers more of a vigilant leader

because their behaviors have an impact
on employee retention and business at
large. A single-minded focus on manag-
ing current operations narrows the field
of vision of the management team and
deters frontline employees from sharing
concerns about troubling or promising sig-
nals on the horizon. A vigilant leader fo-
cuses externally and stays open to di-
verse perspectives, applies strategic
foresight and probes deeply for second-
order effects and encourages others to
explore widely by creating a culture of
discovery. Vigilant leaders make sure
that they have a clear view of the big
picture (Day & Schoemaker, 2008). Pre-
paring managers to be vigilant leaders
during uncertainties is highly crucial.
Often, attrition increases in an organiza-
tion when negative conversations in-
crease. Therefore, in order to prevent
these negative conversations from affect-
ing the general climate in the organiza-
tion, it is necessary that supervisors are
able to address the concerns of employ-
ees effectively and provide them with
accurate responses for questions they
may have by adopting a proper reces-
sion plan.

Collins’s (2001) level 5 leadership is
important in understanding the role of
managers leaders. Level 5 refers to a
five-level hierarchy of executive capa-
bilities, with level 5 at the top. Level 5
leaders embody a paradoxical mix of
personal humility and professional will.
The line and human resource managers
participated in the study attributed their
success of retaining talent to manage-
ment and leadership development pro-
grams, workshops, knowledge sharing
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sessions that they have regularly attended
and support and facilitation received from
their supervisors and management.

Proposition 3: Role of managers as
organizational ethnographers is likely to
positively influence retention of knowl-
edge workers

Proposition 3a: Organizational eth-
nographer is proposed as a five dimen-
sional construct with the following dimen-
sions:

e Effective interaction with employees
e Transparency in communication
e Open culture

e Connectedness to employee experi-
ences

e Conducting stay interviews

Proposition 3b: Managers as organi-
zational ethnographers is likely to posi-
tively influence the managerial capabil-
ity of identifying employees’ intentions to
quit

Organizations take measures to allot
time for managers to meet with their
employees on a regular basis. It is re-
ported that organizations have increased
the touch time with the employees dur-
ing tough times.

The study reveals that employees are
comfortable with managers who are hon-
est and transparent in their communica-
tion. Employees prefer clarity in commu-
nication. Organizations that create an
open culture which reduces the hierar-

‘ Employees are comfortable with
managers who are honest and
transparent in their communica-
tion.

chical relationships and develops the
managers who can be empathetic, com-
passionate, caring and approachable ex-
perience higher rate of retention. This
promotes employees to open up with their
issues both professional as well as per-
sonal, thus leading to a meaningful con-
frontation and interpersonal relationship.

To intensify the role of managers in
retaining talent, the study identifies the
need for ‘development of manager as
an ethnographer’(Premalatha, 2012).
This could be a new paradigm in bring-
ing about the desired changes regard-
ing retaining knowledge workers in or-
ganizations. Ethnography is a qualitative
research design in which the researcher
describes and interprets the shared and
learned patterns of values, behaviors,
beliefs, and language of a culture-shar-
ing group (Harris, 1968). Competencies
of a good ethnographer prove to be a
good value added approach when it is
imparted to the managers. This sounds
integral as managers are the ones who
spend most of their time in dealing with
people issues. Managers who play the
role of a good ethnographer in under-
standing the lived experiences of em-
ployees, support the organizations to
achieve sustainable competitive advan-
tage by engaging and retaining the
knowledge workers. This is attained
mainly through rapport building. Man-
agers can build effective relationships
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with employees only when they allow
them to voice their opinions (Ancona et
al, 2007). These conversational spaces
act as points of retention, as employees
are aware that the organization is being
transparent with them and is giving them
adequate opportunities to discuss their
concerns in meaningful ways.

Being an organizational ethnographer
facilitates the managers in sensing reten-
tion dilemma among their employees.
Organizations lose employees when they
fail to provide opportunities as desired by
the employees, and when it is provided
by their competitors. Some managers are
pro-active in identifying the individual’s
career aspirations and identifying if there
are available opportunities within the
scope of the projects or in other projects
within the organization. In case of refer-
ring employees to other projects, though,
the manager loses a valuable employee
from his project, the employee is retained
within the organization.

When asked about this, most of the
managers say that they can easily iden-
tify the signals when employees are all
set to leave. Decisions to leave are not
impulsive. Rather, the employees go
through a period of intentions to quit. If
the manager or the organization could
understand during this period and discuss
with the prospective leaver, the
employee’s intentions probably can be
changed.

Proposition 4: Role of line manag-
ers in creating a retention culture is likely
to positively influence retention of knowl-
edge workers

Proposition 4a: Retention culture is
proposed as a three dimensional construct
with the following dimensions:

e Positive work place energy
e Workplace fun
e Conducting engagement surveys

Proposition 4b: Role of supervisors
as a police officer is likely to negatively
impact retention culture in organizations.

For employees in IT sector, their
project and the team is their organiza-
tion. Their culture is mainly based on the
assumptions, shared meanings what
people attribute to their project than to
the entire organization. Organizations feel
it necessary to foster the retention cul-
ture in their teams. The workforce feels
the need to stay back when there is sub-
stantial positive energy in the workplace.
“Creating the positive energy is going to
be the major challenge for leaders and
human resource management profession-
als over the next twenty years. Leader-
ship is about managing energy, first in
yourself and then in those around you”
(Clawson & Newburg, 2005).

Organizations take initiatives to cre-
ate a platform for employees to discuss
and share what they feel about their stay
in the organization during their tenure.
This can happen only when organizations
cultivate a conducive retention culture by
building positive energy. However, the
field data and the literature also reveal
the role of organizations in creating abu-
sive managerial behaviors and mindless
expectations from the managers. The
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tough expectations from managers pre-
vent them from considering the potential
benefits of fun at work and expect them
to act like police officers (Newstrom,
2002). Thus, the supervisor-as enforcer
model placed significant binders on first-
level managers, and their deeply held at-
titudes prevent them from seeing the pos-
sible gains to be attained from a lighter
work atmosphere (Newstrom, 2002).
Successful organizations conduct more
frequent dip-stick satisfaction and en-
gagement surveys within the verticals to
understand the pulse of the employees.

Itis interesting to note that organiza-
tions who are positive and appreciative
about their future, conduct ‘stay inter-
views’ for their employees (Cooperrider
& Whitney, 2005; Whitney, Cooperrider,
Bloom & Kaplin, 2005). Stay interviews
are the discussion conducted by line man-
agers during the tenure of employees’
stay in the organization. This is done on
a regular basis to understand their needs,
concerns, ideas, career anchor, career
path and development goals for the indi-
vidual and the organization. This contrasts
the very popular ‘exit interviews’ which
are done to understand the reasons for
leaving and feedback about the organi-
zational processes and systems while the
person is all set to leave. These kinds of
stay interviews reiterate the need for line
managers to be the organizational eth-
nographers.

Conclusion
The theory developed as an outcome

of this study using grounded theory fo-
cuses on the relevance and utility to the

settings studied, providing the stakehold-
ers some understanding and control over
situations they encounter on a daily ba-
sis (Glaser & Strauss, 1967). The sub-
stantive theory formulated is closely
linked to the practice domain. The re-
search findings are discussed with middle
managers, senior managers and human
resource professionals to understand its
relevance in practice domain. The find-
ings of the study serve as a guideline for
managers for understanding their role in
retaining knowledge workers. The grow-
ing complexity of people issues in the
organization demands HR to be strategi-
cally aligned with business planning and
line management (Ulrich, 1987). Role of
line managers is important in talent re-
tention like any other HR functions. Suc-
cessful organizations believe that though
HR policies and practices are formulated
by HR professionals in consultation with
line managers, it is the line managers who
play the main responsibility in implement-
ing these strategies. It is evident from the
voices of employees that the qualities and
capabilities of their immediate manager
(Ancona et al, 2007; Brewster, Brookes
& Gollan, 2015; Day & Schoemaker,
2008; Newstrom, 2002) are important
elements in retaining knowledge work-
ers. Interpersonal relationship with su-
pervisors has significant impact on turn-
over intentions among new entrants in the

‘ Though HR policies and practices
are formulated by HR profession-
als in consultation with line man-
agers, it is the line managers who

play the main responsibility in
implementing these strategies.
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software industry (Kannan &
Vivekanandan, 2012). It is the line man-
agers who deal on a daily basis with al-
locating roles and monitoring the perfor-
mance of their subordinates (McGuire,
Garavan, Saha & O’Donnell, 2006). Sub-
ordinates who perceived their supervisors
as more abusive were more likely to quit
their jobs. Abusive supervision impacts
lower job and life satisfaction, lower nor-
mative and affective commitment, and
higher continuance commitment, conflict
between work and family and psycho-
logical stress and less favorable attitudes
to jobs (Tepper, 2000). The conse-
quences of abusive supervisory behav-
ior (Ashforth, 1997; Bies & Tripp,
1996;Tepper, 2000) and the absence of
supervisor support will lead employees
to develop aversive experiences and feel-
ings of inefficacy and psychological dis-
tress (Mirowsky & Ross, 1989) which
costs the organization and develops turn-
over intention and finally turnover. Ex-
cessive personnel turnover is costly to the
organization (Cascio, 1982).

The growing demand for knowledge
workers in the industry calls for immedi-
ate action plans to retain them. Organi-
zations should aim to measuring reten-
tion rather than turnover. (Waldman &
Arora, 2004). Organizations in the indus-
try have adopted effective HRM systems
for knowledge workers (Achim, 2014).
Giving line managers the responsibility for
HRM enables them to link the people
more closely with other aspects of day-
to-day management as they have fre-
quent, direct contact with employees and,
therefore, an opportunity to understand
and respond quickly to employee con-

‘ Retaining knowledge workers is
not merely an HR strategy; it is a

line function and a corporate strat-
egy. \

cerns that the HRM function cannot
match (Brewster, Brookes & Gollan,
2015). Middle managers are the ‘linking
pins’ in the realization of HRM strategy
(Currie & Proctor, 2001). Thus, retain-
ing knowledge workers is not merely an
HR strategy; it is a line function and a
corporate strategy (Premalatha, 2012).

Future Research Implications

The propositions emerged from this
study can be researched using a positiv-
istic paradigm. The study may not hold
good for generalizability of the findings.
It can be extended and checked for pos-
sible transferability of the research out-
comes to knowledge-intensive sectors
such as IT product companies, banking,
financial services and insurance, consult-
ing, pharma, retail and manufacturing, as
attrition and replacement of talent are al-
ways a major concern in these sectors.
Witnessing continuous changes in the busi-
ness environment, behavioral changes in
the current workforce, shift in psychologi-
cal contract, demand more interpretivist
approach than a positivistic paradigm for
exploring the research phenomena in
fields such as organizational behavior and
human resource management
(Premalatha & Srivastava, 2014). The
study also recommends the need for re-
placing the extant theories and develop-
ing new theories in management through
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grounded theory methodology, as some of
the extant theories have become obsolete
in today’s context.

References

Achim, K. (2014). “HRM Systems for Knowl-
edge Workers: Differences among Top Man-
agers, Middle Managers, and Professional
Employees”, Human Resource Manage-
ment, 53 (1): 67-87.

Agrawal, N. M. (1999). “Managing Knowledge
Workers: Benchmarking Indian IT Organi-
zations”, IIMB Management Review, 11 (2):
81-92

Agrawal, N. M., Khatri, N. & Srinivasan, R.
(2012), “Managing Growth: Human Re-
source Management Challenges Facing the
Indian Software Industry”, Journal of
World Business, 47(2): 159-66.

Amar, A.D. (2002), Managing Knowledge Work-
ers: Unleashing Innovation and Productiv-
ity, Quorum Books

Ancona, D., Malone, T W., Orlikowski, W. J. &
Senge, P. M. (2007), “In Praise of the In-
complete Leader,” Harvard Business Re-
view, 85(2): 92-100.

Ashforth, B. (1997), “Petty Tyranny in Organi-
zations: A Preliminary Examination of An-
tecedents and Consequences”, Canadian
Journal of Administrative Sciences, 14: 126-
40.

Bies, R. J. & Tripp, T, M. (1996), “Beyond Dis-
trust: ‘Getting even’ and the Need for Re-
venge”. in R, M, Kramer & T. R, Tyler
(Eds.), Trust in Organizations: Frontiers
of Theory and Research: 246-60, Thousand
Oaks, GA: Sage.

Brewster, C., Brookes, M. & Gollan, P. J. (2015),
“The Institutional Antecedents of the As-
signment of HRM Responsibilities to Line
Managers”, Human Resource Management
54(4): 577-97

Bryman, A. (1984), “The Debate about Qualita-

tive and Quantitative Research: A Ques-
tion of Methods or Epistemology, The Brit-
ish Journal of Sociology, 35(1):75-92

Cascio, W. F. (1982). Costing Human Resources:
The Financial Impact of Behavior in Orga-
nizations, Van Nostrand Reinhold Com-
pany, New York.

Charmaz, K. (2006), Constructing Grounded
Theory: A Practical Guide through Quali-
tative Analysis, Sage publications, London.

Clawson, J. G. & Newburg, D. S. (2005), “The
Motivators Dilemma,” in Losey Michael
R.; Meisinger Sue and Ulrich, Dave (eds.):
The Future of Human Resource Manage-
ment: 64 Thought Leaders Explore the
Critical HR Issues of Today and Tomor-
row, John Wiley & Sons, Inc.

Collins, J. (2001), Good to Great, Random House
Business Books, London.

Cooperrider, D. L. & Whitney, D. (2005), Ap-
preciative Inquiry: A Positive Revolution
in Change, Berrett-Koehler Publishers Inc,
California.

Currie, G. & Proctor, S. (2001), “Exploring the
Relationship between HR and Middle
Managers”, Human Resource Management
Journal, 3(11): 58-69

Davenport, T. H. & Prusak, L. (2000), “Working
Knowledge: How Organizations Manage
What They Know” Harvard Business
School Press Books.

Day, G. S. & Schoemaker, P. J. H. (2008). “Are
You a ‘Vigilant Leader’?”. MIT Sloan Man-
agement Review, 49 (3): 43-51.

DelLong, T. J., Gabarro, J. J. & Lees, R. J. (2008),
“Why Mentoring Matters in a
Hypercompetitive World’, Harvard Busi-
ness Review, 86(1): 115-21.

Drucker, P. F. (1999), “Knowledge Worker Pro-
ductivity: The Biggest Challenge”, Califor-
nia Management Review, 41(2), 79-94.

Gaan, N. (2011), “A Reuvisit on Impact of Job
Attitudes on Employee Turnover: An Em-

The Indian Journal of Industrial Relations, Vol. 51, No. 3, January 2016

429



P. Premalatha

pirical Study in Indian IT Industry”,
Vilakshan: The XIMB Journal of Manage-
ment, 8(2), 33-42.

Glaser, B. G. & Strauss, A. L. (1967), “The Dis-
covery of Grounded Theory: Strategies for
Qualitative Research”, Aldine Publishing
Company, Chicago.

Guba, E. G. & Lincoln, Y. S. (1994), “Competing
Paradigms in Qualitative Research”, in
Denzin, N. K. & Lincoln, Y. K. (eds.), Hand-
book of Qualitative Research, California:
Sage

Harris, M. (1968). The Rise of Anthropological
Theory: A History of Theories of Culture,
New York: T. Y. Corwell.

Kannan, M. & Vivekanandan, K. (2012). “Study
on Attrition among New Entrants in Soft-
ware Testing Professionals”, International
Journal of Computer Applications, 53: 23-
29.

Kulshrestha, L. R. & Sachdeva, S. (2011), “Glo-
bal Recession and Indian BPO Industry”,
Journal of International Economics, 2 (2):
84-94

Kummamuru, S. (2014), “HR Management Chal-
lenges of Indian IT Sector: An Application
of the Viable Systems Model”, ASCI Jour-
nal of Management. 43, 2, 1-17

Locke, K. (2001). GroundedTheory in Manage-
ment Research, Sage Publications Limited.

McGuire, D., Garavan, T.N., Saha, S. and
O’Donnell, D. (2006). “The impact of in-
dividual values on human resource decision-
making by line managers”, International
Journal of Manpower, 27( 3): 251 — 73.

Mirowsky, J. & Ross C. (1989), The Social
Causes of Psychological Distress,
Hawthorne, NY: Aldine de Gruyter

Mishra, G. & Farooqi, R. (2013), “Exploring
Employee Satisfaction with Performance
Management and the Challenges Faced in
Context of IT Industry”, Compensation &
Benefits Review, 45(6): 329-39.

NASSCOM. (2008), The IT-BPO Sector in India
- Strategic Review.

NASSCOM (2009), The IT-BPO Sector in India-
Strategic Review.

NASSCOM. (2014), The IT-BPM Sector in In-
dia - Strategic Review.

NASSCOM. (2015), The IT-BPM Sector in In-
dia - Strategic Review. www.nasscom.in

Newstrom, J. W. (2002), “Making Work Fun:
An Important Role for Managers”. SAM
Advanced Management Journal, 67(1, 4)

Nonaka, | & Takeuchi, H. (1995), The Knowl-
edge-Creating Company, Oxford University
Press, New York.

Paranjape, A. (2009), “Economic Slowdown and
the Indian Corporate Sector”, Vikalpa: The
Journal for Decision Makers. 34(3): 53-
58.

Patton, M. Q. (1990), Qualitative Evaluation
and Research Methods, Newbury Park,
CA: Sage.

Polanyi, M. (1967), The Tacit Dimension, New
York: Anchor Books

Premalatha, P. (2011), “Voluntary Turnover in
Knowledge-Intensive Organizations: A
Conceptual Framework”, IUP Journal of
Organization Behavior, 10 (4): 54 — 68.

Premalatha, P. (2012), Retaining Knowledge
Workers in Indian IT Services Industry: A
Grounded Theory Study, Unpublished PhD
Dissertation, Tata Institute of Social Sci-
ences, Mumbai, India.

Premalatha, P.& Srivastava, D. K. (2014),
“Theory Building in Organizational Stud-
ies: A Grounded Theory Approach,” The
Indian Journal of Social Work, 75 (2): 233
- 64.

Strauss, A. &Corhin, J. (1998), Basics of Quali-
tative Research: Techniques and Procedures
for Developing Grounded Theory, Sage
Publications.

430

The Indian Journal of Industrial Relations, Vol. 51, No. 3, January 2016



Retaining Knowledge Workers in IT Industry

Tepper, B. J. (2000), “Consequences Of Abusive
Supervision”, Academy of Management
Journal, 43(2): 178-90.

Ulrich, D. (1987), “Strategic Human Resource
Planning: Why and How”? Human Re-
source Planning, 10(1): 37-56.

Upadhya, C. (2009), “Controlling Offshore
Knowledge Workers: Power and Agency in
India’s Software Outsourcing Industry”,

New Technology, Work & Employment,
24(1): 2-18.

Waldman, J. D. & Arora, S. (2004), “Measuring
Retention Rather than Turnover: A Differ-
ent and Complementary HR Calculus”,
Human Resource Planning. 27(3): 6-9.

Whitney, D., Amanda, T., Cooperrider D. &
Kaplin B. S. (2005), Encyclopaedia of Posi-
tive Questions, Crown Custom Publishing,
Volume I.

The Indian Journal of Industrial Relations, Vol. 51, No. 3, January 2016

431



	7 P. Premalatha.pdf

