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Does Job Embeddedness Predict Turnover Intentions in SMEs? 

 

 

 

Abstract 

 

Purpose: 

There is an absence of research examining job embeddedness in SMEs. Results of job 

embeddedness studies may not apply to SMEs, because the process of managing a SME differs 

from that of the large firm. The purpose of this study was to examine relationships between (a) 

on-the-job embeddedness, as well as each of its sub-dimensions, and turnover intentions; and 

(b) group cohesion, on-the-job embeddedness and turnover intentions.                   

 

Design/methodology/approach:  

Data were collected from 147 employees in SMEs located in Perth, Western Australia and 350 

employees from SMEs operating in four business centres in South Africa. After invariance 

testing, data from the two countries were combined to increase statistical power of the analysis. 

 

Findings: 

On-the-job embeddedness and each sub-dimension were negatively related to turnover 

intentions. Group cohesion was positively related to composite on-the-job embeddedness. 

Findings suggest that while group cohesion on its own does not reduce turnover intentions, it 

does contribute to development of on-the-job embeddedness that, in turn, reduces turnover 

intentions. 

 

Research limitations/implications: 

Future research should control for the effects of external influences on turnover intentions. 

Findings imply that managerial actions related to antecedents of group cohesion could foster 

the on-the-job embeddedness of employees. 

 

Originality/value:   

This study is perhaps the first that tests the operation of on-the-job embeddedness in SMEs 

located in two countries. The conceptual arguments for links between each of the sub-

dimensions of on-the-job embeddedness and turnover intentions are based on distinctive 

characteristics of SMEs and can serve as a theoretical foundation for future research on 

embeddedness in SMEs. 

 

Key words: job embeddedness, small and medium-sized enterprise, group cohesion   

 

 

 

1. Introduction 

Consistent with resource-based theory (Barney, 1991), the performance of SMEs is often 

linked to the quality of its employees who contribute resources such as knowledge, skills, 

experience, judgement, risk taking propensity and creativity to the organisation (e.g., Lai et al., 

2017; Sels et al., 2006; Schlosser, 2015; Sheehan, 2014; Way, 2002). Such human resource 

contributions improve the organisation’s capacity to secure its economic viability, achieve a 
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position of competitive advantage and respond appropriately to rapid and continuous change 

in the external environment (Heneman et al., 2000; Tocher and Rutherford, 2009). Despite the 

statistical dominance and economic importance of SMEs in national economies (Muller et al., 

2015) and the contributions that employees make to their performance, limited research has 

addressed how SMEs can minimise dysfunctional voluntary turnover and improve retention of 

high-performing employees or those with skills that are in short supply (Baron and Hannan, 

2002; Cardon and Stevens, 2004; Wagar and Rondeau, 2006).  

 

SMEs have limited internal resources, including personnel and financial resources (Josefy et 

al., 2015; Lai et al., 2016). Turnover of high performing employees can be costly to 

organisations (Allen et al., 2010). When strategically valuable employees exit, substantial 

direct costs (e.g. recruitment, newcomer induction and training, general administration) and 

indirect costs (e.g. loss of tacit knowledge, decreased labour productivity) are incurred. 

Furthermore, as Wagar and Rondeau (2006, p. 1) have argued, “If a high-quality employee 

leaves the organization, a smaller firm may be less likely to have a suitable internal candidate 

or lack resources to selectively recruit on the external market.” Attracting and retaining high 

performing employees is challenging for SMEs because most SMEs lacks labour market power 

and legitimacy as an employer-of-choice compared to large organisations (Williamson, 2000). 

Job seekers and SME employees often view smaller enterprises as less desirable employers 

because SMEs typically offer relatively fewer opportunities for career advancement and limited 

access to formal training and development (Arnold et al., 2002). The preceding arguments 

emphasise the importance of retaining employees in SMEs, particularly those that are high 

performing and strategically valuable. 

 

To explain the phenomenon of employee turnover, researchers have traditionally focused on 

reasons why employees leave. However, Mitchell et al. (2001) advanced a construct, job 

embeddedness (JE), that focusses on the web of organisation-related and community-related 

forces that embed people to their organisations. Thus JE theory explains why people choose to 

stay in their work organisations and the construct has three dimensions: links, fit and sacrifice. 

In brief, links include the formal and informal connections that employees have to other people 

in their organisations and to their family and friends in the communities where they live. Fit 

includes employees’ perceived compatibility with their work organisations and the 

communities in which they reside. Sacrifice includes employees’ perceived psychological, 

social or material costs associated with leaving their organisations or communities. Narrative 
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and quantitative reviews have concluded that JE predicts staying across a variety of contexts 

(Jiang et al., 2012; Lee et al., 2014). However, there is an absence of research that examines 

JE specifically within the context of SMEs.  

 

There are reasons to assume that the results of JE studies may not necessarily be applicable to 

SMEs because smaller enterprises are fundamentally different to their larger counterparts 

(Coetzer et al., 2017; Josefy et al., 2015; Tansky and Heneman, 2003; Welsh and White, 1981) 

and the process of managing a SME differs from that of the large firm (Storey et al., 2010). 

These differences relate to factors such as the closer social and spatial proximity of employees 

and employers in SMEs (Marlow et al., 2010) and differences in the extent of formality of 

HRM practices in SMEs and large firms. Specifically, SMEs typically adopt a narrow range of 

informal, non-documented HRM practices (Kotey and Slade, 2005; Storey et al., 2010).   

 

This study addresses the aforementioned research gap and makes three contributions to the JE 

and SME literatures. First, we use literature on the distinctive characteristics of SMEs to lay a 

conceptual foundation for examining associations between each of the three sub-dimensions of 

on-the-job embeddedness and turnover intentions. Future research on associations between on-

the-job embeddedness and turnover can build on this conceptual foundation. Second, we 

advance empirical knowledge on JE and turnover by providing possibly the first empirical 

evidence of a relationship between on-the-job embeddedness and turnover intentions in the 

context of SMEs. As Tansky and Heneman (2003), have noted, many existing theories in 

human resource management may not apply to SMEs and have to be tested in the field. Finally, 

given the potentially important contribution that a group culture based on cohesion can make 

to retention and labour productivity in SMEs (Patel and Conklin, 2012; Patel and Cardon, 

2010), we examine associative relationships between group cohesion, on-the-job 

embeddedness and turnover intentions.                   

 

2. Theoretical framework and hypotheses  

Much of the prior research on voluntary turnover in SMEs has focussed on the effects of HR 

practices on work-related attitudes (i.e. job satisfaction, affective organisational commitment) 

which are important antecedents of turnover (Allen et al., 2010; Holtom et al., 2008). There 

are two main strands of research within this research trajectory. One strand of research has 

examined the effects of a single or small number of HR practices on employee work-related 

attitudes and thence voluntary turnover (see, for example, Kickul, 2001; Pajo et al., 2010; 
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Cegarra-Leiva et al., 2012). However, several HRM scholars contend that ‘bundles’ of 

interrelated HR practices, rather than individual practices, are the appropriate unit of 

analysis for studying the link to performance outcomes such a turnover (e.g., Delery and 

Gupta, 2016; MacDuffie, 1995). This is because it is systems of practices that create the 

mutually reinforcing conditions that shape employee attitudes and behaviours (Bowen 

and Ostroff, 2004). As Macduffie (1995, p.200) has noted, “research that focuses on the 

impact of individual HR practices on performance may produce misleading results, with 

a single practice capturing the effect of the entire HR system.”  

 

A second strand of research has adopted macro view of HRM with a focus on the entire HR 

system rather than single HR practices (see, for example, Way, 2002; Sels et al., 2006; 

Sheehan, 2014). Limitations of this strand of research include lack of agreement among 

scholars on which HR practices are ‘best’ and therefore different researchers include different 

bundles of practices in their studies (De Winne and Sels, 2012). Additionally, while a HR 

practice may be reported as being formally in place, it may not actually be delivered, or it may 

not be consistently applied to all employees (Guest and Conway, 2011). Furthermore, surveys 

are not likely to capture the use and effectiveness of informal HRM practices that are prevalent 

within SMEs (Marlow et al., 2010). Given the difficulties involved in studying HRM practices 

in smaller firms, JE theory offers the potential to improve our ability to explain the 

phenomenon of employee turnover in SMEs and better understand why some employees 

choose stay. This is because JE theory does not focus on HRM practices in use.    

 

To the best of our knowledge, there are no previous studies that have examined the 

operation of JE theory in SMEs. There is only one known study that has examined the 

JE-turnover relationship in small firms (Coetzer, Inma and Poisat, 2017). The aims of 

this study was to: (1) examine the relationship between organisation embeddedness and 

turnover intentions in both large firms (200+ employees) and small firms (<50 

employees); (2) investigate how employee perceptions of the three sub-dimensions of 

organisation embeddedness (‘links’, ‘fit’ and ‘sacrifice’) may differ in small and large 

firms; and (3) determine if group cohesion moderates the relationship between 

organisation embeddedness and turnover intentions. This study found that JE was 

negatively associated with turnover intentions in large firms, but not in small firms. 

Regarding the three sub-dimensions of organisation embeddedness, significant 

differences in large and small firm employees’ perceptions were found in relation to just 
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‘organisation sacrifice’. Finally, group cohesion did not moderate the relationship 

between JE and turnover intentions at the conventional cut-off value of p<0.05. Given 

these tentative results, research which examines the operation of JE theory in SMEs 

(defined here as businesses with fewer than 250 staff) is warranted.  

       

As noted, the study of voluntary employee turnover has tended to focus on why people leave 

organisations (Lee et al., 2004 Mitchell et al., 2001) and much of the research has examined 

job satisfaction, affective commitment and job alternatives as predictors of turnover intentions 

and actual turnover (Felps et al., 2009; Jiang et al., 2012). While these key work-related 

attitudes and perceived alternatives are important, they have had modest success in predicting 

turnover (Zhang et al., 2012). As a general attachment construct, JE does not seek to explain 

why employees choose to leave their work organisations, but considers the broad set of 

influences that makes them want to stay (Holtom et al., 2008; Mitchell et al., 2001). Measures 

of JE assess an individual’s affective and cognitive evaluations of the job arising from their 

work experiences (on-the-job embeddedness) as well as from their social, psychological and 

economic embeddedness in their residential community (off-the-job embeddedness) (Jiang et 

al., 2012). Much JE research separates the overall construct into its two major dimensions (e.g., 

Robinson et al., 2014; Tian et al., 2016). In the present study, on-the-job embeddedness is the 

focal variable, because our aim is to examine how distinctive characteristics of SMEs might 

affect the operation of JE theory.     

 

Forces that embed employees in their jobs include ‘links’, ‘fit’ and ‘sacrifice’ (Mitchell et 

al., 2001). To formulate hypotheses on relationships between these three sub-dimensions 

of JE and turnover intentions in SMEs, we draw upon Conservation of Resources theory 

(Hobfoll, 1988, 2011). COR theory proposes that individuals are motivated to obtain and 

protect resources they personally value (Hobfoll, 1988, 2011; Halbesleben et al., 2014). 

Resources are “objects, personal characteristics, conditions, or energies that are valued 

by the individual or that serve as a means for attainment of these objects, personal 

characteristics, conditions, or energies” (Hobfoll, 1989, p. 516). Resources include money, 

peer esteem, time for learning, job challenge, job autonomy, task variety and social 

support (Hobfoll, 1989; Halbesleben, Neveu, Paustian-Underdahl and Westman, 2014). 

Thus, a resource may have a tangible or intangible value and it ties a person to an 

organisation (Mosakowski, 1993; Greene, Brush and Brown, 1997).  
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COR theory is frequently used in JE research (e.g., Kiazad, Seibert and Kraimer, 2014; 

Kiazad, Holtom, Hom and Newman, 2015; Harris, Wheeler and Kacmar, 2011), because 

employees’ motivation to acquire and protect resources helps to explain why they become 

embedded and how they behave once embedded. A key principle of COR theory is 

primacy of resource loss, which means that resource loss is disproportionately more 

significant than resource gain (Hobfoll, 2011; Halbesleben et al., 2014; Wheeler, Harris 

and Sablynski, 2012). Therefore, individuals strive to prevent resource loss more than 

they endeavour to secure resource gain (Hobfoll & Lilly, 1993). JE has been 

conceptualised as a state of abundant resources (e.g., Mitchell et al., 2001; Gorgievski and 

Hobfoll, 2008; Wheeler, Harris and Sablynski, 2012). According to Halbesleben and 

Wheeler (2008), links represents relational resources, fit represents a sense of belonging 

resource, and sacrifice denotes the primacy-of-loss principle of COR theory.  

 

Organisational links include an employee’s interpersonal ties to individuals and groups 

within the organisation (Mitchell et al., 2001). Individuals value strong and accumulated 

interpersonal ties with peers and supervisors, such that these ties keep individuals 

embedded in their jobs (Mitchell et al., 2001). SMEs favour ‘word-of-mouth’ recruitment 

and this method of recruitment has the potential to foster strong ties among employees 

(Cardon and Stevens, 2004; Williamson, 2000), because new hires are likely to be from 

current employees’ networks of family and friends. Thus, close social ties among 

employees are potentially generated through ‘word-of-mouth’ recruitment practices. 

Additionally, the development of strong social ties among employees may be fostered by 

close spatial and social proximity, which are size-related characteristics of SME 

workplaces (Marlow et al., 2010). When work group members have regular personal 

interaction with each other they tend to be more socially cohesive (Friedkin, 2004). 

Regular social interaction is likely to take place when members of a workgroup are in 

close working proximity, as in SMEs (Marlow et al., 2010). Furthermore, the managerial 

informality that characterises SMEs (Storey et al., 2010) fosters personal and satisfying 

working relationships with managers and helps to create a ‘familial’ workplace culture 

that encourages informal accommodation and flexibility (Lai et al., 2016; Tsai et al., 2007; 

Saridakis et al., 2013).  

 

Because individuals take steps to protect their current resources (Hobfoll, 2001), SME 

employees will find it difficult to leave the organisation, because changing jobs will result 
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in loss of accumulated, strong interpersonal connections with co-workers and owner-

managers. Wilkinson (1999) contended that SMEs foster positive social environments and 

egalitarian structures. The small number of SME employees foster frequent and close 

relationships to the extent that owner-managers are able to successfully communicate the 

firm’s vision and inspiration for continuous existence and growth (Gilbert & Jones, 2000). 

Given that the social environment in SMEs may be highly conducive to fulfilling 

employees’ affiliation needs, leaving the organisation may jeopardise an employee’s 

relationship with his or her owner-manager and/or peers who may include friends and 

family (Lewis and Coetzer, 2009). As suggested by Mitchell and colleagues (2001), the 

larger the quantity of links and the stronger the social ties, the more employees become 

embedded in their jobs. Furthermore, because links within an organisation may be hard 

to re-establish outside the organisation (Halbesleben and Wheeler, 2008), SME employees 

may be inclined to stay in their jobs in order to protect their valued relational resources 

in the organisation. Consistent with the forgoing arguments, we propose that: 

 

Hypothesis 1: On-the-job links will be negatively related to turnover intentions in 

SMEs. 

 

On-the-job fit refers to an individual’s perceptions of compatibility with the organisation 

and JE theory proposes that job embeddedness is increased when characteristics of the 

individual and the organisation fit together (Mitchell et al., 2001). Perceptions of fit exist 

at multiple levels (e.g., person-job, person-group, person-organisation) (Kristof‐Brown et 

al., 2005). Employees tend to exhibit favourable attitudes towards the organisation and 

consequently stay with the organisation when there is strong congruence between 

employees’ personal values and widely shared values within the organisation (Arthur, 

Bell, Villado & Doverspike 2006). That is, individuals will be more attracted to, and less 

likely to leave, organisations where they perceive a close match between their personal 

values and organisational values (Elfenbein and O’Reilly 2007).  

 

SMEs offer newcomers an important resource in the form of training through 

socialisation (Rollag and Cardon, 2003). SMEs, through socialisation practices, quickly 

incorporate newcomers into meetings and social events, give newcomers projects that are 

meaningful to work on and provide them with coaching and direction necessary to 

perform tasks (Rollag and Cardon, 2003). Thus, this quick and extensive inclusion of 
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newcomers in SMEs is likely to increase their perceptions of fit with the organisation, 

thereby keeping them from leaving. Furthermore, the informal, ‘word-of-mouth’ 

recruitment practices which are widely used in SMEs are likely to positively shape 

newcomers’ perceptions of fit. According to the similarity-attraction effect (Byrne et al., 

1971), job candidates who are employed in SMEs are likely to share characteristics of the 

employees who recommended them and the newcomers are thus likely to ‘fit in’ with the 

existing workforce and organisational culture. Notions of `fitting in' and hiring ‘known 

quantities’ through employees’ networks of family and friends are recurring themes in 

literature on recruitment practices in SMEs (Carroll et al., 1999; Nadin and Cassell, 

2007). Additionally, SME employees often do not perform specific job roles, but rather 

they are shifted between roles (May, 1997), which provides them with resources such as 

flexibility, opportunities to enhance skills and abilities, and task variety (Arnold et al., 

2002; Wilkinson, 1999). Because knowledge and skills could degrade if not utilized 

(Bickerton, Miner, Dowson and Griffin, 2015), SME employees are less likely to leave 

because staying promotes effective utilisation of their skills. As employees develop various 

job skills through participation in varied and diverse roles, they may find it difficult to 

leave their job because leaving will be associated with giving up these job-related 

resources (Gialuisi and Coetzer, 2013; Storey, 1994; De Lange et al., 2008). Drawing on 

these arguments we propose that: 

 

Hypothesis 2: On-the-job fit will be negatively related to turnover intentions in SMEs. 

 

On-the-job sacrifice refers to the financial, social or psychological losses associated with 

leaving a job, which could include pay, benefits, close social ties and status (Mitchell et 

al., 2001). Job embeddedness is increased if the perceived costs of material and intangible 

benefits to be sacrificed on leaving are high (Mitchell et al., 2001). As indicated above, 

COR theory proposes that individuals are motivated to acquire and protect resources 

that they personally value (Hobfoll, 1988, 2011; Halbesleben et al., 2014). Because they 

value these resources, they attempt to protect them, and/or use them to acquire more 

resources, but not to lose them (Hobfoll, 2001). Changing jobs involves risking 

accumulated resources, because an individual who would sacrifice a lot by leaving their 

current organisation has to find a significantly better alternative organisation that is 

worth the sacrifices associated with leaving their current employer (Halbesleben and 
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Wheeler, 2008). Thus, the many resources employees are likely to forfeit by giving up 

their jobs would only be worthwhile if they find another organisation that is capable and 

willing to provide more abundant resources. Accordingly, Kiazad et al. (2014) describe 

‘sacrifice’ as a resource that intrinsically motivates individuals to stay in their jobs. 

Employees in SMEs who quit potentially forfeit significant non-material benefits because 

SMEs offer an array of job-related benefits (e.g. relatively high levels of job variety, job 

autonomy and overall job quality) and social benefits (e.g. close social ties with co-

workers, personal and satisfying relationships with managers, and a ‘family-like’ 

workplace culture) (Tsai et al., 2007; Saridakis et al., 2013; Storey et al., 2010). These non-

material benefits are primarily attributed to the informality that characterises 

management practices in SMEs (Storey et al., 2010). Primarily because of the potentially 

high social and psychological costs associated with leaving we propose that: 

 

Hypothesis 3: On-the-job sacrifice will be negatively related to turnover intentions in 

SMEs. 

 

Given that on-the-job embeddedness is comprised of on-the-job links, fit and sacrifice, we also 

propose the following: 

 

Hypothesis 4: On-the-job embeddedness will be negatively related to turnover 

intentions in SMEs. 

 

Prior research suggests that a group culture based on cohesion can make an important 

contribution to retention and labour productivity in SMEs (Patel and Cardon, 2010; Patel and 

Conklin, 2012). Group cohesion is generally described as “group members’ inclinations to 

forge social bonds, resulting in members sticking together and remaining united” (Casey-

Campbell and Martens, 2009, p.223). Accordingly, individuals in high cohesive groups have 

stronger interpersonal attachments (i.e. links) with other group members than individuals in 

low cohesive groups. Furthermore, individuals in high cohesive groups are more likely to 

perceive a good person-group fit (i.e. oneness with the group) than individuals in low cohesive 

groups (Casey-Campbell and Martens, 2009 Friedkin, 2004). However, an individual in a high 

cohesive group is likely to sacrifice relatively more social and psychological benefits if he or 

she were to severe ties with the group. For example, in high cohesive groups the members 
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provide each other with social support in stressful situations (Steinhardt et al., 2003). 

Membership of a high cohesive group also helps to fulfil the basic human drive to form social 

bonds and develop mutual caring commitments with others (Lawrence and Nohria, 2003). 

Therefore, members of a high cohesive group will wish to remain in the group to retain such 

non-material benefits (Casey-Campbell and Martens, 2009 Friedkin, 2004). Consistent with 

the above arguments, we propose the following:              

 

Hypothesis 5: Work group cohesion will be positively related to on-the-job 

embeddedness. 

Hypothesis 6: Work group cohesion will be negatively related to turnover intentions. 

 

3. Methods 

3.1 Sample and data collection   

Data were collected using non-probabilistic methods from a sample of employees in SMEs 

located in the Perth metropolitan region of Western Australia. Firms with fewer than 250 

employees were targeted. We recruited participants using primarily two approaches. First, we 

used a Dunn and Bradstreet database to identify a key contact (e.g. owner/manager) and 

contacted the person by telephone to request access to employees. If access was granted a link 

to the online questionnaire was sent to the key contact to distribute to employees. Second, 

members of the research team recruited participants from among employed students enrolled 

in courses at a Perth-based university. These participants could complete the questionnaire 

online or they could complete a paper copy of the questionnaire. These two approaches resulted 

in 147 usable responses. 

  

We also collected data in South Africa. Ninety professionals enrolled in a part-time executive 

MBA programme at the Nelson Mandela University were approached about their voluntary 

participation in the present study. These professionals were employed in the fields of 

Engineering, Finance, Information Technology, Accounting, and Management in organisations 

across a wide range of industry sectors. Following a snowball sampling approach (Hair et al., 

2007) each of the 90 professionals were asked to recruit at least five participants from their 

respective organisations. Potential participants were informed that participation in the online 
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survey was voluntary and that responses were anonymous. This resulted in 350 participants 

drawn from SME organisations operating in four major business centres in South Africa.  

 

Of the 497 respondents, 64.40% were employed in businesses with fewer than 49 employees. 

The remaining 35.6% of the respondents were spilt as follows: 25.2% were employed in 

businesses with 50-199 employees, and 10.4% were employed in businesses with 200-249 

employees. These size categories align with the European Union definition of the SME (Muller 

et al., 2015) and this should promote comparability of our results with the results of other 

studies. 

 

3.2 Measures 

On-the-job embeddedness: Holtom et al. (2006) developed and validated a 21-item short form 

of the original 40-item measure published in the seminal article by Mitchell et al. (2001). In 

their measure development study Holtom and colleagues found a strong product-moment 

correlation (r = .92) between the original long form and the revised short form. Furthermore, 

they found no difference in the amount of variance in turnover explained by the long and short 

form of the instrument. Subsequently, the short form of the original JE scale has been 

successfully used by other researchers (e.g., Felps et al., 2009; Robinson et al., 2014). When 

using the short form of the JE scale respondents indicate on a five-point scale the extent to 

which they agree with the items. Within the nine items used to assess on-the-job embeddedness, 

links, fit and sacrifice are each represented by three items. Sample items and the Cronbach’s 

alpha for each sub-dimension in the present study are: “on the job, I interact frequently with 

my work group members” (links) (r = .74); “I feel like I am a good match for my organization” 

(fit) (r = .81); and “I would sacrifice a lot if I left this job” (sacrifice) (r=.81).  

 

Work group cohesion: Respondents’ perceptions of the cohesiveness of their immediate work 

group was measured using 5 items from a scale that was used to assess ‘close knit, cohesive, 

interdependent work groups’. This scale was one of several scales within the Substitutes for 

Leadership Scale developed and validated by Podsakof et al. (1993). The Cronbach’s alpha for 

the five items used in the present study was r =.89. Sample items are: “there is a great deal of 

trust among members of my workgroup; my work group members know that they can depend 

on each other; and the members of my work group regard each other as friends”. 
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Intention to quit: This was measured with five items used by Crossley et al. (2007). The 

Cronbach’s alpha reliability for this scale was 0.89 in their study and 0.90 in the present study. 

Behavioural intention is a good predictor of future behaviour (Armitage and Connor, 2001) 

and turnover intention is a strong predictor of actual turnover (Allen et al., 2010; Griffeth et 

al., 2000). Furthermore, from a practical perspective, organisations should identify 

interventions that impact turnover intentions with a view to breaking the causal chain before 

employees embark on job search behaviours that might lead to actual turnover (Bambacas and 

Kulik, 2013; Griffeth et al., 2000).  

 

Control variables: After considering results of the correlation analysis, we controlled for two 

sample attributes that might affect linkages between JE and turnover, namely age and tenure in 

the organisation. Meta-analyses of relationships with turnover indicate that both age and tenure 

have a moderate negative relationship with turnover (Allen et al., 2010).  

 

4. Data analysis 

 

4.1 Descriptive statistics  

Descriptive statistics were used to determine the demographic profile of the sample. SMEs 

with fewer than 250 employees based in Australia and South Africa were surveyed generating 

a total sample size of 497 (n=497). Seventy percent (n = 350) of the sample were from South 

Africa and 30 percent (n= 147) of the respondents were from Australia. Male and female 

respondents were almost equally split: 234 were male and 263 were female. Table 1 reports 

means, standard deviations, scale reliability estimates (Cronbach’s alpha) correlations and t-

test statistics for all variables in this study. As can be seen from data in Table 1, fit, links, 

sacrifice and cohesion were significantly correlated to each other and to turnover. 

 

{Insert Table 1 about here.}  

 

4.2 Statistical assumptions 

Data were analysed using IBM SPSS Statistics version 22 and IBM AMOS statistics version 

23 (Armonk, New York: IBM Corp). Multiple regression analysis was conducted using the 

maximum likelihood estimation method and AMOS statistics to test Hypotheses 1, 2 and 3.  
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Structural Equation Modelling (SEM), using a two-stage model building process, was 

employed to test Hypotheses 4, 5 and 6 (Hair, 2010).  

 

For SEM, goodness-of-fit indices were used to determine an overall fit of each measurement 

model and the subsequent structural models. Evidence for the overall fit was provided by a 

statistically non-significant Chi Square (2) and goodness-of-fit measures from several 

classifications. This study used seven fit statistics from three classification indices to assess the 

overall fit of the models. Model fit was primarily evaluated by the traditional Chi Square test 

(2). However, the 2 test may provide an inaccurate measure of model fit under assumptions 

of sample size sensitivity or a violation of multivariate normality (Jöreskog and Sörbom 1993). 

The normed Chi Square index (2/df) was therefore used to supplement the result of the 2 

test (Bentler, 1990).  

 

Sample adequacy and univariate and multivariate assumptions in factor analysis were justified 

prior to conducting the confirmatory technique (Tabachnick and Fidell 2001). The assumption 

of univariate normality was assessed through variable Skewness and Kurtosis. One variable, 

the tenure in an organisation (ten_or) was found to be non-normally distributed with Skewness 

of 1.97 (SE = 0.11) and Kurtosis of 4.22 (SE = 0.22) and was subsequently transformed to meet 

the normality assumption using the two-step approach (Templeton, 2001). All other measures 

in this study were found to be within a reasonable limit of normality. The assumption of 

multivariate linearity (Berry and Feldman 1985) and multicolinearity (O’Brien, 2007) were 

tested and met. Multivariate outliers were examined using the Mahalanobis Distance statistics 

provided in AMOS version 23 (Hair et al., 2009). Fifteen cases of extreme outliers in the CFA 

model were detected and removed from the analysis dropping the sample size to 482. Thus, the 

assumptions of confirmatory factor analysis were satisfied to proceed with the analysis. 

 

4.3 Confirmatory factor analysis 

 Confirmatory factor analysis (CFA) was conducted using a two-step procedure to enhance the 

soundness of the analyses. First, a one-factor congeneric measurement model was performed 

on each measure and second, a confirmatory factor model was investigated based on the one-

factor congeneric models. Models with good fit are deemed to adequately present the data and 

to enable confident generalisation to the whole population (Rigdon, 1998). The measurements 

confirmed in CFA were later used in the subsequent structural models. 
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Each measurement construct was subjected to one-factor, congeneric measurement model 

analysis. Turnover intentions consists of 5 items and loaded well as a single factor with good 

fit statistics (X2 = 6.57, d.f. = 5, p= 0.26; RMSEA = 0.03; SRMR = 0.01; PCLOSE = 0.76; CFI 

= 0.99 and TLI = 0.99). Cohesion consists of five items and displayed good fit statistics after 

the error terms were allowed to correlate (X2 = 5.70, d.f. = 2, p= 0.06; RMSEA = 0.07; SRMR 

= 0.01; PCLOSE = 0.29; CFI = 0.99 and TLI = 0.99). On-the-job embeddedness is considered 

to be a multi-dimensional construct made up of 9 items and three dimensions, namely fit, links 

and sacrifice. Therefore, a second-order factor analysis was conducted to demonstrate that the 

three dimensions could be modelled as reflecting a higher-order structure. The error terms of 

two items in fit and two items in links were allowed to correlate. The results suggest a good fit 

of the second-order specification for the measure of on-the-job embeddedness (X2 = 59.49, d.f. 

= 22, p= 0.00; RMSEA = 0.06; SRMR = 0.04; PCLOSE = 0.18; CFI = 0.98 and TLI = 0.97). 

Although the Chi Square tests for cohesion and on-the-job embeddedness were significantly 

different from zero, the normed Chi Square index (2/df) was at an acceptable threshold of 

below 3 (2.85 and 2.70 respectively). Table 2 displays the results of the second-order 

confirmatory factor analysis: on-the-job embeddedness, turnover intentions and cohesion. 

 

{Insert Table 2 about here} 

 

4.4 Reliability and validity  

The parameter estimates demonstrate that the second-order CFA Model fits the data 

sufficiently after removing one sacrifice (SACR1) item from the model due to its high shared 

variance with other variables in the model (X2 = 314.41, d.f. = 124, p= 0.00; RMSEA = 0.06; 

SRMR = 0.08,  PCLOSE = 0.07; CFI = 0.97 and TLI = 0.96). The estimates suggested that the 

observed variables were substantially associated with the latent factors, with the loadings 

ranging from 0.40 to 0.95. The shared variances of the three latent variables were between 0.20 

and 0.56, indicating that these variables, although correlated, were conceptually distinct. To 

assess the scale reliability of the three-factor model, three calculations were performed: the 

construct reliability (CR) (Bagozzi et al., 1991); the average variance extracted (AVE) (Fornell 

and Larker, 1981); and the maximum shared variance (MSV) (Anderson and Gerbing, 1988). 

The construct reliability criterion requires values above 0.70 to ensure that individual indicators 

are all consistent with their measurement (Hair et al., 2010). The construct reliabilities of on-
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the-job embeddedness (CR = 0.89), cohesion (CR = 0.89) and turnover intentions (CR = 0.91) 

were high. The convergent validity was high with AVEs of 0.72 for on-the-job embeddedness, 

0.63 for cohesion and 0.68 for turnover intentions. The MSVs of on-the-job embeddedness 

(MSV = 0.69) and cohesion (MSV = 0.23) were smaller than their AVEs which established the 

discriminant validity. However, turnover intentions were found to have marginally higher 

MSV (0.69) than the AVE (0.67).  (See Table 2). 

 

The CFA model was subsequently subjected to the common method bias test using the common 

latent factor CFA maker technique (Williams et al., 2010).  The “innovation” variable was used 

as a marker variable. “Innovation” is one of the variables in the main study that showed no or 

low correlations with other variables tested in the regression model. The common latent factor 

CFA model produced the common variance of 4.97 per cent. However, the result showed a 

significant drop in the common variance (3.60%) when the marker variable “innovation” was 

added into the common latent CFA model (∆X2 = 292, ∆d.f. = 120, p < 0.000). Thus, common 

method bias was not apparent.  The invariance test was used to determine whether the CFA 

factor structure and loadings were sufficiently equivalent across groups (Bollen, 1989). 

The present study used the combined sample of the surveyed responses from two 

countries, Australia and South Africa. The model was found to achieve a good fit when 

both countries groups were tested together, freely achieving the configural invariance of 

the CFA model. The Chi Square difference test on the two country groups found a non-

significant statistic, indicating that the overall model fits well across both groups (∆X2 = 

22.10, ∆d.f. = 18, p = 0.23). Therefore, the invariance between the two country groups was 

unlikely, thus supporting the use of the combined data to test the research hypotheses. 

 

5. Hypothesis testing and results 

Multiple regression analysis was conducted to investigate the relationships between links, fit, 

sacrifice and turnover intentions, thereby testing Hypotheses 1, 2 and 3. The composite mean 

scores of links, fit and sacrifice were used to estimate the regression model. The findings 

indicated that links (B = -0.17, p< 0.01), fit (B = -0.26, p <0.001), and sacrifice (B = -0.56, p < 

0.001) were negatively and significantly related to turnover intentions. The squared multiple 

correlation (R2) of the model was 0.523. This indicates that the model explains 52.3 per cent 

of the variance in turnover intentions. Thus H1, H2 and H3 were supported. 
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Structural equation modelling was used to test Hypotheses 4, 5 and 6. The first model estimated 

three latent variables, cohesion, on-the-job embeddedness and turnover intentions, with two 

control variables, age and tenure in an organisation. The control variables were directed at the 

endogenous variables, on-the-job embeddedness and turnover intentions. The results showed a 

satisfactory model fit (X2 = 384.45, d.f. = 154, p = 0.00; RMSEA = 0.06; SRMR = 0.07; 

PCLOSE = 0.08; CFI = 0.96 and TLI = 0.95). However, the paths between the control variable 

(tenure in an organisation) and the endogenous variables (on-the-job embeddedness and 

turnover intentions) were insignificant. Tenure in an organisation was removed to further 

improve the model fit. An alternative model testing the relationships of the three latent 

variables, with age as the control variable, displayed a good fit (X2 = 358.59, d.f. =139, p = 

0.00; RMSEA = 0.06; SRMR = 0.07; PCLOSE = 0.05; CFI = 0.96 and TLI = 0.95) and was 

found to have an improvement over the first model (X2 = 25.86, d.f. = 15, p = 0.04). The 

squared multiple correlations of the model showed that 24.60 per cent of the variance in on-

the-job embeddedness and 70.30 per cent of the variance in turnover intentions is explained by 

the model. The alternative model (see Figure 1) was accepted as a plausible representation of 

the data and used to evaluate the research hypotheses. 

 

{Insert Figure 1 about here.} 

 

The results indicated that the negative relationship between on-the-job embeddedness and 

turnover intentions (H4), and the positive relationship between work group cohesion and on-

the-job embeddedness (H5), were significant with the standardised path coefficient of -0.85 (p 

< 0.001) and 0.47 (p < 0.001) respectively. These results support H4 and H5. However, the 

hypothesised negative relationship between work group cohesion and turnover intentions was 

not found (standardised path coefficient of 0.02, p = n.s.). Thus, H6 was not supported. Age 

was found to be negatively related to turnover intentions with a standardised path coefficient 

of -0.09 (p < 0.01), and positively related to on-the-job embeddedness with a standardised path 

coefficient of 0.16 (p < 0.001). Table 3 provides a summary of hypotheses testing. 

 

{Insert Table 3 about here.} 
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6. Discussion 

This study is novel in that it is perhaps the first which tests the operation of the on-the-job 

embeddedness component of JE theory in SMEs located in two countries. Testing JE theory 

specifically in SMEs is important, because SMEs are fundamentally different to large 

organisations (d'Amboise and Muldowney, 1988; Josefy et al., 2015; Paolillo, 1984; Welsh 

and White, 1981). From a HRM perspective, SMEs tend to employ informal, non-documented 

HRM practices, while large organisations tend to adopt a relatively wider array of 

sophisticated, formal HRM practices (Kotey and Slade, 2005; Marlow et al., 2010). Given that 

JE theory does not focus on HRM practices in use, we contend that the theory provides an 

appropriate lens for examining retention in SMEs.  

 

6.1 Theoretical and empirical contributions  

The present study makes primarily three contributions to the JE and SME literatures. First, we 

develop conceptual arguments for links between each of the three sub-dimensions of on-the-

job embeddedness (i.e. links, fit and sacrifice) and turnover intentions. The conceptual 

arguments are based on distinctive characteristics of SMEs and can serve as a theoretical 

foundation for future research on embeddedness in SMEs. Researchers can build on this 

foundation and develop more comprehensive and fine-grained conceptual arguments for links 

between each of the three sub-dimensions and turnover or intention to stay. Such conceptual 

arguments should draw on literatures relating to JE, SMEs and COR theory.    

 

Second, we advance empirical knowledge on JE and turnover outcomes by providing possibly 

the first statistical findings of negative relationships between composite on-the-job 

embeddedness as well as each of its sub-dimensions and turnover intentions in SMEs (i.e., H1-

H4). A prior study that examined associations between composite on-the-job 

embeddedness and turnover intentions in small firms (<50 staff) did not find a significant 

relationship between the focal variables (Coetzer et al., 2017).  The authors theorised that 

the informal nature of HRM practices that such small firms tend to employ may not be 

effective in embedding employees in their jobs. Given that HRM formality increases with 

firm size (Storey et al., 2010), results of the present study, which was located in SMEs, 

suggests that on-the-job embeddedness is enhanced by HRM formality. Thus firm size 

and HRM formality may explain the different results between the prior and present 

study.   
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As suggested by COR theory, employees are motivated to protect their current resources 

(Hobfoll, 1989, 2001). Employees who have accumulated many resources in an 

organisation will be reluctant to leave their employer, since leaving will be associated with 

resource loss (Mitchell et al., 2001). Leaving a job will be especially risky for individuals 

with abundant resources because they may fail to acquire equal or more resources in 

another organisation. Consistent with COR theory, the SME employees in our samples 

who were highly embedded in their jobs reported relatively lower levels of quit intentions, 

presumably because they were motivated to protect the strong links they have with their 

owner-managers and co-workers (Wilkinson, 1999; Storey et al., 2010). The strength of 

social bonds in SMEs makes leaving costly for employees, because their relational 

resources may be difficult to replace in a new work environment. Additionally, because 

owner-managers depend on the skills of a small number of employees to achieve 

competitive advantage, employees quickly develop their skills and knowledge through 

multi-tasking (De Lange et al., 2008; Gialuisi and Coetzer, 2013), which helps to increase 

their sense of fit with the organisation and belongingness in the firm. This is consistent 

with the assertion that people become more attracted to and report lower turnover 

intentions when their personal values, knowledge, and skills are compatible with the 

organisation (Zhang, Ryan, Prybutok & Kappelman, 2012; Allen, 2006).  

 

The finding that on-the-job sacrifice was negatively related to turnover intentions is somewhat 

surprising. It is well established in the literature that SME employees generally sacrifice fewer 

tangible benefits when leaving their employer (e.g., Cardon and Stevens, 2004; Dawe and 

Nguyen, 2007; Forth et al., 2006; Pedace, 2010). However, the finding of this study in relation 

to on-the-job sacrifice is congruent with the findings of several other studies that focus on 

employees’ experiences of working in smaller firms. Findings of these studies suggest that 

SME employees can gain significant social and psychological benefits from the more informal 

employment structures that characterise these organisations (e.g., Forth et al., 2006; Storey et 

al., 2010; Tsai et al., 2007). As theorised by Mitchell et al. (2001), the more benefits an 

employee will give up when leaving, the more difficult it will be for him or her to leave 

the organisation. Thus, because individuals seek to protect their valued resources 

(Hobfoll, 2011), the many non-material benefits that SME employees gain will make it 

difficult for them to leave their jobs. 
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Third, our results also reveal that group cohesion is positively related to composite on-the-job 

embeddedness (H5). This is an important finding because an empirical association between 

group cohesion and on-the-job embeddedness has not yet been demonstrated in the literature. 

The result is not surprising, because the basic idea of JE theory is that people become 

‘stuck’ in a group (e.g., work organisation) as a result of their links, perceptions of person-

environment fit and the sacrifices associated with terminating their employment with the 

work organisation (Mitchell et al., 2001). Therefore, group cohesion and on-the-job 

embeddedness seem to share common features. SMEs offer several relational benefits, 

such as close and satisfying working relationships with co-workers and owners, and a 

‘familial’ environment, that are conducive to the formation of group cohesion and on-

the-job embeddedness (Coetzer, Kock and Wallo, 2017; Saridakis, Torres & Johnstone, 

2013; Tsai et al., 2007). Scholars have argued that a group or ‘clan’ culture can contribute to 

retaining employees in SMEs (e.g., Patel and Cardon, 2010; Patel and Conklin, 2012). 

However, our results suggest that while group cohesion on its own does not reduce turnover 

intentions (H6), it does contribute to development of on-the-job embeddedness which, in turn, 

reduces turnover intentions. It is important to note that on-the-job links differs from group 

cohesion in at least two important ways. First, JE theory and the measure as originally 

conceptualised by Mitchell et al. (2001) emphasises the quantity of links as opposed to the 

quality of links (Feldman et al., 2012; Zhang et al., 2012). Second, group cohesion has two 

major dimensions, namely a task dimension based on a shared commitment to achieving the 

group’s goals and a social dimension based on relationships within the group (Casey-Campbell 

and Martens, 2009; Salas et al., 2015). The group cohesion items that were used in our study 

assessed both of these dimensions.  

 

6.2 Practical implications  

As noted, our analysis of the data suggests that group cohesion contributes to development of 

on-the-job embeddedness through strengthening the links, fit and sacrifice dimensions which, 

in turn, reduces turnover intentions in SMEs. These results have important managerial 

implications relating to both newcomers and existing staff. Regarding newcomers, 

owners/managers should carefully screen job candidates to ensure that the personal 

characteristics of the successful candidate matches both the job requirements and 

organisational characteristics. In particular, the results are suggestive that when newcomers’ 

personal values are congruent with a clan (family-like) culture (Cameron and Quinn, 2011) this 

will promote staying and help to build and maintain the existing culture. Cohesion permeates 
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the clan culture (Cameron and Quinn, 2011) and this culture type has been identified in the 

literature as being a common feature of smaller enterprises (Tsai et al., 2007; Saridakis et al., 

2013). Furthermore, SMEs could increase organisation fit and minimise turnover 

intentions by employing realistic job previews, which is an approach that ensures job 

applicants receive all the important information they need to know prior to hiring 

(Kickul, 2001). With this approach, newcomers will have a better understanding of the 

nature of the job, employment relationships and their work group (Kickul, 2001; Baker 

and Aldrich 1999). Research shows that employees who were given realistic job 

information prior to hiring were less likely to withdraw from the selection process than 

those who were not given such previews, and were less likely to leave the organisation 

once hired (Phillips, 1998). Recruiting employees from the local community may also foster 

staying, because of the potential material, social and psychological benefits that may be 

sacrificed when leaving, especially if geographical relocation is necessary to take up a new 

employment opportunity.  

 

As regards existing staff, several managerial actions that are related to antecedents of cohesion 

(Casey-Campbell and Martens, 2009) could serve to foster group cohesion and develop the on-

the-job embeddedness of staff. These actions include: reviewing the physical design of 

workspaces to enable group interaction; organising group social functions to strengthen 

interpersonal ties; fostering a shared commitment to achieving the group’s goals; and arranging 

group training opportunities to enhance identification with the group. SMEs have several 

distinctive characteristics that are well-suited to development of work group cohesion. These 

characteristics include flat, simple organisational structures, lack of functional silos, spatial and 

social proximity of employees, and personal and frequent employer–employee interaction 

(Josefy et al., 2015; Marlow et al., 2010). 

 

6.3 Limitations of the study  

The results should be considered in relation to the study’s methodological limitations.  Similar 

to several other JE studies (see Lee et al., 2014 for a qualitative review) we used non-random 

sampling, cross-sectional rather than longitudinal data, and turnover intensions as opposed to 

actual turnover. Furthermore, the present study combined data sets from two countries to 

increase statistical power of the analysis. The supporting invariance test between the two 

data sets confirmed the robustness of the final model. However, it was not practicable to 
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control for the potential effects of external influences on turnover intentions (Lee et al., 

2017), such as labour market conditions in the two countries.  

 

 

6.4 Directions for future research  

As noted, literature that discusses group cohesion distinguishes between task and social 

cohesion (Casey-Campbell and Martens, 2009; Salas et al., 2015). In the present study, our 

scale included items that assessed both the social and task dimensions of cohesion. Therefore, 

future research should use separate scales to assess each type of cohesion and examine the 

separate effects of each type on both on-the-job embeddedness and turnover. Furthermore, our 

research assessed individuals’ perceptions of their work groups’ cohesion. In future research, 

cohesion should be considered as a group level construct and group member responses 

aggregated to the group level (Salas et al., 2015). However, this approach to data collection 

would be challenging, because it requires the participation of several members of each work 

group in multiple SMEs. Another potentially worthwhile line of inquiry would involve 

exploring the potential mediating effects of organisation embeddedness in the 

relationship between group cohesion and turnover, given that meta-analyses show a 

moderately negative relationship between group cohesion and turnover (Allen, Bryant 

and Vardaman, 2010).      

 

Future research should disaggregate SMEs into small (e.g. 10-49 employees) and medium-

sized organisations (e.g. 50 – 249 employees) and test the hypothesised relationships in each 

context. Further research should also adopt a more multidimensional, fine-grained approach to 

determining firm size (e.g. value of assets, annual sales revenue) (d’Amboise and Muldowney 

1988). Given that HR formality increases with organisation size (Storey et al., 2010) the 

separate effects of firm size and HR formality on the hypothesised relationships should be 

examined. Considering the heterogeneous nature of the SME sector (Lai et al., 2016), studies 

should examine whether the hypothesised relationships are influenced by sector and 

occupation. For example, the theorised relationships could be examined using separate samples 

comprised of knowledge workers and less skilled employees. Finally, future research should 

examine the effects of national culture on the embeddedness-turnover relationship. For 

example, SMEs in collectivist countries such as China may experience lower levels of turnover 

since loyalty to the organisation (a facet of on-the-job links) is considered a valuable trait (Yao 

and Wang, 2006).   
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Conclusion 

This study is perhaps the first that examines associations between composite on-the-job 

embeddedness as well as each of its sub-dimensions and turnover intentions among SME 

employees located in two countries. Although SMEs and large firms are fundamentally 

different and the process of managing a SME differs from that of the large firm, the 

results of our study confirm the predictive validity of the JE theory in SMEs. We hope 

that our study will encourage further research that examines how firm size and other 

related variables such as HRM formality affect JE and thence employ retention.  

 

References 

  

Allen, D. G., Bryant, P. C. and Vardaman, J. M. (2010), “Retaining talent: Replacing 

misconceptions with evidence-based strategies”, The Academy of Management 

Perspectives, Vol. 24 No. 2, pp. 48-64. 

Allen, D.G. (2006), “Do organizational socialization tactics influence newcomer 

embeddedness and turnover?”, Journal of Management, Vol. 32 No. 2, pp. 237-256. 

Anderson, J. C. and Gerbing, D. W. (1988), “Structural equation modeling in practice: A 

review and recommended two-step approach”, Psychological Bulletin, Vol. 103 No. 3, 

pp. 411-423. 

Armitage, C.J. and Conner, M. (2001), “Efficacy of the theory of planned behaviour: A meta-

analytic review”, The British Journal of Social Psychology, Vol. 40 No. 4, pp. 471-99. 

Arnold, J., Bosley, S., Schalk, R. and Van Overbeek, S. (2002), “Graduates’ experiences of 

work in small organizations in the UK and the Netherlands: Better than expected”, 

International Small Firm Journal, Vol. 20 No. 4, pp. 477-497. 

Arthur Jr, W., Bell, S.T., Villado, A.J. and Doverspike, D. (2006), “The use of person-

organization fit in employment decision making: An assessment of its criterion-related 

validity”, Journal of Applied Psychology, Vol. 91 No. 4, pp. 786-801. 

Bagozzi, R. P., Yi, Y. and Phillips, L. W. (1991), “Assessing construct validity in 

organizational research”, Administrative Science Quarterly, Vol. 36 No. 3, pp. 421-458. 

Baker, T. and Aldrich, H. (1999), “The trouble with gurus: Responses to dependence and the 

emergence of employment practices in entrepreneurial firms”, Frontiers of 

Entrepreneurship Research. Wellesley, Mass: Babson College Center for 

Entrepreneurial Studies. 

Bambacas, M. and Kulik, C.T. (2013), “Job embeddedness in China: How HR practices impact 

turnover intentions”, The International Journal of Human Resource Management, Vol. 

24 No. 10, pp. 1933-1952. 

Barney, J. (1991), “Firm resources and sustainable competitive advantage”, Journal of 

Management, Vol. 17 No. 1, pp. 99-120. 



23 

 

Baron, J.N. and  Hannan, M.T. (2002), “Organizational blueprints for success in high-tech 

start-ups: Lessons from the Stanford project on emerging companies”, California 

Management Review, Vol. 44 No. 3, pp. 8-36. 

Bates, T. (2005), “Analysis of young, small firms that have closed: delineating successful 

from unsuccessful closures”, Journal of Business Venturing, Vol. 20 No. 3, pp. 343-

358. 

Bentler, P.M. (1990), “Comparative fit indexes in structural models”, Psychological Bulletin, 

Vol. 107 No. 2, pp. 38-246. 

Berry, W.D. and Feldman, S. (1985), Multiple Regression in Practice, Sage University Paper 

Series on Quantitative Applications in the Social Sciences (Series no. 07-050), Newbury 

Park CA.  

Bickerton, G.R., Miner, M.H., Dowson, M. and Griffin, B. (2015), “Spiritual resources as 

antecedents of clergy well-being: The importance of occupationally specific variables”, 

Journal of Vocational Behaviour, 87, pp.123-133. 

Bollen, K. A. (1989), Structural Equations with Latent Variables, John Wiley, New York. 

Bowen, D.E. and Ostroff, C. (2004), “Understanding HRM–firm performance linkages: The 

role of the “strength” of the HRM system”, Academy of Management Review, Vol. 29 

No. 2, pp. 203-221. 

Byrne, D., Gouaux, C., Griffitt, W., Lamberth, J., Murakawa, N., Prasad, M., Prasad, A. and 

Ramirez III, M. (1971), “The ubiquitous relationship: Attitude similarity and attraction: A 

cross-cultural study”, Human Relations, Vol. 24 No. 3, pp. 201-207. 

Cameron, K.S. and Quinn, R.E. (2011), Diagnosing and Changing Organizational Culture: 

Based on the Competing Values Framework (3rd ed), Jossey-Bass, San Francisco CA. 

Cardon, M.S. and Stevens, C.E. (2004), “Managing human resources in small organizations: 

What do we know?”, Human Resource Management Review, Vol. 14 No. 3, pp. 295-323. 

Carroll, M., Marchington, M., Earnshaw, J. and Taylor, S. (1999), “Recruitment in small firms: 

Processes, methods and problems”, Employee Relations, Vol. 21 No. 3, pp. 236-250. 

Casey‐Campbell, M. and Martens, M.L. (2009), “Sticking it all together: A critical assessment 

of the group cohesion–performance literature”, International Journal of Management 

Reviews, Vol.11 No. 2, pp. 223-246. 

Cegarra-Leiva, D., Sánchez-Vidal, M. E., and Gabriel Cegarra-Navarro, J. (2012), 

“Understanding the link between work life balance practices and organisational 

outcomes in SMEs: The mediating effect of a supportive culture”, Personnel Review, 

Vol.  41 No. 3, pp. 359-379. 

Coetzer, A. and Lewis, K. (2009), “Human resource management in small firms: Effective 

informality”, In The Management of Small and Medium Enterprises (pp. 119-131). 

Routledge. 

Coetzer, A., Inma, C. and Poisat, P. (2017), “The job embeddedness-turnover relationship: 

Effects of organisation size and work group cohesion”, Personnel Review, Vol. 46 No. 

6, pp. 1070-1088. 

Coetzer, A., Kock, H. and Wallo, A. (2017), “Distinctive characteristics of small businesses as 

sites for informal learning”, Human Resource Development Review, Vol. 16 No. 2, pp. 

111-134. 

Crossley, C. D., Bennett, R. J., Jex, S. M., and Burnfield, J. L. (2007), “Development of a 

global measure of job embeddedness and integration into a traditional model of 

voluntary turnover”, Journal of Applied Psychology, Vol. 92 No. 4, pp. 1031-1042. 

d'Amboise, G. and Muldowney, M. (1988), “Management theory for small business: attempts 

and requirement”,. Academy of Management Review, Vol. 13 No. 2, pp. 226-240. 



24 

 

Dawe, S., and Nguyen, N. (2007). Education and Training that Meets the Needs of Small 

Business: A Systematic Review of Research. National Centre for Vocational Education 

Research, Adelaide. Available at http://www.ncver.edu.au/publications/1737.html 

De Lange, A.H., De Witte, H. and Notelaers, G. (2008), “Should I stay or should I go? 

Examining longitudinal relations among job resources and work engagement for stayers 

versus movers”, Work & Stress, Vol. 22 No. 3, pp. 201-223. 

De Winne, S. and Sels, L. (2012). Progress and prospects for HRM-performance research in 

small and medium-sized businesses In D.E. Guest, J. Paauwe and P. Wright (Eds.) HRM 

and Performance: Achievements and Challenges (pp. 173-196) Hoboken NJ: Wiley. 

Delery, J., and Gupta, N. (2016). “Human resource management practices and organizational 

effectiveness: internal fit matters”, Journal of Organizational Effectiveness: People and 

Performance, Vol.3 No.2, pp. 139-163. 

Elfenbein, H.A. and O'Reilly III, C.A. (2007), “Fitting in: The effects of relational demography 

and person-culture fit on group process and performance”, Group & Organization 

Management, Vol. 32 No. 1, pp. 109-142. 

Feldman, D. C., Ng, T.W., and Vogel, R. M. (2012). Off-the-job embeddedness: A 

reconceptualization and agenda for future research, In Research in Personnel and Human 

Resources Management (pp. 209-251). Emerald Group Publishing Limited. 

Felps, W., Mitchell, T.R., Hekman, D.R., Lee, T.W., Holtom, B.C. and Harman, W.S. (2009). 

“Turnover contagion: How co-workers’ job embeddedness and job search behaviors 

influence quitting”, Academy of Management Journal, Vol.52 No.3, pp. 545-561. 

Fornell, C. and Larcker, D.F. (1981). “Evaluating structural equation models with 

unobservable variables and measurement error”, Journal of Marketing Research, Vol. 

18, pp. 39-50. 

Forth, J., Bewley, H. and Bryson, A. (2006). Small and Medium-Sized Enterprises: Findings 

from the 2004 Workplace Employment Relations Survey. London: Department of Trade 

and Industry, Economic and Social Research Council.  

Friedkin, N.E. (2004). “Social cohesion”, Annual Review of Sociology, Vol.30, pp. 409-425. 

Gialuisi, O. and Coetzer, A. (2013), “An exploratory investigation into voluntary employee 

turnover and retention in small businesses”, Small Enterprise Research, Vol. 20 No. 1, 

pp. 55-68. 

Gilbert, J. and Jones, G. (2000), “Managing human resources in New Zealand small 

businesses”, Asia Pacific Journal of Human Resources, Vol. 38 No. 2, pp. 55-68. 

Gorgievski, M.J. and Hobfoll, S.E. (2008), “Work can burn us out or fire us up: Conservation 

of resources in burnout and engagement”, Handbook of Stress and Burnout in Health 

Care, pp. 7-22. 

Greene, P.G., Brush, C.G. and Brown, T.E. (1997), “Resources in small firms: An exploratory 

study”, Journal of Small Business Strategy, Vol. 8 No. 2, pp. 25-40. 

Griffeth, R.W., Hom, P.W. and 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, Vol. 26 No.3, pp. 463–488. 

Guest, D. and Conway, N. (2011). “The impact of human resource practices, HR effectiveness 

and a ‘strong HR system’ on organisational outcomes: A stakeholder perspective”, 

International Journal of Human Resource Management, Vol. 22 No.8, pp. 1686–1702. 

Hair, J.F. (2010). Multivariate data analysis: A global perspective. Upper Saddle River NJ: 

Pearson Education.  

Hair, J.F., Black, W.C., Babin, B.J. and Anderson, R.E. (2009). Multivariate data analysis: 

with readings. (7th Ed) New York: Prentice-Hall.  

Hair, J.F., Money, A.H., Samouel, P. and Page, M. (2007). Research methods for business. 

Hoboken, NJ: John Wiley and Sons. 



25 

 

Halbesleben, J.R. and Wheeler, A.R. (2008), “The relative roles of engagement and 

embeddedness in predicting job performance and intention to leave”, Work & Stress, Vol. 

22 No. 3, pp. 242-256. 

Halbesleben, J.R.B., Neveu, J.P., Paustian-Underdahl, S.C. and Westman, M. (2014), “Getting 

to the ‘COR’: Understanding the role of resources in conservation of resources theory”, 

Journal of Management, Vol. 40 No. 5, pp. 1334–1364.  

Harris, K.J., Wheeler, A.R. and Kacmar, K.M. (2011), “The mediating role of organizational 

job embeddedness in the LMX–outcomes relationships”, The Leadership Quarterly, Vol. 

22 No. 2, pp. 271-281. 

Heneman, R. L., Tansky, J. W., and Camp, S. M. (2000). “Human resource management 

practices in small and medium-sized enterprises: Unanswered questions and future 

research perspectives”, Entrepreneurship: Theory and Practice, Vol. 25 No.1, p.11. 

Hobfoll, S. E. (1988), The Ecology of Stress, Hemisphere Publishing Corp, Washington, DC, 

US. 

Hobfoll, S.E. (1989), “Conservation of resources: A new attempt at conceptualising stress”, 

American Psychologist, Vol. 44 No. 3, pp. 513-524. 

Hobfoll, S.E. (2001), “The influence of culture, community, and the nested‐self in the stress 

process: Advancing conservation of resources theory”, Applied Psychology, Vol. 50 No. 

3, pp. 337-421. 

Hobfoll, S.E. (2011), “Conservation of resource caravans and engaged settings”, Journal of 

Occupational and Organisational Psychology, Vol. 84 No. 1, pp.116-122. 

Holtom, B. C., Mitchell, T. R., Lee, T. W., and Eberly, M. B. (2008). “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, Vol. 2 No.1, pp. 231-274. 

Holtom, B.C., Mitchell, T.R., Lee, T.W. and Tidd, S. (2006). Less is more: Validation of a 

short form of the job embeddedness measure and theoretical extensions. Paper presented 

at Academy of Management Conference, Atlanta, GA. 

Honjo, Y. (2000). “Business failure of new firms: an empirical analysis using a multiplicative 

hazards model”, International Journal of Industrial Organization, Vol. 18 No.4, pp. 557-

574. 

Hu, L. and Bentler, P.M. (1999). “Cut off criteria for fit indexes in covariance structure 

analysis: Conventional criteria versus new alternatives”, Structural Equation Modelling, 

Vol. 6 No. 1, pp. 1-55. 

Jiang, K., Liu, D., McKay, P.F., Lee, T.W. and Mitchell, T.R. (2012), “When and how is job 

embeddedness predictive of turnover? A meta-analytic investigation”, Journal of Applied 

Psychology, Vol. 97 No. 5, pp. 1077-1006. 

Johnson, S. and Devins, D. (2008” Training and workforce development in SMEs: Myth and 

reality”, SSDA Catalyst, 7, Sector Skills Development Agency. Available at 

http://www.ukces.org.uk/assets/bispartners/ukces/docs/publications/ssda-archive/ssda-

catalyst-issue-7-training-and-workforce-development-in-smes-myth-and-reality.pdf 

Jöreskog, K. G. and Sörbom, D. (1993), LISREL 8: Structural equation modeling with the 

SIMPLIS command language, Scientific Software International, Chicago IL. 

Josefy, M., Kuban, S., Duane, I.R., and Hitt, M.A. (2015), “All things great and small: 

Organizational size, boundaries of the firm, and a changing environment”, The Academy 

of Management Annals, Vol. 9 No. 1, pp. 715-802. 

Kiazad, K., Holtom, B.C., Hom, P.W. and Newman, A. (2015), “Job embeddedness: A 

multifoci theoretical extension”, Journal of Applied Psychology, Vol. 100 No. 3, pp. 641-

659. 



26 

 

Kiazad, K., Seibert, S.E. and Kraimer, M.L. (2014), “Psychological contract breach and 

employee innovation: A conservation of resources perspective”, Journal of Occupational 

and Organisational Psychology, Vol. 87 No. 3, pp. 535-556. 

Kickul, J. (2001), “Promises made, promises broken: An exploration of employee attraction 

and retention practices in small business”, Journal of Small Business Management, Vol. 

39 No. 4, pp. 320-335. 

Kotey, B. and Slade, P. (2005), “Formal human resource management practices in growing 

small firms”, Journal of Small Business Management, Vol. 43 No. 1, pp. 16–40. 

Kristof‐Brown, A.L., Zimmerman, R.D. and Johnson, E.C. (2005), “Consequences of 

individuals' fit at work: A meta‐analysis of person–job, person–organization, person–

group, and person–supervisor fit”, Personnel Psychology, Vol. 58 No. 2, pp. 281-342. 

Lai, Y., Saridakis, G., and Johnstone, S. (2017), “Human resource practices, employee attitudes 

and small firm performance”, International Small Business Journal, Vol. 35 No. 4, pp. 

470-494. 

Lai, Y., Saridakis, G., Blackburn, R., and Johnstone, S. (2016), “Are the HR responses of small 

firms different from large firms in times of recession?”, Journal of Business Venturing, 

Vol. 31 No. 1, pp. 113-131. 

Lawrence, P.R., and Nohria, N. (2003), “Driven: How human nature shapes our choices”, San 

Francisco: Jossey-Bass. 

Lee, T., Hom, P., Eberly, M., and Li, J. (2017), “Managing employee retention and turnover 

with 21st century ideas”, Organizational Dynamics. doi:10.1016/j.orgdyn.2017.08.004 

Lee, T.W., Burch, T.C., and Mitchell, T.R. (2014), “The story of why we stay: A review of job 

embeddedness”, Annual Review of Organizational Psychology and Organizational 

Behavior, Vol. 1 No. 1, pp.199-216. 

Lee, T.W., Mitchell, T.R., Sablynski, C.J., Burton, J.P., and Holtom, B.C. (2004), “The effects 

of job embeddedness on organisational citizenship, job performance, volitional absences 

and voluntary turnover”, The Academy of Management Journal, Vol. 47 No. 5, pp. 711-

722. 

MacDuffie, J.P. (1995), “Human resource bundles and manufacturing performance: 

Organizational logic and flexible production systems in the world auto industry”, ILR 

Review, Vol. 48 No. 2, pp.197-221. 

Marlow, S., Taylor, S., and Thompson, A. (2010), “Informality and formality in medium-sized 

companies: Contestation and synchronization”, British Journal of Management, Vol. 21 

No. 4, pp. 954-966. 

Matlay, H. (2004), “Contemporary training initiatives in Britain: a small business perspective”, 

Journal of Small Business and Enterprise Development, Vol. 11 No. 4, pp. 504-13. 

May, K. (1997), “Work in the 21st century: Understanding the needs of small businesses”, 

Industrial and Organizational Psychologist, Vol. 35 No. 1, pp. 94-97. 

Mitchell, T.R., Holtom, B.C., Lee, T.W., Sablynski, C.J., and Erez, M. (2001), “Why people 

stay. Using job embeddedness to predict voluntary turnover”, Academy of Management 

Journal, 44 (6), pp.1102-1121. 

Mosakowski, E. (1993), “A resource-based perspective on the dynamic strategy-performance 

relationship: An empirical examination of the focus and differentiation strategies in”, 

Journal of Management, Vol. 19 No. 4, pp. 819-839. 

Muller, P., Caliandro, C., Peycheva, V., Gagliardi, D., Marzocchi, C., Ramlogan. R. and Cox, 

D. (2015), Annual Report on European SMEs 2014/2015, Brussels: European 

Commission. 

Nadin, S. and Cassell, C. (2007), “New deal for old? Exploring the psychological contract in a 

small firm environment”, International Small Business Journal, Vol. 25 No. 4, pp. 417-

443. 



27 

 

O’Brien, R.M. (2007), “A caution regarding rules of thumb for variation inflation factors”, 

Quality and Quantity, Vol. 41, pp. 673-690. 

Pajo, K., Coetzer, A. and Guenole, N. (2010), “Formal development opportunities and 

withdrawal behaviours by employees in small and medium enterprises”, Journal of 

Small Business Management, Vo. 48 No. 3, pp. 281-301. 

Paolillio, J.G.P. (1984), “The manager's self-assessment of managerial roles: Small vs. large 

firms”, American Journal of Small Business, Vol. 8 No. 3, pp. 58-64. 

Patel, P.C. and Cardon, M.S. (2010), “Adopting HRM practices and their effectiveness in small 

firms facing product-market competition”, Human Resource Management, Vo. 49 No. 

2, pp. 265-290. 

Patel, P.C. and Conklin, B. (2012), “Perceived labor productivity in small firms – The effects 

of high-performance work systems and group culture through employee retention”, 

Entrepreneurship Theory and Practice, Vol. 36 No. 2, pp. 205-235. 

Pedace, R. (2010), “Firm size-wage premiums: Using employer data to unravel the mystery”, 

Journal of Economic Issues, Vol. 44 No.1, pp. 163-181. 

Phillips, J.M. (1998), “Effects of realistic job previews on multiple organizational outcomes: 

A meta-analysis”, Academy of Management Journal, Vol. 41 No. 6, pp. 673-690. 

Podsakoff, P.M., Niehoff, B., Mackenzie, S.B. and Williams, M.L. (1993), “Do substitutes for 

leadership really substitute for leadership? An empirical examination and Kerr and 

Jermier’s Situational Leadership Model”, Organizational Behavior and Human 

Decision Processes, Vol. 54 No. 1, pp.1-44. 

Rigdon, E. E. (1998). “Structural equation modelling”, In G. A. Marcoulides (Ed.), 

Methodology for Business and Management. Modern Methods for Business Research, 

Mahwah, NJ: Lawrence Erlbaum Associates, pp. 251-294. 

Robinson, R.N.S., Kralj, A., Solnet, D.J., Goh, E. and Callan, V. (2014), “Thinking job 

embeddedness not turnover: Towards a better understanding of frontline hotel worker 

retention”, International Journal of Hospitality Management, Vol. 36 No.1, pp. 101-

109. 

Rollag, K. and Cardon, M.S. (2003), “How much is enough? Comparing socialization 

experiences in start-up versus large organizations”, In Babson-Kauffman 

Entrepreneurship Research Conference. 

Salas, E., Grossman, R., Hughes, A. M., and Coultas, C. W. (2015), “Measuring team cohesion: 

Observations from the science”, Human Factors, Vol. 57 No. 3, pp. 365-374. 

Saridakis, G., Muñoz Torres, R., and Johnstone, S. (2013), “Do human resource practices 

enhance organizational commitment in SMEs with low employee satisfaction?”, British 

Journal of Management, Vol. 24 No 3, pp. 445-458. 

Schlosser, F. (2015), “Identifying and differentiating key employees from owners and other 

employees in SMEs”, Journal of Small Business Management, Vol. 53 No. 1, pp. 37-

53. 

Sels, L., De Winne, S., Delmotte, J., Maes, J., Faems, D. and Forrier, A. (2006), “Linking HRM 

and small firm performance: An examination of the impact of HRM intensity on the 

productivity and financial performance of small businesses”, Small Firm Economics, 

Vol. 26 No. 1, pp. 83-101. 

Sheehan, M. (2014), “Human resource management and performance: Evidence from small 

and medium-sized firms”, International Small Business Journal, Vol. 32 No.5, pp. 545-

570. 

Steinhardt, M.A., Dolbier, C.L., Gottlieb, N.H., and McCalister, K.T. (2003), “The relationship 

between hardiness, supervisor support, group cohesion, and job stress as predictors of 

job satisfaction”, American Journal of Health Promotion, Vo.17 No. 6, pp.382-389. 

Storey, D. (1994), Understanding the Small Business Sector, Routledge, London. 



28 

 

Storey, D.J., Saridakis, G., Sen Gupta, S., Edwards, P.K. and Blackburn, R.A. (2010), “Linking 

HR formality with employee job quality: The role of firm and workplace size”, Human 

Resource Management, Vol. 49 No.2, pp.305-329. 

Tabachnick, B.G. and Fidell, L.S. (2001), Using Multivariate Statistics, Allyn and Bacon, 

Sydney. 

Tansky, J.W. and Heneman, R. (2003), “Guest editor's note: Introduction to the special issue 

on human resource management in SMEs: A call for more research”, Human Resource 

Management, Vol. 42 No. 4, pp.299-302. 

Templeton, G.F. (2011), “A two-step approach for transforming continuous variables to 

normal: Implications and recommendation for IS research”, Communications of the 

Association for Information Systems, Vol. 28 No. 4, pp. 41-58. 

Tian A.W. Cordery, J. and Gamble, J. (2016), “Staying and performing: How human resource 

management practices increase job embeddedness and performance”, Personnel 

Review, Vol. 45 No. 5, pp. 947-968. 

Tocher, N. and Rutherford, M.W. (2009), “Perceived acute human resource management 

problems in small and medium firms: an empirical examination”, Entrepreneurship 

Theory and Practice, Vol. 33 No. 2, pp. 455-479. 

Tsai, C.J., Sen-Gupta, S. and Edwards, P. (2007), “When and why is small beautiful? The 

experience of work in the small firm”, Human Relations, Vol. 60 No. 12, pp. 1779–

1808. 

Wagar, T.H. and Rondeau, K.V. (2006), “Retaining employees in small and medium-sized 

firms: Examining the link with human resource management”, Journal of Applied 

Management and Entrepreneurship, Vol. 11 No. 2, pp. 3-16. 

Way, S.A. (2002), “High performance work systems and intermediate indicators of firm 

performance within the US small firm sector”, Journal of Management, Vol. 28 No. 6, 

pp. 765-785. 

Welsh, J.A. and White, J.F. (1981), “A small business is not a little big business”, Harvard 

Business Review, Vol. 59 No. 4, pp. 18-32. 

Wheeler, A.R., Harris, K.J. and Sablynski, C.J. (2012), “How do employees invest abundant 

resources? The mediating role of work effort in the job‐embeddedness/job‐performance 

relationship”, Journal of Applied Social Psychology, Vol. 42 No. S1, pp. E244-E266. 

Wilkinson, A. (1999), “Employment relations in SMEs”, Employee Relations, Vol. 21 No. 3, 

pp. 206-217. 

Williams, L.J., Hartman, N. and Cavazotte, F. (2010), “Method variance and marker variables: 

A review and comprehensive CFA marker technique”, Organizational Research 

Methods, Vol. 13 No. 3, pp. 477-514. 

Williamson, I.O. (2000), “Employer legitimacy and recruitment success in small businesses, 

Entrepreneurship Theory and Practice, Vol. 25 No. 1, pp. 27-42. 

Yao, X. and Wang, L. (2006), “The predictability of normative organizational commitment for 

turnover in Chinese companies: a cultural perspective”, The International Journal of 

Human Resource Management, Vol. 17 No. 6, pp. 1058-1075. 

Zhang, M., Fried, D.D. and Griffeth, R.W. (2012), “A review of job embeddedness: 

Conceptual, measurement issues, and directions for future research”, Human Resource 

Management Review, Vol. 22 No. 3, pp. 220-231. 

Zhang, X., Ryan, S.D., Prybutok, V.R. and 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, Vol. 43 No. 

4, pp. 12-32 



Figure 1: Structural model results 

 

 

Note: Model with standardised path coefficient.  Fit indices: X2 = 358.59, d.f. = 139, p = 0.000, X2/d.f=2.58, 

RMSEA = 0.06, SRMR = 0.07, PCLOSE = 0.05, CFI = 0.96 and TLI = 0.95. Statistics in figure are reported 

using three digits after the decimal point for precision. 

 



Table1: Means, Standard Deviations, Reliability Estimates, Correlations and T-test Statistics 

 

 Fit Links Sacrifice Cohesion Turnover Age Tenure Gender 

Fit (0.81)        

Links .497** (0.74)       

Sacrifice .678*** .418** (0.81)      

Cohesion .347*** .552** .408** (0.89)     

Turnover -.575** -.385** -.691** -.338** (0.90)    

Age -.130** .039 .142** -.009 -.204** NA   

Tenure .080 .028 .116** .050 -.132** .502** NA  

Gender -.111* -.042 -.088 -.075 .084 -.026 -.038 NA 

Total Mean (n=497) 3.635 3.979 3.345 3.575 2.553  5.650  

Total S.D. (n=497) 0.832 0.661 0.889 0.746 1.051  5.356  

Male Mean (n=234) 3.734 4.009 3.247 3.634 2.460  5.97  

Male S.D. (n=234) 0.803 0.653 0.873 0.697 1.026  5.84  

Female Mean (n=263) 3.548 3.953 3.271 3.522 2.636  5.46  

Female S.D (n=263) 0.850 0.668 0.897 0.784 1.068  4.492  

T-test statistics 2.493* 0.933 1.965* 1.670 -1.876  0.854  

Note: *p < 0.05, **p <0.01, reliability level is reported in parenthesis 

 
 



Table 2: Second-order confirmatory factor analysis and scale reliability and validity 

Item Description Indicator Loading t-value Reliability 

(SCR) 
Validity 

(AVE) 
Validity 

(MSV) 

On-the-job embeddedness ONJOB   0.895 0.724 0.691 

Fit FIT .892 -a    

1. My job utilises my skills and talents well. FIT1 .686 -a    

2. I feel like I am a good match for my organisation. FIT2 .715 16.535    

3. If I stay with my organization, I will be able to achieve most of my goals. FIT3 .812 14.341    

Links LINKS .683 11.390    

1.  I am a member of an effective work group LINKS1 .923 -a    

2.  I work closely with my co-workers. LINKS2 .577 9.453    

3. On the job, I interact frequently with my work group members. LINKS3 .397 7.222    

Sacrifice SACRIFICE .954 11.517    

1.  I have a lot of freedom on this job to pursue my goals. (Deleted item.) SACR1 Na     

2. I would sacrifice a lot if I left this job. SACR2 .688 -a    

3.  The prospects for continuing employment with this organisation are excellent. SACR3 .849 15.434    

Cohesion COHESION   0.894 0.634 0.226 

1.  There is a great deal of trust among members of my work group. COHES1 .734 -a    

2.  Members of my group work together as a team. COHES2 .884 20.612    

3.  Members of my work group co-operate with one another. COHES3 .897 18.730    

4.  My work group members know they can depend on each other. COHES4 .836 17.744    

5. Members of my work group regard each other as friends. COHES5 .587 13.099    

Turnover TURNOVER   0.910 0.675 0.691 

1.  I intend to leave this organisation soon. QUIT1 .940 -a    

2.  I plan to leave this organisation in the next six months. QUIT2 .901 33.703    

3.  I will quit this organisation as soon as possible. QUIT3 .824 26.802    

4.  I do not plan on leaving this organisation soon. (Reversed score item.) QUIT4 .800 25.052    

5.  I may leave this organisation before too long. QUIT5 .600 15.342    

Note:  All the items were measured on a 5-point Likert scale. a Values were not calculated because loading was set to 1.0 (fixed parameter). All t-values 

significant, p <0.001. Statistics in table reported using three digits after decimal point for precision. 



Table 3: Hypotheses testing 

 

Structural path Hypotheses Estimate p-value Support 

Parameter 

B () 

t-value 

Links → Turnover -H1 -.165 (-.101) -2.780 

 

.005 

 

Yes 

Fit → Turnover 

 

-H2 -.258 (-.204) -4.674 .000 Yes 

Sacrifice → Turnover 

 

-H3 -.560 (-.523) 

 

-12.664 .000 Yes 

Multiple Regression Model (R2 =0.523) 

On-the-job embeddedness → Turnover -H4 -1.649(-.850) -12.362 .000 Yes 

Cohesion → On-the-job embeddedness H5 .383(.474) 8.046 .000 Yes 

Cohesion → Turnover -H6 .111(.071) 1.710 .087 No 

Age → Turnover  -.107 (-.090) -2.674 .008  

Age → On-the-job embeddedness  .100 (.162) 3.502 .000  

Structural Equation Model (Fit indices X2 = 319.949, d.f. =125, p=.000; X2 /d.f. = 2.564, RMSEA = .057; RMR = 

.061; PCLOSE =.068; CFI = .964 and TLI = .956). Statistics in table reported using three digits after decimal point 

for precision. 
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