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ABSTRACT

The main aim of this research paper was to determine the role of social embeddedness approach in
perceived organizational support with respect to Vietnamn manufacturing companies. This research
paper has adopted primary research data collected using close-ended survey questionnaire. The scale
is taken to be 5-point ranging from strongly agree to strongly disagree. The sample size of the study
is 400 employees belonging from Vietnamn Manufacturing Companies. The data has been analysed
using SEM approach which includes path analysis and Confirmatory Factor Analysis (CFA) using
SmartPLS. The results of this paper has revealed that out of the three independent variables tested,
only network quality and size had significant relationship with perceived organismal support at 0.000
and 0.013 respectively. Network density has no significant impact on perceived organismal support.
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Highlights of this paper
® The study determines the role of social embeddedness approach in perceived organizational
support with respect to Vietnamn manufacturing companies.

e  This study has adopted primary research data collected using close-ended survey questionnaire.

® The network density has no significant impact on perceived organismal support.

1. INTRODUCTION

The popularity of social media networks amongst the public has compelled the organisations to remain
connected, therefore, the employees and other individuals engage in recursive and stable social exchanges (Allen &
Shanock, 2012). The mentioned phenomenon is regarded as social embeddedness. In the context of organisations,
the exchanges are generally socio-emotional and instrumental between the colleagues. The study carried out by
Hayton, Carnabuci, and Eisenberger (2011) asserted that the approaches adopted by the organisations to enhance
social embeddedness an engagement help the employees to perceive the organisational support positively. The
study conducted by Kanamaru (2015) implied that the concept of social embeddedness in entrepreneurship and
businesses is evolving. Concerning this aspect, the following study aims to evaluate the role of social embeddedness
approach used in the Vietnam manufacturing companies in developing the perception regarding organisational
support of the employees.

According to the study conducted by Trading Economics (2020) it was found that the manufacturing industry
of Vietnam is expected to further increase by 11% because of their growing industries and use of technology. The
manufacturing production in Vietnam was at averaged 10.36% from the year 2011 to 2020. Out of the many
industries that are established in Vietnam, textile industry is most growing industry. Textile clothing has become
one of the largest exporting products. The trade relation of Vietnam with other countries is also very favourable as
the country is engaged in exporting their high quality fabrics and products to other countries. After China, Vietnam
has successfully become one of the top exporters of footwear and clothing products to USA. Apart from textile
industry, the electronics industry is also increasing at a higher pace where computers, phones and other parts are
manufactured at lost costs and exported too. The low costs of wages in Vietnam are also beneficial in terms of
attracting investors to establish their industries. Apart from these two industries, food processing, automobile and

petrochemicals are also huge industries that play a vital role in growing the Vietnam economy.

2. LITERATURE REVIEW
2.1. Theoretical Framework

The previous researches indicate that social relationship at workplace play a major role in the development and
productivity of employees. Social exchange at work includes different aspects including social networks and
exchange of supportive resources. Podolny and Baron (1997) have mentioned in their work that embedded
relationship at work are found to be more robust and have a long terms nature as compared with the sporadic
exchanges. Social support helps the employees to complete their tasks and to achieve their goals effectively by
relying upon the resources that are provided to them by their social network at the workplace (Akgunduz & Sanli,
2017). The resources can vary from advice, information, equipment, feedback, supplies, approval, emotional support,
praise, and social identity needs. The resources can be divided into instruments resources and expressive exchanges.
Both the kinds of resources tend to promote one another. The instrumental exchanges motivate the development of
trust, responsiveness to socio-emotional needs, and development of social interaction. Likewise, expressive

exchange increases the probability of offering and requesting (Chen & Shaffer, 2017).
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In the light of the above discussion related to both the instrumental exchange and expressive exchange at
workplace allow the employees to work efficiently and achieve their goals. According to Duffy, Ganster, and Pagon
(2002) socially embedded exchange tend to create a favourable work environment. Wu and Hu (2009) in this regard
have stated through their research that the well-being and effectiveness of an employee can be impacted positively
with the help of social relationships at work. This research paper contend that social embeddedness approach in an
organisation can contribute positively towards perceived organisational support (POS). This is because the
employees tend to identify their network with the organisation because the organisation is responsible for building
the culture at the workplace (Tabak & Hendy, 2016). Thus, the support of the network is dependent on the
organisation. It can be inferred that the support received by employees through their network leads to greater POS.
Networks in organisation help the employees to feel that they are the accepted members of the organisation,
resulting in triggering the feeling of belongingness. Consequently, as per the findings of Allen., Shore, and Griffeth
(2003) social acceptance contributes significantly and positively towards the POS. In order to best understand the
impact of social embeddedness (expressive and instrumental excahnges) on the POS, it is important to take into
consideration the factors of network such as size, quality, and density. These factors or characteristics are important
to be considered because they tend to influence attitude, behaviour, and beliefs of individuals working in an
organisation (Mehra, Kilduff, & Brass, 2001). Also, taking into consideration the above mentioned factors also helps
in developing the discussion and not only focusing over the general perception of support by the employees. Size,
density, and quality of network is important because it tends to impact the value and amount of resources
exchanged within an organisation. The following section includes a discussion of each characteristics and its impact
on the POS.

The size of the network is defined as the number of people or persons in an organisation that are directly
related or connected with one person. The connections and relationship in a socially embedded network have
several characteristics such as: long-term, reciprocated, strong, existence of mutual support, and multiplex (Fan,
Xia, Zhang, & Chen, 2019). Hence, as per the findings of Lin (2017), the large size of a network can be attributed to
higher content of support and socio-emotional connection of an employee with their network. Based on the above
discussion, following is the first hypothesis of this research paper:

Hi1: Network size has a positive assoctation with POS.

The next network characteristic which is taken into consideration for this research is density of network. It
regards to the extent with which the participants of a network are connected with one another. The more
participants concerned or connected with one another, denser the social network is. Buskens and Raub (2002) have
mentioned through their research that participants of dense networks tend to have a stronger incentive to engage
in supportive behaviour as compared to the employees who belong to a sparse network. The benefits of engaging in
supportive behaviour increase with the density of the network (Pollack, Rutherford, Seers, Coy, & Hanson, 2016).
Raub and Weesie (1990) have inferred through their findings that in denser networks, participants tend to show
more opportunistic and non-cooperative behaviours are sanctioned. Resultantly, in denser networks, there is a
higher exchange of instrumental and expressive exchange. Social solidarity and higher level of voluntary social
behaviour are some of the positive outcomes of dense social networks (Moody & White, 2003). In consideration to
the above arguments, following is the second hypothesis tested in this research paper:

H2: Network density has a positive assoctation with POS.

The quality of a social network can be described as the accessibility and availability of high-performing

members in the network with which multiplex relationship and exchanges can be formed (Arkar, Sari, & Fidaner,

2004). The high-performing members of a network engages in helpful citizenship behaviour, propose helptful
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changes, help others, and pursue developmental opportunities and thus they are more likely to provide expressive
and instrumental exchange to the employee in order to improve their productivity and performance (Ladd & Henry,
2000). High-performing members in a social network also tends to improve the overall environment and working
conditions in a workplace. Resultantly, it can be inferred that having high-performing members in a network
increase the quality (Ng & Sorensen, 2008). Wu and Hu (2009) have proposed that higher network quality can
results in improved POS. Thus, the third hypothesis being tested by this research paper is:

Ha3: Network quality has a positive association with POS.

This research paper has considered three characteristics to study social network: size, density, and quality and
to find their impact on POS. The direct relationship of social network with POS can be attributed largely with the
organisational support theory. This theory postulates that the agents of an organisation have a major role to play in
understanding the perception of employees regarding the support they receive from in the workplace (Eisenberger
et al,, 2010). Employees do not consider the organization as a separate or a monolithic entity, on contrary, they
consider an organization to comprise of different individuals, behaviors, policies, and actions. Hence, based on the
above inference, this research also assess the role of all the network characteristics collectively on the POS. Based
on this, following is the last hypothesis which is being tested by this research paper:

Hs5: Network size, network density, and network quality has a positive assoctation with POS

2.2 Conceptual Model

Social Embeddedness
Approach Percerved
Organisational
¢ Network Size Support

¢ Network Density
e Network Quality

Figure-1. Conceptual Model of the Study.

3. RESEARCH METHODOLOGY
3.1. Research Design and Data Collection Process

The paper uses primary research data collected using close-ended survey questionnaire. The scale is taken to be
5-point ranging from strongly agree to strongly disagree. In addition, the data has been coded to numeric form

indicating that this research is quantitative.

3.2. Sampling Technique and Sample Size
The sample of the study is based on the employees working in Vietnamn manufacturing sector. The technique
to draw the sample is non-probability where purposive sampling has been used. The sample size of the study is 400

employees.
3.3. Data Analysis Technique

The data has been analysed using SEM approach which includes path analysis and Confirmatory Factor
Analysis (CFA). It specific technique is PLS-SEM whereas, the analysis has been conducted on SmartPLS.
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4. RESULTS
4.1. Confirmatory Factor Analysis (CFA)

In light of the research methods and techniques that are used in this research paper and that are specified in
previous section of methodology, confirmatory factor analysis is used for determining the Alpha Value, reliability
and the overall validity of the study. These variables show the extent to which they were significant for the model.
Before reaching to the final conclusion whether relationship exists between independent and dependent variables, it
is necessary to shed light on whether the variables used are statistically significant or not. Yusoff (2011) stated that
in order to prove the statistical viability of variables, it is necessary to note that 0.6 and above values of factor
loadings indicate statistical relation. The Table 1 below shows results for confirmatory factor analysis that
describes difterent values of Cronbach Alpha, composite reliability and average variance extracted of each variable.
The independent variables in this study are: network size, network density and network quality whereas, dependent

variable was perceived organisational support.

Table-1. Confirmatory factor analysis.
Factor Loadings Cronbach's Alpha Composite Reliability Average Variance
Extracted (AVE)

ND1 0890 0.887 0.930 0.816
ND¢ 0.921
NDs3 0.898
NOQ1 0.916
NQ2 0.933 0.898 0.936 0.830
NQs3 0.884
NS1 0.927
NS2 0.866
NS3 0.846 0.865 0.912 0.775
POS1 0.892
POS2 0.915
POS3 0.905
POS4 0.830 0.908 0.936 0.785

The table above shows confirmatory factor analysis results based on factor loading values, reliability and Alpha
value. Based on the results shown above, the variables and their sub-variables have factor loading value greater
than 0.60 which is the generally standard accepted value. This indicates that all the variables are highly suitable for
determining the association and relationship between the independent and dependent variables. The next measure
for assessing the reliability of the overall model is Alpha value. Gliem and Gliem (2003) stated that Cronbach Alpha
value is used to find the internal consistency of the instruments or the scale used in the survey questionnaire. The
existing studies have revealed that optimum value of Cronbach Alpha should be higher than 0.70 in order to
validate it as statistically reliable for the study. The values of Cronbach Alpha shown above are above 0.70 which
indicates that the instrument is highly reliable statistically.

The next measure for analysis shown in the Table 1 above is AVE (average variance extracted) which indicates
variance of the variables used which are shown against variance that has occurred due to inaccuracy of
measurement. According to the study conducted by Alarcén, Sanchez, and De Olavide (2015) it was found that the
standard benchmark value of AVE (average variance extracted) is mostly 0.5 or more than that. As the table above
clearly indicates that the values are under the standard value of AVE so, shows the overall reliability hence,
including all the measures, the model can be used for further testing. The below Figure 2 shows the overall factor

loadings of the model used in current research paper.
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Figure-2. Research Model PLS.

4.2. Discriminant Validity
Discriminant validity basically is defined as measure that shows whether the variables that should not be
related to each other are similar or not on the basis of values obtained. The Table 2 shows whether the variables are

related to each other not.

Table-2. Discriminant Validity.

Network Network Network Perceived Organizational
Density Quality Size Support
Network Density
Network Quality 0.753
Network Size 0.702 0.591
Perceived Organizational 0.394 0.531 0.186
Support

For the current research paper taken into consideration for further analysis, HTMT (Heterotrait-Monotrait
Ratio) was used for determining the discriminant validity.

To ensure that the variables used in this research paper are not linked or related with each other, it is necessary
to note that HTMT ratio should be 0.90 or less than it.

If the values of the variables are above 0.90 then it indicates that the variables are related with each other. As
shown in table 2 of discriminant validity, the values are less than 0.90 which sheds light on the fact that was
established initially that variables which should not be related with each other are statistically not related. This

increases the accuracy of the data and the validity as well.
4.8. Basic Model

The following research paper is aimed at determining the role of social embeddedness approach in perceived

organizational support. Therefore, the independent variables in this study are: network size, network density and
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network quality whereas, dependent variable was perceived organisational support. The Table 38 below shows the

basic model values which consists of R-square and adjusted R-square value of model used for this paper.

Table-3. Basic Model.
R Square R Square Adjusted
Perceived Organizational Support 0.246 0.240

As the Table 3 above shows R-square and adjusted R-square values, it is evident that through these indicators,
the variance of the predicting factors can be determined and adjustments are made once the variance of predicting
factors is obtained.

As it is evident that the R-square value is 0.246 and adjusted R-square value us 0.240 thus, show that network
density, network quality and network size can explain 24.6% changes caused in perceived organizational support.
Once the adjustments are made due to any inaccuracies, 24% was obtained which means that network density,

network quality and network size can explain 24% changes caused in perceived organizational support.

Table-4. Coefficients table.

Original Sample T Statistics P
(0) (|]O/STDEV ) Values
Network Density > Perceived 0.182 1.775 0.076
Organizational Support
Network Quality -> Perceived 0.471 7.093 0.000
Organizational Support
Network Size -> Perceived 0.147 2.484 0.013

Organizational Support

The Table 4 above shows the coefficients results of this model. The first independent variable of this model was
network density which does not have a significant impact on perceived organizational support because the P value
shown in the table 4 above is 0.076 which is greater than 0.05 hence, cannot be statistically stated as significant.
Similarly, the second independent variable of this model was network quality which has a significant impact on
perceived organizational support because the P value shown in the Table 4 above is 0.000 which is less than 0.05
indicating a strong statistical impact on perceived organizational support. The third and last independent variable
of this model is network size which has a significant impact on perceived organizational support because the P value
shown in the Table 4 is 0.013 which is less than 0.05 indicating a strong statistical impact on perceived
organizational support.

Thus, overall, it can be stated that network density does not have statistically significant impact on perceived
organizational support but other two predicting factors that are network quality and network size has significant
impact on perceived organizational support because of the values indicated by P-values. The Figure 3 shows the

research model, their relationship and their association with each other along with their respective values.

4.4 Summary of Hypotheses

In order to conclude the results obtained through testing of variables, the Table 5 shows the results of
hypothesis assessment. The assessment table shows the significance values and whether the hypothesis has been
accepted or rejected is also indicated here. Thus, results are inTable 5.

The Table 5 indicates that network density does not have a statistically significant relationship with perceived
organisational support hence, it is rejected because the P-value is 0.076 which is greater than 0.05. On the other

hand, network quality has significant relationship with perceived organisational support because the P-value is
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0.000 which is less than 0.05. And lastly, network size has significant relationship with perceived organisational
support because the P-value is 0.013 which is less than 0.05 this, out of the three independent variables tested with

perceived organisational support; only 2 are found to have statistically strong relationship and hence, are accepted.

NS1 POS1
14778
NS2 411418 POS2
11.055
‘/
NS3 POS3
Network Size
POS4
7.093
NQ1
61.690
NQ2 4101728
4+ e etworl Densi
NG3 44584 57795 56654
Network Quality l
ND1 ND2 ND3
Figure-3. Research Model BTS.
Table-5. Hypothesis assessment table.
S. No. Hypothesis Sig Value  Results
H1 Network density has a significant impact on Perceived 0.076 Rejected
Organisational support
He Network quality has a significant impact on Perceived 0.000 Accepted
organisational support
Hs Network size has a significant impact on Perceived 0.018 Accepted

Organisational support

5. CONCLUSION AND LIMITATIONS

The following research paper can be concluded by stating that almost every employee who enter a new
organisation feel perplexed and stressed. Some organisations do help their employees in feeling relaxed and
associate them with the organisational culture whereas, some hardly make any effort which results in employees
leaving the organisation too early. Successful attempts of socialization results in better job performance,
commitment and retention. Socialization plays a key role in influencing retention of new employees because during
the initial year, the turnover chances are high and can be prevented if the employees are made to feel comfortable in

the “alien environment and culture”. The following research paper aimed to determine determining the role of
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social embeddedness approach in perceived organizational support therefore, the three independent variables
selected were network density, network quality and network size whereas the dependent variable was perceived
organisational support. Based on these variables, the researcher had conducted a quantitative based study and
included different tests results obtained through PLS.

The purpose of conducting this study was the fact that there is limited research available regarding Vietnam
with respect to this topic and the researcher intended to explore how social embeddedness plays a vital role in
increasing perceived organisational support. The research gap identified became the basis for conducting this study
further. In many studies, the relation between overall social embeddedness and perceived organisational support has
been explored but none of the studies has shed light on the sub-factors that were taken to find the association or the
relationship. This research paper contributes significantly for the managers, head of departments and human
resource management who should consider all these factors in order to retain their talented and skilled employees.
Furthermore, this study will also be beneficial for those organisations where turnover is rate is high and HR is not
able to manage their employees due to diversified cultural environment. Thus, quantitative research design was
opted along with primary data collection method to explore and investigate the role of social embeddedness
approach in perceived organizational support. The research objectives of the study were to study the theoretical
significance and concept of social embeddedness and perceived organizational support, to study the factors of social
embeddedness that may influence perceived organizational support and finally, to find the impact of sub-factors of
social embeddedness on perceived organizational support. Hence, these objectives were taken into close
consideration to achieve the desired results of the study.

The hypothesis was developed to validate whether they have been accepted or rejected. The postulated
hypothesis was: the first hypothesis was Network density has a significant impact on Perceived Organisational
support, the second hypothesis was Network quality has a significant impact on Perceived Organisational support
and finally, the last hypothesis was Network size has a significant impact on Perceived Organisational support. The
quantitative study revealed that apart from network density, both network quality and network size has significant
impact on Perceived Organisational support.

However, despite of the fact that the study was comprehensive and the data was collected through the survey
questionnaire still, there are some limitations of this study which needs to be addressed for the future researchers.
This research paper had adopted quantitative method of research design along with primary data whereas, in order
to make the study more authentic and reliable, interviews could also be conducted with the HR managers and the
senior managers of departments in order to obtain their opinion regarding how skilled and talented employees can
be retained through different strategies of social embeddedness. The following study had only evaluated on the
basis of the quantitative results whereas, qualitative results could have enhanced the paper and made room for
further study in similar domain. Furthermore, the interviews could have been analysed through thematic analysis
by designing themes.

The second limitation of this study was the sample size. In existing research method books and studies, it states
that the sample size should be large enough in order to make the study more reliable, authentic and valid. Though
the following study had used sample size of 400 employees (N=400) still, it could have been improved and increased
to 1000 or 1500 employees. The sample size represents the population taken into consideration and better
representation if it helps in making the study more reliable. Hence, if the researcher overcomes these limitations in

future then, improvised results could provide more insights.
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