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Abstract

This study explores the relationship between organizational embeddedness and employee
retention, highlighting the impact of organizational fit, links, and sacrifices on the intention to
remain within a company. It synthesizes existing research through a comprehensive literature
review while acknowledging the potential limitations due to publication bias and the broad
scope of the data sources, which include studies across diverse geographical locations and
industries. The study discusses the significant changes in the labor market due to shifts in the
global economic landscape and the COVID-19 pandemic, emphasizing how these factors
influence employee retention strategies. It also examines the potential implications of
globalization on organizational practices and employee retention. The findings underscore
organizations’ need to adapt their human resource strategies in response to evolving
employee expectations and the changing economic environment. The study advocates for
using empirical data collection methods, such as surveys and interviews, in future research to
enhance the understanding of the causal relationships between organizational
embeddedness and employee retention.

Keywords: Organizational Embeddedness, Employee Retention, Human Resource Strategies,
Job Embeddedness
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Research Background

In today’s fast-paced and highly competitive global market, keeping talented employees
is crucial for a company’s success. Mazlan and Jambulingam (2023) note that keeping these
key employees is essential to a company’s health because they are central to business growth.

As the need for skilled workers grows and economic situations change, Lalitha (2023)
stresses the need for solid retention strategies. These strategies are crucial for staying in the
market and securing the company’s future.

Research by Gomathy et al (2023) supports this view that keeping employees is a
strategic must in today’s changing economic environment and tougher competition. The
research indicates that motivational elements like financial incentives, career growth
opportunities, job characteristics, and support from management play a big role in keeping
employees and helping the company grow. It is consistent with findings from Skerhakova et
al (2022), who also highlight the importance of these elements.

Furthermore, Mitchell et al (2001) introduced the job embeddedness theory to tackle
employee turnover. This theory looks at what keeps people from leaving their jobs, offering
a new viewpoint beyond traditional turnover models and marking an important development
in research on turnover. Job embeddedness has been proven to strongly predict job
performance and effectively reduce turnover rates. This idea has gained a lot of support and
validation in later studies, such as those by Ampofo et al (2021); Zia et al (2022), showing its
effectiveness and relevance in managing today’s workforce.

Research Objectives

This study uses the Theory of Reasoned Action to explore how different aspects of
organizational embeddedness (organizational fit, organizational links, and organizational
sacrifice) influence an employee’s decision to stay with a company:

1. It looks at the positive connection between organizational fit and the desire to stay,
examining how being in sync with the company’s culture and values can boost employees’
willingness to remain. It examines how well the company’s environment meets employee
expectations and how such a match encourages commitment, job satisfaction, and loyalty.

2. The research examines the positive link between organizational links and the wish to
stay, focusing on how interactions with the company, bosses, and co-workers affect
retention. It analyzes how well employees are combined within their company and how these
relationships help strengthen their intention to stay.

3. The study explores the positive connection between organizational sacrifice and the
desire to stay. It assesses the opportunities employees have for advancement, career
planning, training, and job benefits and how these factors motivate employees to want to
stay.

Each part of the study examines how different elements of organizational
embeddedness uniquely contribute to strengthening employees’ intentions to stay with the
company.

Research Significance

This study investigates how organizational embeddedness—organizational fit, links, and
sacrifice—affects employees’ decisions to stay with their company. It adds to the existing
body of research and highlights these elements' crucial role in strengthening employees’ ties
with their workplace. Theoretically, the paper examines how improving organizational
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embeddedness improves employees’ dedication to the company, increasing their desire to
stay. It provides a new model and viewpoint for understanding this dynamic.

Practically, the results give important tips for companies to improve their human
resource management tactics, boosting organizational embeddedness and the likelihood of
employees sticking around. It is especially important for keeping a company’s edge in
attracting and keeping talent amid constantly shifting market scenarios.

The research outlines specific actions for organizational leaders to deepen the bonds
between employees and their workplace, thus boosting retention rates and securing long-
term commitment and involvement. These actions are essential for maintaining a company’s
competitive stance and vitality and for pushing the organization’s continued success.

Research Methodology

In this research, selecting and reviewing publications is crucial, and it follows a detailed
scientific method known as the SPAR-4-SLR protocol, introduced by (Paul et al., 2021). This
method is in line with the bibliometric studies previously done by researchers like (Kumar et
al., 2022; Lim et al., 2022; Tsiotsou and Boukis, 2022). The process involves several steps:
conducting, organizing, and assessing historical literature, which helps keep the review of
research publications systematic and clear. Important secondary data were gathered from
databases such as Scopus, Web of Science, and Google Scholar, which were consistent with
earlier research methods. The findings from the review will be shown in grid diagrams in later
sections. These diagrams are designed to combine and present major insights from past
research, offering a thorough view of the field.

The study also closely examines the link between organizational embedment—covering
aspects like organizational fit, connections, and sacrifices—and employees’ intentions to stay,
drawing on literature from the last ten years. Any publications unrelated to the topic or not
concentrating on employee retention were left out during initial checks. In the end, 36 articles
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that fit the criteria were reviewed. These articles, published in leading business journals in the
past decade, create a dataset covering important variables. There were no specific
geographical or industry restrictions when gathering these articles.

Wiradendi Wolor

ltem Publication Author Title
Year
The Effect of Person-Environment Fit(Person-
1 2019 Jeong-Ok Kwon, Job Fit, Person-Organization Fit, Person-
Jung-Mi Kang Supervisor Fit) and Job Embeddedness on
Turnover Intention in Clinical Nurses’
Effects of job embeddedness and nursing
Hye Ju Lee, Soo- | working environment on turnover intention
2 2022 .
Kyoung Lee, Ji-Soo Lee | among trauma center nurses: A cross-
sectional study
. . . Organizational Embeddedness Dimensions’
Haiti Maria Esterlita, . . iy
3 2019 . Roles in Perceived Career Opportunities:
Debora Eflina Purba . . . .
Turnover Intention of Indonesian Millennials
Impact of person-environment fit on
4 2023 Shan Jiang,Jintao Li construction project managers’ turnover
intention: a moderated mediation model
éilbf;?: tvas HagPa The Relationships Between Job
5 2017 P g1yas, " | Embeddedness, Person-Organization Fit, and
Tommy Y. 5. Suyasa, Turnover Intention
Linda Wati
6 2091 Rosa Maria Fuchs 'Lmks, .flt or sac'rlflce: Job embedfjedness and
intention to quit among Generation Y
Qaisar Igbal, Noor | The Mediating Role of Job Embeddedness Fit:
7 2017 Hazlina Ahmad, Sohail | Perceived Job Characteristics and Turnover
Akhtar Intention in the Services Sector
. Family Background and Its Impact on Job
Kevalin .
Embeddedness and Turnover Intention: The
8 2019 Puangyoykeaw .
Moderating Role of the Number of
Setthakorn }
Dependents and Family Income Level
Manoj Uniyal, | Relationship Between Job Embeddedness
9 2018 Sharmistha Banerjee, | and Employees’ Turnover Intention: A Study
Karnak Roy on Private Airlines in India
. . | A Comprehensive Profile Analysis of the
Tang Meirun, Jennie
e Effect of Job Embeddedness on Turnover
10 2018 Soo Hooi Sin, Chuah . .
Chin Wei Intention among New Generation of Rural
Migrant Workers in China: Based on PLS-SEM
.| Predicting Academic Staff Intention to Stay in
S.  Hokororo,Francis . . s .
11 2020 Michael Tanzanian Universities Using Job
Embeddedness Model: Smart PLS Approach
PENGARUH STATUS PEGAWAI DAN JOB
12 2091 Sholikhah  ,Christian | EMBEDDEDNESS TERHADAP  TURNOVER

INTENTION KARYAWAN UNIVERSITAS NEGERI
JAKARTA
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Thomas W. Lee, Chris

ltem Publication Author Title
Year
Alifah Ratnawati, Ken
Sudarti, Mulyana | Job Embeddedness: a Strategy to Reduce
13 2020 .
Mulyana, Muhammad | Voluntary Turnover Intention
Husni Mubarok
Jong-Hyun
Lee,KangHyun The effectiveness of job embeddedness in
14 2014 . ;
Shin,SeungGeun turnover studies
Baeck,Chang-goo Heo
Ayu Lestari, Mulia Sari | Pengaruh Job Embeddedness Dan Work
15 2018 . .
Dewi Engagement Terhadap Intensi Turnover
Job embeddedness, organisational
. commitment and voluntary turnover of
16 2014 Cebile Mensele academic staff at a Higher Education
Institution in South Africa
Lu Gan, Kenneth S. | Free Myself: Investigating the Impact of
17 2023 Law, Xianggian lJiang, | Employees’ Turnover Intention on Job
Xuyu Chen Embeddedness
Samrah Jamshaid, | WORKPLACE BULLYING AS A PREDICTOR OF
18 2021 Najma Igbal Malik, | TURNOVER INTENTION AMONG TEACHERS:
Shahida Perveen ROLE OF JOB EMBEDDEDNESS
. Concept, Measurement and Related
19 2008 Qing Yuan Constructs of Job Embeddedness
The Effect of Job Embeddedness Constructs
20 2011 Youngjin Yoo on Innovation-related Behaviors and
Turnover Intention
Arthur Nicholas, O. | Stay or Leave? Using Job Embeddedness to
21 2016 Mensah, Abigail, O. | Explain Turn over Intention among Hotel Staff
Owusu in Ghana
Brooks  C. Holtom, Organizational practices that promote job
22 2019 Kohyar Kiazad, .
- embeddedness and retention
Yasaswini Dandu,
MEDIATING ROLE OF JOB EMBEDDEDNESS IN
Yong Hooi Lim,Mad THE RELATIONSHIP BETWEEN PERCEIVED
23 2023 Ithnin Salleh,Nor Azrin ORGANISATIONAL SUPPORT, PERCEIVED CO-
Md Latip WORKER  SUPPORT AND EMPLOYEE
RETENTION IN  MALAYSIAN  PRIVATE
UNIVERSITIES
Toward a Theory of Job Embeddedness in
24 2021 Douglas Larkin Teacher Retention: Implications for the
COVID-19 Pandemic Era
Terence R. Mitchell, | WHY PEOPLE STAY: USING JOB
25 2001 Brooks C. Holtom, | EMBEDDEDNESS TO PREDICT VOLUNTARY

TURNOVER
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ltem Publication Author Title
Year
J. Sablynski, Miriam
Erez
Reza Sharbaf
Tabrizi,Osman M.
Karatepe,Hamed Green human resource management, job
26 2023 Rezapouraghdam,Elisa | embeddedness and their effects on
Rescalvo- restaurant employees’ green voice behaviors
Martin,Constanta
Enea
Vesa Peltokorpi,David | Job embeddedness and voluntary turnover in
27 2023 L .
G. Allen the face of job insecurity
Navigating the Brain Drain Challenge: The
)8 2023 Hira Kanwal,Asghar | Role of Compensation, Job Embeddedness,
Hayyat,M. Kiran and Commitment in Employee Retention in
Pakistan’s Telecom Sector
Nurita Juhdi, Junaidah | Job embeddedness and retention: a study
29 2018 Hashim, Rozailin Abdul | among teachers in private Islamic schools in
Rahman Malaysia
The Moderating Role of Psychological Safety
Min-Yen Chang,Chih- [ in  the  Relationship  between Job
30 2023 Kuang Fu,Chien-Wei | Embeddedness, Organizational Commitment,
Huang,Han-Shen Chen | and Retention Intention among Home Care
Attendants in Taiwan
Analysis of the Relationship between Career
Jae-Woo Oh, Miran | Anchors, Job Embeddedness, Career
31 2023 . o . .
Kim Motivation, and Retention Intention of
Clinical Nurses
Azlina Saedin, Shereen | The Impact of Training and Development, Job
Noranee, N. Ahmad, | Embeddedness and Flexible Working
32 2024 Mohd Khalid Abas, | Arrangements on Talent Retention Among
Idaya Husna Mohd, | Young Generation in  Pharmaceutical
Tasnimul Islam Companies in Malaysia
Laurina Yam, Laurina . . .
. Employment stability and retention in the
Yam, Michael L . .
33 2018 hospitality industry: Exploring the role of job
Raybould, Raymond D.
embeddedness
Gordon
Zahra. Safari, 'Seyed Antecedents of Human Resource Retention
Mahdi  Alvani,Hasan ) .
34 2021 . ) with emphasis on the role of Job
zarei Matin, Embeddedness: A mixed meta-stud
Mohammad Safari ' ¥
Satisfaction with retention factors in relation
35 2019 Ronny Shibiti to job embeddedness of public school

teachers
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ltem Publication Author Title
Year
Influences of Turnover, Retention, and Job
36 2016 Susan Louisa Adams Embeddedness in the Nursing Workforce
Literature

Research Content
Research on Employees Retention

Worldwide, companies are grappling with the issue of employee turnover, which affects
production efficiency, morale, and financial stability (Bhavani et al., 2023). To tackle this, firms
are adopting innovative measures like the “Retention Revolution,” which aims to develop a
retention culture through better employee participation, development, and welfare (Silpa et
al., 2023). Keeping employees is vital for success in sectors with high turnover rates, like
tourism and hospitality (J.B. et al., 2022). Effective retention strategies are crucial to avoid
losing talent, which could harm organizational innovation, service quality, and overall growth
and profitability (GOMATHY et al., 2023; Sujendra & Swami, 2022). Competitive salaries,
career advancement opportunities, and high job satisfaction are essential for keeping
employees and maintaining a skilled workforce, which is vital for long-term success (Jalaja et
al., 2022). Organizations understand the importance of executing effective retention
strategies that boost productivity, promote sustainable growth, and create an environment
where employees feel valued and motivated (Kargeti & Sharma, 2023).

Research on Organizational Embeddedness

Organizational embeddedness is about how closely employee behavior is linked to
organizational culture, which is key in building trust and commitment. Studies have shown
that Organizational Citizen Behavior (OCB) is crucial for strengthening organizational
commitment (Suherdi & Ahmad, 2023). That organizational embeddedness is closely tied to
employees’ emotional commitment (Fan et al., 2023). Additionally, organizational culture and
leadership positively affect organizational commitment, which in turn influences employee
innovation behaviors (Perdana et al., 2023). Organizational embeddedness has been shown
to predict prosocial work behaviors, showing the tight connection between organizational
norms and practices (Harianto & Meilani, 2023). However, deep embeddedness might lead
employees to be involved in unethical behaviors to maintain their status within the
organization (Dirican, 2023) and can negatively impact employee career development over
time (Mashi et al., 2022; Landry, 2023).

Research on Organizational Embeddedness and Employee Retention

Mitchell et al (2001) introduced a six-dimensional job embeddedness model, including
organizational fit, links, and sacrifice. Lee et al (2004) expanded this model to include both
organizational and community embeddedness, affecting both inside and outside the
organization. Many studies have shown that organizational embeddedness has a stronger
impact on employee retention than community embeddedness (Yang et al., 2021; Hooi et al.,
2022; Faisal, 2022). This study focuses on how organizational fit, links, and sacrifices influence
retention rates (Hassan et al., 2021). It also found that organizational embeddedness
positively affects manager retention by enhancing colleague support and reducing the desire
to leave (Self et al., 2020). Tholen (2023); Subramanian et al (2023) highlighted the
importance of organizational fit in the recruitment process, affecting how well candidates
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match organizational culture and potentially causing social biases while underlining the
connection between individual-organization compatibility and various organizational
outcomes. Fuchs (2022) noted that while new employees seek meaningful work and
development opportunities, they value financial benefits highly. Organizational sacrifice,
including the material and psychological benefits the organization offers, significantly affects
employees’ intentions to stay.

In summary, organizational embeddedness fosters a sense of belonging and attachment
in the workplace, critical in improving employee retention rates. Studies show that including
fit, links, and sacrifices, organizational embeddedness can significantly improve employee
retention rates (Yang et al., 2021; Rahmani & Prayoga, 2023). Organizations are crucial in
moderating the relationship between organizational factors and employee outcomes,
especially in lowering turnover rates (Menon & Sujatha, S., 2023). Research shows that
organizational embeddedness positively impacts employees’ sustainable performance,
emphasizing the importance of creating an environment that improves employee satisfaction
and significance (Yoon et al., 2022). Moreover, studies on the Saudi workforce highlight the
positive relationship between organizational embeddedness, individual-organizational fit,
and human capital, emphasizing the importance of attachment and value integration in
strengthening internal retention strategies (Faisal, 2022).

Conclusion

This research explores the link between employee retention and organizational
embeddedness, emphasizing their importance for business success. Employee turnover
presents a major challenge that impacts a company’s operational efficiency, team morale,
and financial stability (Artelt & Gregoriades, 2023). To tackle this, companies are increasingly
focusing on innovative strategies like improving employee participation and benefits to build
a strong culture of retention (Chaurasia et al., 2023). Studies show that competitive pay,
opportunities for career growth, and high job satisfaction are essential for keeping employees
and securing a company’s long-term success (Bhavani et al., 2023).

Additionally, organizational embeddedness, or how well employees connect with a
company’s culture, plays a key role in building trust and commitment. Specifically, elements
of job embeddedness such as adaptability, connections, and making sacrifices for the
organization can significantly boost retention rates (Setrojoyo et al., 2023; Muvida et al.,
2023). Organizational embeddedness also improves retention and performance by promoting
behaviors that benefit the organization and enhancing emotional commitment (Nadira et al.,
2023).

The research highlights the need for a supportive work environment, improving how well
employees fit with the organization and deepening their sense of belonging and attachment.
These strategies are crucial for enhancing retention rates and achieving long-term success
(Rahmani & Prayoga, 2023; Mendoza et al., 2023). By executing these strategies, companies
can reduce turnover and tap into employee potential, increasing their dedication and
productivity (Kiragu & Marwa, 2022).

Research Contribution

This study makes significant contributions to understanding the intricate relationship
between organizational embeddedness and employee retention. By synthesizing existing
literature, it highlights the critical factors that influence employees' decisions to stay with
their organizations.
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Firstly, the research underscores the importance of creating a strong organizational
culture that fosters employee commitment and trust. It demonstrates that organizational
embeddedness—comprising factors such as fit, links, and sacrifice—plays a pivotal role in
enhancing retention rates. By focusing on these dimensions, companies can develop more
effective retention strategies that align with employees' personal and professional goals.

Secondly, the study reveals that competitive compensation, career development
opportunities, and job satisfaction are essential for maintaining a stable and skilled
workforce. These elements not only attract talent but also ensure long-term organizational
success by minimizing turnover and maximizing employee engagement.

Moreover, the research highlights the role of leadership and organizational culture in
shaping employee behaviors and attitudes. Effective leadership and a supportive culture can
significantly boost employees' emotional commitment and prosocial behaviors, thereby
strengthening organizational loyalty and reducing the likelihood of turnover.

Additionally, this study points out the potential negative consequences of deep
organizational embeddedness, such as the risk of unethical behaviors and potential
hindrances to career development. These insights prompt organizations to carefully balance
embeddedness to avoid negative outcomes.

Finally, the study’s emphasis on the dynamic nature of the labor market, especially post-
pandemic, provides a contemporary perspective on retention strategies. It encourages
organizations to adapt to the evolving expectations of employees regarding job security,
flexibility, and remote work, ensuring that retention strategies remain relevant and effective
in a changing economic landscape.

In summary, this research contributes to a more nuanced understanding of employee
retention by integrating various dimensions of organizational embeddedness and highlighting
the importance of adaptable and employee-centric retention strategies.

Limitation

While this study offers important insights into the link between organizational
embeddedness and employee retention, it faces several limitations. Firstly, the research
largely depends on a review of published academic articles, which could be prone to
publication bias. This bias implies that studies confirming hypotheses and showing significant
results are more likely to be published. As a result, unpublished studies or do not vyield
significant findings might be ignored, possibly affecting the thoroughness of the review and
the accuracy of its conclusions.

Secondly, the literature search did not limit itself to specific geographical areas or
industries, which may affect the general applicability of the findings. Differences in cultural
and management practices across various regions and industries could affect how employees
understand organizational embeddedness, thus restricting the wide relevance of the research
findings.

Moreover, the study’s dependence on a literature review without analyzing actual data
limits the exploration of cause-and-effect relationships. Future research should use
guantitative methods, like surveys and interviews, to gather more detailed data, improving
the conclusions' accuracy and depth.

Additionally, as COVID-19 pandemic restrictions are lifted and the global economy
stabilizes, the labor market is experiencing significant changes, including shifts in employees’
views on job security, flexibility, and remote work. These changes might become new factors
affecting employee retention. Companies must reassess and adjust to these shifts to maintain
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employee loyalty and improve retention rates. Future studies should investigate how
economic recovery and labor market changes influence employees’ work expectations and
the role these elements play in developing human resources strategies and retention plans.
Such analysis will aid organizations in making better-informed decisions in a dynamic
economic context.

Lastly, although this study thoroughly reviews the relevant literature, it might not fully
address the potential impacts of globalization on employee retention. As global markets grow
and international cooperation increases, employees’ work settings and career paths are
evolving rapidly. For instance, the growth of multinational companies may create more
opportunities for remote work and cultural exchanges, potentially affecting employees’
desires to stay with their employers. Future research should examine the effects of
globalization on employee retention strategies and organizational culture more deeply to gain
a fuller understanding of this complex issue.

Reference

Bhavani, A., Sundararaman, C. B., & Sridevi, G. (2023a). The Retention Revolution: A New
Approach to Address Employee Attrition. International Journal of Business &
Management Studies, 04(04), 19-26.

Bhavani, A., Sundararaman, C. B., & Sridevi, G. (2023b). The Retention Revolution: A New
Approach to Address Employee Attrition. International Journal of Business &
Management Studies, 04(04), 19-26.

Abdel-Ati, Y., & Deraz, A. (2018). The Impact of Ethical Work Climate on Employees’
Organizational Job Embeddedness in Hotels. International Journal of Heritage, Tourism
and Hospitality, null, null.

Acquah, M. A. (2015). PERCEIVED HRM PRACTICES AND TURNOVER INTENTION: THE
MEDIATING ROLE OF JOB EMBEDDEDNESS. A STUDY OF THE HOIEL INDUSTRY IN
GHANA.

Ahmed, S. R., Ahmed, A. K., & Jwmaa, S. J. (2023). Analyzing The Employee Turnover by Using
Decision Tree Algorithm. 2023 5th International Congress on Human-Computer
Interaction, Optimization and Robotic Applications (HORA), 1-4.

Artelt, A., & Gregoriades, A. (2023). “How to make them stay?”—Diverse Counterfactual
Explanations of Employee Attrition (arXiv:2303.04579). arXiv.

Berke, S., & K\Hom\Huves, Z. (2021). Labor retention in the domestic SME sector in Somogy
county. Régidkutatds Szemle, 6(1), 66—77.

Candan, H. (2016). A Research On The Relationship Between Job Embeddedness With
Performance And Burnout Of Academicians In Turkey.

Chaurasia, A., Kadam, S., Bhagat, K., Gauda, S., & Shingane, P. (2023). Employee Attrition
Prediction using Artificial Neural Networks. 2023 4th International Conference for
Emerging Technology (INCET), 1-6.

Dirican, A. H. (2023). The Interaction Between Job Embeddedness and Leader-Member
Exchange (LMX) in Predicting Employee Altruism and Deviance. Psychological Reports,
003329412311804.

Enamala, J., & Reddy, J. M. (2022). Strategies for Employee Retention. International Journal
of Health Sciences, Ill, 4586—4600.

Faisal, S. (2022). Job embeddedness and its connection with person-organization fit among
Saudi Arabian employees. Problems and Perspective in Management, 20(2), 348-360.

1371



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 6, 2024, E-ISSN: 2222-6990 © 2024

Fan, L.-H., Wei, W., Wang, H.-R., Chang, X.-R., & Yi, L.-J. (2023). Research landscape on job
embeddedness and organizational commitment: A bibliometric study.

Firth, J., & Rahimi, R. (2022). Employee Retention. In Encyclopedia of Tourism Management
and Marketing (pp. 75—78). Edward Elgar Publishing.

Fong, V. (2017). The role of organizational culture and commitment on job embeddedness and
stay intention in Hong Kong.

Fuchs, R. M. (2021). Links, fit or sacrifice: Job embeddedness and intention to quit among
Generation Y. European Journal of Management and Business Economics, null, null.

Ghosh, D., & Gurunathan, L. (2015). Job Embeddedness: A Ten-year Literature Review and
Proposed Guidelines. Global Business Review, 16, 856—866.

Haider, M., & Akbar, A. (2017). Internal Marketing and Employee’s Innovative Work Behavior:
The Mediating Role of Job Embeddedness.

Harianto, T., & Meilani, Y. F. C. P. (2023). Keadilan Organisasional, Trust, dan Komitmen
Organisasional Berpengaruh Terhadap Organizational Citizenship Behavior pada
Karyawan PT Boga Inti. Feedforward: Journal of Human Resource, 3(1), 23-36.

Hassan, M. M., Jambulingam, M., Narayan, E. A., Islam, S. N., & Zaman, A. U. (2021). Retention
Approaches of Millennial at Private Sector: Mediating Role of Job Embeddedness.
Global Business Review, 097215092093228.

Hooi, L. Y., Salleh, M. 1., & Latip, N. A. M. (2022). A STUDY ON THE IMPACT OF OFF-THE-JOB
EMBEDDEDNESS AND ON-THE-JOB EMBEDDEDNESS ON EMPLOYEE RETENTION IN
MALAYSIAN PRIVATE UNIVERSITIES. 7(47), 441-456.

Jiang, K., Liu, D., McKay, P. F., Lee, T. W., & Mitchell, T. (2012). When and how is job
embeddedness predictive of turnover? A meta-analytic investigation. The Journal of
Applied Psychology, 97 5, 1077-1096.

Kargeti, H., & Sharma, S. (2023). Reasons of Attrition of Employees in IT and ITEs Industry: A
Descriptive Study. European Economic Letters (EEL), 13(2), 6-11.

Kiragu, L. N., & Marwa, M. S. (2022). Strategic Human Resource Management Practices and
Employee Retention in a Private Commercial Bank in Nairobi County, Kenya. African
Journal of Empirical Research, 3(1), 105-114.

Kossyva, D., Theriou, G., Aggelidis, V., & Sarigiannidis, L. (2024). Retaining talent in knowledge-
intensive services: Enhancing employee engagement through human resource,
knowledge and change management. Journal of Knowledge Management, 28(2), 409—
439.

Landry, A. (2023). Embedded and Unethical: Why and When Job Embeddedness Facilitates
Unethical Prosocial Behavior.

Majumdarr, S., & Dasgupta, S. A. (2024). Understanding why do we stay in our jobs? A
bibliometric and content analysis of job embeddedness in the past two decades (2001-
2021). Employee Relations: The International Journal, null, null.

Mashi, M. S., Salisu, I., Olaoye, I. K., & Galadanchi, A. H. (2022). Job embeddedness as a
mediator of the effects of organizational antecedents on voluntary turnover intention
of hotel employees in Nigeria. Journal of Human Resources in Hospitality & Tourism,
21(3), 409-440.

Mazlan, M. R. M., & Jambulingam, M. (2023). Challenges of talent retention: A review of
literature. Journal of Business and Management Review, 4(2), 078-091.

Mendoza, X. L. D., Tadeo, J. B., Bulan, R. T., Samuel Jr, B., & Rodriguez, V. P. (2023). A
Microanalysis of Employee Retention Strategies: The Case of Selected Convenience
Stores and Their Practices. Jurnal Ekonomi, Bisnis & Entrepreneurship, 17(1), 1-16.

1372



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 6, 2024, E-ISSN: 2222-6990 © 2024

Menon, G., & Sujatha, S. (2023). The mediating role of contentment experience: Influence of
job embeddedness on mattering and employee sustainable performance. International
Journal of Professional Business Review: Int. J. Prof. Bus. Rev., 8(5), 97.

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.

Muvida, S., Yuliati, U., & lrawati, S. (2023). The Influence of Organizational Culture on
Employee Performance with Organizational Commitment as Mediation Variable.
Jamanika (Jurnal Manajemen Bisnis Dan Kewirausahaan), 3, 177—-185.

Nadira, W., Mariatin, E., & Novliadi, F. (2023). The Effect of Organizational Culture and
Organizational Commitment on Organizational Citizenship Behavior of Employees in
Pegadaian Regional Office 1 Medan. International Journal of Progressive Sciences and
Technologies, 38(2), Article 2.

Perdana, A., Setiawan, P., M, H., & Rohman, A. (2023). The Influence of Organizational Culture
and Leadership on Employee Innovative Behaviour Mediated by Organizational
Commitment. International Journal of Business and Applied Social Science, 9, 18-28.

Pereira, M. H., Dietl, H. M., Lang, M., & Orlowski, J. (2023). The effects of managerial turnover
on employee performance. Current Issues in Sport Science (CISS), 8(2), 078-078.

Rahmani, S., & Prayoga, C. (2023a). Employee Retention Model with Variables of a Supportive
Work Environment Mediated By Organizational Involvement (Study at PT. Carana Bunga
Persada). Journal of Scientific Research, Education, and Technology (JSRET), 2(1), 211-
219.

Rahmani, S., & Prayoga, C. (2023b). Employee Retention Model with Variables of a Supportive
Work Environment Mediated By Organizational Involvement (Study at PT. Carana Bunga
Persada). Journal of Scientific Research, Education, and Technology (JSRET), 2(1), 211-
219.

Ramachandran, A., & Prasad, D. C. V. K. (2022). Factors associated with employee retention.
International Journal of Research in Human Resource Management, 4(2), 21-24.

Sai, V. S., & Kumari, P. A. (2023). Insights on employee turnover: A Bibliometric Analysis.
International Journal of Professional Business Review: Int. J. Prof. Bus. Rev., 8(6), 26.

Sathyanarayana, S., Pushpa, B. V., & Gargesa, S. (2022). Talent Management Practices and Its
Impact on Intention to Stay in the Organisation. Asian Journal of Economics, Business
and Accounting, 22(24), 86—104.

Self, T., Gordon, S., & Ghosh, A. (2020). Increasing Management Retention: The Mediating
Role of Organizational Embeddedness on Coworker Support and Turnover Intention.
International Journal of Hospitality & Tourism Administration, 23, 1-19.

Setrojoyo, S. M., Rony, Z. T., Sutrisno, S., Naim, S., Manap, A., & Sakti, B. P. (2023). The Effect
of Intrinsic Motivation, Organizational Culture on Employee Performance with
Organizational Commitment as an Intervening Variable. International Journal of
Professional Business Review: Int. J. Prof. Bus. Rev., 8(7), 52.

Sharma, G., & Syal, D. S. (2022). A Conceptual Analysis Of Employee Turnover Intention: The
Causes Of Turnover Intention In The Faculties In Higher Educational Institutions.
International Journal of Research in Finance and Management, 5(2).

Silpa, N., Rao, V. M., Subbarao, M. V., Kurada, R. R., Reddy, S. S., & Uppalapati, P. J. (2023a).
An Enriched Employee Retention Analysis System with a Combination Strategy of
Feature Selection and Machine Learning Techniques. 2023 7th International Conference
on Intelligent Computing and Control Systems (ICICCS), 142—-149.

1373



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 6, 2024, E-ISSN: 2222-6990 © 2024

Silpa, N., Rao, V. M., Subbarao, M. V., Kurada, R. R., Reddy, S. S., & Uppalapati, P. J. (2023b).
An Enriched Employee Retention Analysis System with a Combination Strategy of
Feature Selection and Machine Learning Techniques. 2023 7th International Conference
on Intelligent Computing and Control Systems (ICICCS), 142—-149.

Skerhakova, V., Korba, P., Harni¢arova, M., & Taha, V. A. (2022). Talent retention: Analysis of
the antecedents of talented employees’ intention to stay in the organizations. European
Journal of Interdisciplinary Studies, 14(1), 56—67.

Suherdi, S., & Ahmad, A. (2023). The Influence Of Organizational Culture, Work Discipline, And
Organizational Citizenship Behavior On Organizational Commitment. BIMA Journal
(Business, Management, & Accounting Journal), 4(1), 1-8.

Tripti, Singh, Rajput. (2022). A STUDY ON EMPLOYEE RETENTION STRATEGIES IN IT SECTOR
COMPANIES. IJSREM, 06, 05.

Vakira, E., Ndlovu, N., Ncube, C. M., Mpofu, B. D., Chirisa, S. B., Mpofu, N., Makwelo, S., Ncube,
M., & Donga, T. (2022). ANTECEDENTS, CONSEQUENCES AND MANAGERIAL RETENTION
STRATEGIES OF EMPLOYEE TURNOVER: A CASE OF ZIMBABWE STATE UNIVERSITIES.

Yang, C., Chen, Y., & Chen, A. (2021). The effect of on-the-job shocks on employees’ intention
to stay: An investigation of organizational embeddedness. Chinese Management
Studies, 15(5), 1032—-1056.

Yoon, D.-Y., Han, C. S.-H,, Lee, S.-K., Cho, J., Sung, M., & Han, S. J. (2022). The critical role of
job embeddedness: The impact of psychological empowerment and learning
orientation on organizational commitment. Frontiers in Psychology, 13, 1014186.

1374



