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Abstract 
This study examines the moderating role of job embeddedness with the relationship between five 

HR practices (human resource compensation, supervisor support, growth opportunity, human 

resource training, and employee recognition) and employee intention to quit the job. A multiple 

hierarchical moderation analysis was used to investigate the moderation effects among software 

houses employees in Pakistan. The data was collected from 217 respondents. SPSS software was 

used for data analysis. Results showed a significant relationship between HR practices (human 

resource compensation, supervisor support, growth opportunity, human resource training, and 

employee recognition) and employee intention to quit among employees working in software houses 

in Pakistan. And study results further explained that job embeddedness significantly moderates the 

relationship between HR practices and employee intention to quit the job. Recommendations and 

practical implications for HR managers and future researchers are also discussed. 
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INTRODUCTION  

Productivity is the main concern for business organizations (Farrukh, Ansari, Raza, Meng, 

& Wang, 2021; Shahzad, Ahmad, Hassan, & Rafiq, 2021). Organizations want to achieve the highest 

level of productivity with less employee turnover and want to attain high profits with optimum 

utilization of manpower (Faraz, Mughal, Ahmed, Raza, & Iqbal, 2019). Skilled employees are the 

most valuable assets for any organization. A big challenge for today’s organizations is not only its 
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customers turnover  (Iqbal, Raza, & Havidz; Raza & Iqbal, 2017; Raza, Mata, et al., 2021) but also 

employees’  turnover is adversely affecting organizational performance (Ibrar, Mi, Rafiq, & Ali, 

2019; Raza, Saeed, Iqbal, Ahmed, & Faraz, 2018). Effects of employee turnover on organizations 

remained a major area of interest for industrial psychologists and HR managers. 

March (1958) developed the first model investigating reasons behind employee turnover. 

By 1980, more than 1000 articles on employee turnover were published in research journals (Lee & 

Mowday, 1987). Since the beginning of the 21st century, the number of studies on the subject was 

more than 1500 (Barrick & Zimmerman, 2005; Rafiq, Wu, Chin, & Nasir, 2019; Rehman, G, 

Mansoor, & Rafiq, 2012; Wu, Rafiq, & Chin, 2017). Scholars from different countries are 

contributing to the body of knowledge on the employee turnover issue . The increasing interest of 

scholars and several publications show that employee turnover remains a key area of interest for 

organizational behavioral psychologists. 

Scholars consider employee turnover as an important organizational outcome that can be 

used as a standard to evaluate the employee selection process (Javed, Rafiq, Ahmed, & Khan, 2012; 

Rehman, Mansoor, Rafiq, & Rashid, 2011). Training helps employees to maintain high performance 

on the job. Lack of training can lead to high employee turnover (Rehman et al., 2011). Learning 

opportunities from senior employees in the form of mentoring and coaching affect employee’s 

decision to stay or leave the current organization (Puhakka, Nokelainen, & Pylväs, 2021). A better 

understanding of employee turnover phenomena will help managers to decrease the cost associated 

with recruitment and selection of new employees. When employees have long tenure with the 

organization, they are better able to understand business processes that lead to an increase in 

organizational productivity. Puhakka et al. (2021) wrote an article that explained changes in different 

sections of the population and better job opportunities are forcing different industries to focus on 

employee retention efforts.  

In the past focus of researchers remained on empirically testing the relationship between 

HR practices like (compensation, supervisor support, growth opportunity, and employee training) 

with employee intention to quit the job. Testing the relationship of HR practices with job 

embeddedness and employee intention to quit a job is a new field in research. My research is a 

contribution to the existing literature on job embeddedness. It is difficult to find empirical research 

that tests how HR practices bind an employee in job embeddedness and ultimately decrease 

employee intention to quit a job regarding Pakistan. This study is a contribution to HR literature 

from a developing country perspective. 

 

LITERATURE REVIEW 

Job embeddedness 

Terence R Mitchell, Brooks C Holtom, Thomas W Lee, Chris J Sablynski, and 
Miriam Erez (2001) introduced job embeddedness, considering the critical aspects of why 
people become embedded in their jobs through links, fit, and sacrifice. Links are the degree 
to which employees have connections with colleagues and supervisors and job activities. 
The degree to which people’s lives align with their jobs is called fit. And finally, monetary 
and non-monetary benefits employees would forfeit if he leaves the organization. The 
greater the extent of fit, the higher number of links and level of sacrifice, the more embedded 
an individual will be in his or her job (Faraz, Yanxia, Ahmed, Estifo, & Raza, 2018; Rafiq & 
Chin, 2019).  
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HR practices 

Compensation 

 From the HR practices point of view, compensation is a very important factor for employees 

to stay in the organization. Different studies showed a relationship between compensation and 

different types of benefits with employee turnover (Bhutta et al., 2021; Karn, Sapkota, Karna, & 

Rafiq, 2020; Zreen, Farrukh, & Kanwal, 2020). Research showed that a competitive compensation 

package increases employee loyalty to the organization. Attractive compensation offered by the 

company attracts talented and skilled workers from the market and retains key employees in the 

organization (Faraz et al., 2018; Vizano, Sutawidjaya, & Endri, 2021). Camelo and Ponczek (2021) 

employees will continue to serve in the organization until they don’t perceive that better job 

opportunities are available in the market according to their qualifications and experience. 

 Camelo and Ponczek (2021) argued employees don’t consider high salaries as an important 

element. But they have their perception of “good or fair salary”. This helps employees to decide to 

stay or leave the organization. Employees will continue the job with the organization until 

competitive salaries and benefits are paid by the company. Compensation plays an important role in 

an employee‘s financial security and increases the self-worth of the employee (Javed et al., 2012). 

Improved self-worth increases the affective commitment of the employee. Javed et al. (2012) argued 

that salary has a positive relationship with employee organizational commitment, decreases 

employee intention to quit.  

Supervisor support  

 Eisenberger, Stinglhamber, Vandenberghe, Sucharski, and Rhoades (2002) stated that the 

supervisor plays the role of agent on behalf of the organization. Their actions are actions performed 

by the company. Supervisors actively participate in performance appraisal of the employee, 

feedback on performance, career growth decisions that could be favorable or unfavorable for the 

employee. Now a day, employees have to work on complex work assignments. Employees have to 

spend more time in the office than prescribed office timing (Rafiq & Chin, 2019). This situation 

needs more interpersonal relationships with colleagues and supervisors.  

In today’s modern world employees usually work in a participative way (Raza, Farrukh, 

Iqbal, Farhan, & Wu, 2021). Innovation and creativity from the employee side are appreciated 

(Farrukh, Javed, Raza, & Lee, 2021; Jiatong et al., 2021; Li, Dai, Chin, & Rafiq, 2019). Employers 

usually evaluate each employee’s contribution to the overall achievement of organizational goals 

(Faraz et al., 2018; M Farrukh et al., 2021; Rafiq, 2019). Employees consider a creative working 

environment as an important factor for successful organizations (Muhammad Farrukh, Sarfaraz 

Javed, et al., 2021; Rafiq & Chin, 2019; Rafiq & Weiwei, 2017). Innovation in products and services 

helps organizations to become competitive in dealing with external environment challenges faced 

by organizations (Faraz et al., 2018; Farrukh, Ghazzawi, Raza, & Shahzad, 2021; Shahzad et al., 

2021). In case employees receive no recognition they may consider it their failure on the job. 

Irrespective of the hierarchy level or position in the organization, employees want recognition for 

their good performance on the job. Recognition received from supervisors plays a role in motivation 

for information technology employees. It gives a feeling to employees that the organization 

considers them a valuable asset of the organization (Langove & Isha, 2017). Scanlan, Meredith, and 
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Poulsen (2013) argued that feedback from supervisors increases the affective commitment of 

employees. Praise for good employee performance on the job and feedback increases employee 

loyalty to the organization.  

 

Supervisor support 

 Kalidass and Bahron (2015) argued that the work environment has different characteristics 

such as employee involvement in important decisions that can affect work. Feedback on employee 

job performance from the supervisor should be fair (Guo, Liao, Liao, & Zhang, 2014). This situation 

allows employees to do the job in a new way, apply new skills, and evaluate feedback regarding job 

performance. It increases the intrinsic motivation of employees and gives the sense that employees’ 

hard work is valued by the organization (Rafiq, Javed, Khan, & Ahmed, 2012; Rehman et al., 2012; 

Ren, JIN, Rafiq, Chin, & Lee, 2019). High employee motivation increases affective commitment 

and job satisfaction of the employee. As a result, employees are expected to perform the job in a 

more effective way that decreases absenteeism and employee intention to quit the job. Employees 

involved in technology-related jobs have to work on developing new solutions that require 

continuous feedback, support, and appreciation from a supervisor. Employees feel high self-worth, 

without feeling any obligation at their end to continue working with the organization.  

Tan (2008) conducted a study on knowledge workers in Malaysia, results showed perceived 

organization support fully mediates the relationship between supervisor support and employee 

intention to quit the job. Kalidass and Bahron (2015) supervisor support and employee intention to 

quit a job were negatively associated and job embeddedness partially mediated the relationship 

between supervisor support and employee intention to quit the job.  

Growth opportunity  

Promotion is an appreciation of employee performance on the job that results in increased 

salary, status, added responsibilities. Employees observe promotion as the attainment of high 

performance and source of advancement in their career (Jones, 2012). Promotion shows recognition 

of employee efforts that increases tasks within the job and networking with professional colleagues. 

Internal promotion creates a link between employee careers and the development of the organization. 

Recognition of employee performance from the organization increases motivation that will extend 

employee support to achieving long-term organizational goals. 

Javed et al. (2012) trends among technology professionals showed promotion that leads to 

the managerial role is not their goal. Whether promotion opportunities are available or not, the 

opportunity to work on challenging projects will be a priority for technical employees. Employees 

choosing project responsibilities as a career due to high salaries. Job requirements have forced them 

to specialize in a narrow field. This situation may create a challenge regarding technical 

obsolescence for technical employees. Jones (2012) argued when an employee feels that their career 

orientation matched with job requirements leads to high job satisfaction, increased commitment to 

the organization, and decreased intention to quit. Rafiq (2019) argued career growth opportunity 

was the most important factor for employees to stay in the organization. Then, opportunities to learn 

new skills and supervisor support play a vital role in employee retention. Growth opportunities are 

negatively associated with employee intention to quit the job (Rehman et al., 2011). Growth 

opportunities are an important part of HR practices that helps in retaining employees and decrease 

employee turnover. Ming and Tan (2008) conducted a study on knowledge workers in Malaysia, 

results showed perceived organization support fully mediates the relationship between internal 
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promotion opportunities and employee intention to quit. Career growth opportunities and intention 

to quit employees were negatively associated and job embeddedness fully mediates the relationship 

between variables. Rafiq and Chin (2019) employee turnover intention decreases in case of 

employee perceive high career growth opportunities exist in the organization. 

Human resource training  

Training is a scientific approach to enhance knowledge and improve the skills of employees 

to increase organizational efficiency (Javed et al., 2012). Training is an important component of HR 

practices.  Employee training is a key issue that affects performance on the job (Rehman et al., 

2011). 

The main objective of the training is to improve the knowledge and skill of the employee. 

This theory is widely accepted irrespective of differences in culture from country to country 

(Rehman et al., 2011). Training is a widely discussed issue in industrial psychology (Rehman et al., 

2011). Few studies are available that show relationship between employee perception and 

consequences of training at work (Ji-Young & Huang, 2021). When employees feel necessary 

training regarding their work assignment is not given to them. They might think to change their job. 

Most studies have proved the positive relationship between training and employee turnover (Javed 

et al., 2012; Ji-Young & Huang, 2021). Some authors argued the negative relationship between the 

above variables (Javed et al., 2012) and few found that there is no relationship between training and 

employee intention to quit. Irrespective of different opinions on training, HR professionals believe 

employee training can affect company efforts to achieve goals.  

Training and Employee Investment 

Training is an investment for an employee that will benefit him in future times. Ji-
Young and Huang (2021) pointed out. Training will enhance employee investment that 
will increase employee commitment to the organization. How training will attain 
objectives of employee investment and employee commitment. Becker (1993) identified 
two types of training, the first is general training and the second is specific training. 
General training will not only enhance employee skills for current job. But this new skill 
can be used in any other firm working in the industry. General training may be in form of 
an apprenticeship in the factory. Another example may be the training of new computer 
software that will help the employee in current job and future jobs. Reimbursement of 
degree fees by the company is a form of general training. Skills acquired while studying a 
course or degree will be useful for many employers in the market (Rehman et al., 2011). 

Training and development of employees could be a strategy to reduce employee 
turnover in the organization. Social exchange theory (Cropanzano & Mitchell, 2005) 
explains when employees are given training, and then they will be hesitant to leave the 
organization. They will appreciate the organization's decision to invest money to enhance 
their skills (Javed et al., 2012). Training opportunities realize to employees that they are a 
valuable asset for the organization and the company is taking care of them through skill 
development.   

Employee recognition  

An increase in productivity can be achieved through re-engineering different business 

processes. Researchers have studied the effects of motivation in terms of increased performance on 
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the job (Bhatnagar, 2014). These studies showed that recognition of employee performance is an 

important part of the motivation. Rafiq et al. (2012) further identified intrinsic & extrinsic factors of 

motivation that enhances the motivation of employee on the job. Different studies support this 

argument that motivation is a key element for an overall increase in the performance of the 

organization (Rehman et al., 2011). Scope of motivation is not only limited to increase performance 

on the job. But to deal with new challenges for management such as employee turnover, the mental 

health of employees at the workplace, recognition of employee work (Rehman et al., 2011). 

Recognition plays important role in the personal grooming of employees and creates a strong link 

with the organization. 

A positive relationship exists between the employee cognitive process of leaving the 

organization and leaving the organization (Rehman et al., 2012). Employees who decide to leave the 

organization have to face losses like financial benefits, seniority, and other benefits linked with job 

positions (Mobley, Griffeth, Hand, & Meglino, 1979). Financial and social losses suffered by 

employees relate to the sacrifice concept presented in the job embeddedness construct. Managers 

recognize employee turnover as a big challenge. Because, there is a cost linked to the departed 

employee in terms of recruitment of new employee (Terence R. Mitchell, Brooks C. Holtom, 

Thomas W. Lee, Chris J. Sablynski, & Miriam Erez, 2001). Researchers have focused their attention 

on employee turnover. The main reason is employee motivational level that explains inside reasons 

behind employee voluntary turnover behavior (Terence R. Mitchell et al., 2001).  Traditional 

dimensions related to employee turnover include a commitment to the organization and work 

fatigue. Thus, on the bases of whole arguments we hypotheses following: 

H1: Job Embeddedness significantly moderates the relationship between 
Compensation and Employee Intention to Quit. 

H2: Job Embeddedness significantly moderates the relationship between 
Supervisor Support and Employee Intention to Quit.  

H3: Job Embeddedness significantly moderates the relationship between 
Growth Opportunity and Employee Intention to Quit.  

H4: Job Embeddedness significantly moderates the relationship between 
Training and Employee Intention to Quit.  

H5: Job Embeddedness significantly moderates the relationship between 
Employee Recognition and Employee Intention to Quit.  

 

METHODOLOGY 

Sample 

Data was collected from the target population of employees working in software houses 

located in Islamabad and Rawalpindi. Respondents were requested to fill the questionnaire. Data 

was collected through a questionnaire used for statistical analysis to conclude.  

Questionnaires were distributed through managerial level employees working in software 

houses to collect data regarding the research study. The main reason behind this was a better 

understanding of managerial level employees regarding different aspects of HR practices, job 

embeddedness, and employee turnover issues. That was the main theme of my research. 

A convenient sampling technique was used to collect data because the population of 

software houses was very large. It was impossible to include all software houses in the survey. 

Another reason was the unwillingness of many software houses to participate in the survey. Because 

they were unwilling to share their confidential information regarding HR practices. Different 
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software houses were visited and finally, five software houses that showed their willingness to 

participate in the survey were selected for data collection purposes. The representative sample 

consists of 217 employees working in Software Houses. 350 questionnaires were handed over to 

managers working in software houses. 217 questionnaires complete in all aspects were included in 

the study. Rest of the questionnaires was incomplete and therefore rejected for data analysis purpose. 

Respondents consist of managers and employees involved in software development in software 

houses. The response rate reported was 62%, which covers a reasonable sample of a representative 

population. Respondents filled questionnaires anonymously and confidentiality of questionnaire 

information was ensured.  

 

MEASURES 

Human resource compensation 

Heneman I, G, and Schwab (1985) developed a questionnaire to determine the pay 

satisfaction of employees.  Five different aspects of pay satisfaction were included in the 

questionnaire such as level of salary; benefits received from the organization, salary determination 

criteria of the organization. Cronbach alpha reported for the instrument was 0.85.  

Human resource training 

 Rogg, Schmidt, Shull, and Schmitt (2001) developed a questionnaire to measure training 

needs. The main theme of the questionnaire was to determine employee fear regarding technical 

obsolescence. This situation needs continuous training to train employees with the latest technology. 

Different questions were included to measure employee training requirements and training 

adequacy. Cronbach alpha reported for the instrument was 0.77. 

Supervisor support 

 Ramus and Steger (2000) identified supervisory support behavior that helps employee 

creativity. Different factors that focus on supervisory support behavior that leads to employee 

creativity were included in the questionnaire. Questions regarding employee recognition were 

included in the supervisor support scale. Cronbach alpha reported for the instrument was 0.71. 

Employee recognition 

Employee recognition was measured using an instrument that has 4 items adopted from (De 

Beer, 1987). Different items included in the instrument measure constructive criticism from 

supervisors regarding employee performance on the job. Supervisor appreciation and credit to an 

employee for completing assigned tasks. The employee also receives feedback from the supervisor 

regarding his or her progress on the job. Cronbach alpha of instrument was 0.60. 

Growth opportunities 

Growth opportunities were measured using an instrument that has 3 items adopted from (De 

Beer, 1987). Items of the instrument include employee expectations of promotion within two years, 

fairness of promotion procedure, and employee chances of being promoted. Cronbach alpha of 

instrument was 0.82. 

Job embeddedness 

Job embeddedness scale adopted from Terence R Mitchell et al. (2001). It has three main 
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dimensions related to the organization (Links, Fit, and Sacrifice). The reliability of the scale was 

0.87. 

Employee intention to quit the job 

Employee intention to quit the job was measured using an instrument that has 3 items 

adopted from (Mobley et al., 1979). Items of the instrument measures employee cognition to leave 

the current organization. It also includes employee efforts to switch over to other organizations. 

Cronbach alpha of instrument was 0.88. 

 

RESULTS 

Descriptive statistics 

Table 1 shows a correlation between a dependent variable and independent variables. 

Correlational analysis shows a significant relationship exists between “Intention to Quit” (dependent 

variable) and Compensation, Supervisor Support, Growth Opportunity, Training, Recognition 

(Independent Variables). There is a negative and significant (P < 0.01) relationship between 

employee intention to quit and compensation (-.56). Employee’s intention to quit from the current 

organization decreases when better compensation is provided by the organization. There is a 

negative and significant (P < 0.01) relationship between employee intention to quit and supervisor 

support (-.37). This negative value shows when an employee receives supervisor support then the 

employee intention to quit decreases. The third variable from HR practices revealed a negative and 

significant (P < 0.01) relationship between employee intention to quit and growth opportunity (-.65). 

When employees perceive growth opportunities exist in the organization then employees don’t leave 

the current organization. There is a negative and significant (P < 0.01) relationship between 

employee intention to quit and training (-.36). Training opportunities provided by the organizations 

decrease employee intention to quit. There is a negative and significant (P < 0.01) relationship 

between employee intention to quit and recognition (-.43). Recognition in any form, from the 

organization or supervisor decreases employee intention to leave the organization. 

 
Table 1. Correlation analysis 

Variables 1 2 3 4 5 7 8 

1. Compensation 1       

2. Supervisor Support .678** 1      

3. Growth Opportunity .683** .517** 1     

4. Training .637** .933** .451** 1    

5. Recognition .495** .364** .479** .357** 1   

6. Job Embeddedness .748** .553** .721** .517** .421** 1  

7. Intention to quit -.569** -.377** -.654** -.366** -.433** -.627** 1 

**  Correlation is significant at the 0.01 level (2-tailed). 

 

Hierarchical moderated regression analysis 

The moderation effect between the dependent and independent variables can be checked 

through moderation regression analysis. Before examining the moderation effect, a multiplicative 

term was formed by multiplying the independent variable and moderating variable. Both the 

independent variable and multiplicative term were mean centralized to neutralize the 
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multicollinearity effect. The moderation analysis was done in two steps. First, the independent 

variable and moderating variable were entered in the regression equation. Second, the multiplicative 

term was entered in the regression equation. The significant unstandardized regression coefficient 

of the multiplicative term confirmed the moderation effect between the independent and dependent 

variables. 
 

Table 2. Moderating effect of Job Embeddedness between Compensation and Intention to Quit Job 

Predictor                   ß Compensation 

Step 1 

Intercept                           6.82 *** 

Compensation                          -0.22 *** 

Job Embeddedness                          -0.45 * 

R2                           0.41 ** 

Step 2 

Compensation X Job Embeddedness                          -0.32 ** 

ΔR2                           0.05 *** 

Model R2                           0.46 *** 

Adjusted R2                           0.41 

Notes: *p< 0.05; ** p< 0.01; *** p< 0.001 
 

Regression analysis was performed in two steps. Dependent variable ‘Intention to Quit’, 

independent variable ‘Compensation’, and moderator variable ‘Job Embeddedness’ were entered in 

the regression equation. The result shows a negative relationship between the dependent variable, 

independent variable, and moderator. ‘Intention to quit’ has a negative relationship with 

compensation (-0.22) and job embeddedness (-0.45). R2 shows 41% variation explained by 

independent variable ‘Compensation’ and moderator variable ‘Job Embeddedness’. In the second 

step, the moderation term (Compensation X Job Embeddedness) was entered in regression analysis. 

Results showed a negative beta coefficient (-0.32) for moderation. The value of R2 increased from 

0.41 to 0.46 with a change in R2 (ΔR2) of 0.05. The value of the beta coefficient for the interaction 

term (-0.32) is significant (p<0.001) which reveals a significant moderating effect of ‘Job 

Embeddedness’ in the relationship between ‘Compensation’ and ‘Employee Intention to Quit. 

Regression analysis explains adjusted R2 is 0.41 which shows a 41% change in the dependent 

variable (employee intention to quit job) explained by the independent variable (Compensation). 

The hypothesis H1 is therefore accepted. 

Table 3. Moderating effect of Job Embeddedness between Supervisor Support and Intention to Quit 

Predictor      ß Supervisor Support 

Step 1 

Intercept 7.13 *** 

Supervisor Support -0.04 *** 

Job Embeddedness -0.60* 

R2 0.39 ** 
 

Step 2  

Supervisor Support X Job Embeddedness -0.20 ** 

ΔR2 0.07 *** 
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Model R2 

Adjusted R2 

0.46 *** 

0.389 

Notes: *p< 0.05; ** p< 0.01; *** p< 0.001 

Regression analysis was performed in two steps. Dependent variable ‘Intention to Quit’, 

independent variable ‘Supervisor Support’, and moderator variable ‘Job Embeddedness’ was 

entered in the regression equation. The result shows a negative relationship between the dependent 

variable, independent variable, and moderator. ‘Intention to quit’ has a negative relationship with 

Supervisor Support (-0.04) and job embeddedness (-0.60). R2 shows 39% variation explained by 

independent variable ‘Supervisor Support’ and moderator variable ‘Job Embeddedness’. In the 

second step, the moderation term (Supervisor Support X Job Embeddedness) was entered in 

regression analysis. Results showed a negative beta coefficient (-0.20) for moderation. The value of 

R2 increased from 0.39 to 0.46 with a change in R2 (ΔR2) of 0.07. The value of the beta coefficient 

for the interaction term (-0.20) is significant (p<0.001) which reveals a significant moderating effect 

of ‘Job Embeddedness’ in the relationship between ‘Supervisor Support’ and ‘Employee Intention 

to Quit. Regression analysis explains adjusted R2 is 0.389 which shows a 38.9% change independent 

variable (Employee intention to quit job) explained by the independent variable (Supervisor 

Support). The hypothesis H2 is therefore accepted. 

Table 4. Moderating effect of Job Embeddedness between Growth Opportunity and Intention to Quit 

Predictor      ß Growth Opportunity 

Step 1  

Intercept 6.56 *** 

Growth Opportunity -0.42 *** 

Job Embeddedness                             -0.32 * 

R2                              0.47 ** 

 

Step 2  

Growth Opportunity X Job Embeddedness -0.26 ** 

ΔR2 0.04 *** 

Model R2 

Adjusted R2                                                                          

0.51 *** 

                            0.474 

Notes: *p< 0.05; ** p< 0.01; *** p< 0.001 

Regression analysis was performed in two steps. Dependent variable ‘Intention to Quit’, 

independent variable ‘Growth Opportunity’, and moderator variable ‘Job Embeddedness’ was 

entered in the regression equation. The result shows a negative relationship between the dependent 

variable, independent variable, and moderator. ‘Intention to quit’ has a negative relationship with 

Growth Opportunity (-0.42) and job embeddedness (-0.32). R2 shows 47% variation explained by 

independent variable ‘Growth Opportunity’ and moderator variable ‘Job Embeddedness’. In the 

second step, the moderation term (Growth Opportunity X Job Embeddedness) was entered in 

regression analysis. Results showed a negative beta coefficient (-0.26) for moderation. The value of 

R2 increased from 0.47 to 0.51 with a change in R2 (ΔR2) of 0.04. The value of the beta coefficient 

for the interaction term (-0.26) is significant (p<0.001) which reveals a significant moderating effect 

of ‘Job Embeddedness’ in the relationship between ‘Growth Opportunity’ and ‘Employee Intention 

to Quit. Regression analysis explains adjusted R2 is 0.474 that shows 47.40% change independent 

variable (Employee intention to quit job) explained by the independent variable (Growth 

Opportunity). The hypothesis H3 is therefore accepted. 

Regression analysis was performed in two steps. Dependent variable ‘Intention to Quit’, 

independent variable ‘Human Resource Training’, and moderator variable ‘Job Embeddedness’ was 
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entered in the regression equation. The result shows a negative relationship between the dependent 

variable, independent variable, and moderator. ‘Intention to quit’ has a negative relationship with 

Human Resource Training (-0.05) and job embeddedness (-0.59). R2 shows 39% variation explained 

by independent variable ‘Human Resource Training’ and moderator variable ‘Job Embeddedness’. 

In the second step, the moderation term (Human Resource Training X Job Embeddedness) was 

entered in regression analysis. Results showed a negative beta coefficient (-0.09) for moderation. 

The value of R2 increased from 0.39 to 0.46 with a change in R2 (ΔR2) of 0.07. The value of the beta 

coefficient for the interaction term (-0.09) is significant (p<0.001) which reveals a significant 

moderating effect of ‘Job Embeddedness’ in the relationship between ‘Human Resource Training’ 

and ‘Employee Intention to Quit. Regression analysis explains adjusted R2 is 0.390 which shows a 

39.0% change in the dependent variable (employee intention to quit job) explained by the 

independent variable (Human Resource Training). The hypothesis H4 is therefore accepted. 
 

Table 5. Moderating effect of Job Embeddedness between HR Training and Intention to Quit 

Predictor      ß Human Resource Training 

Step 1  

Intercept                           7.11 *** 

Human Resource Training                          -0.05 *** 

Job Embeddedness                          -0.59 * 

R2                           0.39 ** 

 

Step 2  

Human Resource Training X   Job Embeddedness                           -0.09 ** 

ΔR2                            0.07 *** 

Model R2 

Adjusted R2 

                           0.46*** 

                           0.390 

Notes: *p< 0.05; ** p< 0.01; *** p< 0.001 
 

Table 6. Moderating effect of Job Embeddedness between Employee Recognition and Intention to 

Quit 

Predictor      ß Employee Recognition 

Step 1  

Intercept 7.82*** 

Employee Recognition -0.20 *** 

Job Embeddedness -0.54 * 

R2 0.42** 

 

Step 2  

Employee Recognition X    Job Embeddedness -0.23 ** 

ΔR2 0.08 *** 

Model R2 

Adjusted R2 

0.50 *** 

0.423 

Notes: *p< 0.05; ** p< 0.01; *** p< 0.001 

Regression analysis was performed in two steps. Dependent variable ‘Intention to Quit’, 

independent variable ‘Employee Recognition, and moderator variable ‘Job Embeddedness’ was 

entered in the regression equation. The result shows a negative relationship between the dependent 

variable, independent variable, and moderator. ‘Intention to quit’ has a negative relationship with 

Employee Recognition (-0.20) and job embeddedness (-0.54). R2 shows 42% variation explained by 

independent variable ‘Employee Recognition’ and moderator variable ‘Job Embeddedness’. In the 
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second step, the moderation term (Employee Recognition X Job Embeddedness) was entered in 

regression analysis. Results showed a negative beta coefficient (-0.23) for moderation. The value of 

R2 increased from 0.42 to 0.50 with a change in R2 (ΔR2) of 0.08. The value of the beta coefficient 

for the interaction term (-0.23) is significant (p<0.001) which reveals a significant moderating effect 

of ‘Job Embeddedness’ in the relationship between ‘Employee Recognition’ and ‘Employee 

Intention to Quit. Regression analysis explains adjusted R2 is 0.423 which shows a 42.3% change 

independent variable (Employee intention to quit job) explained by the independent variable 

(Employee Recognition). The hypothesis H5 is therefore accepted. 

 

DISCUSSION 

The current study examines five HR practices (Compensation, Supervisor Support, 

Training, Growth Opportunity, and Employee Recognition) and their relationship with employee 

intention to quit. Job embeddedness was used as a moderator between five HR practices and 

employee intention to quit the job. Javed et al. (2012) argued that less attention is paid to this point 

that HR practices determine employee decision to change jobs. This study helps to examine this 

process. An overall negative relationship exists between HR practices and employee job turnover 

decision and job embeddedness moderates the relationship.  

Compensation is an integral part of HR practices is partially moderated with job 

embeddedness when the relationship with employee intention to quit the job was checked. 

Employees will continue to serve in the organization until they don’t perceive that better job 

opportunities are available in the market according to their qualifications and experience. Employees 

always sacrifice tangible benefits such as salary and facilities, examples include medical, 

accommodation, subsidized meals, and pick and drop facility while deciding to change jobs. 

Compensation has a high degree of correlation with the job embeddedness element of sacrifice. 

Compensation paid to employees directly or indirectly serves the same purpose that is to increase 

motivation job, and increase binding with the organization (Rafiq & Chin, 2019). Research has 

shown that employee satisfaction with pay decreases employee intention to quit the job 

In my study job embeddedness moderates the relationship between supervisor support and 

employee intention to quit the job. Guo et al. (2014) argued that feedback on employee’s work helps 

build a positive image of the organization among employees. It also helps in decreasing employee 

intention to quit the job. This phenomenon exists because the supervisor creates a relationship of 

trust with employees working under his supervision. The supervisor assists appreciate and give 

feedback to employees regarding their job assignments that are necessary for the completion of the 

task. This situation helps employees to adjust to the environment of the organization and helps build 

good working relationships with supervisors and colleagues. 

Results of the present study show that growth opportunity has a negative relationship with 

employee turnover intention and job embeddedness moderates this relationship. Promotion is an 

appreciation of employee performance on the job that results in increased salary, status, added 

responsibilities. Employees observe promotion as the attainment of high performance and source of 

advancement in their career (Rafiq, 2019). Promotion opportunities in the organization will be a 

source of motivation for an employee that will increase performance according to the expectation of 

the supervisor (Downey, van der Werff, Thomas, & Plaut, 2015). Promotion is a source of 

appreciation for the employee. It shows recognition from the organization, commitment to the 

development of career, and continuous learning. Rafiq (2019), stated that young employees who 

were well educated consider promotion as a source to reach top-level management or achieve a 

suitable post of middle-level management. In case an employee decides to change the organization 

then he or she has to sacrifice future growth opportunities that an organization offers to his 
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employees.  

In this study training decreases employee intention to quit the job. Training helps in 

decreasing employee turnover rate and retains employees (Ji-Young & Huang, 2021). Many authors 

argued the negative relationship between training and employee intention to quit (Ji-Young & 

Huang, 2021). The present study concludes that training helps in retaining employees. The 

moderation effect of job embeddedness is also supported. Social exchange theory (Rafiq et al., 2019) 

explains when employees are given training; they will be hesitant to leave the organization. They 

will appreciate the organization's decision to invest money in employees to enhance their skills. 

Training opportunities realize to employees that they are a valuable asset for the organization and 

the company is taking care of them through development.   

The main theme behind recognition is to tribute employee efforts. Employee recognition 

may be in form of praise for hard work done, cash and non-cash awards, and opportunities to enhance 

skills through training. The focus of employee recognition remains on feeling that the organization 

feels proud of their employee’s achievements. When the manager simply says “thanks” to the 

employee. It increases the job satisfaction of employees. The present study concludes that employee 

recognition helps in reducing employee turnover intention. The moderation effect of job 

embeddedness is also supported.   

Managers should use different HR practices that should enhance on-the-job links, 

opportunities to fit with the organizational environment, and sacrifices in form of tangible and 

intangible benefits such as salary, company-provided facilities, possible growth opportunities, and 

loss of links with supervisors and employees working in the organization. 

 

CONCLUSION AND RECOMMENDATIONS 

Employee turnover is a major challenge for the IT industry and software houses. The present 

study makes the following contributions. The study supports that HR practices have a positive 

relationship with employee intention to quit job and job embeddedness increases employee binding 

with the organization. Job embeddedness makes employee fit with the culture of the organization, 

link with colleagues and supervisor and sacrifice in term of financial and non-financial benefits 

employee receives from the organization. The job embeddedness construct was originated from the 

USA, even though cultural differences exist between American and Pakistani culture, job 

embeddedness binds an employee with the organization. The result of the study recommends that 

HR managers working in Software Houses should pay attention to the fact that the majority of 

employees fall in the age bracket of (20-30) years. At the beginning of an employee career, usually, 

the employer pays a low salary to young employees due to less experience and few promotional 

opportunities given to them. This situation motivates young employees working in the IT industry 

to look for any other suitable organization that offers high salaries and career growth opportunities.  
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