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ABSTRACT 

The paper investigates the mediating effect of 

Organizational Embeddedness (OE) on the 

association between Organizational Identification 

(OI) and Organizational Commitment (OC) as well 

as Perceived Organizational Support (POS) and 

Organizational Commitment (OC). Data was 

collected from 468 employees working in corporate 

sector in India. Structural equation modelling was 

applied to examine the mediating effect. Results 

confirm full mediation effect of OE for the 

relationship between OI and OC and a partial 

mediation effect for POS and OC. It provides for 

all the organizational members and leaders to 

understand the importance of creating identity for 

themselves and providing positive support to 

employees in order to embed them to organizations, 

thus instilling commitment in them. 

Keywords: Organisational Identification, Perceived 

Organisational Support, Organisational Embeddedness, 

Organisational Commitment 

INTRODUCTION 

Attracting and keeping the valued employees, 

trained labour, maintaining staff turnover and 

managing a workforce is of paramount importance 

for organizations (Eversole et al., 2012; Arora and 

Athreye, 2002). Turnover rate is recorded as 57.3% 

by “Bureau of Labour Statistics, India” in 2021. 

Employee turnover significantly affects social 

capital, human capital, and organisational 

performance (Holtom et al., 2008). The financial 

distress caused due to employee turnover is well 

known to all (Griffeth and Hom, 2000). Retention 

cost of talented employees is a crucial aspect of 

organizations, as they have to offer both financial 

and non-financial incentives, to have the best 

available talent working for them (Groysberg et al., 

2004; Cappelli, 2000; Balakrishnan, 2014; O'Reilly 

et al., 2000; Tanwar et al., 2016; Danishet al., 

2010; Al Mamunet et al., 2017). Evolving from 

fundamentals of social exchange theory (Homans, 

1958); it is reflected in the process that takes place 

between the employers and the employees, where 

both the parties cross check the risks and benefits 

associated with keeping relationship which 

determines whether the relationship will continue 

or terminate from both the ends. 

http://www.gjust.ac.in/department/hsb/hsb_res_journals.html
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This relationship becomes strong when 

organization supports the employees in various 

ways such as framing and implementing supportive 

organizational policies, which are clearly 

mentioned in organizational support theory which 

provides the central construct of perceived 

organizational support (POS) and its relationship 

with turnover (Rhoades and Eisenberger, 2002). 

POS refers to “employees‟ perceptions regarding 

the extent to which their organization thinks highly 

of their contributions and promotes their welfare” 

(Eisenberger et al., 1986). Arshadi (2011) projected 

that POS positively related to OC and negatively 

related to turnover intention. Islam et al., (2013) 

identified positive relationship between POS and 

OC among employees. 

Driving out as a corollary to social identity theory, 

which says that we have a natural inclination to 

belong to a group and be defined by the 

characteristics of that group (Pfeffer and Salancik, 

1978). Albert and Whetten (1985) defined 

“organizational identity as an enduring, distinctive, 

and central statement perceived by an 

organization‟s members.” Mete et al. (2016) 

identified a positive correlation between OC and OI 

among IT employees working in Turkey. Meta-

analytical findings reveal that OC, OI and 

organizational trust have incremental validity 

among each other Ng, (2015). A strong positive 

link between corporate identification and OC was 

highlighted by Podnar (2011). 

Job embeddedness which focuses on understanding 

voluntary turnover (Mitchell et al., 2001; Lee et al., 

2004), we derived the specific aspect of 

organization i.e. organizational embeddedness also 

known as on-the-job embeddedness. According to 

embeddedness theory, people are bound to an 

organisation by a collection or web of restraining 

forces that is formed when various relationships, 

investments, and praise are combined. These forces 

consist of fit, links, and sacrifice (Mitchell et al., 

2001). Fit is labelled as a person's "perceived 

compatibility or comfort level" with a company. 

Links are “relations among individuals, institutions, 

and other individuals that might be official” 

(Mitchell et al., 2001; Lee et al., 2004). “The 

perceived psychological, emotional, or monetary 

cost of quitting one's organisation is known as 

sacrifice” (Mitchell et al., 200; Lee et al., 2004). 

These factors reflect how people feel about their 

connections to the job's people and groups, how 

well they fit within it, and the sacrifices associated 

in quitting. 

LITERATURE REVIEW AND HYPOTHESIS 

DEVELOPMENT 

Organizational Embeddedness 

According to Mitchell et al. (2001) theory 

organizational embeddedness (OE) sought to 

explain why individuals remained positioned as 

they are; either they enjoy their work or are unable 

to find alternative employment. As job 

embeddedness is a “valuable complement” to 

commitment therefore, OE is demonstrating a 

favourable impact on employee commitment 

(Holtom, 2016). Ghosh and Gurunathan (2014) 

revealed that HR practices based on instilling 

commitment results in embedding employees. 

Ampofo and Karatepe (2022) realized that turnover 

intentions and on-the-job embeddedness relate 

negatively among hotel employees. Workers who 

score highly on embeddedness are less likely to 

willingly leave their businesses (Zhang et al., 2012; 

Holtom, B. C. and Darabi, T. 2018). 

Organizational Identification and Organizational 

Embeddedness 

Hall et al. (1970) describes OI as the progressive 

amalgamation and equivalence of individual and 

organisational beliefs and aims. Fuller et al. (2006) 

found that increased self-esteem coming with 

belongingness to an organisation, people choose to 

identify with those that are seen as being 

prestigious. Employees having high OI are 

psychologically entangled with their employers and 

have strong emotional ties to them Dukerich et al. 

(2002). High OI employees cooperate and 

communicate with co-workers, which encourage 

them to form "links" inside the company as well as 

creates person fit with the organisational norms, 

values, beliefs and practises besides their emotional 

commitment to the company (Riketta, 2005). 

Additionally, executives in India were found to 

have substantial correlation between OI and work 

embeddedness (Ghosh, 2015). MeiRun et al. 
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(2018) conclude that as OE becomes more 

essential, the idea of OI becomes more and more 

relevant. So, we frame the subsequent hypothesis; 

Hypothesis 1: OI is positively connected to the 

OE. 

Perceived Organizational Support and 

Organizational Embeddedness 

Subordinates rely on their superiors for 

opportunities for advancement and professional 

progress (Loi et al., 2014; Tahiry and Ekmekcioglu 

2022). POS lets workers know that the company 

values them and is willing to recognise their 

accomplishments with benefits or promotions 

(Rhoades and Eisenberger, 2002; Chen et al., 

2009). Ferris et al. (2009) examines that POS 

serves as an originator of acceptability and 

belonging inside the organisation. The social and 

emotional requirements of employees, such as 

those for esteem, affirmation, emotional support, 

and respect, are met by POS (Armeli et al., 1998). 

POS increases staff members' emotional ties to the 

company (Eisenberger et al., 1986). Workers with 

excessive POS feel positive about how the 

company views them, their working environment, 

and how well the company meets their 

requirements (Kurtessis et al., 2017). The 

emotional bonds also influence employees to form 

stronger ties with organisation, better fit with the 

work environment, and feel more willing to make 

sacrifices (Eisenberger et al., 2001; Riggle et al., 

2009; Kurtessis et al., 2017). With above 

revelations the hypothesis thus formed is; 

Hypothesis 2: POS is positively associated to the 

OE. 

Organizational Embeddedness and Organizational 

Commitment 

A highly committed staff is one who holds a 

feeling of fit and belongingness to their 

organisations (Mitchell et al., 2001; Meyer and 

Maltin 2010; Morrow 2011). Influence of various 

organisation related factors may cause people to 

become trapped in their jobs (Hung et al., 2018). 

Organisations have acknowledged that losing talent 

is costly and counterproductive, so they work to 

prevent it by creating and maintaining a loyal 

workforce whose workers have strong relationships 

with their business (Mitchell et al., 2001; 

McKnight et al., 2009; Lumley 2010). OC 

compresses the emotive and cognitive factors that 

influence whether a person stays with or leaves a 

company (Allen and Meyer 1990). OE and OC 

have a negative association with employees' desire 

to leave their jobs (Crossley et al., 2007; Burton et 

al., 2010). It is also proven that the level of job 

embeddedness has a major impact on OC 

(Philipand Medina-Craven, 2022). Simulated 

outcomes disclose that commitment is predicted by 

on-the-job embeddedness (Aboughadareh et al., 

2017). 

Hypothesis 3: OE is positively associated to the 

OC. 

Organisational Embeddedness’ Mediating Role 

The proposed theoretical claim in this paper is that 

OE may serve as mediator in the connection 

between POS and OC as well as between OI and 

OC. Rendering to Mitchell et al. (2001) job 

embeddedness theory which serves as the 

foundation for these relationships. Gonzalez et al. 

(2018) stated that there is a complex network of 

organizational (on-the-job) and community (off-

the-job) component that influence whether or not 

people choose to remain with their organization. 

Organizational embeddedness is a "beneficial 

complement" to commitment (Holtom, 2016). Job 

embeddedness had a significant impact on the 

participants' OC (Ferreira and Coetzee, 2013). OE 

negatively influences employees‟ intention to 

leave, and turnover Dechawatanapaisal (2017). As 

a result, the following theoretical framework is put 

forward: 

Hypothesis 4: Organizational embeddedness acts 

as a mediator in the association between 

organisational identification and organisational 

commitment. 

Hypothesis 5: The connection between perceived 

organizational support and organizational 

commitment is mediated by organizational 

embeddedness. 

RESEARCH METHODOLOGY 

Sample and Data Collection 

The respondents were from India's corporate sector, 

chosen at random. To establish the model, survey 
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was conducted by distributing the questionnaire by 

hand and circulated through mail and social media 

platforms. 700 questionnaires were circulated out 

of which 510 responses were received but 468 were 

useful, others were disqualified thus giving a 

frequency of 66.85%. The standard experience of 

the representative in their present organization was 

4.5 years, 40.8% of the sample were females and 

59.2% were males. The survey included a cover-

letter mentioning about the purpose of research, 

confidentiality and anonymity of the respondent. 

The data collected is normal since the range of 

skewness and kurtosis is between -2 and +2. 

Tools and Techniques 

All the constructs were measured with the help of 

already available questionnaires on a 7-point Likert 

scale where, the scale ranged from 1, which 

represented strong disagreement, to 7, which 

represented strong agreement. Ten-item measure of 

OI was adapted from Mael and Ashforth's (1992). 

POS by Eisenberger et al. (1986) having 36 items 

such as,6 items of OE adapted from Clinton et al., 

(2012) and 15 items of OC of Mowday et al. 

(1979). 

Structural equational modelling was applied by 

utilizing Smart PLS (3.3.2) as Dhir and 

Dutta (2020) suggest that both exploratory and 

confirmatory research can be performed using PLS-

SEM. Moreover, since it is known that in social 

science research is based on limited sample, thus 

covariance-based SEM has certain requirements 

that can be difficult to fulfill (Evermann and Tate, 

2010). 

RESULTS  

PLS-SEM approach was register to assess the 

reaction of organizational identification and 

perceived organizational support on organizational 

commitment using organizational embeddedness as 

mediator. The computation of a PLS-SEM involves 

two steps: measurement model assessment and 

structural model assessment. 

The study conducted an evaluation of the validity 

and reliability of the measurement model (Hair et 

al., 2014). Confirmatory factor analysis (CFA) was 

carried out to evaluate the items' convergent 

validity, discriminant validity, reliability and 

internal consistency validity (Ringle et al., 2020) 

Measurement Model Assessment 

Factors of all the constructs were confirmed by 

verifying the validity and reliability. The relation 

between the constructs and indicators was assessed. 

The reliability of the data was checked with Rho A, 

Cronbach‟s alpha, and CR. The values of all the 

measures exceeded the threshold limit of 0.70, as 

stated by Hair et al., (2019) and Hair et al., (2017). 

This suggests that the measures used in the study 

were reliable and valid as shown in Table 1. 

Reliability of indicators was evaluated using factor 

loading and all factor loading values were greater 

than 0.70. The convergent validity AVE scores 

ranged from .583 to .721 (Table 1) and were greater 

than the threshold value (Hair et al., 2019). 

Discriminant validity was checked with Fornell and 

Larcker criterion (1981) and Heterotrait-Monotrait 

(HTMT) ratio of correlation (Henseler et al., 2015). 

Table 2 highlights the fulfilment of the criterion. 

Table 1: Convergent Validity Assessment 

 Items Loadings Cronbach's 

Alpha 

CR AVE 

 

 

Organizational  

Commitment 

(OC) 

OC 1 .879 0.932 0.945 0.711 

OC 7 .861 

OC 8 .875 

OC 10 .707 

OC 13 .821 

OC 14 .866 

OC 15 .878 

 

 

Organizational  

Embeddedness 

(OE) 

OE 1 .694 0.854 0.896 0.633 

OE 2 .794 

OE 3 .845 

OE 4 .871 

OE 6 .762 

 

 

Organizational  

Identification 

(OI) 

OI 3 .914 0.894 0.926 0.721 

OI 4 .565 

OI 5 .905 

OI 7 .888 

OI 9 .917 

 

 

 

Perceived  

Organizational  

Support (POS) 

POS 4 .671 0.939 0.947 0.583 

POS 11 .875 

POS 12 .847 

POS 15 .928 

POS 16 .918 

POS 23 .904 

POS 32 .920 

POS 33 .683 

POS35 .660 

Source: Research data 
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Table 2: Discriminant Validity Assessment 

Fornell-Larcker Criterion 

 OC OE OI POS 

OC 0.843    

OE 0.288 0.796   

OI 0.243 0.563 0.849  

POS 0.549 0.378 0.401 0.764 

Heterotrait-Monotrait Ratio (HTMT) 

 OC OE OI POS 

OC     

OE 0.333    

OI 0.273 0.626   

POS 0.576 0.419 0.434  

Source: Research data 

 

Analysis of the Structural Model 

Table 3 displays the structural model and 

hypothesis testing. Bootstrapping technique was 

applied with 5000 resamples Hair et al., (2017). 

The standardized beta coefficients, direct and 

indirect effects are shown in Table 3. Hypothesis 

testing results show that all the hypothesis were 

accepted.  

R
2
 values are explained by the model and it 

explains 35% of the organisational embeddedness 

variance. As a result organisational identification 

and perceived organizational support were 

substantial predictors of organisational embedded-

ness. The model explains 27% of organizational 

commitment, as specified by the R
2 

values  

(Figure 1).  

Table 3: Structural Model Assessment- Hypotheses Testing 

Path Beta Standard Error T- Value P value Decision 

OI--> OE 0.491* 0.043 11.358 0.00 Accepted 

POS--> OE 0.190* 0.031 6.12 0.00 Accepted 

OE--> OC 0.110** 0.044 2.524 0.02 Accepted 

OI--> OE--> OC 0.054** 0.022 2.431 0.015 Accepted 

POS--> OE--> OC 0.021** 0.009 2.439 0.015 Accepted 

Parameter is significant at *.01 & ** .05 

Source: Smart PLS software 

 

Source: PLS software 

Figure 1: Structural Model Evaluation 
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Examining the Mediating Effect Organisational 

Embeddedness 

As suggested by Preacher and Hayes (2008), we 

follow a three-step procedure to test the mediating 

role of OE for the association between POS and 

OC as well as OI and OC. The first step is to 

dectate the overall effect of POS and OI on OC. In 

light of the fact that it was unfavourable and 

significant, thus the indirect effects (Figure 1) i.e. 

via OE were assessed. Secondly, we find a 

significant indirect effect which confirms the 

mediating role of OE. Thirdly, we assess the 

residual effects in order to know whether the 

mediation is partial or complete. Following the 

approach of Baron and Kenny (1986) in this study, 

OI and OC are fully mediated by OE as there is no 

direct relationship between OI and OC. However, 

there is a partial mediation for POS and OC as the 

direct relationship and the indirect relationship both 

are significant (Table 3 & Figure 1). 

The predictive relevance of the model was 

evaluated using the Stone-Geisser test (Q
2
), 

(Geisser, 1974) for the present model Q
2
 values 

OE& OC are 0.211and 0.189 respectively thus the 

model has good predictive relevance. 

DISCUSSION AND CONCLUSION 

Results highlight that OC can be instilled among 

employees by providing them perceived support 

and making them feel identified with the 

organization which embeds them in organization. It 

is also highlighted that OI significantly effects OE 

but does not directly influences OC. However, in 

case of POS both direct and indirect effects exists 

for OC. OE completely mediates between OI and 

OC but partially mediates between POS and OC. 

Our findings that OI effects OE are supported by 

previous findings (Dukerich et al., 2002; Riketta, 

2005; Ghosh, 2015; MeiRun et al., 2018). 

Secondly, the results that POS effects OE is also 

supported (Ferris et al., 2009; Eisenberger et al., 

1986; Eisenberger et al., 2001; Riggle et al., 2009; 

Kurtessis et al., 2017). Thirdly, the findings of the 

present study that OE effects OC is also well 

established in the past researches (Allen and Meyer 

1990; Mitchell et al., 2001; Crossley et al., 2007; 

McKnight et al., 2009; Burton et al., 2010; Lumley 

2010; Meyer and Maltin 2010;  Morrow 2011; 

Hung et al., 2018). The findings that OE serves as a 

mediator also conforms (Ferreira and Coetzee, 

2013; Holtom, 2016; Gonzalez et al., 2018). Thus, 

with our research findings it is believed that when 

employees feel high level of identification with 

organization‟s vision, goals and objectives they are 

likely to find themselves more linked and adapted 

with the organization thus having more 

commitment towards it. Similarly, when they 

perceive positive support from organization which 

warmly attaches them to it, thus making them 

committed to it. 

IMPLICATIONS 

Commitment from employees can lead to 

synergistic effect thus providing competitive 

advantage to the organization. It implies for 

managers and board of directors to frame 

organizational policies which interweave the 

individual as well as organizational goals thus 

providing positive support from organizations. 

From the roots of social identity, organizations 

need to understand that organizational members 

and leaders must be clear about what and why of 

their existence in order to create their own identity 

which is core, characteristic and lasting for all, thus 

making it possible for all within an organization to 

identify with it proudly. Thus, the present research 

can serve as a broad guideline for future 

policymakers and research works. 

REFERENCES 

Aboughadareh, R. & Taghizadeh Herat, A., Jafari D. 

(2017). The Influence of Job Embedded-ness on 

Organizational Commitment Using by Structural 

Equation Modeling PLS Method, a Case Study 

in Iranian Oil Terminals Company_ Kharg 

Island. Journal of Engineering and Applied 

Sciences, 12, 1914-

1919.10.36478/jeasci.2017.1914.1919   

Al Mamun, C. A., & Hasan, M. N. (2017). Factors 

affecting employee turnover and sound retention 

strategies in business organization: A conceptual 

view. Problems and Perspectives in 

Management, 15(1) ,63-71. 

 http://dx.doi.org/10.21511/ppm.15(1).2017.06 



HSBRR Vol. 18  No. 1 Jan-June 2023 
 

~ 28 ~ 

Albert, S. & Whetten, D.A., (1985). Organizational 

identity, Research in organizational behavior, 7, 

263–295. https://psycnet.apa.org/record/ 1986-

02640-001 

Allen, N. J., & Meyer, J. P. (1990). The measurement 

and antecedents of affective, continuance, and 

normative commitment to the organization. 

Journal of Occupational Psychology, 63, 1-18. 

http://dx.doi.org/10. 1111/j.2044-8325.1990.tb 

00506.x 

Ampofo, E.T. & Karatepe, O.M. (2022). The effects 

of on-the-job embeddedness and its sub-

dimensions on small-sized hotel employees‟ 

organizational commitment, work engagement 

and turnover intentions. International Journal of 

Contemporary Hospitality Management, 34(2), 

509-533.  https://doi.org/10.1108/IJCHM-07-

2021-0858 

Armeli, S., Eisenberger, R., Fasolo, P., & Lynch, P. 

(1998). Perceived organizational support and 

police performance: the moderating influence of 

socioemotional needs. Journal of applied 

psychology, 83(2), 288. https://doi.org/10. 

1037/0021-9010.83.2.288 

Arora, A., & Athreye, S. (2002). The software 

industry and India‟s economic development. 

 Information economics and policy, 14(2), 253-

273. https://doi.org/10.1016/S0167-

6245(01)00069-5 

Arshadi, N. (2011). The relationships of perceived 

organizational support (POS) with 

organizational commitment, in-role 

performance, and turnover intention: Mediating 

role of felt obligation. Procedia-Social and 

Behavioral Sciences, 30, 1103-1108. 

https://doi.org/10.1016/j.sbspro.2011.10.215 

Balakrishnan, L. (2014). A Study on Retention 

Strategy's followed by Education Institutions in 

Retaining Qualified Employees. SIES Journal of 

Management, 10 (1), 69-80. 

  http://ijrmbs.com/vol4issue4/drruchi.pdf 

Baron, R. M., & Kenny, D. A. (1986). The 

moderator–mediator variable distinction in 

social psychological research: Conceptual, 

strategic, and statistical considerations. Journal 

of personality and social psychology, 51(6), 

1173. https://doi.org/10. 1037/0022-3514.51. 

6.1173 

Burton, J.P., Holtom, B.C., Sablynski, C.J., Mitchell, 

T.R. & Lee, T.W. (2010). The buffering effects 

of job embeddedness on negative shocks. 

Journal of Vocational Behavior,  76, 42– 51. 

https://doi.org/10.1016/ j.jvb.2009.06.006 

Cappelli, P. (2000). A market-driven approach to 

retaining talent. Harvard business review, 78(1), 

103-111. https://hbr.org/2000/ 01/a-market-

driven-approach-to-retaining-talent 

Chen, Z., Eisenberger, R., Johnson, K. M., Sucharski, 

I. L., & Aselage, J. (2009). Perceived 

organizational support and extra-role 

performance: which leads to which? The Journal 

of social psychology, 149(1), 119-124. 

https://doi.org/10.3200/SOCP.149.1.119-124 

Clinton, M., Knight, T.& Guest, D.E., (2012). Job 

embeddedness: A new attitudinal 

measure. International Journal of Selection and 

Assessment, 20(1), 111-117.  

 https://doi.org/10.1111/j.1468-2389.2012. 

00584.x 

Crossley, C., Bennett, R., Jex, S. & Burnfield, J. 

(2007). Development of a global measure of job 

embeddeness and integration into a traditional 

model of voluntary turnover. Journal ofApplied 

Psychology, 92(4), 1301–1042. 

 https://doi.org/10.1037/0021-9010. 92.4.1031 

Danish, R. Q., & Usman, A. (2010). Impact of reward 

and recognition on job satisfaction and 

motivation: An empirical study from Pakistan. 

 International journal of business and 

management, 5(2), 159-167. DOI:10.5539/ 

ijbm.v5n2p159 

Dechawatanapaisal, D., (2017). The mediating role of 

organizational embeddedness on the relationship 

between quality of work life and turnover: 

Perspectives from healthcare 

professionals. International Journal of 

Manpower, 38 (5), 696-711.  https://doi.org/ 

10.1108 /IJM-12-2015-0205 

Dhir, S. & Dutta, T. (2020). Linking supervisor-

support, person-job fit and person-organization 

fit to company value. Journal of Indian Business 

Research, 12 (4),  549-561,  

DOI: 10.1108/JIBR-04-2019-0124 

Dukerich, J. M., Golden, B. R., & Shortell, S. M. 

(2002). Beauty is in the eye of the beholder: The 

impact of organizational identification, identity, 

and image on the cooperative behaviors of 

physicians. Administrative Science Quarterly, 

47(3), 507-533.  

 https://doi.org/10.2307/3094849 

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. 

D., & Rhoades, L. (2001). Reciprocation of 

perceived organizational support. Journal of 

Applied Psychology, 86(1), 42. https://doi.org/ 

10.1037/0021-9010.86.1.42 

https://psycnet.apa.org/record/
http://dx.doi.org/10
https://doi.org/10
https://doi.org/10.%201037/0022-3514.51
https://doi.org/10.1016/
https://hbr.org/2000/
https://doi.org/10.1111/j.1468-2389.2012
https://doi.org/10.1037/0021-9010
https://doi.org/
https://doi.org/


HSBRR Vol. 18  No. 1 Jan-June 2023 
 

~ 29 ~ 

Eisenberger, R., Huntington, R., Hutchison, S., & 

Sowa, D. (1986). Perceived organizational 

support. Journal of Applied Psychology, 71(3), 

500. https://doi.org/10.1037/0021-9010.71.3.500 

Evermann, J. & Tate, M. (2010). Testing models or 

fitting models? Identifying model 

misspecification in PLS. ICIS proceeding,  1-19. 

http://aisel.aisnet.org/icis2010_submissi ons/ 21 

Eversole, B. A., Venneberg, D. L., & Crowder, C. L. 

(2012). Creating a flexible organizational culture 

to attract and retain talented workers across 

generations. Advances in Developing Human 

Resources, 14(4), 607-625. 

  https://doi.org/10.1177/1523422312455612 

Ferreira, N., & Coetzee, M. (2013). The influence of 

job embeddedness on black employees‟ 

organisational commitment.  Southern African 

Business Review, 17(3), 239-255.  

 https://www.ajol.info/index.php/sabr/article/ 

view/110935/100694 

Ferris, D. L., Brown, D. J., & Heller, D. (2009). 

Organizational supports and organizational 

deviance: The mediating role of organization-

based self-esteem.  Organizational Behavior and 

Human Decision Processes, 108(2), 279-286. 

https://doi.org/10.1016/j.obhdp.2008.09.001 

Fornell, C., & Larcker, D. F. (1981). Evaluating 

structural equation models with unobservable 

variables and measurement error. Journal of 

Marketing Research,  48, 39–50.  

 https://doi.org/10.1177/002224378101800104 

Fuller, J. B., Marler, L., Hester, K., Frey, L., & 

Relyea, C. (2006). Construed external image and 

organizational identification: A test of the 

moderating influence of need for self-esteem. 

The Journal of Social Psychology, 146(6), 701-

716. https://doi.org/10.3200/SOCP.146.6.701-

716 

Geisser, S. (1974). A Predictive Approach to the 

Random Effect Model. Biometrika, 61, 101-

107.https://doi.org/10.1093/biomet/61.1.101 

Ghosh, D. & Gurunathan, L., (2014).  Linking 

perceived corporate social responsibility and 

intention to quit: The mediating role of job 

embeddedness. Vision, 18(3), 175-183.  

 https://doi.org/10.1177/0972262914539219 

Ghosh, S. K. (2015). Linking organizational 

identification to job embeddedness in Indian 

context: role of job satisfaction and perceived 

organizational support.  International Journal of 

Business and Management, 10(12), 258-268. 

URL:   

 http://dx.doi.org/10.5539/ijbm.v10n12p258 

Gonzalez, J. A., Ragins, B. R., Ehrhardt, K., & Singh, 

R. (2018). Friends and family: The role of 

relationships in community and workplace 

attachment. Journal of Business and 

Psychology,  33(1),  89–104.  

 doi:10.1007/s10869-016-9476-3 

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A 

meta-analysis of antecedents and correlates of 

employee turnover: Update, moderator tests, and 

research implications for the next millennium. 

Journal of Management, 26(3), 463–488.  

 https://doi.org/10.1177/014920630002600305 

Groysberg, B., Nanda, A., & Nohria, N. (2004). The 

risky business of hiring stars.  Harvard Business 

Review, 82(5), 92-101. 

  https://hbr.org/2004/05/the-risky-business-of-

hiring-stars 

Hair, J. F., Hult, G. T., Ringle, C. M., & Sarstedt, M. 

(2014). A primer on partial least squares 

structural equation modeling (PLS-SEM). Los 

Angeles: Sage Publication. 307-308 . 

https://ejtr.vumk.eu/index.php/about/article/dow

nload/134/133/426 

Hair, J., Hollingsworth, C.L., Randolph, A.B. & 

Chong, A.Y.L. (2017). An updated and 

expanded assessment of PLS-SEM in 

information systems research.  Industrial 

Management & Data Systems, 117  (3), 442-

458. https://doi.org/10.1108/IMDS-04-2016-

0130 

Hair, J.F., Risher, J.J., Sarstedt, M. & Ringle, 

C.M. (2019). When to use and how to report the 

results of PLS-SEM. European Business 

Review, 31 (1), 2-24. https://doi.org/10.1108/ 

EBR-11-2018-0203 

Hall, D. T., Schneider, B., & Nygren, H. T. (1970). 

Personal factors in organizational identification. 

 Administrative Science Quarterly, 176-190. 

https://doi.org/10.2307/ 2391488 

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A 

new criterion for assessing discriminant validity 

in variance-based structural equation modelling.  

Journal of the Academy of Marketing Science, 

43(1), 115–135. doi: 10.1007/s11747-014-0403-

8 

Holtom, B. C. (2016). Job embeddedness, employee 

commitment, and related constructs. 

In Handbook of employee commitment . (90-

105). Edward Elgar Publishing. 

https://doi.org/10.4337/9781784711740.00017 

https://www.emerald.com/insight/search?q=Joe%20Hair
https://www.emerald.com/insight/search?q=Carole%20L.%20Hollingsworth
https://www.emerald.com/insight/search?q=Adriane%20B.%20Randolph
https://www.emerald.com/insight/search?q=Alain%20Yee%20Loong%20Chong
https://www.emerald.com/insight/publication/issn/0263-5577
https://www.emerald.com/insight/publication/issn/0263-5577
https://doi.org/10.1108/IMDS-04-2016-0130
https://doi.org/10.1108/IMDS-04-2016-0130
https://www.emerald.com/insight/search?q=Joseph%20F.%20Hair
https://www.emerald.com/insight/search?q=Jeffrey%20J.%20Risher
https://www.emerald.com/insight/search?q=Marko%20Sarstedt
https://www.emerald.com/insight/search?q=Christian%20M.%20Ringle
https://www.emerald.com/insight/search?q=Christian%20M.%20Ringle
https://doi.org/10.1108/%20EBR-11-2018-0203
https://doi.org/10.1108/%20EBR-11-2018-0203
https://doi.org/10.2307/


HSBRR Vol. 18  No. 1 Jan-June 2023 
 

~ 30 ~ 

Holtom, B. C., & Darabi, T. (2018). Job 

embeddedness theory as a tool for improving 

employee retention. In Psychology of Retention. 

95–117. Cham: Springer. ISBN 978-3-319-

98919-8. – 2018. 

Holtom, B. C., Mitchell, T. R., Lee, T. W., & Eberly, 

M. B. (2008). 5 turnover and retention research: 

a glance at the past, a closer review of the 

present, and a venture into the future. Academy 

of Management Annals, 2(1), 231–

274.https://doi.org/10.1080/1941652080221155

2 

Homans, G.C., (1958). Social behavior as exchange. 

American Journal of Sociology, 63(6), 597-606. 

https://www.jstor.org/stable/ 2772990 

Hung, L.M., Lee, Y.S. &Lee, D.C., (2018). The 

Moderating Effects of Salary Satisfaction and 

Working Pressure on the Organizational 

Climate, Organizational Commitment to 

Turnover Intention. International Journal of 

Business & Society, 19(1),103-116. 

http://www.ijbs.unimas.my/index.php/volume-

11-20/volume-19-no-1-2018/433-the-

moderating-effects-of-salary-satisfaction-and-

working-pressure-on-the-organizational-climate-

organizational-commitment-to-turnover-

intention 

Islam, T., Ahmad, U. N. B. U., Ali, G., Ahmed, I., & 

Bowra, Z. A. (2013). Turnover intentions: The 

influence of perceived organizational support 

and organizational commitment.  Procedia-

Social and Behavioral Sciences, 103, 1238-

1242. https://doi.org/ 10.1016/j.sbspro.2013. 

10.452 

Kurtessis, J. N., Eisenberger, R., Ford, M. T., 

Buffardi, L. C., Stewart, K. A., & Adis, C. S. 

(2017). Perceived organizational support: A 

meta-analytic evaluation of organizational 

support theory. Journal of Management. 43(6), 

1854-1884.  

 https://doi.org/10.1177/0149206315575554 

Lee, T. W., Mitchell, T. R., Sablynski, C. J., Burton, J. 

P., & Holtom, B. C. (2004). The effects of job 

embeddedness on organizational citizenship, job 

performance, volitional absences, and voluntary 

turnover. Academy of Management Journal. 

47(5),711-722. DOI:10.2307/20159613 

Loi, R., Chan, K.W. &Lam, L.W. (2014). Leader–

member exchange, organizational identification, 

and job satisfaction: a social identity 

perspective. Journal of Occupational and 

Organizational Psychology, 87 (1), 42-

61.https://doi.org/10.1111/joop.12028 

Lumley, E. (2010). The relationship between career 

anchors, job satisfaction and organisational 

commitment. Unpublished master’s dissertation, 

University of South Africa, Pretoria. 1-21. 

https://www.scirp.org/(S 

(czeh2tfqw2orz553k1w0r45))/reference/referenc

espapers.aspx?referenceid=1830829 

Mael, F., & Ashforth, B. E. (1992). Alumni and their 

alma mater: A partial test of the reformulated 

model of organizational identification. Journal 

of Organizational Behavior. 13(2), 103-123. 

https://doi.org/10. 1002/job.4030130202 

McKnight, D.H., Phillips, B. & Hardgrave, B.C. 

(2009). Which reduces IT turnover intention the 

most: workplace characteristics or job 

characteristics. Information & Management. 

46(3), 167–174.  https://doi.org/10.1016/j.im. 

2009.01.002 

MeiRun, T., Sin, J., & Wei, C. (2018). The effect of 

organizational identification on job 

embeddedness: Evidence from new generation 

of rural migrant workers in China. Management 

Science Letters. 8(11),  1223-1238. 

DOI: 10.5267/j.msl.2018.8.002 

Mete, E. S., Sökmen, A., & Biyik, Y. (2016). The 

relationship between organizational 

commitment, organizational identification, 

person-organization fit and job satisfaction: A 

research on IT employees. International Review 

of Management and Business Research, 5(3), 

870-901.  

 https://www.irmbrjournal.com/ papers/14684 

17366.pdf 

Meyer, J. & Maltin, E. (2010). Employee commitment 

and well-being: A critical review, theoretical 

framework and research agenda. Journal of 

Vocational Behaviour, 77, 323–337.  

https://doi.org/10.1016/j.jvb.2010.04.007 

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, 

C. J., & Erez, M. (2001). Why people stay: 

Using job embeddedness to predict voluntary 

turnover. Academy of Management Journal. 

44(6), 1102-1121. 

 https://doi.org/10.2307/3069391 

Morrow, P. (2011). Managing organizational 

commitments: Insights from longitudinal 

research. Journal of Vocational Behaviour, 79, 

18–35.   

 https://doi.org/10.1016/j.jvb.2010.12.008 

https://www.jstor.org/stable/
https://doi.org/
https://www.scirp.org/(S
https://doi.org/10
https://doi.org/10.1016/j.im


HSBRR Vol. 18  No. 1 Jan-June 2023 
 

~ 31 ~ 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). 

The measurement of organizational 

commitment. Journal of Vocational Behavior. 

 14(2), 224-247. https://doi.org/10.1016/0001-

8791(79)90072-1 

Ng, T. W. (2015). The incremental validity of 

organizational commitment, organizational trust, 

and organizational identification.  Journal of 

Vocational Behavior, 88, 154-163. 

https://doi.org/10.1016/j.jvb.2015.03.003 

O'Reilly, C. A., & Pfeffer, J. (2000).Hidden value: 

How great companies achieve extraordinary 

results with ordinary people. Harvard Business 

Press. 1-20.  

 https://hbswk.hbs.edu/archive/hidden-value-

how-great-companies-achieve-extraordinary-

results-with-ordinary-people 

Pfeffer, J. & Salancik, G.R., (1978). A resource 

dependence perspective. In Intercorporate 

relations. The structural analysis of business. 

Cambridge: Cambridge University Press. 8(3), 

25-55. 

https://papers.ssrn.com/sol3/papers.cfm?abstract

_id=1496213 

Philip, J., & Medina-Craven, M. N. (2022). An 

examination of job embeddedness and 

organizational commitment in the context of 

HRD practices. Management Research Review, 

45(12), 1592-1607.  

 https://doi.org/10.1108/MRR-03-2021-0224 

Podnar, K. (2011). Perceived external prestige, 

organizational identification and organizational 

commitment: An empirical examination. 

 Teorija in praksa.  48(6), 1611-1627. 

http://dk.fdv.uni-lj.si/db/pdfs/TiP 

2011_6_Podnar.pdf 

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic 

and resampling strategies for assessing and 

comparing indirect effects in multiple mediator 

models. Behavior Research Methods, 40(3), 

879–891. doi: 10.3758/ BRM.40.3.879 

Rhoades, L. & Eisenberger, R., (2002). Perceived 

organizational support: a review of the 

literature. Journal of applied psychology, 87(4), 

698-714.  

 https://psycnet.apa.org/record/2002-15406-008 

Riggle, R. J., Edmondson, D. R., & Hansen, J. D. 

(2009). A meta-analysis of the relationship 

between perceived organizational support and 

job outcomes: 20 years of research. Journal of 

Business Research, 62(10),  1027-1030. 

https://doi.org/10.1016/j.jbusres.2008.05.003 

Riketta, M. (2005). Organizational identification: A 

meta-analysis. Journal of Vocational Behavior. 

66, 358-384. 

  https://doi.org/10.1016/j.jvb.2004.05.005 

Ringle, C. M., Sarstedt, M., Mitchell, R., & Gudergan, 

S. P. (2020). Partial least squares structural 

equation modeling in HRM research. The 

International Journal of Human Resource 

Management, 31(12), 1617–1643. 

https://doi.org/10.1080/09585192.2017.1416655 

Tahiry, M. A., & Ekmekcioglu, E. B. (2022). 

Supervisor support, career satisfaction, and 

career adaptability of healthcare sector 

employees. Vilakshan-XIMB Journal of 

Management. 20(2), 292-301.   

 https://doi.org/10.1108/XJM-09-2021-0247. 

Tanwar, K., & Prasad, A. (2016). Exploring the 

relationship between employer branding and 

employee retention. Global Business Review, 

17(3), 186S-206S.  

 https://doi.org/10.1177/097215091663121 

Zhang, X., Ryan, S. D., Prybutok, V. R., & 

Kappelman, L. (2012). Perceived obsolescence, 

organizational embeddedness, and turnover of it 

workers: an empirical study. ACM SIGMIS 

Database: the DATABASE for Advances in 

Information Systems. 43(4), 12-32. 

https://doi.org/10.1145/2398834.2398837 

Website link: 

https://www.india.gov.in/official-website-labour-

bureau-ministry-labour-and-employment 

 

https://www.emerald.com/insight/publication/issn/2040-8269
https://doi.org/10.1108/MRR-03-2021-0224
http://dk.fdv.uni-lj.si/db/pdfs/TiP

	Page 1
	Page 2
	Page 3
	Page 4
	Page 5
	Page 6
	Page 7
	1-9 PAGES.pdf
	Page 1
	Page 2
	Page 3
	Page 4
	Page 5
	Page 6
	Page 7
	Page 8
	Page 9


