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Introduction 

Out of different levels like the process level, formal structure, informal structure, 
interacting self, inner self, and archetypal role (Ringer & Robinson, 1996), peer 
relationships at workplace are considered to be one of the primary means by which 
organizational socialization takes place (Louis, Posner, & Powell, 1983). Usually, the role, 
status and power are very salient in many workplaces because of being prescribed by the 
organization. But empirically, the workplace relationships, which have received far most 
research attention, are those of superior-subordinate (Vecchio & Bullis, 2001). Very 
recently, the variation on workplace dynamics is now to be open a new era on information 

RPA	  	  	  
Journals	  	  

International Journal of Education and Knowledge Management (IJEKM) 1(1): 1-13 (2018)                                
Print ISSN: 2616-5198  
Online ISSN: 2616-4698	  

People working toward a common goal for organization maintain a pleasant working 
environment. The congenial work environment in an organization depends on several 
factors like organization policy, job nature, duties and responsibilities, retention policy, 
the attitude of employees, cooperation, teamwork, sacrifice, job satisfaction & security, 
participatory decision making, independence, autonomy and so on. This study aims to 
identify the role of key factors in developing an internal informal cordial relationship. For 
justification of ideas, 200 samples were considered from selected private universities of 
Bangladesh and used multiple regression analysis through SPSS 22.0. Depending on the 
predicted relationships, hypotheses were set and tested and strongly supported at the end 
with standardized Beta Coefficient of organization retention policy (0.675), job 
satisfaction & security (0.668), teamwork (0.535), participatory decision making (0.505), 
sharing of feelings & sacrifice (0.378) and independence & autonomy (0.345). In this 
aspect, the multicollinearity, normality and reliability issues have been checked. Finally, 
the model has explained 76.7% variation of internal informal cordial relationship by the 
predictors. The consideration of those factors’ role might become convincing and 
favorable elements for the internal informal cordial relationship in future in service-
oriented industries of Bangladesh.. 
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technology especially on security purposes depending on the thinking on senior 
management support and workplace norms (Cuganesan, Steele, & Hart, 2018). 

On the other hand, the intention to leave of employees of an organization is the 
result of both organizational commitment and job satisfaction whereas organizational 
commitment is used for creating an effective response to the whole organization, and 
satisfaction influences on the job's specific aspects (William & Hazer, 1986). The informal 
relationships among employees at workplace seem to have a significant effect on several 
aspects of turnover (Lozada, 1996), and influences on their subjective enjoyment of their 
jobs (Nielsen, Jex, & Adams, 2000) but different work roles attract and retain people with 
corresponding values and or needs (Schneider, Goldstein, & Smith, 1995). If employees 
are satisfied through bonded relationship among co-workers, the consequences of that 
relationship will be better performance, and a reduction in withdrawal and 
counterproductive behaviors (Levy, 2003).  That’s why; the study focused to identify the 
role of key factors on developing an internal informal cordial relationship among 
employees in organization. 

 
Literature Review  

 Organization is always wanting of best performance of employees to reach its 
destination. It creates several options in the organization to make the employees loyal and 
to direct objectively. That’s why the organization faces hardship both from the objective 
achievement and employee retention. More specifically organization culture influences the 
job satisfaction and the relationship among employees even though the relationship is 
typically different in few organizations. This relationship among coworkers is really 
treated to be a psychological attachment in employee settings (Lozada, 1996). This 
bondage made the employees attached and spent time in between for making a unique 
environment (Markiewicz, Devine, & Kausilas, 2000). Again, true friendship is derived 
from basic human needs and desires, such as wanting to strive toward goodness, to love 
and be loved, and to seek self-understanding (Blieszner &Adams, 1992). Informal 
relationships in organizations stay within the realm of both social and organizational 
psychology. The base line for satisfaction of the employees in an organization is related to 
productivity and efficiency in the workplace (Mayo, 1945). Several organizational 
researchers in the past decade have been contributing to the literature in the area of 
workplace friendship both theoretically and empirically, but little research on coworkers 
influences at work, compared to the amount which has emphasized on supervisors and 
leaders (Raabe & Beehr, 2003). One of the major benefits for this kind of relationship was 
that the switching rate is comparatively too low (Levy, 2003). 

In organization, men acquire and define closeness through the sharing of activities, 
while women define and achieve closeness through the sharing of feelings and emotions 
(Odden & Sias, 1997). Both men and women were found to derive more emotional support 
and therapeutic value from their relationships (Winstead, 1995). Generally both males and 
females got greater satisfaction, more instrumental and emotional rewards (Veniegas & 
Peplau, 1997; Markiewicz et.al, 2000). Virtually all close relationships involve shared 
interests and activities, intimacy, emotional support, small talk and the exchange of 
tangible favors, regardless of the gender of the participants (Wright, & Scanlon, 1991). 
However, social interaction entails both rewards and costs (Rook, 1984; Rusbult, 1980). 
The effects of interpersonal relationships under a “team orientation dimensions” and a 
“respect for people dimension” have had an influential role on retention (Sheridan, 1992). 
High pressure work environment usually opposed to such kind of relationship and 
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developed less cohesive and negative attitude among coworkers, and ultimately result in 
higher turnover. It is also found from the studies that if the coworkers have relatively less 
autonomy, have a proportionately greater need for solidarity with their peers (Fine, 1986). 
In this case, the psychological climate and high cohesion were related to collegial and 
special peer relationships (Odden & Sias, 1997). In some cases, informal relationship 
arouses intention to leave due to presence of negative relationships (Dillard & Fritz, 1995). 

Organization loyalty depends on need satisfaction of employees, organizational 
commitment (Steers, 1977), job satisfaction and intention to switch (Zinovieva, Ten Horn, 
& Roe, 1993).  Herzberg, Mausner, & Snyderman, (2011) suggested achievement, 
recognition for accomplishment, challenging work; increased responsibility and 
opportunities were key factors for growth and development. Social satisfaction in the 
workplace had the most powerful influence on productivity, group interaction, good 
leadership and satisfying personal relations in the workplace (Mayo, 1945), but, negatively 
approached and rewarded in few cases (Xyrichis et al., 2017). In similar studies, Knoop 
(1994) found evidence of job satisfaction in the relationship between the satisfaction and 
work values of Canadian teachers whereas Furnham Forde and Ferrari (1999) used the 
same for identifying the relationship between personality and work performance. This kind 
of relationship among coworkers had little bit of more influence compared to the amount, 
which had focused on leaders and immediate workplace supervisors. (Raabe & Beehr, 
2003). Generally, people are prone to a relationship that generates satisfaction (Bui, Peplau 
and Hill.,1996; Rusbult, 1980). Again it is also assumed that relationships are more 
satisfying and stable when reciprocity is perceived and when the rewards for each partner 
are relatively equal (Buunk & Prins, 1998). Women’s organizational relationships have the 
potential to be stronger and, having greater intimacy than those of men, which ultimately 
reflects in non-work contexts (Fritz, 1997). In addition, men’s workplace relationships 
were found to be characterized by more mutual dependence and involved more activities 
than women’s; also reflecting findings in non-work contexts (Wright, & Scanlon, 1991). 
The salient features working behind the relationship were proximity, similarity, common 
goal, social exchange and intrinsic rewards (Fine, 1986). In relationship, information peers 
are less open, and use less functional communication skills than either collegial or special 
peers. That’s why; peer relationship differs in context to closeness, strength, multiplicity 
and communication (Myers, Knox, Pawlowski, & Ropog, 1991) and critical learning 
(Johannessen, 2017).  

Someone argued that social support can be distinguished from friendship and that 
social support can be obtained from many sources in an employee’s life. Furthermore, 
interpersonal-relationships exert influence a variety of performance and attitudinal 
outcomes (Riordan & Griffeth, 1995). The supervisory support is one of the significant 
factors of job satisfaction (Gaertner, 1999) were induced either by the level of trust 
between subordinate and supervisors (Cunnigham & MacGregor, 2000), by the extent to 
which supervisors and subordinates like and respect each other (Murphy & Ensher, 1999) 
or by the way tasks are assigned by the supervisors (Blau, 1999) or in learning as well 
(Illeris, 2011; Ellström, 2011). Trust that lead to a higher level of loyalty (Morgan & Hunt, 
1994) is based on the belief that guided to and motivated for favorable and positive 
intentions toward the welfare and interests of the object (Ballester and Aleman, 1999).  
This mechanism on workplace relationship is not only limited to business arena, but also in 
other field for instance, nursing (Apesoa-Varano, 2013; Ellström, 2011; Johannessen, 
2016; Purc-Stephenson and Thrasher, 2010) where the reflection subject to the 
relationships in the organization has been dominated by the norms to play a mediating role 
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keeping behind the other factors like self-efficacy belief and senior management support, 
formal controls and information security attitudes (Cuganesan, Steele, & Hart, 2018). 

 
Methodology  

The objective of the research is to examine the relationships among predictors and criterion 
variable of private universities in particular and service-oriented industry of Bangladesh in 
general. The study based on quantitative view for generating a credible and reliable result 
(Hyde, 2000) and cross-sectional study for at one point of time survey (Saunders, Lewis & 
Thornhill, 2009) through a self-administered survey for better and complete response with 
a shorter period of time (Muijs, 2004). Due to the absence of clear idea about population 
size, items-scale ratio ranged from 1:4 to 1:10 for each set of scale (Hinkin, 1995). That’s 
why; a sample size of 200 respondents was considerable for 21 items for descriptive 
purposes. For easy access and saving of time, money and effort, convenience sampling was 
considered here (Marshall, 1996). The perception survey questionnaire measured through 
earlier suggested measures opined by the researchers/experts and also changes made by 
states using a five-point closed order Likert scale, where 1 indicates that the variable is not 
important at all and 5 is very important with extensive support from the literature. The 
sample size was targeted 250 initially, 200 were selected based on avoiding missing 
responses.  

Here the variables - Organization Retention Policy (ORP), Job Satisfaction & 
Security (JSS), Participatory Decision Making (PDM), Team Work (TW), Independence & 
Autonomy (IA), and Sharing of Feelings & Sacrifice (SFS) have been considered to justify 
the role as predictors and Internal Informal Cordial Relationship (IICR) as a criterion 
variable. Based on past literature review, the hypotheses set for analysing the relationships 
were: 

Hypothesis 1:  There is a significant relationship between organization retention 
policy and internal informal cordial relationship in university.  

Hypothesis 2:  There is a significant relationship between job satisfaction & 
security and internal informal cordial relationship in university. 

Hypothesis 3:  There is a significant relationship between participatory decision-
making and internal informal cordial relationship in university. 

Hypothesis 4:  There is a significant relationship between teamwork and internal 
informal cordial relationship in university. 

Hypothesis 5:  There is a significant relationship between independence 
&autonomy and internal informal cordial relationship in university. 

Hypothesis 6:  There is a significant relationship between sharing of feelings & 
sacrifice and internal informal cordial relationship in university. 

 
Data Analysis  

To assess relationships among the studied variables the researcher has performed multiple 
regression analysis through SPSS 22.0.  These analyses supposed to help to understand 
which model fits the data best while presenting a credible assessment on the antecedents of 
internal informal cordial relationship of university. 
The typical multiple linear regressions is: 
Ŷ = B0+ b1X1 + b2X2+ b3X3 +… + bnXn+ e 
Where, 
Ŷ = Dependent Variable  
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B0 = Intercept   
b = Slope for any corresponding change in one unit of X.  
X = Independent variable. 
e = Error term (Normally distributed about a mean of zero) 
The above formula can be converted as follows depending on the variables Organization 
Retention Policy (ORP), Job Satisfaction & Security (JSS), Participatory Decision Making 
(PDM), Team Work (TW), Independence & Autonomy (IA), and Sharing of Feelings & 
Sacrifice (SFS) as predictors and Internal Informal Cordial Relationship (IICR) as criterion 
variable] considered for the study: 
IICR = B0+ b1ORP + b2JSS+ b3+PDM+ b4TW + b5IA+ b6SFS  
 

Result 
Statistical techniques were applied to assess the reliability and validity of the survey and to 
obtain more clarity regarding the influence of the selected variables on internal informal 
cordial relationship. 
 
Reliability 
In measuring reliability coefficient for the different constructs were computed using the 
reliability procedure in SPSS 22. The reliabilities of the entire construct used in this study 
found to be above the standard set, which is 0.70 (Nunnally, 1978).  The range of 
Cronbach’s alpha shows the reliability of the variables of research ranges from α = 0.791 
to α = 0.931; mean scores had been computed by equally weighting the mean scores of all 
the relevant to each construct. 
 

Table 1: Reliability Statistics 

Items 

Cronbach's Alpha 
Based on Standardized 

Items 
Overall Cronbach's 

Alpha 
Internal Informal Cordial Relationship 0.791 

0.914 

Job Satisfaction & Security 0.899 
Independence & Autonomy  0.926 

Participatory Decision Making  0.851 
Sharing of Feelings & Sacrifice 0.930 

Team Work 0.925 
Organization Retention Policy 0.931 

 
Table 1 shows the Cronbach’s Alpha of each of the variables where the variables 
organization retention policy has the highest alpha values and internal informal cordial 
relationship has the lowest but all are within acceptable limit of 0.70. 
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Table 2: Descriptive Statistics 

 

Mean 

Std. 

Deviation Skewness Kurtosis 

Statistic Statistic Statistic 
Std. 

Error Statistic 
Std. 

Error 
Independence 
& Autonomy 2.5589 .84827 .804 .111 .293 .222 

Job 
Satisfaction & 
Security 

3.7946 .60117 -.536 .111 .861 .222 

Organization 
Retention 
Policy 

3.7403 .75509 -.259 .111 -.226 .222 

Team Work 3.0640 .82417 .145 .111 -.039 .222 
Sharing of 
Feelings & 
Sacrifice 

2.7718 .83395 .311 .111 -.375 .222 

Participatory 
Decision 
Making 

3.5259 .77182 -.349 .111 -.089 .222 

Internal 
Informal 
Cordial 
Relationship 

3.1521 .49309 .077 .111 -.397 .222 

Valid N        
 
Descriptive Statistics: The followings are the attempts undertaken to justify the result of 
the study: 
 
Normality Test 
With the previous set guidelines for checking normality, skewness and kurtosis were used 
where positive and negative value indicates the direction of positive and negative relations 
respectively (Saunders, Lewis & Thornhill, 2009) and the threshold values for justification 
were +/- 3 and +/- 10 for skewness and kurtosis respectively (Kline, 2005). 
Table # 2 results that the mean for job satisfaction & security (3.7946) is the highest while 
independence & autonomy (2.5589) is the lowest though highest dispersion goes with 
independence & autonomy (0.84827). The skewness and kurtosis are ranged from –0.536 
and 0.861, but within the expected values of skewness and kurtosis. Hence the data is 
normally distributed.  
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Fig # 1: Normal P-P Plot of Regression Standardized Residual 

 
In multiple regressions, residuals are normally distributed. If it’s not so, it leads to 
imprecision in the coefficient of determination (i.e., estimate of explained variance) and the 
partial slopes (i.e., regression coefficients). Here the residuals appear to be normally 
distributed based on the figure (#1) of normal probability plot. 
 
Multicollinearity Test 
To test the linear association among predictors and the degree of relationship, Pearson 
Correlation analysis has been used with the issue of multicollinearity having score more 
than +/- 0.90 (Hair, Bush & Ortinau, 2006). 
 

Table 3: Pearson’s Correlation 

 
Independence 
& Autonomy 

Job 
Satisfaction 
& Security 

Organization 
Retention 

Policy 
Team 
Work 

Participatory 
Decision 
Making 

Sharing 
of 

Feelings 
& 

Sacrifice 

Internal 
Informal 

Cordial 
Relationship 

Independence 
& Autonomy 1 .220** .353** .418** -.084 -.002 .551** 

Job 
Satisfaction 
& Security 

.220** 1 .486** .406** -.023 .039 .534** 

Organization 
Retention 
Policy 

.353** . .486** 1 .569** .054 .044 .645** 

Team Work .418** .406** .569** 1 .079 .068 .640** 
Participatory 
Decision 
Making 

-.084 -.023 .054 .079 1 .328** .364** 

Sharing of 
Feelings & 
Sacrifice 

-.002 .039 .044 .068 .328** 1 .312** 

Internal 
Informal 
Cordial 
Relationship 

.551** .534** .645** .640** .364** .312** 1 
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Correlations 
From the Table 3 of Pearson’s correlation analysis, the highest coefficient value shown is 
0.645, which is not so close to the limit of multicollinearity issues.  

 
Multiple Linear Regressions 
The study under Multiple Linear Regressions is perfect due to more than one independent 
variables and a single dependent variable (Zikmund, Babin, Carr, & Griffin, 2010). To 
identify the relative significance, regression coefficient is used whereas coefficient of 
multiple determinations (R2) provides the true predictor of multiple regression equation 
(Saunders et. al., 2009). The threshold value of p is less than 0.05. 
 

Table 4a: Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of 
the Estimate 

1 .876a .767 .764 .23972 
a. Predictors: (Constant), Sharing of Feelings & Sacrifice, 

Independence & Autonomy, Job Satisfaction & Security, 
Participatory Decision Making , Team Work, Organization 
Retention Policy 

b. Dependent Variable: Internal Informal Cordial Relationship 
 

Table 4b: ANOVAa 

Model 
Sum of 
Squares df 

Mean 
Square F Sig. 

1 Regression 89.652 6 14.942 260.016 .000b 
Residual 27.296 475 .057   
Total 116.948 481    

a. Dependent Variable: Internal Informal Cordial Relationship 
b. Predictors: (Constant), Sharing of feelings & sacrifice, independence & autonomy, job 
satisfaction & security, participatory decision making, team work, organization retention policy 
 
As per the table 4(a), the R2 of the model is 0. 767 means to 76.7% variation in internal 
informal cordial relationship can be explained by the predictors (organization retention 
policy, job satisfaction & security, participatory decision making, team work, 
independence & autonomy, sharing of feelings & sacrifice). The rest of 23.3% due to other 
factors’ influences namely, types and levels of work, dependency between employees, 
family tradition, etc. 
Now, the regression equation is: 
IICR = B0+ b1ORP + b2JSS+ b3 PDM+ b4TW + b5IA+ b6SFS  
 

 

 

 

 



	  
9	  International Journal of Education and Knowledge Management (IJEKM) 

https://rpajournals.com/ijekm  
	  

 

Table 5: Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

Correlations 

B 
Std. 

Error Beta 
Zero-
order Partial Part 

1 (Constant) .112 .091  1.231 .219    
Independence & 
Autonomy .301 .014 .345 6.302 .000 .486 .278 .140 

Job Satisfaction 
& Security .637 .082 .668 12.842 .000 .364 .508 .285 

Organization 
Retention Policy .680 .092 .675 13.846 .000 .551 .536 .307 

Team Work .541 .017 .535 8.251 .000 .640 .354 .183 
Participatory 
Decision 
Making 

.581 .014 .505 9.237 .000 .645 .390 .205 

Sharing of 
Feelings & 
Sacrifice 

.314 .015 .378 7.569 .000 .312 .328 .168 

a. Dependent Variable: Internal Informal Cordial Relationship 
Hence, the equations valued as- 
IICR = 0.112+ (0.680) ORP + (0.637) JSS + (0.581) PDM + (0.541) TW + (0.301) IA+ 
(0.314) SFS 
 

Table - 6: Summary of the Multiple Regression Result 
Hypothesis β 

 
p Statistically 

supported or 
not. 

There is a significant relationship between organization retention 
policy and internal informal cordial relationship in university. 0.675 .000 Supported 

There is a significant relationship between independence & autonomy 
and internal informal cordial relationship in university. 0.345 .000 Supported 

There is a significant relationship between job satisfaction & security 
and internal informal cordial relationship in university. 0.668 .000 Supported 

There is a significant relationship between teamwork and internal 
informal cordial relationship in university. 0.535 .000 Supported 

There is a significant relationship between participatory decision-
making and internal informal cordial relationship in university. 0.505 .000 Supported 

There is a significant relationship between sharing of feelings & 
sacrifice and internal informal cordial relationship in university. 0.378 .000 Supported 

 
The above table summarizes the relationship between dependent and independent 
variables. All other hypotheses are supported statistically and organization retention policy 
(0.675) has the most significant impact on internal informal cordial relationship.  
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Discussion 
The study demonstrated the use of multiple regression approach as a powerful tool to 
identify the understanding of cordial relationship and real causes of relationships in the 
said organizations. It was found that organization retention policy (0.675), job satisfaction 
and security (0.668), team work (0.535), participatory decision making (0.505), sharing of 
feelings & sacrifice (0.378), and independence & autonomy (0.345) are the significant 
positive attitudinal factors for showing enormous loyalty toward the organization based on 
cordial relationship. In this study, relationship among coworkers has been built up for the 
satisfaction and the empathy of the organization toward the employees. Job satisfaction and 
organizational commitment is positively correlated (Fisher, 2002).  Again, organizational 
commitment would mean as strong belief in acceptance of the organizational objectives 
and values or an intention to exert effort on behalf of the organization or a desire to remain 
in the organization. It mediates the effects of satisfaction on turnover and intention to leave 
(Porter, 1974). So getting the internal informal relationship in the organization is not vague 
or irrational for service oriented industries because Anderson & Hunsaker (1985) 
suggested that the relationship occurs between individuals who are attracted to people 
similar to themselves usually, with respect to attitudes, values and interest. In addition, 
they will perform similar work, in similar occupations, probably with a similar educational 
background (Sias & Cahill, 1998). These factors help define the possible ways for 
organization loyalty by maintaining job satisfaction and congenial work atmosphere for 
employees. Again these factors can be used to identify those strategies that are critical to 
ensure organization long-term success. In fine, this research has empirically achieved 
encouraging empirical results for the service industries and has implications for both policy 
makers and industry leaders.  

Conclusion 
The private universities of Bangladesh have been created diversity in internal 
organizational atmosphere in context to loyalty and satisfaction of the employees. This 
varying nature of reengineering and individual perceptions made the scope for generating 
new research gap what might be substantiated on the aims of this study. Though the study 
covered only a few universities with limited number of samples using multiple regression 
analysis, the role of the each factor toward internal informal cordial relationship is not 
negligible. In reality, these factors imposed to be an enchanting working atmosphere 
particularly on organization loyalty and benefits by employee satisfaction. The belief 
mapping on the employees aroused through cordial relationship made the unique 
psychological positioning which ultimately drives the organization toward its objectives 
and achievement.  
 

Limitation and Direction for Future Research 
The matters coined from this study consist of both organizational and individual 
components, which were, in some cases, not explicitly acknowledged by few 
organizations. The future research might consider the other influential factors like 
unofficial power what derived from access to the organization information even tenure of 
service. In this case, the research can be replicated in the same manner with a large sample 
size and more variety of variables affecting the loyalty of an employee towards its service. 
As this research concludes that better internal informal cordial relation among employees 
for organization success and employee loyalty are important, hence future research can be 
conducted to find the impact of internal informal cordial relationship and organization 
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retention policy on employee loyalty development in selected organizations in particular 
and service oriented industry in general. 
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