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MANAGERIAL CHALLENGES FOR SOFTWARE HOUSES
RELATED TO WORK, WORKER AND WORKPLACE: STRESS
REDUCTION AND SUSTENANCE OF HUMAN CAPITAL
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Abstract: The study aims to assess work, worker and workplace challenges for software
houses’ management in Canada and Pakistan, specifically exploring stress reduction and
sustenance of human capital through social support programme. Study focuses to attain the
gender and contrasting management level perspective. The managerial literature from four
decades about organisational commitment, occupational stress, and social support at
workplace was included to gain qualitative perspective. Total 67 respondents from private
IT firms in Karachi and Toronto were interviewed using purposive and convenience
sampling technique. It is evident that stress reduction and employee retention are the
biggest challenges for IT firms. It has been evaluated that females are less vulnerable to
stress as compared to males due to effective use of social support programme. Findings
revealed that females received and perceived emotional support better than their
counterparts do. Additionally, managerial position employees have lower stress and higher
overall commitment as compared to non-managerial positioned workers. In terms of
economies, Toronto has lower stress than Karachi workforce. Interestingly, female
managers have higher normative and continuance commitment; while, male managers have
higher affective commitment. The findings confirmed that overall stress level, causes, and
effects vary in terms of gender in both countries. However, in contrast to Canada
(developed economy); higher stressors exist in Pakistan (developing economy).
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Introduction

There are several types of challenges faced by managements related to work,
worker and workplace. However, the managerial literature has hinted towards the
occupational stress and retention of human capital as one of the biggest challenges
for fast paced businesses (Ashraf, 2017; Haque et al., 2018; Holmes et al., 2013).
Occupational stress is exceeding at workplace despite the adaption of modern
means and technology (Haque et al., 2016). There are some evidences regarding the
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use of social support programme at work for catering stress (Sackey and Sanda,
2011). The organisations sustain human capital through organisational
commitment; therefore, it ensures that the workers are committed towards work
and workplace (Sackey and Sanda, 2011). Hence, it is significant to understand the
effectiveness of social support in reducing stress and sustaining human capital at
workplace. However, there is no conclusive evidence about the variables of interest
in comparative mode, specifically considering distinctive types of economies.
Interestingly, a number of studies has identified organisational culture, gender
discrimination, socio-economic barriers, and unbalanced roles as reasons for no or
slow career growth and progress for particular gender, age, and class (Sackey and
Sanda, 2011; Moghadam, 2004; Haque and Yamoah, 2014). Moreover, there is
a lack of evidence regarding the female progression within business environment in
Pakistan (Faizan and Zehra, 2016). Additionally, after recession, Pakistan has
experienced high employee turnover in private firms. It also reflected that there is
visible inefficiency in sustaining social and intellectual capital in Pakistani
organisations.

Human capital holds great importance in administrative and economic environment
as it has a significant impact on organizations and institutions of all kinds.
Intellectual capital has emerged in the world of economy and trade in the last
quarter of the twentieth century. It represents an elite group of employees, who
have knowledge, organizational abilities, and can produce new ideas or develop old
ideas to seize opportunities. Their mind becomes the most valuable basis in
competing forces, which requires investment in innovation, research and
development activities (Malkawi, 2015). The development of management in this
direction is highly important as it relates to the management of intellectual capital
(Marr and Gray, 2012).

Human capital components must be available together at a certain level. If
a component fails to reach this level, it will be sufficient to prevent other
components from being productive (Hassanein, 2016). This study contributes to the
managerial literature by exploring in multi-dimensional manner including;
contrasting gender, management layer, and economies. Moreover, this study offers
a new extension by considering DRIVE model of stress, proposed by Mark and
Smith (Mark and Smith, 2008). Previously, Haque et al. (2016) argued that
stressors affect individuals, organisations, and sectors in varying manner. Thus, it
can be said that stressors’ impact may vary in contrasting economies (Haque et al.,
2016). Additionally, cultural differences exist, but norms and practices overlap in
contrasting economies. Hence, personnel and practitioners in the IT sector from
both economies would benefit from the knowledge rather than single case study. In
other words, this study contributes to the comparative knowledge rather than
region-specific knowledge, reflecting higher generalizability in broader context.
Post global economic recession is the parameter, which is used to measure
particular sectors contribution towards GDP. Interestingly, the operational patterns
and trends in both Pakistan and Canada are similar to larger extend after 2008
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recession. The human index of Canada is twice as compared to Pakistan; but IT
sector is facing similar type of challenges in recruitment, retention, and sustenance
of human capital (Balagam and Fariduddin, 2008; Holmes et al., 2013). Moreover,
Holmes et al. (2013) stated “brain drain” in Canada, reflecting a shortage of
software developers and engineers. Similarly, Ashraf (2017) revealed that potential
talents from Pakistani IT sector are moving to other countries in search of better
job opportunities. Hango (2015) found that females constitute total 15.3% of IT
workforce in Canada; whereas, Kahn and Byosiere (1990) stated that women only
formed 14.7%, irrespective of the management level. These different facts showed
that there is a higher similarity in trends, operations, and norms in IT sector of both
Pakistan and Canada. Therefore, the study has examined the managerial and non-
managerial positioned males and females’ varying organisational commitment.
Previously, studies have been conducted to examine the impact of social support in
stress management (Jamal, 2016; Thomson et al., 2015; Haque et al., 2017; Hirani,
2017; Wang and Palacios, 2017). However, the role of social support on the human
capital retention has not been extensively studied along with stress reduction. It is
duly assumed that personal and external source of stressors negatively impact the
human capital retention and; therefore, organisational commitment of an employee
is affected. The role of social support as a moderator becomes affective to lessen
the degree of these stressors and increase the extent of employees’ organisational
commitment (Manning et al., 2015). Similarly, job stress is found to be
a streamline factor imposing an immense impact on the job satisfaction, which
consequently leads to affect job retention. However, the role of support becomes
extensively arguable due to the negative effects of job stress on job satisfaction and
retention (Top et al., 2015). A study conducted by Sykes (2015) revealed that
information system managers get lower level of social support as compared to
other managers, which increase the extent of job stress and affects their
organisational commitment. Based on the problems discussed above, this study has
aimed to conduct a comparative analysis by undertaking IT managers of Pakistan
and Canada to assess the role of social support in stress reduction and human
capital retention.

The study holds significance since it provides adequate knowledge regarding the
condition of the IT software of Pakistan and Canada. Mostly studies are aimed at
conducting studies on developed countries, rather than developing countries. Apart
from it, very few researchers have conducted study to evaluate the occupational
stress among working Pakistanis and Canadians. Moreover, very few literatures are
present addressing the issues related to the managerial and non-managerial
positions between both genders. Thus, the study has included such factors and has
extensively discussed the influence of social support on the employees of the
relevant sector. The study will prove to be beneficial, specifically for Pakistan, due
to its current market conditions and the lack of social support being offered to the
employees. In the context of Canada, often long working-hours result in the
creation of occupational stress; therefore, by evaluating the impact of social
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support program on employees in Canadian software houses, its implications in
other sectors can also be evaluated.

The study is significant for policymakers and academicians to assess the role of
social support program in stress management specifically in the selected context.
The rationale for assessing the role of social support program is its causal
relationship in two different dimensions. Firstly, it assists as an intervention
between stress reaction and stressful event. Secondly, its appropriate support can
be intervening between the onset of the pathological consequence and the stress
experience to reduce or eliminate the reaction of stress. By using social support
program, clinicians and health care professionals can change the negative
association between job performance and social stressor. Thus, this study aims to
investigate the role of social support in stress reduction and human capital retention
at middle and operational level in the IT sectors of the Pakistan and the Canada.

Literature Review

Human capital interacts as a supportive mass of structural capital, which is
characterized by change and continuity. The more interaction, the more it has
a positive effect on the realized value of knowledge capital (Edvinsson and
Malone, 1997). The knowledge capital is divided into two parts; intangible goods
and intangible competencies. It can also be divided into four sections (Seetharaman
et al., 2002) including; human capital, regulatory capital, market Capitalization,
and innovative capital.

Rastogi (2000) mentioned the use of social support in fast-paced industries, which
is a common practice for sustaining human capital in organisations. Moreover,
various studies identified supportive networks, creativity and innovation,
competitiveness, and autonomy as vital features for the formation of human capital
(Rastogi, 2000; Kulvisaechana and Stiles, 2003). The aforementioned features
enable organisations in the formation of human capital and utilisation of
intellectual skills to maximum potential (Kulvisaechana and Stiles, 2003).
Enhancing the quality of human capital is essential as one of the primary sources of
productivity growth is technological readiness and innovation, which in turn
require a well-organized and skilled workforce (ILO, 2006). In the context of
international competition, production is no longer based on traditional production
elements to keep pace with progress and growth; rather it is enhanced by
knowledge. Today, workers in the establishment are a group of assets and have
different ideas for innovations (Mahboob and Abdul, 2016; Kovacs, 2012).

Genders’ Preferences at Workplace

Haque et al. (2017) indicated that the preferences of males and females differ in the
organisational settings. Interestingly, females exhibit higher preference for routine
tasks, while males at workplace prefer creativity and innovation (Cubillo and
Brown, 2003). Moreover, the preference for leadership styles also differs among
contrasting gender (Haque et al., 2017). Female managers have higher preference
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for participative management; whereas, male managers prefer autocratic style of
leadership (Sackey and Sanda, 2011; Haque et al., 2017). In other words, males like
leading, directing, task-orientation; while, females like consulting and people-
orientation (Haque and Yamoah, 2014; Tannen, 1990; Merchant, 2012). Kanter
(1977) argued that both male and female managers at workplace demonstrated
similar type of characteristics due to job role demand. Schalkwyk (2000) stated that
there is a visible change in the operating patterns as there are significant changes in
the role of males and females due to different factors. Such factors include
variation in the patterns and trends of the industry, cultural changes, women
empowerment  conceptualization, and exceeding women empowerment.
Interestingly, aforementioned factors have brought drastic changes in legal
procedures and work regulations, workforce demand expansion, and modified
workplace environment.

Social Support and Sustenance of Human Capital

Sackey and Sanda (2011) stated that social support at workplace is in the shape of
physical, emotional, and technical support, received by employee from the
colleagues, peers, and supervisors. The level and type of social support at
organisational setting determines the employees’ job satisfaction, performance, and
occupational stress (Haque et al., 2016; House, 1983; Hurlbert, 1991; Park et al.,
2004; Kumasey et al., 2014; McGuire, 2007). Schwarzer and Leppin (1991) argued
that social support at workplace enables workers to gain health and wellbeing
(Haque et al., 2016). Sackey and Sanda (2011) found that females in contrast to
their counterpart perceive and receive social support better at managerial and
operational level. Studies have also confirmed that adaptive response of employees
are commonly evident among managers to deal with various types of stressors due
to usage, perceived, and received social support at workplace (Sackey and Sanda’
2011; Brannon and Feist, 1992).

Social Support and Occupational Stress Reduction

Kumasey et al. (2014) indicated that the employees’ performance tends to increase
due to decrease in occupational stress. Sackey and Sanda (App.A) showed that not
only human capital such as social, intellectual, and organisational capital are
retained by organisations through social support at workplace, but also the
environmental stress is significantly reduced. Kumasey et al. (2014) compared the
variation of stress among the contrasting genders working under same roof and
found that females have higher vulnerability for experiencing stress than their
counterparts. Sackey and Sanda (2011) reflected that all levels of management
experience stress, and it does affect the efficiency of the work, workers, and
workplace to some extent. Interestingly, gender was not specified by Sackey and
Sanda (2011); but it concluded that stress is an existing reality, prevailing in the
organisational setting. Moreover, studies have confirmed that employees under
stress often demonstrated physiological reactions; depression, anxiety, wellbeing
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disturbance, and health deterioration (Sackey and Sanda, 2011; Kahn and Byosiere,
1990). Nevertheless, there is no general agreement because some employees may
show higher psychological, emotional, or physical reactions (Haque et al., 2016).
Social support reduces the stress by improving the health, performance, and
wellbeing of the workers at workplace (Haque et al., 2016; Sanda and Sackey,
2010). Considering the level of the management, Sackey and Sanda (2008) found
that the female employees at operational level use social support because of their
perception and reception of the existing stress management programme. In addition
to that, operational and middle level female workers find stress management
programmes and social support highly effective and constructive (Haque et al.,
2016; Sanda and Sackey, 2011; Parry and Shapiro, 1986).

Organisational Commitment

Haque and Yamaoh (2014) have defined the organisational commitment as
a psychological bond between the workers and their respective workplaces.
Interestingly, there is a vast literature that has agreed upon three distinctive
dimensions of organisational commitment namely; affective commitment (AC),
normative commitment (NC), and continuance commitment (CC) (Haque et al.,
2016; Haque and Yamaoh, 2014; Faizan and Zehra, 2016; Mowday et al., 1979;
Allen and Meyer, 2000). However, Haque and Yamoah (App.C) also found a new
dimension ‘situational commitment’ (SC), arising and varying in different
situations.

Another study conducted by Manal (2015) identified the degree of practice among
the leaders of the Higher Colleges towards the requirements of human capital
management and management of capital beneficiaries. The results of the study
concluded that the practice of human capital management came from the point of
view of the faculty members of the colleges of higher education. The results
validated the hypotheses that training of human resources is an investment in
knowledge capital. Moreover, there is an urgent requirement for training, develop
and enhance the skills.

Interestingly, Haque and Yamaoh (2014) found that females at operational level
have higher affective commitment due to organisational support. Haque et al.
(2016) found the role of social support in relation to stress reduction and increased
organisational commitment, but the aforementioned studies are quantitative in
nature; hence no conclusive evidence from the qualitative perspective is present at
hand. Interestingly, Sackey and Sanda (2011) found that higher devotion and
commitment is evident among the female employees receiving social support at
organisation. Therefore, researchers have considered DRIVE (Demand-Resource-
Individual Effect) stress model proposed by Mark and Smith (2008) as an attempt
to increase the generalizability factor through offering qualitative perspective. The
study also considered “perceived job satisfaction” as an essential component for
investigating the relationship between occupational stress and organisational
commitment, while exploring the role “social support” at workplace.
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The concept of organisational commitment is well-established among employees at
managerial and non-managerial positions. However, it is associated to the certain
behavioural aspects that are visible during the execution of specific projects or
tasks (Schalk and Van Dijk, 2005). Male employees possess higher organisational
commitment whereas female employees possess higher normative and continuance
commitment at managerial positions (Haque and Aston, 2016). Furthermore, recent
studies showed that due to personal emotional connection with the organisation, the
managers receive higher level of emotional support whereas non-managers
received higher level of moral support (Haque et al., 2016; Sackey and Sanda,
2011; Faizan and Zehra, 2016). The higher affective commitment among
operational level employees. Haque et al. (2016) argued that higher level of
emotional and moral support at the organisation leads to demonstrate higher level
of organisational commitment of the employees.

Research Framework and Hypotheses

ORGANISATIONAL COMMITMENT
Affective Commitment
Normative Commitment

Continuance Commitment

Causes
Social STRESS ""Perceived Job
Supp ort Satisfaction"
Consequences

DRIVE MODEL
DEMAND: job demand; Extrensic Efforts
RESOURCES: Rewards; Recognition
INDIVIDUAL DIFFERENCES: Personal Resources; coping style

Figure 1. Self-constructed framework based on Mark and Smith (2008) DRIVE Model

Hypothesis 1: There is no relationship between gender and social support
programme.

Hypothesis 2: There is no relationship between designation and social support
programme.

Hypothesis 3: There is no significant difference between organisational
commitment of Male and Female employees.

Hypothesis 4: There is no significant difference between organisational
commitment of Managerial and Non-managerial employees.
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Research Methodology

The study has considered mixed methods by first using in-depth qualitative
methods to examine the relationship between human capital and occupational stress
through social support in distinctive economies and later test the hypotheses to
express the relationship in numeric. Miles and Huberman (1984) explained in-depth
qualitative research as “it provides the holistic explanation of a fresh occurrence to
evaluate unforeseen features through comparative analysis”.

In this cross-sectional study, researchers combined purposive, networking, and
convenience sampling techniques to select the targeted audience (middle and
operational level employees) from Canada and Pakistan. Often in social science
researches, the researchers combine different sampling technique to investigate
certain set of properties. The researchers considered the biases, as non-probability
sampling techniques are not ideal for analysing the statistical significance
(Wijnhoven et al., 2015). Nevertheless, a proper safeguard against the biases can
increase the accuracy in the data collection procedure (Wijnhoven et al., 2015; De
Munnik et al., 2009). In quantitative methods, the non-probability sampling
techniques are used due to various reason including; high non-response rate,
limited access to participants, or other factors complicating randomization
(Wijnhoven et al., 2015). In order to minimize the biases, researchers opted for
stratification technique by ensuring major groups of respondents are fairly
represented in this study. Thus, researchers ran Shapiro-Wilk test for ensuring the
collected data from the normally distributed population (Field, 2013). The study
found (P=.0843 > 0.05), reflecting that the p-value is greater than alpha value; thus,
the study cannot reject the null hypothesis stating data is normally distributed.
Aligned with the outcome of Shapiro-Wilk test, the non-probability sampling
technique does not distort the statistical analysis of this study (Louangrath, 2013).
The study recruited 67 participants (35 from 5 Canadian software organisations and
32 from Pakistani 8 software firms), who were interviewed via Skype. Total 41
organisations were targeted, but only 13 participated, reflecting 31.7% response
rate. Interestingly, Morse (2000) explained that interviews with over 30
respondents could be sufficient in determining point-of-saturation while Creswell
(2013) argued that in comparative analysis, the range of 30-50 interviews are
effective in reaching saturation point.

The Human Resource Departments were approached by formally introducing the
purpose of the research via email. The email also contained the details about the
interview days and timing, recording, and the confidentiality of the participants.
After formal consent, these organisations were included. HR officers arranged
Skype sessions with the participants on the willingness and convenience of the
participants. Most of the interviews ranged between 3 and 5 minutes. Moreover,
researchers used funnel approach by starting with general questions, followed by
attitudinal and behavioural questions. Through four pilot study themes were
refined. For the verbatim transcription, ‘Listen N Write’ software was used.
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The study adopted Microsoft Excel 2013 for coding and proportional analysis to
transform the verbatim data into meaningful and manageable sections.

Results and Discussion

The sample is fairly balanced in terms of gender. 52% of the respondents from
Toronto and 48% from Karachi were male. Majority of the participants had (1-to-
5) years’ work experience in IT sector’s different departments; such as, office
administration, HR, customer care, marketing, creative designing, finance, and
content writing.

Present findings showed that male individuals, working at operational level in
Karachi and Toronto, experience higher stress, leading to cause anxiety and
depression. However, the disliked feature in Karachi is “excessive control”; while
in Toronto is “long working hours”. The reason for this variation is likely due to
the age bracket and experience. Majority of the participants are young, with 1-to-3
years’ experience (81%); while in Toronto, majority had 4 years or above
experience (48%). Furthermore, females preferred “creativity and innovation”;
while males preferred “leading and directing”. Thus, present findings have striking
difference with the work of Cubillo and Brown (2003) and Sanda and Sackey
(2010). Some of the attributes identified by Schalkwyk (2000) are confirmed
namely; change in time, shifts in the pattern of industry, cultural change in an
organisational setting empowering women and the emergence of female role
dominance. The comparison of two samples showed that overall males are more
vulnerable to stress as compared to females in the organisational settings. Hence,
the findings of this study are contrary to Kumasey et al. (2014) and support the
findings of Haque and Aston (2016) and Haque et al. (2016).

Occupational Stress and Efficiency

The responses noted the impact of occupational stress and how it influences the
efficiency negatively. Some of the negative impact of stress, noted by responded,
included anxiety and frustration, health, motivation and accuracy. Interestingly,
100% of the respondents from both samples noted that occupational stress de-
motivates them and increases anxiety and frustration. In addition, the respondents
from the two sides of continuum noted that occupational stress reduces the
accuracy by 20 percent. Moreover, working efficiency of operational level
employees is adversely affected more in comparison to middle level employees.
Additionally, Karachi workforce’s working efficiency is more significantly
affected by stress in comparison to Toronto workforce. The effect of stress on
Karachi workforce is high as only 5% stated that stress has no major effect; while
remaining 95% of anxiety, frustration, depression, losing concentration, health
deterioration, and disappointment are resulting from it. 21% of Karachi workforce
noted ‘excessive control’; whereas, 23% of Toronto workforce considered ‘long
hours’ as most disliked feature linked with the job. The overall disliked feature was
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‘excessive control’ (18 percent), followed by pressure (14%) and long hours (14%)
respectively.

Creativity and Innovation

The results from both samples indicated that female employees are more creative
and innovative than male. The findings are similar to Kanter (1977) and Haque et
al. (2017). Conversely, this study has difference with Tannen (1990), which stated
that males are keener to lead and direct others by reflecting task-oriented attribute.
On the other hand, creativity and innovation (23%), followed by competitiveness
(17%) are preferred by Toronto workforce (App. A, B and C). Therefore, this study
is aligned with the findings of Rastogi (2000) and Haque et al. (2017) that
“innovation and creativity” and “competitiveness” are human capital that enables
organisation to perform better by ensuring employees to use their intellectual skills.
However, the overall stand out feature from combined sample is “competitiveness”
(18%); thus, confirming the empirical study of Kulvisaechana and Stiles (2003) and
Rastogi (2000) that employees viewing their job as competitive will have low
turnover intentions.

There is a defect in the role of human capital to achieve the added value of Saudi
universities. The study is likely to propose a set of measures to activate the role of
human capital in achieving the added value. The impact of human capital enhances
competitive capabilities of students that results in enhancement of organization
competitiveness. The results showed a significant impact of human capital on
enhancing the competitiveness among the software houses in Pakistan and Canada.
The structural capital is high, followed by the human capital and the relational
capital.

The components of human capital are not tangible and invisible, which makes it
difficult to display, describe, and categorize them. Knowledge management is also
supported through the investment of human capital and the provision of flexible
and fast access information resources and knowledge markets on the Internet.
Electronic business systems also contribute to knowledge management activities,
especially activities to attract, share, store, disseminate, and create new knowledge
(Hamoud et al., 2016).

Social Support at Workplace

The respondents were asked about their awareness level to understand “perceived”
and “received” social support at workplace. The results showed that majority
(55%) of respondents at Karachi and Toronto have awareness about it. From both
samples, females (59%) at non-managerial post received more social support;
while managerial female (74%) perceived more but comparing to males at
managerial level female score low in receiving social support (Male = 69%,
Female = 59%). However, Karachi male workforce (48%) perceived social support
to be effective in reducing stress; while compared with (45%) of female, who noted
that social support is effectively received. On the other hand, majority (64%)
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of Toronto females thought social support was effective. The findings also revealed
that majority (23%) of the sample did nothing to overcome stress. However, the
comparative analysis revealed that females (24 percent) use more often social
support (App. D, E and F) followed by self-meditation (App. G) (21%); whereas,
majority (28%) of males did nothing. Furthermore, males do smoke (App. H), eat
(App. 1), sleep (App. J), take break (App. K), and move around (App. L) to
overcome stress.

Majority of the participants (34%) at Toronto workforce accredited to “emotional
support”; while among Karachi workforce, majority (33%) of participants stated,
“moral support”. Furthermore, majority (45%) of male Karachi workers stated
receiving moral support; whereas, majority of female workers (45 percent) stated
emotional support. Similar findings are evident among Toronto workforce as
majority of male respondents (48%) received moral support; while majority of
female workers (50%) suggested emotional support. However, emotional support
among Toronto male workforce is 24% indicating high social support evident in
Canada. Interestingly, 80% in Toronto received moral, emotional or both types of
support. On the other hand, emotional support is significantly low (9%) among
Karachi workforce. Despite that, overall support in terms of emotional and moral
among Karachi is significantly high (79%). Thus, the findings supported by
previous work of Haque and Aston (2016) and Haque et al., (2016).

Organisational Commitment

In this study, three antecedents of organisational commitment; AC, NC and CC are
included in this study. The total sample indicates that 48% of participants have
higher affective commitment and concern for organisational problems. However,
34% view it as ‘“unnecessary burden”, followed by 10% yielding that
organisational problems are only their concern. Moreover, majority (65%) of
employees in managerial positions and 42% of non-managerial positions have
concern for organisations. However, 37% of non-managerial; while, 25% at
managerial position viewed organisational problems as an unnecessary burden,
reflecting a low affective commitment. From a gender perspective, overall affective
commitment is higher among males in comparison to female workforce.
Comparative case studies revealed that affective commitment among Karachi
workforce is low (45%); while Toronto workforce scored more (51%).
Interestingly, concern for the organisation is significantly lower among Pakistani
workforce (40%) attributed it as “unnecessary burden”; whereas, only 26% in
Canadian workforce showed such intentions for their respective organisations.
Thus, present study supports to limited extent the work of Haque et al. (2016).
Therefore, knowledge capital is the product of the interaction of the components
together; where, human capital positively affects structural capital as it provides the
source of innovation and modernization strategy. Moreover, the construction of
structural capital is the result of human creativity (Martinez-Torres, 2006).
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Job Loyalty

The findings reflected that the majority (65%) considers job loyalty as a significant
attribute (App. M and N). Moreover, female workers (71%) while male workers
(63%) perceived job loyalty as a significant factor. In addition to that, 80% at
managerial position while 61% of non-managerial position consider job loyalty as
a significant factor.

After exploring research phenomenon through qualitative findings, the abduction
technique is adopted to develop the hypotheses and express the relationship in
numeric. Hence, the use of social support in terms of gender as well as
management level is tested through two-sample t-test.

Table 1. T-Test, Two-Sample Assuming Unequal Variances

Male Female
Mean 0.558139535 0.588235294
Variance 0.252491694 0.249554367
Observations 33 34
Hypothesized Mean Difference 0
Df 71
t Stat -0.261833608
P(T<=t) one-tail 0.397103925
t Critical one-tail 1.666599659
P(T<=t) two-tail 0.000784995
t Critical two-tail 1.993943341

Since P value 0.00 is less a value 0.05 thus null hypothesis is rejected (Table 1).
This indicates that there is a difference between genders in terms of social support.
Thus, the findings are consistent with work of Haque and Aston (2016), Haque et
al., (2016) and Sackey and Sanda (2011). As indicated female employees are more
likely to seek social support that their male counterparts. This is could be attributed
to process of going through maternity, divorce and family support.

Table 2. T-Test, Two-Sample Assuming Unequal Variances
Middle Level Operational Level

Mean 0.5 0.263157895
Variance 0.263157895 0.197368421
Observations 20 47
Hypothesized Mean Difference 0

Df 30

t Stat 1.837117307

P(T<=t) one-tail 0.03805872
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t Critical one-tail 1.697260851
P(T<=t) two-tail 0.011744001
t Critical two-tail 2.042272449

Since P value 0.01 is less than a value 0.05 thus null hypothesis is rejected (Table
2). This implies that managers are more likely to seek social support that non-
management team. This is surprising as one would expect that non-management
are likely to seek social support. The results could be attributed to occupational
stress. That is, the higher the hierarchy, the more demanding the job is and hence
more stressful. Findings are consistent with the work of Sackey and Sanda (2011).
In the second part of statistical test, the organisational commitment in terms of
gender and level of management is explored. It is as following:

Table 3. T-Test, Two-Sample Assuming Unequal Variances

Male Female
Mean 0.558139535 0.323529412
Variance 0.252491694 0.225490196
Observations 33 34
Hypothesized Mean Difference 0
Df 73
t Stat 2.09808405
P(T<=t) one-tail 0.019679455
t Critical one-tail 1.665996224
P(T<=t) two-tail 0.039358911
t Critical two-tail 1.992997097

Since P value 0.039 is less than a value 0.05 [P < ] thus null hypothesis is rejected
(Table 3). This implies that female employees are more committed to the
organization compared to the female workforce. The findings support work of
Haque et al. (2018) while oppose work of Kumasey et al. (2014). This could be
attributed to the social support they expect and get from their employees. As noted
above, female employees are more likely to seek social support such as going
through maternity.

Table 4. T-Test, Two-Sample Assuming Unequal Variances

Middle Level Operational Level
Mean 0.6 0.298245614
Variance 0.252631579 0.213032581
Observations 20 47

Hypothesized Mean Difference 0
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Df 31

t Stat 2.358536569
P(T<=t) one-tail 0.012415973
t Critical one-tail 1.695518742
P(T<=t) two-tail 0.024831945
t Critical two-tail 2.039513438

Null hypothesis is rejected since P value 0.024 is less than a value 0.05 [P < a] thus
null hypothesis rejected. The results indicate that management are more likely to be
committed to their employees compared with non-management team. Findings are
cosistent with the work of Haque and Aston (2016) and Haque et al. (2018) while
contradicts work of Kumasey et al. (2014). This could be attributed to the fact that
non-management team are likely to be routine work and could change their jobs
much quicker that management team.

Thus, guantitative analysis confirmed the earlier qualitative findings that social
support and organisational commitment differ among the contrasting gender at
distinctive level of management.

Conclusion

It is concluded that stress reduction and sustenance of human capital are two
important challenges related to work, worker and workplace that is catered by the
management through social support programme. The results indicated that the
leading causes of stress include; excessive control, pressure, long hours, and
distraction resulting in depression, losing concentration, health disturbance, and
frustration that affects the wellbeing of worker at workplace. Furthermore,
managerial position employees perceive and receive social support positively; thus,
finds it more effective in comparison to non-managerial positioned employees. It
also shows that employees having higher access to social support are more likely to
deal with stressors and able to manage their work in adequate manner.
Additionally, overall female individuals find social support more effective; thus,
experience less stress.

However, social support is more effective in sustaining human capital at Toronto
than Karachi from economies’ perspective, particularly among males by reflecting
the high level of normative and continuance commitment. Since, Toronto
workforce receives higher emotional support indicating personal affiliation and
loyalty towards the existing organisation. Toronto workforce had more moral
support; therefore, it had affective commitment, but low normative and
continuance commitment. Moreover, managerial position view job loyalty as
a significant factor; thus, it demonstrates more normative commitment; while, non-
managerial employees view it as insignificant, thus exhibiting low normative
commitment because of low social support and high organisational stress. In terms
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of gender, female workers have higher organisational commitment due to social
support.

Research Limitations and Future Directions

On the other hand, there were several limitations such as the study did not discuss
the relationship between employees and managers. Ideally, the future researchers
shall explore the dimension of interpersonal relationship to explore the stress and
human capital. Furthermore, the impact of harsh comments and unequal treatment
given to employees and its impact on their work was not discussed. Future
researchers shall focus on discussing it through Delphi technique as well as one-on-
one sessions with the workforce. Therefore, there will be much in-depth
understanding about the research phenomenon from both; experts’ panel and
professionals experiencing stress. Moreover, the impact of authoritative behaviour
was not discussed that might lead to the creation of sense of inferiority among
employees. Additionally, only software houses were considered; however, to
generate adequate results several other departments must also be considered.
Lastly, only two countries were selected to carry out the research; whereas, more
regions specifically from developing countries can be undertaken.

Managerial Recommendations

It is recommended to the software houses to consider the stress management
sessions and workshops to ensure employee related stress could be managed and
they can be trained to cope up with internal and external stressors. The
management of software houses to adopt ABC (Awareness, balance and control)
strategy. In awareness stage, management shall consider exploring the causes of
stress and prepare workforce to react according to the situation. After awareness,
next step is to bring "balance" by finding a fine line between positive and negative
stress. It is essential to educate employees how to cope up with stress before it
turns into bad/negative stress. Lastly, in the control phase, it is important that
management helps the workers to combat with the negative consequences of stress.
Techniques to self-control and overcome stressful situation could be dealt through
various techniques such as, social support working as ventilation therapy, yoga and
meditation to divert negative thoughts and relax mind and so on. It should be noted
that individuals differ and therefore different strategies after scanning the strengths
and weaknesses of the individuals should be used in ABC rather than opting for
“one-fit-for-all”.

Appendixes
A'| “Using my own imagination gives me boost to do better. ”
“Creativity and thinking out of box give me extra push. ”

B
C | “Everything, like competitiveness brings the best out of me.”
D | “I think too much, and | do know that this is not good. Sometimes just
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to calm myself, | share my problems with my friends or closest family
members. ”

Yes, at times | just ring one of my friends and discuss it so | can feel at
ease.”

E

F | “Often I talk to my best buddy because it makes me feel better. ”

G | “Well...I maintain my focus by taking yoga classes. ”

H | “If I am too stressed than I go out for a smoke. ”

“l eat and eat a lot to divert my concentration from the stress or
hectic.”

“Not always but yes sometimes | sleep so | leave office bit early.
Because | know not much could be done so | try to sleep. ”

K| “Just take a small break from work. ”

“I like to move around a lot. Because sitting is tiring. So, basically,
L | I like to stand while | am working for almost 70% of the time. So, you
know | have invested in sit-and-stand table.”

“Loyal to your work. Like if I am given a job I must do it

honestly.... Yes. I see it most employees.”

“Personal faith. It is personal thing. | have it that is why | have been
here from so long. Those who don’t will last nowhere.”

M

N
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WYZWANIA MENEDZERSKIE FIRM PRZYGOTOWUJACYCH DEDYKOWANE
OPROGRAMOWANIE INTERNETOWE ZWIAZANE Z PRACA,
PRACOWNIKIEM I MIEJSCEM PRACY: ZMNIEJSZENIE STRESU
| ZROWNOWAZENIE KAPITALU LUDZKIEGO

Streszczenie: Badanie ma na celu ocen¢ wyzwan zwigzanych z pracg, pracownikami
i miejscem pracy w zarzadzaniu domami wytwarzania programowania w Kanadzie
i Pakistanie, a zwlaszcza zbadanie redukcji stresu i utrzymania kapitatu ludzkiego poprzez
program wsparcia spotecznego. Studium koncentruje si¢ na osiggnigciu perspektywy
zarzadzania na poziomie pici i kontrastu. W celu uzyskania jakosciowej perspektywy
uwzgledniono literatur¢ menedzerska z czterech dekad na temat zaangazowania
organizacyjnego, stresu zawodowego 1 wsparcia spotecznego w miejscu pracy. W sumie 67
respondentéw z prywatnych firm informatycznych w Karachi i Toronto przeprowadzito
wywiady z wykorzystaniem celowej techniki doboru proby badawczej. Oczywiste jest, ze
zmniejszenie stresu i zatrzymanie pracownikow to najwigksze wyzwania dla firm IT.
Oceniono, ze kobiety sg mniej podatne na stres w pordwnaniu z m¢zczyznami ze wzgledu
na efektywne wykorzystanie programu wsparcia spotecznego. Wyniki ujawnity, ze kobiety
otrzymywaly 1 postrzegaly wsparcie emocjonalne lepiej niz mezczyzni.  Ponadto
pracownicy na stanowiskach kierowniczych maja nizszy poziom stresu i wigksze ogolne
zaangazowanie w poréwnaniu z pracownikami na stanowiskach innych niz kierownicze.
Jesli chodzi o gospodarke, w Toronto zaobserwowano nizszy poziom stresu niz U
pracownikow w Karaczi. Co ciekawe, kobiety na stanowiskach kierowniczyc maja wicksze
zaangazowanie normatywne i kontynuacyjne; podczas gdy mezczyzni menedzerowie majg
wigksze zaangazowanie afektywne. Wyniki potwierdzily, Zze ogoélny poziom stresu,
przyczyny i skutki roznig si¢ pod wzgledem ptci w obu krajach. Jednak w przeciwienstwie
do Kanady (gospodarka rozwinieta); wyzsze przyczyny stresu wystepuja w Pakistanie
(rozwijajaca si¢ gospodarka).
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Stowa kluczowe: zobowigzanie afektywne, zobowigzanie do kontynuacji, zobowigzanie
normatywne, stres organizacyjny, wsparcie spoteczne
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