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Abstract

High turnover is a dilemma for organizations since it entails direct and indirect costs.
Due to the apparent scarcity of qualified employees in information technology (IT) companies,
a challenge like an employee turnover may significantly affect the IT sector. Data was collected
from IT professionals working for IT companies (developers, consultants, architects etc).
Through this study it is possible to identify the existence of a mediator role of teamwork
between employer branding and turnover the intentions We may say that while managing
employer branding of a company, teamwork behaviors should be considered when relating EP
to turnover intentions. For IT companies a solid employer branding strategy aligned with
teamwork behaviors may reduce the turnover intentions.

Keywords: Turnover, social exchange theory, teamwork, openness to change, employer

branding



INTRODUCTION
The growth and success of any organization remain dependent on its personnel. The employees
are the ones responsible for achieving the organization's results. And one of the biggest
challenges that organizations face is the departure of their employees, defined as turnover (Li
et al., 2021). Employee turnover has been a theme explored in various fields, particularly in
human resources management.

High turnover is a dilemma for organizations since it entails direct and indirect costs.
Abbasi and Hollman (2008) describe turnover as problematic since they make high recruitment,
screening, and hiring investments. Due to the apparent scarcity of qualified employees in
information technology (IT) companies, a challenge like employee turnover may significantly
affect the IT sector.

In Portugal, turnover levels have been increasing, much associated with the stabilization
of the economy and consequently the labor market. Turnover is that variable of research that
is although very common but acquires a lot of significant importance to be studied again in a
new perspective and answering the questions in a new domain (, Moquin et al., 2019). Other
studies contend that employees with higher levels of social capital and human capital are more
motivated and have more opportunities to leave their current position and find a better job
elsewhere (Moynihan and Pandey, 2008). This study aims to explore the impact of different
turnover intention predictors such as job satisfaction, openness toward organizational change,
teamwork, and employer branding.

According to Moquin et al. (2019) IT industry has one of the highest turnover rateswhich
raises concerns regarding employee development and retention, therefore, it is critical to
investigate the factors contributing to an employee’s withdrawal to ensure the organization’s

development and long-term sustainability.



LITERATURE REVIEW

Organizational Turnover
Employee retention is a significant concern, as losing an employee means losing organizational
expertise, (Dess & Shaw, 2001). When an employee quits, this turnover can negatively affect
the team itself. Due to such consequences, employee turnover has been a study theme for
academics and practitioners (Yankeelov et al., 2008).

Organizations are legitimately interested in avoiding unexpected or undesired turnover
to protect social capital and organizational knowledge and lower the consequent turnover-
related investments (Allen et al., 2010). Employees are the most critical and unique resource
for gaining a competitive edge in an enterprise (Cardy & Lengnick-Hall, 2011). Therefore,
employee retention has become one of the primary considerations for most organizations
(Milman & Dickson, 2014).

According to Harvey (2013), globalization and growing competition among
organizations have resulted in a “war for talent.”. However, at the end of the 20th century,
numerous pressure and attraction factors were identified, along with the compatibility of
employees with their work environment. In recent studies, greater emphasis is being placed on
environmental and non-organizational factors, such as work-life and family life balance
(Presbitero et al., 2015), the reputation of the organization (Harvey et al., 2015), and
organizational prestige (Carmeli & Freund, 2009).Different research contributed and define
turnover as: according to March and Simon’s (1958) theory of organizational equilibrium, only
decisions to remain working in an organization are an element of the harmony between the
standard utilities of the promptings offered by the organization and the commitments
anticipated from the person. Blau (1960) proposes Social Exchange Theory as a framework for
understanding how worker’s perceptions of security may prompt expected outcomes.

According to Ngo-Henha (2018), the theory asserts that the social principles and standards are



the component of reciprocity between two sections, like a group of guidelines. Considering the
IT literature, Ahuja et al. (2007), recurring to Social Exchange Theory, clarifies that for regular
IT professionals, social cooperation may alleviate the impacts of remuneration fairness. The
perception of remuneration fairness is highly correlated with turnover intention. Moquin et al.
(2019) applied the Psychological Contract theory to IT turnover and tested their theory by
distinguishing factors related to neglected assumptions that impact IT Turnover and
psychological contract breach (PCB) that impact turnover expectations.

Considering the resource-based view theory Nho-Henha (2018) concludes that IT
employees stay in their present positions if they feel that they are esteemed and viewed as
exceptional and a scant asset that supports the success of their company. Otherwise, they start
to be more receptive to the idea of turnover.

Abii (2013) claims that Herzberg’s Two-Factor Motivation-Hygiene theory applies to
turnover in IT. This theory uncovers that there are two sets of variables in an association: those
that contribute to job satisfaction, such as recognition, achievement, exciting work, increased
responsibility, and those that contribute to job dissatisfaction, such as hygiene factors that
include incompetent managers, threats to status, and others.

According to Chan et al. (2010), employee turnover is a serious dilemma, particularly
in human resources management. Meeting fundamental requirements and providing a decent
working environment, good wages, and other benefits is quite costly for any organization.

According to Glebbeek & Bax (2004) all companies aim to boost productivity and
decrease turnover to become more lucrative, n the other hand, the high turnover wreaks havoc
on the business regarding direct and indirect costs. Direct costs refer to recruitment, selection,
guidance, workshop, and training expenses for new employees. In contrast, indirect costs refer
to expense on education, condensed self-confidence, pressure on existing employees, and the

collapse of social capital. In addition, frequent turnover of employees can jeopardize



organizational objectives

Allen et al. (2010) claim that managers generally believe that employees quit earning
higher salaries. The authors refer that the relationship between salary and turnover has grown
stronger. Griffeth et al. (2000) suggest that wages have a significant impact on the decisions to
quit. These factors include rewards in addition to payments (e.g., training or promotion
opportunities, bonuses, and non-one-off benefits). Other predictors include employment
characteristics, leadership, climate, and organizational support. Many managers believe that
turnover is mainly due to dissatisfaction with the work itself or low wages. Others may be due
to toxic work climates or a lack of support from the organization.

Although the effects of turnover are not always detrimental; however, turnover still has
negative consequences (Morris & Hodgins, 2000). According to Evans (2001), employee
turnover can prove to be beneficial since it causes change. According to the research conducted
by Cascio (2000), the company’s total cost of turnover could range from around 93% to 200%
of the employee’s annual salary. However, Taylor (2002) believes that these costs vary
depending on the type of function. Whether this person can be replaced rapidly while
maintaining acceptable production levels, the expenses may be lower. Otherwise, DelLong
(2004) contends that the departure of employees may also result in the loss of fundamental skills
for the organization. The constant search for a highly attractive employer branding may be
associated with the costs of turnover and the corporate mobilization to manage it.

According to McKew (2015), the best employees tend to be at the top of the pay wage
spectrum. However, if these employees leave the company, it can provide an opportunity to
reduce investments in salaries, filling the position with an employee with a lower salary or not
replacing the employee and distributing their work among the other employees.

Turnover in the IT Sector

There is evidence that the IT industry has been adressed with factors that cause labor instability



(Moquin et al., 2019). The turnover within the IT industry appears to be constant since turnover
continues to be an issue despite decades of studies on the subject. There appears to be a
resignation culture within the entire profession (Lo, 2013).

The IT industry is dominated by unpredictable market dynamics that affect labor supply
and demand (Moquin et al., 2019). Moreover, this profession needs constant transformation and
training to respond to rapid technological changes (Moquin et al., 2019). IT turnover is
problematic due to the shortage of professionals in the area. In parallel, the IT sector continues
to grow (Miller, 2016). The industry’s competitiveness is well-known for its rapid expansion
and demand.

According to the literature on IT turnover, the situation is generally considered to be
dreadful, most articles are based on the premise that IT staff turnover is detrimental and needs
to be prevented (Lo, 2013). According to Lo (2013) despite several studies on turnover in IT
companies and recommendations to organizations on how to retain their employees, the overall
turnover trend of IT professionals remains high. Many consumers have voiced a need for
additional study on IT turnover, however, much of the literature continues to conduct similar
studies using the same constructs. Academics, management, and IT professionals have
investigated factors influencing employee turnover to comprehend such challenges.

The authors Zaza el at. (2016) updated the Joseph et al, meta-analytical research by
uncovering the explanation of some IT Turnover studies from previous researchers.

The research on IT turnover has investigated communication, personality, job
satisfaction, salary, promotion, and organizational contribution (Moquin et al., 2016). The
research from Moore et al. (2016) pointed out that practical commitment, perceived job
alternatives, and job satisfaction contributed to turnover intention. The authors also found that
the psychological futility of voice, and the desbelief of speaking were significant predictors of

turnover intention.



More recently, several studies have been developed to explore the causes of turnover in
IT, including the PCB (Moquin. et al., 2019). Harden et al. (2018) also found that organizational
commitment revealed a negative relationship to leave an employee in the IT sector. In the
literature, organizational commitment is seen as a central psychological construct representing
an individual’s loyalty and attachment to the organization. Another approach on IT’s turnover,
which is currently ongoing, is exploring five distinct types of fit: a) person-person, b) person-
vocation, ) person-organization, d) person-group, and €) person-job. The study aims to explore
the five individual fits with turnover in the IT sector (Oehlhorn et al., 2020).

Moquin et al. (2019) identify four precedents for PCB and a moderator (autonomy) that
substantially influence the intention to quit the IT industry. Turnover is more probable when
expectations for emotional dissonance, compensation, supervisor support, and work exhaustion
are not satisfied. Lin’s (2020) study discovered that passion plays a crucial moderating role in
developing career commitment. In the formation of turnover intention in the IT sector.
Employees with more significant career commitments are more likely to stay in the company
than quit (Lin, 2020).

Theory and Research Model
This study proposes a framework based on the Social Exchange Theory (Blau, 1960) to study
the predictors of turnover intention. It also employs the resource-based view theory (Nho-

Henha, 2018). In our presented model turnover intentions are influenced by five variables.

The Intention of Turnover and Turnover
Turnover is closely dependent on the individual’s intention to quit, i.e., the actual act of the
turnover is inextricably linked. It is defined as a cognitive process in which one contemplates
resigning from work. Otherwise, it is a collaborator’s unexpressed plan (intention) to leave the

job within a certain period (Lambert & Hogan, 2009). Several researchers have found that the
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intention to quit is one of the most immediate determinants of actual turnover behavior

(Bluedorn, 1982; Igbaria & Greenhaus, 1992; Mobley et al., 1979).

Main Limitations in the Measurement of Organizational Turnover
The researchers Hyland and Jackson (2006) highlight three fundamental aspects that condition
the measurement of organizational turnover: 1) the difficulty in measuring the actual turnover,
to the extent that employees, from the moment of their departure, will hardly be available to
conduct exit interviews, or questionnaires for this purpose; 2) the measurement of current
turnover through the intention of exit raises some questions in the literature, since this
relationship, although it is systematically reported in the investigation as being positive, does
not represent a perfect correlation between the two constructs; 3) Hyland and Jackson (2006)
also mention Steel’s (2002) work, which claims that organizational turnover models developed
over the years have not effectively addressed the decision-making process inherent to an

individual’s departure from the organization.

CONCEPTUAL MODEL AND RESEARCH HYPOTHESIS

This current investigation attributes turnover intention as a dependent variable. It
explores the impact of work-related variables on this intention. Although more recent studies,
such as Cohen et al. (2016), show that the link between turnover intentions and actual turnover
is positive although weak.

Hypotheses of the study
So, from all the above, we propose that the following hypotheses be tested:
H1: When there’s teamwork it works as a positive moderator between employer branding and
intention to quit

H2: The intention to quit is positively related to the openness towards organizational change

11



Figure 1. Hypothesized model

H1
v
v
. ov H2 Openness
Employer Intention to toward
Branding Quit

organizational
change

Teamwork
IT employees are indicating a need to focus more on improving teamwork to increase
satisfaction (Moro, 2020). It is mandatory for IT industries that team members work together
(Liu, 2015)

An example seen often in high-tech industries is that team members work as part of an
interdependent team to promote discussion, collaboration, and information sharing. Low levels
of teamwork can increase turnover intentions and can damage project completions, system
upgrades, morale, teamwork, workloads, and group stress levels (Longenecker, 2003). In
addition, the authors found that 33 % of the 211 U.S.-based IT managers surveyed identified
that being part of a team of co-workers was a crucial factor contributing to the reasons they stay

at their companies.

Employer Branding
One of the mechanisms is becoming the “employer of choice” and developing employer
branding strategies. According to Joo & Mclean (2006) employer branding is for best employers
so, building a reputation as a great environment to work in can result in long-term business
success.

The role of employer brand has become more critical to deal with the changing
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expectations of the twenty-first-century workforce entering the workplace (Rosethorn, 2009).
Ambler and Barrow (1996) first coined the term “employer branding” and defined it as the
group of benefits provided by the employerUnique employment experience offered by the
employing company helps attract and retain talent and build trust (Burke et al., 2006).

Openness Toward Organizational Change
An unfolding model can explain the relationship between resistance to change and employees’
turnover (Lee et al., 1999). One of the most significant challenges that IT managers encounter
is adapting to rapid change. IT managers must cope with frequent changes in technology
platforms and programming languages and they must be able to implement them (Straub et al.,
2001)

Openness to change is found to directly negatively impact turnover intentions (Chawla,
2004). Wanberg and Banas (2000) discovered that openness to change before a significant
reorganization was positively related to job satisfaction and negatively related to turnover
intentions until 14 months later. Sinval et al., (2021) found openness toward organizational
change to be negatively correlated with burnout, and positively correlated with work

engagement, and job satisfaction.
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METHOD

e Sampling and data collection

The target population of this study was the IT sector, with 222 valid respondents. To conduct
the study, the target population was identified. The sample was collected from IT professionals
working for IT companies (developers, consultants, software architects, etc.). The reason to
target this population was the tech industry turnover rate stands at 13.2% and is higher than in

any other business sector (Li et al., 2021).

The sample considers 179 male respondents and 49 female respondents, with 2 groups
(0 = “female”; 1 = “male”). The academic level includes 7 variable groups, which are 15
respondents with 12 grades, 8 respondents with a techno-pedagogical course, 8 respondents
with a bachelor, 83 respondents with a licentiate degree, 32 respondents with at least a post-
graduation, 72 respondents with at least a masters degree and 4 respondents with a Ph.D. degree.
The below table (Table 1) describes the turnover intention with respect to age. N is the total
number of samples correspond to different element of age variable. 5 individual belongs to age
group of 18-24, similarly 65, 105, 38 and 9 individuals belong to age group of 25-34, 35-44,
45-54 and >55 respectively. Data is 100% valid and there is no missing value corresponds to

different age groups.

e Measures and constructs

In this study, four psychometric instruments were applied.

e Employer Branding

14



To measure employer branding, an instrument with 20 items was used. The instrument was
adapted from Ito et., al (2013) EB instrument. These 20 items are divided into six dimensions,
namely: satisfaction with pay (3 items), which points to aspects in the economic aspect such as
wages and benefits. The second dimension relates to flexibility (3 items) which points to
flexible aspects of work, such as worktime. The third dimension is security (3 items) which
relates to security on the continuity of the job within the organization. The forth dimension is
development of opportunities (4 items) which is related with themes such as training,
development and working tools. The fifth dimension is promotion (3 items) which points to the
career progression aspects of the job. And the sixth dimension is people factors, which points
to people interaction and people-organization interaction aspects.

These items are scored on a 5-point Likert-type scale (1- “Not relevant”, 2 — “Little relevance”,

3 —“Neutral”, 4 — “Some relevance”, 5 — “Extremly relevant”).

Intention to Quit — 1QS-5

Intention to Quit instrument was adapted from the Wayne et al, (1997) instrument. The
instrument has 5 items, and these items are scored on a 7-point Likert-type scale either for the
moment in that the subjects are already in the organization (1- “I completely disagree” to 7 — “I

completely agree”).

Openness toward Organizational Change Scale (OTOCS)

Openness Toward Organizational Change Scale was used in its adaptation to Portuguese (Sinval
et al., 2021). The instrument has 5 items, and these items are scored on a 5-point agreement

scale (1- “Reduced amplitude” to 5 — “Large amplitude™).

Teamwork

15



Teamwork instrument was adapted from Mathieu and Marks (Unpublished MS, 1998). The
instrument has 5 pairs of items, and the participants must pick one of the two sentences that is
most related to his/her behavior on teamwork. The chosen sentence is labeled with 1 and the

other one is labeled with O.

e Procedures
A cross-sectional study was conducted, using a convenience sampling (non-probability).
Sociodemographic data was collected and the selected psychometric instruments were applied.
All the data from this study were collected through a survey via the Alchemer survey-platform.
And the survey was distributed via social media networks. Only IT profissionals were
considered as valid participants.

Data were collected between July 2021. It was guaranteed the anonymity of the
identification of the participants, as well as the confidentiality of all answers. The electronic
informed consent form was presented at the first moment and only after acceptance of the same,
is that the questions of the study itself were continued. In the presentation of the study, the
contact details of the person responsible for the study were provided so that the participants had

the possibility to clarify any type of doubt.

e Data Analysis
To conduct the statistical analysis the program R ) was used. To estimate the results R packages
were used. For the descriptive analysis the SPSS was also used to interpret the results.
To gather evidence about the originally proposed dimensionality of the measurement models,
was used a confirmatory factor analysis (CFA). Estimates above .95 are considered acceptable
for NFI, TLI, and CFI, whereas estimates smaller than 5 are considered acceptable for y2/df

(Hu & Bentler, 1999). Values below .08 are expected for SRMR and RMSEA (Byrne, 2010).
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According to Hair et al., (2019) satisfactory validity for AVE is assumed > .5. Considering the
evidence of reliability of the first-order factors values of aordinai and w > .7 are considered

indicative of acceptable reliability (Jorgensen et al., 2021). While second order had different

estimates for internal consistency.
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RESULTS

Measurement Model: Validity Evidence Based on Internal Structure

Based on what is considered the main reference in terms of evidence of validity of psychometric
instruments concerns, Standards for Educational and Psychological Testing (American
Educational Research Association et al., 2014), validity evidence based for the four instruments.
In this document validity is seen as a one-dimensional concept, but it can be analyzed for five
different types of sources of validity evidence (Sireci & Padilla, 2014). These are evidence of
validity based on: internal structure, content, based in the consequences of the tests, in the
relationships with other variables, and in the response process. In this study will only evaluate
the validity evidence based on the internal structure. This source of validity evidence is in turn
divided into three types: measure invariance, reliability and dimensionality (Rios & Wells,
2014). Of these three, only the invariance of the measure will not be tested, as the instrument is
not expected to work differently in different groups that will be compared. Reliability, in turn,
pays attention to the accuracy of measures. While the dimensionality focuses on the instrument
structure vis-a-vis the items and expected dimensions based on its original structure.The
measurement model contains all latent variables with their indicators. Only correlations paths
are draw between latent variables, no direct effects are tested. This study will only evaluate the

validity evidence based on the internal structure.

Items’ distributional properties

The distributional properties of the model’s indicators (two OTOCS item, and one 1QS item

already recoded) are presented in the following table. VVarious summary measures, a histogram,
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kurtosis (Ku), and skewness (Sk) for each of items are presented. The psychometric sensitivity

and distributional properties of the items were analyzed with this information. Values of | k2 <

7 and |sk| < 3 were indicative of absence of severe violations of the univariate normality that

would recommend against the use of structural equation modeling (Finney & DiStefano, 2013;

Maréco, 2021).

Table 1: Descriptive statistics with histogram

Item  Vmissing M SD Min rp5 Mdn pr75 Max Histogram SEM  CV  Mode sk ku
0TOCS
Item 1 0 3.08 1.24 1 2.00 3 4.00 5 s 008 040 2 0.06 -1.04
Item 2 0 327 132 1 2.00 3 4.00 5 - 009 040 5 -0.18 -1.15
Item 3 0 328 1.30 1 2.00 3 4.00 5 Sl 009 040 4 -0.24 -1.08
Item 4 0 317 129 1 2.00 3 4.00 5 -lmmm 009 041 3 -0.05 -1.08
Item 5 0 3.38 1.30 1 2.00 4 475 5 sl 009 038 4 -0.27 -1.15
Teamwork measure
Ttem 1 0 092 027 0 1.00 1 1.00 T 1 0.02 029 1 -323 836
Item 2 0 095 0.23 0 1.00 1 1.00 1 1 0.02 024 1 -4.00 13.90
Item 3 0 083 0.37 0 1.00 1 1.00 1 1 0.03 045 1 -1.81 125
Item 4 0 085 0.36 0 1.00 1 1.00 1 1 0.02 043 1 -195 178
Item 5 0 086 0.34 0 1.00 1 1.00 1 _ 1 0.02 040 1 -216 264
1QS-5
Ttem I 0 375 1.68 1 2.00 4 5.00 7 Bl 011 045 4 -0.01 -0.79
Item 2 0 343 1.58 1 2.00 4 5.00 7 Bl 011 046 4 0.05 -0.83
Item 3 0 3.67 153 1 225 4 5.00 7 Bhllmm_ 010 042 4 -0.10 -0.54
Item 4 0 346 156 1 2.00 4 400 7 Ml U.10 045 4 005 -0.73
ltem 5 U 359 1.5 1 2.00 4 5.00 /. el V.1V 0.43 4 003 -0.70
EBS
Item 1 0 3.77 0.86 1 3.00 4 400 5 _ ol 0.06 0.23 4 -054 0.00
Item 2 0 3.50 092 1 3.00 4 400 5 __H_0V006 0.26 4 -0.39 0.15
Item 3 0 3.62 0.98 1 3.00 4 400 5 _ sl 00/ 0.2/ 4 -0.46 -0.33
Item 4 0 398 1.01 1 3.00 4 500 5 _ __ 00/ 025 4 -094 040
Item 5 0 4.14 090 1 4.00 4 500 5 _ _HLV6 0.22 4 -1.29 199
Item 6 0 4.09 09/ 1 4.00 4 500 5 _ _EHELU/ 024 4 -1.21 1.23
Item 7 0 3.95 092 1 3.00 4 500 5 _ 006 0.23 4 -0.76 0.18
Item 8 0 3.63 1.03 1 3.00 4 400 5 _ _sulllem 00/ 0.28 4 -0.54 -0.25
Iltem Y 0 356 1.14 1 3.00 4 400 5 ___sulllem0.08 0.32 4 -0.59 -0.38
Item 10 0 3.99 0.79 1 4.00 4 400 5 _ _E.005 0.20 4 -1.03 2.05
Item 11 0 4.1/ 0.83 1 4.00 4 500 5 _ _HEmou06 0.20 4 -1.28 2.33
Item 12 0 4.01 093 1 4.00 4 500 5 006 0.23 4 -0.99 090
Item 13 0 3.73 1.00 1 3.00 4 400 5 _ _selllem 00/ 0.27 4 -0.50 -0.34
Item 14 0 4.09 1.02 1 4.00 4 500 5 _ L0/ 025 5 -1.06 0.55
Item 15 0 3.46 1.01 1 3.00 4 400 5 __HEH. 00/ 029 4 -0.45 -0.0/
Item 16 0 4.07 0.96 1 4.00 4 500 5 _ V06 0.24 4 -1.17 1.31
Item 1/ 0 3.9/ 091 1 3.25 4 500 5 _ 006 0.23 4 -098 1.32
Item 18 0 4.36 0.85 1 4.00 5 500 5 =006 0.20 5 -1.38 1./74
Item 19 0 4.11 1.08 1 4.00 4 500 5 _ _ =007 0.26 5 -1.27 1.02
Item 20 0 3.98 0.8Y 1 4.00 4 HUU b5 i V.06 0.22 4 -1.0/ 1.6V

Dimensionality

The measurement model’s factor loadings are presented in the following table.
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Table 2: Measurement model loadings

Latent factor

OTO TW
C

IQ Payment

Flexibility ~Security Development Promotion

People

OTOCS

Item1 0.56
Item?2 0.75
Item3 0.67
Item4 0.70
Item5 0.69

1QS-5

Item 1 0.68
Item 2 0.65
Item 3 0.67
Item 4 0.93
Item 5 0.96

1QS-5

Item 1 0.67
Item 2 0.64
Item 3 0.85
Item 4 0.62
Item 5 0.53

EBS

Item 1
Item 2
Item 3
Item 4
Item 5
Item 6
Item 7
Item 8
Item 9
Item 10
Item 11
Item 12
Item 13
Item 14
Item 15
Item 16
Item 17
Item 18
Item 19
Item 20

0.91
0.75
0.92
0.88
0.90
0.94
0.71
0.88
0.56
0.72
0.95
0.87
0.59

0.97
0.81

0.92
0.85
0.82
0.89
0.67

2.2.2.2 Gammas (y)
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The measurement model’s structural weights (i.e. Employer Branding Scale) are presented in
the following table.

Table 3: Measurement model’s structural weights

satisfaction_with_pay 0.39
flexibility 0.70

security 0.78
development_opportunities 0.83
promotion 0.87
people_factors 0.94

Related with Employer branding instrument sub-groupshave different weights.
Satisfaction with pay rates for 0.39 weight, flexibility scores for 0.70, security scores for 0.78,
development opportunities 0.83. And the two highest scores were for promotion with 0.87 and
people factors with 0.94.

2.2.2.3 Goodness-of-fit

The model presented an excellent fit to the data (y2(548) = 888.655; p < 0.001; CFI =
0.987; TLI =0.986; NFI =0.967; SRMR = 0.094; RMSEA = 0.053; P(RMSEA <0.05)=0.213;

90%C1]0.047; 0.059[) accordingly with the usual cut-off standards (Hu & Bentler, 1999).

3. Reliability: Internal consistency

The model’s first-order internal consistFency estimates are presented in the following table. As

for the internal consistency for the first-order factors, it was good, since all were above 0.7.

Table 4: Reliability estimates: First-order
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OTO TW IQ Payment Flexibility Security Development Promotion People

C
Qordinal~ 0.80  0.87  0.79 0.90 0.93 0.76 0.85 0.88 0.91
® 078 0.76 0.78 0.86 0.89 0.72 0.82 0.85 0.89
AVE 046 0.62 045 0.75 0.83 0.53 0.63 0.80 0.70

Considering the satisfactory validity for AVE was assumed > .5, the model shows
unsatisfactory values for openness towards organizational change and intention to quit, all other
values are considered with satisfactory validity.

The model’s second-order internal consistency estimates are presented in the following
table. As for the internal consistency for the second-order factors, it was very good considering
the values.

Table 5: Reliability estimates: Second-order

Employer

Branding
omegal.l 0.87
Omegal .2 0.89
partialOmegal.1 0.96

4. Structural Model

4.1 Betas (B)
Table 7: Paths Betas
IQ<-TW 0.003 0.097 0.026 0.003 0.979 ]-0.188;0.193]
IQ <«- EB -0.231 0.147-1.573 -0.124 0.116 ]-0.519;0.057[

IQ <- Interaction (EB*EB)-0.286 0.089-3.204 -0.148 0.001 ]-0.462;-0.111]
OTOC <- IQ 0.124 0.072 1.720 0.142 0.085 ]-0.017;0.264]

Table 8: Moderation PathsBetas

Team Work levels B SE Z p-value
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-1 0.055 0.189  0.292 0.770
0 -0.231 0.147 -1.573 0.116
-0.517  0.153  -3.393 0.001
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Figure 2: The moderation plot.

4.1.1 Goodness-of-fit

The model presented an acceptable fit to the data (y2(653) = 1934.25; p < 0.001; CFI = 0.95;
TLI=0.95; NF 1=0.93; SRMR = 0.10; RMSEA = 0.09; P(rmsea<0.05) < 0.001; 90%(1]0.09;

0.10[) accordingly with the usual cut-off standards (Hu & Bentler, 1999).
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DISCUSSION

The objective of each company is to accomplish significant degree of profit. These
objectives are linked workers' knowledge and human capital. Workers are the main actors of
the accomplishment of companies’ objectives. Considering that these workers are willing to
leave the company (turnover intentions) this may weak the company strategy to achieve these
objectives.

This dissertation aimed to verify the relation between Intention to Quit and Openness to
change, Teamwork and Employer Branding. To this end, several hypotheses were tested in
order to verify which the most significant differences. Using a sample of 222 IT professionals
in Portugal, this study examined the moderator effect of teamwork on the relationship between
employer branding and turnover intentions. This study reasons that this model allows mitigating
the turnover intentions related to employer branding, when introducing existing teamwork as a
moderator.

Considering H1: when there are high levels of teamwork it works as a positive
moderator between employer branding and intention to quit, the beta weight for a moderation
(B=-0.517; p < 0.001). This may mean that when there is high teamwork levels in a team and/or
organization, the employer branding effect on turnover intentions, negatively influences the
intention to quit by a decrease of 0.517. According to Burke et al., (2006) employer branding
helps to retain talent and consequently reducing turnover. Later Westlund and Hannon (2008)
found a significant predicting relationship between the software developers’ turnover intentions
and many facets of employer branding. A strong employer branding, moderated by the presence
of teamwork may decrease the intention to quit in Portuguese Information Technology
professionals. Increasing the importance of the teamwork between this professional class. But,
in the same case, when there low teamwork, the construct does not work as a moderator. This

may mean that when there are low levels of teamwork, does not moderate the relationship
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between employer branding and intention to quit. According to Longenecker (2003), low levels
of teamwork can increase the turnover intention. Considering H2: The intention to quit is
positively related to the openness toward organizational change, the 1Q is positively related but
its p-value is marginally significant(p = 0.085). On H2 the intention was to explore a construct
that may be associated as an antecedent of turnover intentions. We intended to disclosure a
possible increase of openness to change when the intention to quit increase, among Information
Technology Portuguese professionals, considering that according to Wanberg and Banas (2000)
openness to change is related with turnover intentions. The consequences of turnover are
financial consequences to the organization (Cascio, 2000). Controlling the employer branding
packages and promoting teamwork among IT professionals may reduce potential turnover
intentions and organization costs

Limitations of the study

Despite being a non-probability sample, and thus does not allow to consider the sample
as representative. Being a cross-sectional study, no causality can be inferred from the current
findings. In any case, it is desirable that in the future the response rate be higher.

Conclusions
Through this study it was possible to verify the moderation role of teamwork between employer
branding and turnover intentions among Information technology professionals in Portugal. The
importance of the teamwork and employer branding strategies to decrease the intention to quit
among these professionals surges the need to IT companies to promote teamwork between
remote/presential IT workers and the need to develop a brand that offers the conditions for an
IT worker to stay in the company. This was the IT companies may decrease the chances of

losing these professionals, on a sector that is highly competitive for its human resources.

25



26



References

Abbasi, S. M., Hollman, K. W., & Hayes, R. D. (2008). Bad bosses and how not to be one.
INFORMATION MANAGEMENT JOURNAL-PRAIRIE VILLAGE-, 42(1), 52.

Ambler, T., & Barrow, S. (1996). The employer brand. Journal of brand management, 4(3),
185-206.

Avey, J., Luthans, F., Jensen, S., 2009. Psychological capital: a positive resource for
combating employee stress and turnover. Human Resourse Management. 48 (5), 677—
693.

Avey, J., Reichard, R., Luthans, F., Mhatre, K., 2011. Meta-analysis of the impact of positive
psychological capital on employee attitudes, behaviors, and performance. Hum.
Resour. Dev. Q. 22 (2), 127-152.

Bakker, A.B., Demerouti, E., Sanz Vergel, A., 2014. Burnout and work engagement: the JD-R
approach. Annu. Rev. Organ. Psychol. Organ. Behav. 1, 389-411.

Becker, G.S., 1993. Human Capital: a Theoretical and Empirical Analysis with Special
Reference to Education, third ed. University of Chicago Press,.

Bouzari, M., Karatepe, O., 2017. Test of a mediation model of psychological capital among
hotel salespeople. Int. J. Contemp. Hosp. Manag. 29 (8), 2178-2197.

Boyas, J., Wind, L., 2010. Employment-based social capital, job stress, and employee
burnout: a public child welfare employee structural model. Child. Youth Serv. Rev. 32
(3), 380-388.

Boyas, J., Wind, L., Kang, S.-Y., 2012. Exploring the relationship between employment-
based social capital, job stress, burnout, and intent to leave among child protection

workers: an age-based path analysis model. Child. Youth Serv. Rev. 34 (1), 50-62.

Burke, R.J., Burgess, Z., Fallon, B., 2006. Organizational practices supporting women and

27



their satisfaction and well-being. Women Manag. Rev. 21 (5), 416-425.
Byrne, B. M. (2010). Structural equation modeling with AMOS: Basic concepts, applications,
and programming (2nd ed.). Routledge.

Cascio, W. F. (2000). Costing human resources: The financial impact of behavior in
organizations, (4th ed.). Boston, MA: PWS-Kent Publishing Company.

Cascio, W. F. & Aguinis, H. (2005). Applied psychology in human resources management.
Upper Saddle River, NJ: Prentice Hall.

Chu, H., & Ke, Q. (2017). Library and Information Science Research Research methods :
What ’ s in the name ? 39(May), 284-294.

Chen, X., Wang, P., Wegner, R., Gong, J., Fang, X., Kaljee, L., 2015. Measuring social
capital investment: scale development and examination of links to social capital and
perceived stress. Soc. Indic. Res. 120 (3), 669-687.

Chiang, C.-F., Hsieh, T.-S., 2012. The impacts of perceived organizational support and
psychological empowerment on job performance: the mediating effects of
organizational citizenship behavior. Int. J. Hosp. Manag. 31 (1), 180-190.

Chin, C.H., Chin, C., Wong, W., 2017. The implementation of green marketing tools in rural
tourism: the readiness of tourists? J. Hosp. Mark. Manag. 27 (3), 261-280.

Choi, Y., Lee, D., 2014. Psychological capital, big five traits, and employee outcomes. J.
Manag. Psychol. 29 (2), 122-140.

Cohen, A., 1993. Organizational commitment and turnover: a meta-analysis. Acad. Manag. J.
36 (5), 1140-1157

Cohen, G., Blake, R. S., & Goodman, D. (2016). Does turnover intention matter? Evaluating

the usefulness of turnover intention rate as a predictor of actual turnover rate. Review
of Public Personnel Administration, 36(3), 240-263.

28



Dess, G. G., & Shaw, J. D. (2001). Voluntary turnover, social capital, and organizational

performance. Academy of management review, 26(3), 446-456.

Ellinger, A.E., Musgrove, C.F., Ellinger, A.D., Bachrach, D.F., Elmada™g Bas , A.B., Wang,
Y.L., 2013. Influences of organizational investments in social capital on service

employee commitment and performance. J. Bus. Res. 66 (8), 1124-1133.

Faraji, A., Karimi, M., Azizi, S.M., Janatolmakan, M., Khatony, A., 2019. Occupational stress
and its related demographic factors among Iranian CCU Nurses: a cross- sectional
study. BMC Res. Notes 12 (1), 1-5.

Ferrin, A. (2020, February 19). Why Does the Hospitality Industry Have Such High
Turnover? <https:/jdisearch.com/why-does-the-hospitality-industry-have-such-high -

turnover/) .

Field, A., 2005. Discovering Statistics Using SPSS, second ed. Sage. Fornell, C., Larcker, D.,
1981. Evaluating structural equation models with unobservable variables and
measurement error. J. Mark. Res. 24 (4), 337-346.

Finney, S. J., & DiStefano, C. (2013). Non-normal and categorical data in structural
equation modeling. In G. R. Hancock & R. O. Mueller (Eds.), Structural equation
modeling: A second course (2nd ed., pp. 439-492). Information Age Publishing

Glebbeek, A. C., & Bax, E. H. (2004). Is high employee turnover really harmful? An
empirical test using company records. Academy of Management Journal, 47 (2),
277-286.

Golubic, R., Milosevic, M., Knezevic, B., Mustajbegovi'c, J., 2009. Work-related stress,
education and work ability among hospital nurses. J. Adv. Nurs. 65, 2056-2066.

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and

correlates of employee turnover: Update, moderator tests, and research implications

for the next millennium. Journal of management, 26(3), 463-488.

29


https://jdisearch.com/why-does-the-hospitality-industry-have-such-high%20-turnover/〉
https://jdisearch.com/why-does-the-hospitality-industry-have-such-high%20-turnover/〉
https://jdisearch.com/why-does-the-hospitality-industry-have-such-high%20-turnover/〉

Hair, J., Hult, G.T.M., Ringle, C., Sarstedt, M., 2014. A Primer on Partial Least Squares
Structural Equation Modeling. Sage.

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. Journal of
Marketing Theory and Practice, 19(2), 139-152. https://doi.org/10.2753/MTP1069-
6679190202

Hair, J.F., Risher, J., Sarstedt, M., Christian, R., 2018. When to use and how to report the
results of PLS-SEM. Eur. Bus. Rev. 31 (1), 2-24.

Haque, A., Qino, 1., 2019. Managerial challenges for software house related to work, worker
and workplace: stress reduction and sustenance of human capital. Pol. J. Manag. Stud.
19 (1), 170-189.

Henseler, J., Ringle, C., Sarstedt, M., 2015. A new criterion for assessing discriminant
validity in variance-based structural equation modeling. J. Acad. Mark. Sci. 43, 115—
135.

Huang, S., Veen, R., Song, Z., 2018. The impact of coping strategies on occupational stress

and turnover intentions among hotel employees. J. Hosp. Mark. Manag. 27 (1), 1-20.

Hu, L. T., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure
analysis: Conventional criteria versus new alternatives. Structural equation modeling:

a multidisciplinary journal, 6(1), 1-55.

Ito, J. K., Brotheridge, C. M., & McFarland, K. (2013). Examining how preferences for
employer branding attributes differ from entry to exit and how they relate to

commitment, satisfaction, and retention. Career Development International.
Joo, B. K., & Mclean, G. N. (2006). Best employer studies: A conceptual model from a

literature review and a case study. Human resource development review, 5(2), 228-
257.

30


https://doi.org/10.2753/MTP1069-6679190202
https://doi.org/10.2753/MTP1069-6679190202

Jorgensen, T. D., Pornprasertmanit, S., Schoemann, A. M., & Rosseel, Y. (2021). Sem Tools:
Useful tools for structural equation modeling (R package version 0.5-4)

Kline, R. B. (2015). Principles and practice of structural equation modelling (4th ed.).
Methodology in the Social Sciences, 1-554.

Lee, T. W., Mitchell, T. R., Holtom, B. C., McDareil, L. S., & Hill, J. W. (1999). The
unfolding model of voluntary turnover: A replication and extension. Academy of
Management journal, 42(4), 450-462.

Li, Z., Yu, Z., Huang, S. (Sam), Zhou, J., Yu, M., & Gu, R. (2021). The effects of
psychological capital, social capital, and human capital on hotel employees’
occupational stress and turnover intention. International Journal of Hospitality
Management, 98(August), 103046. https://doi.org/10.1016/j.ijhm.2021.103046

Liu, C.-H., Jiang, J.-F., 2020. Assessing the moderating roles of brand equity, intellectual
capital and social capital in Chinese luxury hotels. J. Hosp. Tour. Manag. 43, 139—
148.

Longenecker, C. O., & Scazzero, J. A. (2003). The turnover and retention of IT managers in
rapidly changing organizations. Information Systems Management, 19(4), 58-63.

Luthans, F., Avey, J., Avolio, B., Norman, S., Combs, G., 2006. Psychological capital
development: toward a micro-intervention. J. Organ. Behav. 27 (3), 387-393.

Luthans, F., Luthans, K., Luthans, B., 2004. Positive psychological capital: beyond human
and social capital. Bus. Horiz. 47 (1), 45-50.

Luthans, F., Youssef-Morgan, C., Avolio, B., 2007. Psychological Capital: Developing the

Human Competitive Edge. Oxford University Press.

Mardco, J. (2021). Analise de equacdes estruturais: Fundamentos teoricos, software &
aplicacdes (3rd ed.). ReportNumber

Malhotra, N. K., Kim, S. S., & Patil, A. (2006). Common Method Variance in IS Research: A

31


https://doi.org/10.1016/j.ijhm.2021.103046

Comparison of Alternative Approaches and a Reanalysis of Past Research.
Management Science, 52(12), 1865-1883. https://doi.org/10.1287/mnsc.1060.0597

Marks, M. A., Mathieu, J. E., & Zaccaro, S. J. (2001). A temporally based framework and
taxonomy of team processes. Academy of Management Review, 26(3), 356-376.

Min, H., Kim, H.J., Lee, S.-B., 2015. Extending the challenge-hindrance stressor framework:
the role of psychological capital. Int. J. Hosp. Manag. 50, 105-114.

Mohsin, A., Lengler, J., Kumar, B., 2013. Exploring the antecedents of intentions to leave the

job: the case of luxury hotel staff. Int. J. Hosp. Manag. 35, 48-58.

Moro, S., Ramos, R. F., & Rita, P. (2020). What drives job satisfaction in IT companies?.

International Journal of Productivity and Performance Management.

Mossholder, K.W., Settoon, R.P., Henagan, S.C., 2005. A Relational Perspective on
Turnover: Examining Structural, Attitudinal, and Behavioral Predictors. Acad. Manag.
J. 48 (4), 607-618.

Moynihan, D., Pandey, S., 2008. The ties that bind: social networks, person-organization
value fit, and turnover intention. J. Public Adm. Res. Theory 18 (2), 205-227.

Morris, 1. and Hodgins, J (2000) Staff Retention: Should | Stay or Should | Go? Bicester:
CCH.

Mudor, H., 2011. Conceptual framework on the relationship between human resource
management practices, job satisfaction, and turnover. J. Econ. Behav. Stud. 2 (2), 41—
49.

Presbitero, A., Roxas, B., & Chadee, D. (2015). Looking beyond HRM practices in enhancing
employee retention in BPOs: focus on employee—organisation value fit. The

International Journal of Human Resource Management, (May 2015), 1-18.

Rahi, S. (2017). Research Design and Methods: A Systematic Review of Research Paradigms,

Sampling Issues and Instruments Development. International Journal of Economics &

32


https://doi.org/10.1287/mnsc.1060.0597

Management Sciences, 06(02). https://doi.org/10.4172/2162-6359.1000403

Raithatha, Y. (2017). Understanding the economic impact terrorism has on the destination
decision making : Northern Irish tourists. Dublin Business School.
https://esource.dbs.ie/handle/10788/3340

Rios, J., & Wells, C. (2014). Validity evidence based on internal structure. Psicothema, 26(1),
108-116.

Rosethorn, H. (2009). The employer brand: Keeping faith with the deal. Gower Publishing,
Ltd..

Price, J. L. (1997). Handbook of organizational measurement. International Journal of
Manpower, 18(4,5,6), 305-558.

Sekaran, U. (2003). Research and Markets: Research Methods for Business - A Skill Building
Approach. In John Wiley & Sons (Vol. 5, Issue 3).
https://doi.org/http://dx.doi.org/10.1108/17506200710779521

Sharma, G. (2017). Pros and cons of different sampling techniques. International Journal of

Applied Research, 3(7), 749-752. www.allresearchjournal.com

Sinval J. (2019) O Impacto do Employer Branding no momento do recrutamento e da
retencdo de Recursos Humanos no Exército Portugués. Master’s dissertation. ISCTE —

Instituto Universitario de Lisboa. Escola de Sociologia e Politicas Publicas
Sinval J, Miller V, Mardco J (2021) Openness Toward Organizational Change Scale

(OTOCS): Validity evidence from Brazil and Portugal. PLOS ONE 16(4): e0249986.

Straub, D. W., & Watson, R. T. (2001). Research commentary: Transformational issues in
researching IS and net-enabled organizations. Information systems research, 12(4),
337-345.

33


https://doi.org/10.4172/2162-6359.1000403
https://esource.dbs.ie/handle/10788/3340
https://doi.org/http:/dx.doi.org/10.1108/17506200710779521
http://www.allresearchjournal.com/

Teddlie, C., & Yu, F. (2007). Mixed Methods Sampling: A Typology with Examples. Journal
of Mixed Methods Research, 1(1), 77-77. https://doi.org/10.1177/1558689806292430

Tongchaiprasit, P., Ariyabuddhiphongs, V., 2016. Creativity and turnover intention among
hotel chefs: the mediating effects of job satisfaction and job stress. Int. J. Hosp.
Manag. 55, 33-40.

Taylor, S. (2002) The Employee Retention Handbook. London: CIPD.

Wanberg, C. R., & Banas, J. T. (2000). Predictors and outcomes of openness to changes in a

reorganizing workplace. Journal of applied psychology, 85(1), 132.

Wanberg, C. R., & Banas, J. T. (2000). Predictors and outcomes of openness to changes in a

reorganizing workplace. Journal of applied psychology, 85(1), 132.

Wayne, S. J., Shore, L. M., & Liden, R. C. (1997). Intention to quit measure.

Westlund, S. G., & Hannon, J. C. (2008). Retaining talent: Assessing job satisfaction facets
most significantly related to software developer turnover intentions. Journal of
Information Technology Management, 19(4), 1-15.

Wei, Y.-C., 2015. Do employees high in general human capital tend to have higher turnover
intention? The moderating role of high-performance HR practices and P-O fit. Pers.
Rev. 44 (5), 739-756.

Wong, H., Huang, Y., Fu, Y., Zhang, Y., 2018. Impacts of structural social capital and
cognitive social capital on the psychological status of survivors of the yaan
earthquake. Appl. Res. Qual. Life 14, 1411-1433.

Wong, I.A., Dioko, L.A.N., 2013. Understanding the mediated moderating role of customer

expectations in the customer satisfaction model: the case of casinos. Tour. Manag. 36,
188-199.

34


https://doi.org/10.1177/1558689806292430

WHO. (2020, October 19). Occupational health: Stress at the workplace. {https://www.

who.int/news-room/g-a-detail/ccupational-health-stress-at-the-workplace) .

Yang, C., Guo, N., Wang, Y., Li, C., 2019. The effects of mentoring on hotel staff turnover:
organizational and occupational embeddedness as mediators. Int. J. Contemp. Hosp.
Manag. 31 (10), 4086-4104.

Yang, J., Gong, Y., Huo, Y., 2011. Proactive personality, social capital, helping, and turnover
intentions. J. Manag. Psychol. 26 (8), 739-760.

Yazawa, A., Inoue, Y., Cai, G., Tu, R., Huang, M., He, F., Chen, J., Yamamoto, T.,
Watanabe, C., 2018. Epstein-Barr virus antibody titer as a stress biomarker and its
association with social capital in rural Fujian communities, China. Am. J. Hum. Biol.
30 (5), 23135.

Yankeelov, P. A., Barbee, A. P., Sullivan, D., & Antle, B. F. (2009). Individual and
organizational factors in job retention in Kentucky's child welfare agency. Children

and Youth Services Review, 31(5), 547-554.

Zaza, l., & Armstrong, D. J. (2016). Turnover Intention among Information Technology

Professionals: A Meta-Analytical Perspective.

Zhou, L., Chan, E., Song, H., 2017. Social capital and entrepreneurial mobility in early- stage

35



