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Abstract

This study explores the factors influencing the Turnover Intention of medical personnel in
public hospitals and seeks effective strategies to reduce talent loss in public hospitals in
Guangzhou. It adopts theoretical perspectives such as Leader-Member Exchange (LMX), Job
Satisfaction (JS), and Job Embeddedness (JE) to delve into how these factors affect the
Turnover Intention (TI) of medical personnel. Additionally, it considers two moderating
variables, Career Shocks (CS) and Perceived opportunities (PO), to analyze how they influence
the strength of the relationships among Leader-Member Exchange (LMX), Job Embeddedness
(JE), Job Satisfaction (JS), and Turnover Intention (TI).

The study results indicate that higher quality LMX is associated with lower T1 among
employees; stronger JE is correlated with lower T1, and employees with higher JS tend to have
relatively lower TI. Furthermore, the study finds that JS fully mediates the relationship between
LMX and Tl and plays a partially mediating role between JE and TI. PO can moderate LMX,
JE, and TI relationships. It was also found that Positive Career Shocks (PCS) and negative
Career Shocks (NCS) can moderate LMX, JE, JS, and TI relationships.

This research broadens the theoretical understanding of Tl among medical personnel in
public hospitals and provides empirical evidence for hospital managers on how to reduce talent
loss thus offering valuable insights for future research. These findings may help hospital
managers further expand and deepen their understanding of medical staff TI, effectively
stabilize the talent pool, and provide methods and strategic recommendations for the continued

development of hospitals and the enhancement of service quality.

Keywords: Leader-Member Exchange; Job Embeddedness; Job Satisfaction; Turnover
Intention
JEL: M54; M12
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Resumo

Este estudo tem como objetivo investigar os fatores que influenciam a intenG@ de sala
dos profissionais de sattle dos hospitais pUblicos e procurar estratégias eficazes para reduzir a
perda de talentos. Utilizando as perspetivas te&icas da troca social | @er/membro (LMX —
Leader Member Exchange), satisfag® no trabalho e integragd do trabalho (Job
Embeddedness), o estudo foca-se nos hospitais ptblicos de Guangzhou, China, e explora a
forma como esses fatores afetam a intenG de sa Ha destes profissionais. Alén disso, considera
vari&veis moderadoras como 0s choques na carreira e a perceG de oportunidades, para analisar
a sua influécia na relagd entre as trocas sociais | @er/membro, integragd® do trabalho,
satisfag@ no trabalho e intenG de sa ma.

Os resultados do estudo mostram que quanto melhor €a qualidade da troca | ©ier/membro,
menor €a intenGa de sa Ma; quanto mais forte for a integracd do trabalho, menor éa intenGo
de sa mla dos trabalhadores; e tambén que trabalhadores com elevada satisfag no trabalho tén
uma intenG de saa relativamente baixa. O estudo evidencia ainda que a satisfagi® no
trabalho apresenta uma mediagd® completa entre a troca social | der/membro e a intenGo de
sama, e uma mediag@ parcial entre a integragg no trabalho e a intenG® de sa@a. Por outro
lado, a perceG® de oportunidades pode moderar a relag® entre a troca | der/membro, a
integrac® do trabalho e a intenG@ de sa a. Choques positivos e negativos na carreira podem
moderar a relag@ entre a troca | ler/membro, a integrac® do trabalho, a satisfag e a intenGo
de sama.

Este estudo n& sO amplia teoricamente a compreens@ da intenGd de samla dos
profissionais de satde dos hospitais ptblicos, como tambén fornece evidécias emp Ficas para
0s gestores hospitalares sobre como reduzir a perda de talentos e oferece referécias valiosas
para futuras pesquisas. Os resultados podem ajudar os gestores hospitalares a expandir e
aprofundar a compreensép da intenG de sa Hla dos profissionais de salde, estabilizar a equipa
de forma mais eficaz e fornecer mé&odos e estratégias para o desenvolvimento contmuo € a

melhoria da qualidade dos servigs nos hospitais.

Palavras-chave: Troca social L fier/Membro; Integracgg do Trabalho; Satisfagg no Trabalho;
IntenG de Rotatividade
JEL: M54; M12
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Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

Chapter 1: Introduction

1.1 Research background

For a century, employee turnover - the voluntary termination of employee employment
relationships (Hom & Griffeth, 1995) - has received extensive attention from scholars and
practitioners and remains a research hotspot in many fields (Diemer, 1917; Hom & Griffeth,
1995). Employees constitute the cornerstone of organizational production and construction and
drive organizational reform, innovation, and development. A stable workforce can not only
improve an organization's operational efficiency but also promote its sustainable development.
Therefore, any organization must prioritize and strengthen its management of employees.
Although many organizations strive to enhance their management capabilities and optimize
operational strategies, some still need to overcome the challenge of frequent employee turnover
due to the lack of these critical Eleme imperfections in their employment systems. This high
turnover not only undermines the stability of the workforce but also poses a severe threat to the
long-term and steady development of the organization. Employee turnover not only incurs
explicit costs to the organization, such as direct expenses related to recruitment, training, and
benefits, but also results in implicit costs, including indirect impacts like lost productivity,
reduced team morale, disrupted customer relationships, and lost tacit knowledge (Allen et al.,
2014). These costs can significantly impact an organization's financial health and operational
efficiency. Therefore, conducting in-depth research on employee turnover to uncover its root

causes holds crucial practical significance for organizations.
1.1.1 Research on the turnover of healthcare professionals

The issue of healthcare professional turnover is a significant topic that involves the
sustainability of the healthcare system, patient safety, and medical staff turnover. It is a
significant topic of the sustainability of the healthcare system, patient safety, and the quality of
medical services. For example, in 2022, the YIMI Research column of the "Medical Circle"
website conducted an online survey on the human resources situation in Chinese hospitals. The
results showed that 34% of doctors intended to resign shortly. Half of these doctors with

resignation intentions chose private hospitals, foreign-funded hospitals, technology companies,
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or self-employment as their career direction after the resignation (YIMI Research, 2022). The
loss of outstanding medical talent can severely hinder the development of medical institutions.

The turnover of healthcare professionals can impose numerous impacts on medical
institutions. It can lead to insufficient human resources, affect the continuity and quality of
medical services, and potentially bring medical safety risks to patients. Newly recruited staff
may require time to adapt to the work environment and pose potential safety risks to patient
safety and medical quality. Newly hired staff may require time to adapt to the work environment,
during which patients may face potential risks. Additionally, it can increase recruitment and
training costs and reduce the revenue of medical institutions.

The reasons for medical staff turnover are also diverse, including poor working
environment, unfair salary and benefits, limited career development opportunities, and
excessive work pressure. Researching the issue of medical staff turnover can improve the
sustainability of medical services, enhance patient care levels, and provide valuable information
for developing more effective human resource management strategies and policies. Healthcare
institutions can implement targeted measures to improve medical staff satisfaction and retention
rates, thereby reducing personnel turnover. For instance, the potential solutions are optimizing
the work environment, adjusting salary structures, providing career development opportunities,
and reducing work pressure. Implementing these measures can lower the turnover rate and boost
employee morale and loyalty.

Understanding the reasons behind the turnover rate is essential for devising strategies to
reduce costs and improve the efficiency of healthcare institutions. Examining medical staff's
experiences and job satisfaction within the work environment, including their perceptions of
leadership, colleagues, workload, and job support, can aid in comprehending the factors
contributing to the turnover rate. Policies and management practices may vary across regions,
countries, or healthcare institutions, potentially influencing the retention of medical staff.
Studying these policies and practices and understanding their impact on medical staff retention
can facilitate the development of more effective management strategies and policy
recommendations.

In addition, research on turnover issues can assist organizations in more accurately
estimating the cost of turnover and developing corresponding resource management strategies
to control costs. Organizations can select the most beneficial approach to implement by
comparing the cost-effectiveness of different strategies. A stable workforce is crucial for

maintaining the efficient operation of an organization. High turnover rates can lead to team
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instability, poor communication, and disrupted processes, negatively impacting the
organization's effectiveness and competitiveness.

Turnover is often closely related to organizational culture and the work environment. By
studying the feedback and behavior patterns of departing employees, organizations can identify
potential cultural and environmental issues within themselves and take appropriate measures
for improvement. For instance, potential solutions include adjusting the organizational culture,
enhancing the work atmosphere, and strengthening internal communication. Implementing
these improvements can create a more positive and healthy work environment, increasing
employee satisfaction and loyalty.

For governments and social organizations, turnover research can provide data support and
scientific evidence for formulating labor, employment, and social welfare policies. This creates
a more equitable and effective labor market environment, promoting social stability and
development. Simultaneously, turnover research facilitates academic research and theoretical
advancements in related fields, providing additional guidance and reference for practical
applications.

On an individual level, turnover also brings a range of consequences for employees.
Leaving an organization often entails emotional stress (Klotz & Bolino, 2016) and may lead to
financial difficulties and other unfavorable outcomes. Individuals who depart may lose contact
with former colleagues (Boswell et al., 2005) and forfeit employment benefits such as health
insurance (Vardaman et al., 2008). These consequences can significantly impact an employee's
personal life and career development.

Given the importance and complexity of turnover issues, academic research in this area has
spanned over a century and remains a focal point of study. Continuous in-depth research efforts
have been made, with many scholars focusing on employee turnover intention as a predictor of
actual turnover behavior. By examining the factors influencing turnover intention, management
measures can be refined to mitigate the potential losses caused by employee turnover for both
organizations and individuals (Akgunduz & Eryilmaz, 2018; Choi et al., 2011; Kraut, 1975,
1975; Weng & Xi, 2010). These studies advance theoretical development and innovation and

provide valuable guidance and insights for practical applications.
1.1.2 The scarcity of medical and health resources is a problem the world faces

The scarcity of healthcare resources is a global challenge, not limited to any specific region or
country. With the continuous growth of the global population, the intensification of aging trends,

the increasing prevalence of chronic diseases, and the increasingly complex public health safety
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situation, the demand for healthcare resources is also constantly increasing. However,
healthcare resources worldwide exhibit significant regional disparities and uneven distribution,
leaving many countries facing varying degrees of scarcity. As early as 2016, the World Health
Organization predicted a global shortage of 18 million health workers by 2030. This projection
reflects a severe deficiency in healthcare human resources on a global scale. The scarcity of
healthcare resources manifests not only in human resources but also in medical equipment,
medications, hospital beds, and other aspects. The inadequacy of these resources directly
impacts the provision and quality of healthcare services, leaving many individuals unable to
receive timely and effective treatment when needed.

The African region faces particularly scarce healthcare resources globally. Despite
accounting for a quarter of the global disease burden, Africa has only 3% of the world's health
workers, highlighting the severe challenges in healthcare provision. This extreme imbalance in
healthcare resources has led to significant lags in healthcare services in Africa, unable to meet
the basic medical needs of the local population. Many African countries need help providing
essential health services due to persistent shortages of health workers.

As the world's most populous country, China also faces challenges related to the scarcity
of healthcare resources. Although China has made significant progress in its healthcare system
over the past few decades, pressing issues still need to be addressed. The most prominent among
these is the need for a more robust and uneven distribution of healthcare resources.

According to the statistical data from the seventh national census in 2021, China's
population has reached 1.41 billion, accounting for approximately 18.1% of the global
population. The proportion of the population aged 0~14 is approximately 17.95%, while those
aged 15~59 make up about 63.35%. The proportion of those aged 60 years and above has
reached 18.70%, with those aged 65 years and above accounting for approximately 13.50%.
Compared to the sixth national census in 2010, the proportion of the 0~14 age group has
increased by 1.35 percentage points, while the 15~59 age group has decreased by 6.79
percentage points. The 60 and above and 65 age groups have increased by 5.44 and 4.63
percentage points, respectively (National Bureau of Statistics, 2021).

However, despite this vast population, data from 2021 indicates that China's healthcare
resources still need to be improved in terms of overall quantity. Although there has been an
increase in the number of health technicians and hospital beds per 1,000 people, this still needs
to meet the growing demand for medical care. Additionally, there is a notable imbalance in the
geographical distribution of healthcare resources in China, with high-quality medical resources

concentrated primarily in the eastern and central regions, while the western and remote areas
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are relatively lacking. This uneven distribution results in some regions needing more time to
provide timely and effective medical treatment when needed.

Furthermore, with the intensification of population aging and the optimization of fertility
policies in China, the demand for high-quality healthcare services among key populations, such
as the elderly and children, has become more pronounced. Older adults require more healthcare
services to manage various chronic diseases and health issues, while children need more
comprehensive and meticulous medical care to ensure their healthy development. However,
there still needs to be more in China's healthcare system to meet these demands.

To alleviate the scarcity of healthcare resources, the Chinese government has implemented
a series of measures, including strengthening the training of healthcare professionals, expanding
the network of healthcare services, and improving the quality of healthcare services. However,
achieving significant results with these measures will take time and effort.

Globally, nations must strengthen collaboration to jointly tackle the challenges posed by
the scarcity of healthcare resources. By sharing experiences, enhancing technical exchanges,
promoting the rational allocation and utilization of healthcare resources, and other measures,
we can collectively advance the development of global healthcare and better meet the medical
needs of the people. Additionally, reducing the turnover of healthcare professionals is a crucial
pathway to alleviate the shortage of medical resources. Measures such as improving the
remuneration of healthcare workers, enhancing their working conditions, and providing
opportunities for career development can attract more talented individuals to dedicate
themselves to the healthcare sector, delivering higher-quality and more efficient medical
services to the general populace.

1.1.3 The current situation of medical staff turnover in China

In June 2021, the "Opinions on Promoting High-Quality Development of Public Hospitals"
issued by the General Office of the State Council (2021) explicitly emphasized the central role
of public hospitals in China's medical service system. The document stressed that public
hospitals must adhere to the principle of centering on people's health, further strengthen their
leading position, and aim to establish and improve a modern hospital management system. To
achieve this goal, a five-year plan was outlined, focusing on transforming the development
approach of public hospitals from scale expansion to quality and efficiency improvement,
reforming their operational models from extensive to more refined and scientific management,
and readjusting resource allocation to prioritize talent and technology over material resources.

These changes aim to provide higher-quality and more efficient healthcare services to the public,
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effectively prevent and mitigate significant epidemics and public health emergencies, and
provide solid support for the Healthy China strategy.

In October 2022, the 20th National Congress of the Communist Party of China reiterated
the urgency of advancing the Healthy China initiative, explicitly prioritizing people's health
protection as a national development strategy. This reflects the country's strong commitment
and emphasis on protecting people's lives and health, further highlighting the indispensable role
of public hospitals in safeguarding public health security. To achieve the Healthy China goals,
the congress called for deepening public hospital reforms oriented towards public welfare and
strengthening the medical and health workforce to enhance overall medical service levels (The
19th Central Committee of the Communist Party of China, 2022).

In response, the National Health Commission promptly issued a series of significant policy
documents, such as the "National Medical Center and Regional Medical Center Establishment
Standards,” to promote the expansion and balanced distribution of high-quality medical
resources. These measures are expected to advance medical science and comprehensively
enhance China's medical service system, better meeting the growing health needs of the people.

However, despite significant investments and efforts made by national and local
governments in the healthcare sector, public hospitals still need to overcome numerous
challenges. Among these, the stability of the healthcare workforce is particularly prominent.
Various regions have implemented incentive policies, improved salaries and benefits, and other
measures to attract and retain high-level medical talent, but the results could be more
satisfactory. The loss of medical staff remains severe, affecting the everyday operations and
service quality of public hospitals and hindering the sustainable development of the healthcare
industry. Regions across the country have also begun investing heavily in the construction of
high-level hospitals, with a crucial metric being the cultivation and introduction of top-tier
medical talent. Effectively attracting, managing, and building a reasonable talent pipeline while
preventing the loss of excellent talent is a long-term challenge that hospital administrators must
address (Lv et al., 2020). The stability of the healthcare workforce is crucial for the high-quality
development of medical institutions. Although local governments and medical institutions have
implemented incentive policies and improved salaries to attract healthcare professionals, the
results have been unsatisfactory, and the loss of medical staff remains severe. Multiple studies
have shown high turnover intention rates among medical staff in Chinese public hospitals. For
instance, a survey by Wang (2021) in seven hospitals in Urumqi revealed the loss of 2,000
medical staff in five years, with a trend towards younger, less experienced, and highly educated

individuals leaving. Similarly, Chen (2021) found increasing talent turnover in ten municipal
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tertiary public hospitals in Fuzhou, with those leaving often being highly educated but having
lower professional titles and predominantly young. These findings underscore public hospitals'
critical challenges in talent management and retention.

Additionally, a survey by Shan (2021) in five tertiary hospitals in Jinan showed that 16.8%
of medical staff expressed willingness to leave. This high percentage indicates dissatisfaction
and concerns about the current work environment and career prospects. Another study
involving 2,700 medical staff from nine public hospitals in Zhejiang, Hunan, and Sichuan
provinces revealed generally high turnover intention (Wu et al., 2021), indicating a widespread
risk of talent loss that poses a significant threat to the long-term development of public hospitals.

Recent research data also reflects this trend. According to the *2022 China Hospital Human
Resources Status Report” released by the Medical Circle Research Institute of Yixuejie in
September 2022, among the 2,226 doctors surveyed, 34% admitted having recent intentions to
leave their current positions. Precisely, 16% planned to leave within 0~2 years, while another
18% intended to seek new career opportunities within 3~5 years. These statistics profoundly
reflect the current dissatisfaction among the medical community regarding their work situation
and the uncertainty they feel about their future career paths.

In summary, the medical staff in Chinese public hospitals are facing severe stability issues.
The high turnover intention and turnover rate not only affect public hospitals' operational
efficiency and service quality but also restrict the sustainable development of the healthcare
industry. Therefore, conducting in-depth research on the turnover intention of medical staff in
public hospitals and exploring effective talent retention strategies and incentive mechanisms
are of great significance for ensuring the stable operation of public hospitals and promoting the

healthy development of the healthcare industry.
1.1.4 Public health emergencies affect the T1 of medical staff

At the beginning of 2020, the COVID-19 pandemic hit like a sudden storm, rapidly spreading
across the globe. As the most widespread global pandemic in nearly a century, it undoubtedly
posed unprecedented challenges and tremendous pressure on the healthcare systems of various
countries. In this life-and-death battle against the virus, healthcare workers, as the leading force
in fighting the epidemic, not only shouldered heavy medical treatment tasks but also faced
enormous psychological pressure and occupational risks. Multiple studies abroad have
confirmed that the COVID-19 pandemic has profoundly impacted the psychological well-being
of healthcare workers, affecting their job satisfaction and turnover intention. For example, a

study by Peruvian scholars Y&®z et al. (2020) found that during the pandemic, a significant
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proportion of healthcare workers experienced severe mental stress, and younger healthcare
workers showed a stronger intention to leave their jobs compared to older ones. This may be
related to uncertainty about career prospects, fear of the epidemic, and concerns about personal
safety among younger healthcare workers. A similar conclusion was drawn from a study in the
Philippines targeting frontline nurses fighting the epidemic. The study pointed out that
eliminating nurses' fear of the epidemic through relevant training can improve their work
efficiency and job satisfaction and reduce psychological stress, thereby reducing turnover
intention (Labrague & de los Santos, 2021). This suggests that fear of the epidemic and
psychological stress are important factors that contribute to the increased turnover intention of
healthcare workers during public health emergencies. In addition, a comparative study from
Egypt also found that nurses working in COVID-19 hospitals exhibited more significant
psychological stress and a stronger intention to leave their jobs than those working in non-
COVID-19 hospitals (Said & EI-Shafei, 2021). This may be related to the higher risk of
infection, heavier workload, and more stressful work environment nurses face in COVID-19
hospitals. It is worth noting that only a few nurses from COVID-19 hospitals explicitly
indicated their intention not to leave, further highlighting the epidemic's impact on the turnover
intention of healthcare workers. Domestically, some scholars have also researched the turnover
intention of healthcare workers during the COVID-19 pandemic. For example, Zhang (2020)
and others conducted a questionnaire survey among medical workers in two tertiary public
hospitals in Beijing and Shanghai. They found that emotional exhaustion significantly
positively affects turnover intention. This indicates that emotional exhaustion resulting from
long-term high-intensity work is an essential factor contributing to the increased turnover
intention of medical workers during major public health emergencies. Synthesizing relevant
research findings at home and abroad, it can be seen that public health emergencies such as the
COVID-19 pandemic have significantly impacted the turnover intention of healthcare workers.
New factors arising from the epidemic, such as fear of the epidemic, mental stress, anxiety, and
heavy workload, are affecting the turnover intention of healthcare workers. In the current
context of the still tricky epidemic situation abroad and the normalization of epidemic
prevention and control domestically, there is an urgent need to investigate and obtain more
empirical evidence to reveal which new factors are affecting the turnover choice behavior of
healthcare workers. This will facilitate the early adoption of targeted intervention measures to
stabilize the healthcare workforce, ensure the regular operation of the healthcare system, and

maintain public health and safety.
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1.1.5 An overview and current development of China's medical and health system

Since China launched its internal reform and opening-up policy in December 1978, this historic
turning point has propelled China's overall modernization process and brought about profound
changes in the healthcare sector. According to Hu (2021), China's healthcare industry has
achieved remarkable accomplishments over the past few decades, establishing an integrated
healthcare service system covering urban and rural areas, consisting of diversified components
such as hospitals, primary healthcare institutions, and specialized public health agencies.

In China's hospital system, public and privately-run hospitals complement each other,
jointly providing medical services to the populace. Public hospitals are further divided into
government-run hospitals and other public hospitals. Based on their roles and tasks in the
national health network, government-run hospitals are subdivided into four levels: county-run,
city-run, provincial-run, and department-run. Together with grassroots medical and health
institutions below the county level, they have laid a solid foundation for China's medical and
health system. Meanwhile, professional public health institutions are also divided into
government-run and other types, and these institutions are similarly classified into four levels
based on their service areas: county, city, province, and department. This layout demonstrates
the government's meticulous attention to public health management and reflects its systematic
planning approach (General Office of the State Council, 2015).

By the end of 2020, statistics showed that the total number of medical and health institutions
in China had reached a staggering 1.0229 million. Among these institutions were 35,400
hospitals, 9.7 million grassroots medical and health institutions, and 144,900 professional
public health institutions. Regarding human resources, the total number of health workers
reached 13.47 million, with health technicians accounting for the majority at 10.67 million.
Additionally, 9.1 million hospital beds nationwide provided a solid patient treatment and
recovery guarantee.

As a core component of China's medical service system, public hospitals shoulder the dual
responsibilities of being non-profit and serving the public interest. They are indispensable in
providing essential medical services to the public and handling critical and complex cases. At
the same time, public hospitals are also committed to essential missions such as cultivating
medical and health talents, advancing medical research, and carrying out medical education. In
addition, public hospitals actively respond to government calls and bravely undertake
diversified tasks, including statutory and government-designated public health services,

emergency medical rescue for sudden incidents, foreign aid, national defense health
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mobilization, supporting agriculture, supporting border areas, and supporting communities. By
the end of 2020, there were 11,870 public hospitals in China, constituting the core strength of
China's medical service system (National Health Commission, 2021).

Within public hospitals, medical staff is an indispensable force. They are not only direct
providers of medical services but also explorers of scientific research and implementers of
teaching work. They are the core of medical and health resources, the fundamental driving force,
and the core competitiveness of hospital development. Because of their hard work and selfless
dedication, China's medical and health undertakings can achieve such brilliant achievements.
By the end of 2020, the number of medical staff in public hospitals had reached 8.03 million,
providing high-quality and efficient medical services to patients with professional knowledge
and skills (National Health Commission, 2021).

1.2 Research problem

The cost burden imposed on organizations by employee turnover is evident, and its impact
extends far beyond direct financial losses. According to Sagie et al. (2002), the cost triggered
by employee turnover can surprisingly amount to 17% of a company's pre-tax income, which
undoubtedly warrants serious attention from corporate management. These costs encompass
direct expenditures such as recruitment, training, new employee adaptation periods, and
difficult-to-quantify indirect losses like reduced team morale, disrupted workflows, and
damaged customer relationships.

Employee turnover is a complex phenomenon influenced by a multitude of factors. Besides
traditional elements like job satisfaction and organizational commitment, variables such as job
embeddedness, Leadership-member exchange, career shocks, and perceived opportunities also
play significant roles. It is crucial for organizations to deeply understand these influencing
factors and take corresponding managerial measures to reduce turnover rates.

The academic community has conducted numerous theoretical and empirical studies over
the past few decades to further explore the underlying motivations behind employee turnover.
These studies mainly focus on how job-related factors affect employees' turnover intention and
often utilize variables to analyze employees' subjective attitudes, such as JS and organizational
identification. However, research by Hom and Griffeth (1995), Griffeth et al (2000), and others
has revealed that although these attitudinal variables correlate with employee turnover, their

explanatory power is relatively limited, accounting for only 4%~5% of the variance. Maertz
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and Campion (1998) further pointed out that turnover intention can only explain 12% of
voluntary turnover behavior.

This suggests that although important, traditional employee attitude variables, such as job
satisfaction and organizational commitment, are insufficient to fully explain employees'
turnover decisions. This implies that other critical factors must be adequately considered in
research to influence employee turnover behavior.

The theory of job embeddedness has injected a new dimension of thinking into turnover
research. This theory analyses how the degree of embeddedness between an individual and their
job affects their intention to leave from the perspective of retention. According to research by
Holtom and O'Neill (2004), job embeddedness demonstrates more substantial explanatory
power in predicting turnover rates compared to traditional measures of perceived mobility (such
as job satisfaction and organizational commitment) and perceived ease of mobility (such as job
opportunities and job search). In short, the deeper the level of embeddedness between an
employee and their job, the lower the likelihood of them choosing to leave (Crossley et al.,
2007).

In the Chinese socio-cultural context, characterized by "relationship orientation™ and
"authority orientation,” the relationship between superiors and subordinates is crucial for
explaining various phenomena within organizations (Guo & Li, 2015). The Leadership Member
Exchange theory plays a significant role here. According to this theory, high-quality LMX
relationships can lead to positive outcomes such as high satisfaction, high performance, and
reduced stress. In contrast, low-quality LMX relationships may cause employees to feel ignored,
increase job stress, and decrease self-efficacy, ultimately leading to turnover intention.

In addition, career shocks and perceived opportunities, as moderating variables, influence
the relationship between job satisfaction and turnover intention to some extent. When the
quality of communication between employees and leaders is poor, they may feel that the current
organization is not conducive to their career development, reducing their JS with the current
organization and generating a desire to leave. The level of perceived opportunities will further
affect the intensity of this intention. Suppose employees perceive better career development
opportunities externally. In that case, they are more likely to believe that leaving is a beneficial

choice for them and thus seek organizations that can provide better career growth.
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1.3 Research questions

Employee turnover, especially voluntary turnover, has far-reaching negative impacts not only
on organizational structures but also, more broadly, on society. Driven by the pursuit of
maximizing their interests, employees who voluntarily leave their positions choose to depart
from their current roles actively. This behavior poses significant challenges for organizations,
including increased labor management costs, expenses related to training new employees, and
various implicit costs associated with position vacancies. Especially in the healthcare field,
medical staff turnover can trigger severe issues, such as the loss of critical medical expertise,
decreased patient trust and even patient turnover, and obstacles to disciplinary development.

Past discussions on turnover have been mainly based on the participation-withdrawal model
proposed by March and Simon (1958). This model approaches the topic from two dimensions:
the ease of mobility and desirability. It primarily focuses on employees' attitudinal variables
and perceptions of external job opportunities. In simpler terms, when employees are dissatisfied
with their jobs, they are more inclined to seek alternatives, namely new job opportunities.
However, numerous empirical studies have demonstrated that this model can only explain
approximately 16% of turnover cases, indicating that many of the reasons for turnover still need
to be explored.

To gain a more comprehensive understanding of the complex mechanisms behind
employee turnover, this study aims to explore the issue from an employee retention perspective
and introduce a new entry point: the relationship between leaders and employees. Additionally,
we intend to examine the predictive effects of job embeddedness and leader-member
relationships on employees' turnover intention in specific contexts related to CS and PO. We
will compare these factors with traditional attitudinal variables (such as job satisfaction) to
determine which factors more accurately predict turnover intention. Based on this background,
the core research questions of this study focus on the following aspects:

(1) How does the LMX relationship among medical staff affect their T1? We aim to explore
whether high-quality LMX relationships can reduce the TI of medical staff.

(2) How does the JE of medical staff influence their TI? We hypothesize that the more
profound the JE of medical staff, the lower their T1 will be.

(3) How does JS among medical staff affect their T1? This is a question that has received
considerable attention for a long time. We conducted empirical research at two different time

points to gain a deeper understanding of the relationship between the two.
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(4) Does JS mediate the relationship between LMX and TI? This is also a worthwhile
question to explore, as JS is often seen as a direct outcome of the LMX relationship.

(5) Does JS mediate the relationship between JE and TI?

(6) Does CS moderate the relationship between JS and TI? When facing CS, will
employees' perceptions and reactions to these factors strengthen or weaken the association
between other factors and TI?

(7) Does PO moderate the relationship between JS and TI? When external opportunities
increase, employees may be more inclined to leave. Will this variable intensify or attenuate the
connection between other factors and T1?

Through in-depth research on these questions, we aspire to provide more effective
employee turnover management strategies for businesses and organizations, especially in the
healthcare sector. We aim to offer empirical support and theoretical guidance for reducing

medical staff turnover rates and enhancing disciplinary development.

1.4 Research purpose

This study explores the intricate relationships between LMX, JE, JS, and TI, focusing
specifically on medical professionals in public hospitals in Guangzhou, China. By constructing
a research model, we seek to analyze how these variables interact and ultimately impact the
turnover intention of medical staff. The following are the primary objectives of our research:

1. We will comprehensively examine the personal attributes of medical professionals in
Guangzhou public hospitals, including gender, age, marital status, number of children,
education level, work experience, monthly household income per capita, employment type,
professional title, and years of service in the current hospital. We aim to explore whether these
factors significantly influence LMX, JE, JS, and TI. Through this analysis, we hope to
understand the motivations and patterns behind medical staff turnover.

2. In China's unique economic and cultural context, this study will conduct cross-cultural
validations of the LMX theory and the JE theory. Considering the specificities of Chinese
society and the professions of medical staff, such validations will enrich and refine existing
theoretical frameworks, providing strong support for the localization of empirical research on
LMX and JE theories.

3. We aim to verify whether the impacts of LMX and JE on Tl significantly outweigh those

of JS. This research endeavor seeks to deepen the theoretical understanding of turnover issues,
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offering new perspectives and approaches for predicting and intervening in the turnover
behavior of medical staff.

4. Through in-depth research on the TI of medical professionals in public hospitals, we
aspire to uncover the underlying mechanisms behind voluntary turnover and identify the key
factors influencing T1 among medical staff in Guangzhou public hospitals. This will enrich the
research content of hospital human resource management, providing targeted incentive
measures for hospital administrators to reduce the turnover rate of medical staff and ultimately
lowering the costs of hospital human resource management. Additionally, the findings of this
study will serve as valuable empirical evidence for government health administrative
departments in formulating policies for the development of public hospitals, promoting their

sustainable growth, and enhancing the quality of healthcare services.

1.5 Thesis structure

This study will strictly adhere to scientific research methodologies and progress systematically.
Firstly, we will clearly define the research subjects as medical staff in public hospitals in
Guangzhou and provide a concise overview of the core research topics, content, methodologies,
and the overall research framework. Building on this foundation, we will conduct an extensive
literature review, focusing on critical theories such as LMX, JE, JS, and TI. We will
systematically analyze previous studies' findings and methodologies to reveal existing research
gaps and establish our study's innovative points and focal areas. Through the literature review,
we will construct a solid theoretical foundation and framework and propose a targeted research
framework, hypotheses, and theoretical models based on the actual situation of medical staff in
public hospitals. To ensure the scientific rigor and accuracy of the study, we will use empirically
validated, authoritative scales in China for pre-testing and form the final survey questionnaire
after analysis. Subsequently, we will collect data widely through online surveys, targeting
medical staff in public hospitals in Guangzhou. The collected data will be analyzed using SPSS
26 statistical software to test the research hypotheses.

The chapters of the study will be organized as follows:

Chapter 1: Introduction. This chapter will elaborate on the significance of research on
turnover intention, particularly in the context of the current state of healthcare resources in
China. It will emphasize the urgency and practical importance of studying turnover intention

among medical staff in public hospitals in Guangzhou. The chapter will also present the
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research background, challenges, purposes, core research questions, and the overall research
structure.

Chapter 2: Literature Review and Theoretical Foundation. This chapter will
comprehensively review the theories and research status related to LMX, JE, JS, CS, PO, and
TI. 1t will explore these six concepts' connotations, structural dimensions, and measurement
methods. Additionally, it will systematically examine the relationships between LMX, JE, JS,
and TI, laying a solid theoretical foundation for subsequent research. Based on this, the chapter
will reveal the gaps in the existing literature on turnover intention among medical staff in public
hospitals and propose research hypotheses, along with a structural diagram of the relationships
between variables.

Chapter 3: Research Methods. This chapter will clearly define the research subjects and
basic concepts and provide detailed information on the selection and design process of variable
scales. It will also explain the specific methods and procedures for data acquisition, including
designing, distributing, and recovering survey questionnaires. Finally, validity tests will be
conducted on the empirical data to ensure reliability and accuracy.

Chapter 4: Leader-Member Exchange, Job Embeddedness, and Turnover Intentions: The
Mediating Role of Job Satisfaction. Firstly, based on the theories of LMX and JE, this chapter
proposes hypotheses about the relationships among LMX, JE, JS, and TI. It hypothesizes that
JS mediates the relationship between LMX, JE, and TI. Secondly, statistical software such as
SPSS and PROCESS are utilized to analyze the data and test the hypotheses. Finally, the chapter
concludes and discusses the findings of this study.

Chapter 5: Leader-Member Exchange, Job Embeddedness, Job Satisfaction, and Turnover
Intentions: The Moderating Roles of Perceived Opportunities and Career Shock. Based on the
theories of LMX and JE, this chapter proposes hypotheses about the moderating roles of CS
and PO. Statistical software such as SPSS and PROCESS is employed to analyze the data and
test the hypotheses. Finally, the chapter summarizes and discusses the conclusions of this study.

Chapter 6: Conclusion. Based on an in-depth discussion of the data analysis results from
the previous chapter, this chapter will explore the mechanisms by which essential
characteristics of medical staff influence variables such as TI. It will also discuss the underlying
reasons for forming influence paths among variables, drawing on previous research. The
chapter will present the study's main conclusions, summarizing the research findings and
highlighting their theoretical and practical significance. It will also provide targeted policy
recommendations and management implications at the government macro, industry meso,

hospital micro, and individual medical staff levels. Additionally, the chapter will acknowledge
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the study's limitations and shortcomings and suggest future research directions, serving as a
reference for subsequent related studies.
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Chapter 2: Literature Review

This chapter provides a comprehensive and in-depth literature review in critical areas such as
Tl, LMX, JE, JS, CS, and PO. We delve into the connotations of these concepts, elaborating on
how they are defined, understood, and measured. Through a detailed analysis of these concepts,
we enhance our understanding of their respective independent meanings and reveal their

interconnections and influence mechanisms.
2.1 Turnover intention (T1)

Turnover is an individual choice and a process shaped within a social context. When the
interaction between an individual and an organization fails to meet expected ideal states, the
individual often decides to leave based on past experiences within the organization (Porter &
Steers, 1973). Turnover intention, as an essential precursor to turnover behavior, has been
widely recognized as one of the critical indicators for predicting actual turnover behavior.
Therefore, for organizations, paying close attention to employees' turnover intention is

indispensable for optimizing human resource management strategies.
2.1.1 Definition of turnover

Since the 20th century, numerous scholars have conducted research on the issue of turnover
behavior (Barrick & Zimmerman, 2005; Bolt et al., 2022; Crossley et al., 2007; Griffeth et al.,
2000; Holtom et al., 2005; T. W. Lee et al., 1996; T. W. Lee & Mitchell, 1994; Mobley, 1977,
Mobley et al., 1978, 1979; Mobley, 1982; Muchinsky & Morrow, 1980; Porter & Steers, 1973,
1973; Price, 1977; Swider et al., 2011). Some scholars interpret the concept of turnover from a
narrow perspective. For example, Mobley (1982) suggests that turnover essentially refers to the
process where individuals who derive material benefits from the organization decide to
terminate their membership. Such a definition excludes situations like employee entry,
promotion, demotion, and lateral job transfers from the scope of turnover. It also needs to
consider organizational members, such as volunteers, who may not seek material rewards.
Similarly, from a narrow viewpoint, Muchinsky and Morrow (1980) contend that turnover is

the voluntary decision of an individual to end the employment relationship with the
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organization. However, some scholars adopt a broader approach. Price (1977) argues that
turnover should be understood as any change experienced by an individual in their
organizational membership. Under this definition, various employee movements, including
entry, promotion, demotion, lateral transfers, and exit, are encompassed within the turnover
concept. Turnover is also seen as a gradual and dynamic process.

Employee turnover is a "double-edged sword." On the positive side, it can bring fresh
energy and innovation to the organization. When employees leave, the company must hire new
talent to fill the vacancies, introducing new blood and ideas. New employees may bring new
skills, knowledge, and experience, thus promoting innovation and development within the
company. Turnover can also serve as an opportunity for personal career development, allowing
employees to seek better job opportunities, higher salaries, or broader career paths. This can be
beneficial for their personal growth and advancement.

On the negative side, employee turnover can impose significant human and financial costs
on the company. Recruiting and training new employees requires time and resources, as well
as adapting them to the new work environment and demands. This increase in staffing and
training costs (Mirvis & Lawler, 1977) is accompanied by administrative expenses (Dalton &
Todor, 1982). Furthermore, departing employees may take critical business secrets and client
resources with them, posing potential competitive risks and operational disruptions to the
organization (Staw, 1980). Frequent turnover can also negatively impact team stability and
cohesion, affecting morale and productivity. The organization bears the financial burden of
replacing personnel, including recruitment and training costs, as well as efficiency and
productivity losses due to changes in skill sets and intellectual capital. Additionally, newcomers
require time to assimilate the organization's values and culture (Sanders, 2015), further adding
to operational pressures. More seriously, high turnover rates may trigger an exodus of other
employees, posing a significant threat to the organization's long-term stability and success.

Based on the decision-making entity involved in the turnover process, Turnover is generally
classified into two types: Voluntary Turnover and Involuntary Turnover (Maertz & Gampion,
1998). Voluntary Turnover is when an employee, driven by personal considerations or
motivations, submits a resignation application to the organization. The employee ultimately
leaves their position after negotiation and reaching a consensus with the organization. Such
decisions are usually based on various reasons, such as seeking personal development
opportunities, attending to family matters, pursuing superior working conditions, dissatisfaction
with the current work environment, and expectations regarding salary and benefits. Voluntary

turnover is a means for employees to exercise their rights and is a typical phenomenon of talent
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mobility in the labor market. While it may result in some human and financial losses for
enterprises, it can also be viewed as an opportunity for employees' personal career development.
Simultaneously, it allows enterprises to optimize their human resource allocation and improve
organizational efficiency. Voluntary Turnover encompasses resignation and retirement. During
this process, employees must follow company policies and procedures when submitting their
resignation and assist in the handover process to ensure a smooth transition and the integrity of
the work handover. Meanwhile, the company should respect the employee's wish to leave and
provide necessary assistance and support in completing resignation procedures, maintaining a
positive corporate image, and harmonious employee relations.

On the other hand, Involuntary Turnover occurs when employees are forced to leave their
current positions due to organizational factors or other objective reasons beyond their personal
choice. Simply put, it involves employees leaving their positions based on decisions made by
the organization or external factors rather than their own volition. This situation encompasses
two types: dismissal and layoffs. Dismissal typically occurs when an employee's serious
misconduct or unimprovable performance makes termination the only viable solution. Layoffs,
on the other hand, arise when organizations face financial pressures and need to reduce their
workforce to maintain operations, such as losing significant contracts, leading to revenue
decline and forcing the organization to improve efficiency through layoffs. Involuntary
Turnover can impose significant human and financial costs on enterprises and potentially affect
their stability and employee morale. Therefore, when making decisions related to involuntary
Turnover, enterprises need to exercise caution and take reasonable measures to minimize
negative impacts. For employees, involuntary Turnover may bring economic and psychological
stress. Hence, enterprises must be attentive to the legitimate concerns of departing employees
and provide necessary assistance and support whenever possible, maintaining a positive
corporate image and harmonious employee relations.

Since high-performing employees are more likely to initiate voluntary Turnover, their
departure can significantly damage the organization's performance and core competitiveness
(O’Brien-Pallas et al., 2006). In China, voluntary Turnover is the predominant type among
medical staff (M. M. Major, 2013; Zhai, 2015), accounting for up to 88.5% of total Turnover
(Shi et al., 2016). Therefore, it is crucial to pay more attention to the voluntary turnover of
medical staff.
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2.1.2 Definition of T1

Turnover intention, a key concept in organizational behavior and human resource management,
refers to an employee's thoughts or tendencies to leave their current job or organization within
a specific period. It is considered the final step before the actual turnover behavior, following
an employee's dissatisfaction with their job (Mobley, 1977). This concept has garnered
significant attention from scholars since the 20th century and has been continuously refined
through in-depth research.

Regarding the conceptual definition of TI, Porter and Steers (1973) viewed it as an
employee's tendency towards withdrawal behavior after experiencing job dissatisfaction. On
the other hand, Mobley et al. (1978) described it as a comprehensive manifestation of job
dissatisfaction, the emergence of turnover thoughts, the search for other job opportunities, and
the possibility of successfully finding alternative employment.

Turnover intention reflects the potential likelihood of an employee changing jobs within a
specific time. This is a subjective judgment based on an employee's feelings, which can be
quantified and analyzed through observing and assessing their related attitudes or behavioral
tendencies.

The formation of T1 is a complex process influenced by various internal and external factors
(Santos et al., 2023). Internally, key elements include JS, organizational loyalty, and career
development opportunities. Suppose employees are dissatisfied with their job content,
environment, or organizational culture or skeptical about the career development path provided
by the organization, believing that their goals must align with the organization's direction. In
that case, they may develop thoughts of leaving. External factors are also significant. The
activity level of the labor market, the abundance of job opportunities, and various external
temptations, such as competitors' generous benefits and poaching behaviors, can all act as
catalysts for employees' TI. Employees who perceive that the external market can provide more
and better opportunities are more likely to lean towards leaving their current positions.

Many scholars generally agree that T1 and actual turnover behavior have a direct and close
correlation. A significant positive relationship exists between the two, with the T1 being viewed
as the most direct precursor to an impending departure and, consequently, considered the most
accurate indicator for predicting turnover behavior (Ajzen, 2002; Michaels & Spector, 1982;
Mobley et al., 1979; Newman, 1974; Porter & Steers, 1973; Price & Mueller, 1981; Steel &
Ovalle, 1984; Tett & Meyer, 1993; Van Breukelen et al., 2004). As an employee's Tl increases,

so does the likelihood of them taking concrete action to leave the organization. Therefore,
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organizations aiming to reduce turnover rates and ensure stable development must gain timely
insight into employees' T1 and take effective intervention and management measures.

Although TI is considered an essential precursor to actual turnover behavior, we must
recognize that it does not equate to turnover behavior. In practical work situations, many
employees may have thoughts of leaving but ultimately do not take any real action. This could
be due to various reasons, such as not finding a more desirable job opportunity, having a deep
sense of loyalty towards the organization, or needing to be more apprehensive about the
potential costs of leaving. Therefore, it is not enough to merely understand employees' Tl; it is
insufficient for organizations. It is more important to delve deeper into these intentions'
underlying reasons and motivations. Only then can organizations develop genuinely effective
and targeted intervention strategies.

In addition, research on TI also has certain limitations. Firstly, Tl is a subjective
psychological state that is challenging to observe and measure. Current research primarily relies
on employee self-reporting to obtain TI data. This method may be influenced by subjective
factors such as social desirability and self-perception biases. Secondly, Tl is influenced by
various factors that may have complex interactions. Current research still needs to reveal the

intrinsic relationships and mechanisms comprehensively and accurately among these factors.
2.1.3 Factors influencing TI

These antecedent factors of T1 are multi-level and multi-dimensional, interacting with each
other to jointly influence an employee's decision-making process regarding turnover. Based on
the mobility perspective of March and Simon (1958), an employee's decision to leave or stay is
often based on two core considerations: ease of mobility and desirability. In other words, when
considering turnover, employees evaluate their satisfaction with the current work environment
and the attractiveness of external job opportunities. This evaluation is often directly related to
the employee's TI, serving as a precursor to actual turnover behavior (T. R. Mitchell, Holtom,
Lee, etal., 2001).

To gain a deeper understanding of these influencing factors, Muchinsky and Morrow (1980)
provided a comprehensive framework that categorizes the determinants of turnover into three
broad categories: individual, work-related, and economic opportunity factors.

Individual factors refer to variables closely related to an employee's characteristics. These
factors broadly define an employee's work attitude, values, and behavior patterns. For example,
age is often negatively correlated with turnover rates, meaning younger employees are more

likely to change jobs frequently. In comparison, older employees prefer stability (although some
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studies have challenged this view). Length of service is also essential, as employees who have
served the same organization for a long time often have a more profound sense of organizational
identity and loyalty. Family size, career interests, intelligence, abilities, personality, and resume
are critical factors affecting TI. For instance, employees with solid career interests are more
likely to seek jobs that satisfy their interests in their field. At the same time, those with high
intelligence and abilities may find it easier to secure new job opportunities.

Work-related factors focus more on the interaction between the employee and the
organization. These factors encompass various aspects of the work environment, ranging from
direct supervisory oversight to job content diversity. For example, employees who feel that their
work is recognized and provide feedback are more likely to be satisfied with their jobs, reducing
their T1. Similarly, jobs that offer a high degree of autonomy and responsibility often foster
employee satisfaction and commitment. Organizational-level factors such as compensation,
seniority rules, and role clarity significantly impact employee TI. For instance, unfair
compensation systems or ambiguous role definitions can lead to employee dissatisfaction and
turnover.

Economic determinants influence employees' turnover decisions from a macro perspective.
The labor market situation is a crucial factor. When job opportunities are abundant in the market,
employees are more likely to leave their current positions in search of better ones. Additionally,
the geographical location of industries and organizations can affect employees' turnover
intention. For example, organizations in economically active areas often face higher employee

turnover rates because it is easier for employees to find new job opportunities in these regions.
2.1.4 Measurement of T1

Tl is a critical indicator for predicting actual turnover behavior among employees, and its
accurate measurement holds significant importance for human resource management within
organizations. However, measuring Tl is a complex and multidimensional process. Different
measurement tools have their focal points when assessing TI, but they all strive for more
accurate prediction and interpretation of employee turnover behavior. By utilizing measurement
tools that align with specific cultural backgrounds and research needs, researchers can delve
deeper into the formation mechanism and influencing factors of TI, thereby providing
organizations with more targeted management strategies.

Researchers have developed various measurement scales to understand employees’

turnover intention comprehensively and accurately. One such tool is the Turnover Intention
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scale developed by Mobley et al. (1978), which has become a classic in turnover research. This
scale assesses employees' turnover intention through three dimensions:

1. their thoughts about quitting

2. the probability of finding an acceptable alternative job

3. their intention to search for and quit their current job

This measurement approach not only focuses on whether employees have thoughts about
leaving but also explores their perception of external job opportunities and their readiness to
seek new employment. This careful consideration allows the Tl scale to predict employee
turnover behavior more accurately.

Recognizing the influence of cultural background on turnover intention, Chinese scholars
Weng and Xi (2010) adapted the TI scale proposed by Mobley et al. (1979) to fit the local
context. While preserving the core concept of the original scale, they made appropriate
modifications to the scale items based on China's unique sociocultural background. They
applied the adapted scale to empirical research. The results showed that the adapted version
exhibited good internal consistency reliability, with a Cronbach's o coefficient of 0.755,
demonstrating its validity and reliability in the Chinese cultural context.

Michaels and Spector (1982) also constructed a TI scale containing six items. Their scale
encompassed three critical indicators of turnover:

1. the likelihood of leaving the current job

2. the motivation to search for another job

3. the possibility of obtaining a new job

These three indicators closely align with the concepts measured by the scale developed by
Mobley et al. (1978), further validating the multidimensional nature of Tl measurement.
Researchers can understand the formation process and influencing factors of employees' Tl
through this multidimensional approach.

In addition to the scales above, the T1 scale developed by Liang (1999) has also been widely
used in China. Li et al. (2006) conducted a large-scale survey of 1,100 employees from 20
enterprises based on this scale. The results confirmed that the Cronbach's a coefficient of the
scale was 0.82, indicating good internal consistency. This suggests that Liang's scale is reliable

and valid in measuring T1 among Chinese employees.
2.1.5 Major turnover models

Turnover models are critical theoretical tools in organizational behavior and human resource

management to explain and predict employee turnover behavior. These models integrate
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internal and external factors influencing employee turnover decisions, such as job satisfaction,
organizational commitment, career development prospects, and labor market conditions. By
constructing the interactions among these factors, turnover models provide insights into the
decision-making pathways leading to employee turnover. These models allow organizations to
identify potential turnover risks and lay a solid foundation for developing effective employee

retention and human resource management strategies.
2.1.5.1 The participation-withdrawal model

The participation-withdrawal model, proposed by March and Simon in 1958, aims to describe
and explain the dynamics of employee attitudes and behaviors in the workplace. This model
goes beyond simple predictions of employee turnover and delves into the nuanced relationship
between employees and organizations. Its central question is: under what circumstances will
employees choose to engage more actively in their work, and under what circumstances will
they choose to withdraw, i.e., leave the organization.

The model is built upon two core concepts: ease of movement and desirability of movement.
Ease of movement refers to employees' perceived difficulty in leaving their current jobs, often
related to their knowledge of external job markets, transferability of skills, and ability to find
new employment. On the other hand, the desirability of movement focuses more on employees'
satisfaction with their current jobs, encompassing various aspects such as job content, work
environment, and compensation. In simpler terms, ease of movement concerns "Can | leave,"
while desirability of movement concerns "Do | want to leave."

Over time, scholars have further elaborated on these two concepts. Jackofsky and Peters
(1983) pointed out in their study that the desirability of movement is mainly equivalent to
employee JS. In other words, when employees are satisfied with their jobs, they are more likely
to view staying with the current organization as a desirable choice. Conversely, when
employees are dissatisfied, they are more likely to consider leaving as a better option. Ease of
movement, meanwhile, is related to employees' perceived number and attractiveness of external
job opportunities. Employees ' perceived ease of movement increases when the external market
offers numerous and appealing job opportunities.

Perceived ease of movement is equivalent to the perceived number of job alternatives or
options available, and satisfaction and alternatives form the conceptual foundation of much of
the literature on employee turnover (Hulin et al., 1985). Factors determining employees'
perceived reasonableness of movement include their job satisfaction assessment and estimation

of the likelihood of moving between different organizations. Elements that influence
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employees' perceived ease of movement encompass the number of organizations within their
visibility, access to competent job opportunities, and acceptance of those positions.

Within the participation-withdrawal model, "participation™ and "withdrawal™ are opposing
concepts. "Participation™ refers to employees' active engagement and involvement in their work,
including enthusiasm for the job, a sense of responsibility, and loyalty to the organization.
Highly engaged employees create more value for the organization and are more likely to receive
recognition and rewards. Conversely, "withdrawal" pertains to employees' decision to leave the
organization, which may stem from job dissatisfaction, disappointment with the organization,
or other personal reasons.

It is worth noting that employees typically go through a series of psychological processes
before making a withdrawal decision. They may reevaluate their job satisfaction, consider the
possibilities of external job opportunities, and weigh the pros and cons of leaving. This process
can be influenced by various factors, including personal ones (career goals and family situation)
and organizational ones (work atmosphere and promotion opportunities).

March and Simon's participation-withdrawal model has provided an essential theoretical
foundation for subsequent research on employee turnover. It emphasizes the significant impact
of employees' psychological states on their behavior at work, reminding managers to pay
attention to employees' job engagement and turnover intention and take corresponding
measures to stimulate employees' motivation and retain talent. At the same time, the model also
points out the complexity and multifaceted nature of employee turnover decisions, which
require comprehensive consideration of various factors for research and response.

However, as Xie and Wang (1999) noted in 1999, despite its significant theoretical value,
the participation-withdrawal model still has certain limitations in empirical and experiential
investigations. For example, some key concepts in the model, such as ease of movement and
desirability of movement, may require more work to quantify and measure in practical
applications. In addition, the model does not consider other factors that may influence employee
turnover, such as organizational changes or leadership styles. Therefore, future research must

further refine and develop this model to better explain and predict employee turnover behavior.
2.1.5.2 The unfolding model of voluntary employee turnover

Based on traditional turnover models, Lee and Mitchell (1994) proposed an innovative
theoretical framework in 1994 - the Unfolding Model of Voluntary Employee Turnover. This

model emerged to address the limitations of traditional models in explaining employee turnover,
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particularly those cases not directly related to job dissatisfaction or the search for alternative
job opportunities as described in traditional models.

Traditional turnover models often focus on JS and the search for alternative job
opportunities as the main antecedents of turnover. However, many employees' turnover
decision-making processes must align fully with this pattern. Some employees may suddenly
leave without apparent dissatisfaction or actively seek other jobs, which puzzles researchers
and managers. To explain these atypical turnover phenomena, Lee and Mitchell introduced new
concepts and frameworks.

The core of the Unfolding Model lies in its focus on how information is filtered by
employees and the critical roles of "scripts™ and "images" in turnover decisions. Here, "scripts”
can be understood as behavioral patterns or decision-making rules employees form based on
past experiences or social norms. At the same time, "images™ are cognitive and emotional
representations that employees have of themselves, their work, and the organization. In turnover
decisions, these scripts and images interact with employees’ current experiences and feelings,
influencing their decisions.

According to the Unfolding Model, employee turnover decisions may follow four paths,
each involving psychological processes and external events.

Decision Path #1 (Script-Driven Turnover): This turnover decision is triggered by certain
special events known as "system shocks." These shocking events, which could be unexpected
occurrences at work or organizational changes, prompt employees to make turnover decisions
based on their existing scripts. During this process, employees recall past experiences and rules,
and if the current situation matches their past scripts, they may decide to leave.

Decision Path #2 (Market-Pull Turnover): This turnover decision is also initiated by
shocking events but is more influenced by external market factors. When assessing their
essential attachment or commitment to the current organization, employees consider job
opportunities offered by the external market. If better opportunities are available, employees
may choose to leave.

Decision Path #3 (psychological push-out resignation): Employee turnover decisions are
often influenced by internal psychological factors such as job dissatisfaction or a sense of misfit
with the organization. In response to triggering events, employees reconstruct and apply a
decision-making framework to interpret them and assess whether they align with their values,
career development goals, and strategic vision. If a mismatch is identified, employees may be

inclined to leave.
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Decision Path #4 (Emotional Turnover Without Shocking Events): This turnover decision
is driven by employees' emotional responses rather than being propelled by specific shocking
events or other factors. Employees periodically reevaluate their fundamental commitment to
the current organization. If they find that the organization does not align with their values and
development trends, it may lead to turnover (M. Zhang & Li, 2002).

The Unfolding Model proposed by Lee and Mitchell holds a pivotal position in the field of
turnover research. This model successfully breaks through the shackles of traditional turnover
research paradigms and introduces the innovative viewpoint that turnover decisions may be
independent of JS levels. Furthermore, by accurately identifying four distinct turnover decision
paths, the model provides a more dynamic and comprehensive perspective for understanding
employee turnover behavior.

However, like all theoretical models, the Unfolding Model has. For instance, when
considering the influencing factors of turnover, the model does not incorporate other subjective
attitudinal variables beyond JS, such as organizational loyalty. Further research and
clarification are needed on the specific definitions and measurement methods of certain core
concepts in the model, such as "system shocks."

Nevertheless, there is no doubt that the Unfolding Model still provides valuable theoretical
support and research directions for us to gain insights into employee turnover behavior.

2.1.5.3 Job embeddedness model

In recent years, the Job Embeddedness Model has been a widely recognized theoretical
framework in organizational behavior and human resource management. This model was
jointly proposed in 2001 by sociologists Mitchell, Terence R., Holtom, Brooks C., and Lee,
Thomas W. Drawing inspiration from the essence of embedded figures and field theory (Lewin,
1951), it offers a fresh perspective on understanding employees' decision-making processes
regarding whether to stay or leave their jobs. Traditional turnover research focuses on job
satisfaction and organizational commitment to predict employees' intentions to leave. However,
the Job Embeddedness Model uniquely shifts the focus from "reasons for leaving™ to "reasons
for staying." This shift in perspective reveals another aspect of employees' decisions to stay and
highlights the potential differences in motivations and considerations behind staying versus
leaving (Cho et al., 2009; Steel & Lounsbury, 2009; Westaby, 2005).

The Job Embeddedness Model is a multidimensional concept that primarily encompasses
two levels: on-the-JE and off-the-JE. On-the-JE emphasizes the degree of employee integration

within the work organization. It involves close connections with colleagues, supervisors, work
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tasks, and their alignment with organizational values, culture, and goals. On the other hand, off-
the-JE focuses on the employee's integration into their personal life, particularly their
connections and adaptability within their community, family, and friendships.

To elaborate further on this concept, the Job Embeddedness Model is refined into three core
elements: links, fit, and sacrifice.

Links refer to the formal or informal connections individuals establish with institutions or
other people. In the Job Embeddedness Model, links are considered a crucial component. When
employees form numerous strong connections within and outside the organization, they are
more likely to feel deeply integrated into the environment, reducing their willingness to leave.
Specifically, factors such as harmonious relationships with colleagues, active participation in
team activities, and the social network built in the workplace can effectively enhance
employees' sense of connection to the organization, making them more appreciative of their
current work environment and less willing to leave. Therefore, the quantity and quality of links
largely determine employees' loyalty and intention to stay with the organization.

Fit describes employees' compatibility or comfort level with their organization and its
environment. According to Mitchell et al. (2001), employees' values, career goals, and plans
must align with the broader organizational culture and the demands of their current jobs (such
as job knowledge, skills, and abilities). Additionally, individuals consider their fit with the
community and surrounding environment. A higher level of fit increases the likelihood of
employees forming solid connections with the organization professionally and personally. Thus,
fit is considered a critical dimension in the Job Embeddedness Model. When employees'
personal values and career goals closely align with the organization's values and objectives,
they are more likely to experience satisfaction and loyalty. Similarly, if employees feel that
their lifestyle and interests highly match those of their community, they will be more inclined
to stay in that community for the long term.

Sacrifice refers to the perceived cost that employees associate with potential material or
psychological losses from leaving their jobs. Specifically, when considering leaving an
organization, employees must face various personal losses, such as giving up deep relationships
with colleagues, meaningful projects, or benefits they enjoy. The more employees have to give
up in the process of leaving, the harder it becomes to sever their ties with the organization (Shaw
et al., 1998). Also, leaving may mean forfeiting less obvious but equally critical potential
benefits, such as job stability and promotion opportunities (Shaw et al., 1998). Commuting
convenience and various company-provided perks may also be lost due to leaving. Therefore,

sacrifice becomes a significant factor in the decision-making process related to turnover. When
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weighing the pros and cons of leaving, employees must carefully consider various potential
losses, including those at the material level (such as salary and benefits) and the psychological
level (such as relationships with colleagues and job fulfillment). Employees are likelier to stay
than leave if the perceived losses are unbearable.

The Job Embeddedness model provides a more comprehensive perspective on
understanding the embedded relationship between employees and the organizational and social
environment. This embedded relationship influences employees' turnover decisions and affects
their JS, organizational commitment, and job performance. Therefore, understanding and
applying the Job Embeddedness model is of significant practical importance for businesses and
organizations. By enhancing employees' sense of connection, improving fit, and reducing
turnover sacrifices, businesses and organizations can attract and retain talent more effectively,

enhancing overall competitiveness and performance.
2.1.6 Overview of TI research

As a reflection of employees’ work attitudes and plans, T1 has always been a research hotspot
in organizational behavior and human resource management. Over the past century, there has
been a vast amount of research literature on employee voluntary turnover, numbering at least
two thousand articles. Most of these studies have focused on established explanatory structures,
such as JS, JE, perception of alternatives, job search behavior, and turnover shock, as
antecedents of turnover (T. W. Lee et al., 2017). Among the numerous turnover-related
constructs, turnover intention is widely recognized as a direct antecedent and proxy indicator
of actual voluntary turnover behavior (Wong & Cheng, 2020). Turnover intention reflects
employees' tendency to leave their current jobs and organizations, serving as an essential
reference for predicting actual turnover behavior. Most turnover models, such as Maobley's
mediational chain model (Mobley et al., 1979), the Price-Mueller model (Price & Mueller,
1981), and the Steers-Mowday model (Steers et al., 1981), consider turnover intention as a
precursor to actual turnover. In voluntary turnover, transforming T1I into turnover behavior plays
a crucial role (Wong & Cheng, 2020). However, despite over a century of research on voluntary
turnover, we still need some help, especially in areas requiring further investigation.

Firstly, there is still a need to expand the reconceptualization of the meaning of turnover
shock. Turnover shock involves individual-level factors such as JS and career development and
is closely related to organizational-level factors like organizational change and leadership style.
Therefore, future research should integrate individual and organizational factors to understand

the significance of turnover shock more comprehensively. However, there is still a need for
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deeper exploration in areas such as reconceptualizing the meaning of shock, examining the
nature of alternatives, and expanding the concept of " Job Embeddedness.” A complete
understanding of the turnover process also requires integrating interdisciplinary elements
(Muchinsky & Morrow, 1980).

Secondly, there is a demand for more theoretical and empirical exploration of the nature of
alternatives. When considering turnover, employees often evaluate various alternatives,
including other job opportunities and entrepreneurship. However, current research on
alternatives needs to be more comprehensive, particularly regarding the unclear mechanisms
by which different alternatives influence employees' turnover intention. Therefore, future
studies should focus more on the nature of alternatives and their impact on turnover intention.

In addition, expanding the concept of " job embeddedness " is also one of the critical
directions for future research. Job embeddedness reflects the degree to which employees are
embedded in their current jobs, including the closeness of their connections with colleagues,
leaders, work tasks, and their sense of identification with the organization. However, current
research on JE mainly focuses on its direct impact on T1, and there needs to be more exploration
of its interaction with other factors (such as job satisfaction and organizational commitment)
and its applicability in different cultural contexts.

Finally, understanding the turnover process requires integrating interdisciplinary elements
(Muchinsky & Morrow, 1980). The turnover issue involves knowledge from psychology and
sociology and necessitates drawing on theories and methods from other disciplines, such as
economics and politics. By integrating interdisciplinary elements, we can more
comprehensively and deeply understand turnover's essence and influencing factors, providing
more robust support for developing effective turnover management strategies.

In conclusion, although significant progress has been made in research on TI, we still face
some challenges and areas that require further in-depth investigation. By continuously
expanding and refining existing research frameworks and methodologies, we can better
understand and address employee turnover issues, providing more effective support for the
development of both organizations and employees.

It is also worth noting that turnover behavior can have a range of impacts on both
organizations and individual employees. For organizations, employee turnover may lead to the
loss of human capital, disruption of team stability, and increased operational costs. Significantly,
when departing employees play vital roles or possess critical organizational skills, their

departure can have even more severe consequences on their operations and performance.
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For individual employees, turnover may present opportunities and challenges for career
development, but it can also come with specific economic and psychological pressures.

Therefore, when studying TI, it is necessary to comprehensively consider the impact of
turnover behavior on the organization and individual employees, as well as finding a balance
between the organization's needs and respecting and supporting employees' personal
development. This is also an important direction for future research. Future research should
explore the formation mechanism, influencing factors, and intervention measures of Tl to
provide organizations with more effective human resource management strategies and methods.
At the same time, attention should be paid to the limitations of TI research, and more scientific
and objective research methods should be adopted to improve the accuracy and reliability of
the research (Niu & Zhang, 2013).

2.2 Leader-Member exchange (LMX)

Leader-Member Exchange theory is a concept that explains how the quality of interaction
between leaders and team members affects work behavior and outcomes. It posits that leaders
develop quality relationships with different team members, determined by trust, respect, mutual
support, and shared goals. When the quality of LMX is high, team members' work enthusiasm,
innovation ability, and organizational citizenship behavior are significantly enhanced,
promoting individual and overall organizational performance. Therefore, this theory
emphasizes the importance of leaders building high-quality relationships with team members

and the positive impact of such relationships on work effectiveness.
2.2.1 Definition of LMX

LMX is a highly researched topic in organizational behavior. Its origins can be traced back to
a 1975 study by Graen and Cashman on the organizational socialization of new employees,
particularly their in-depth exploration of the rule-making model of formal organizational
leadership. This study sparked Graen and Cashman's thinking on the nature of interactions
between leaders and members and led them to develop an appropriate theoretical framework
for such relationships. Later, in 1995, Graen and Uhl-Bien provided a more precise definition
of LMX, describing it as "a social exchange between leaders and members based on particular
relationships™ (Graen & Uhl-Bien, 1995). This definition highlights the dynamic and reciprocal

nature of the leader-member relationship, indicating that this exchange is not a one-way

31



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

command or obedience, but a two-way interaction based on mutual trust, respect, and shared
goals.

The LMX theory further explains that due to leaders' limited time and energy, they
inevitably treat their subordinates differently, adopt various management strategies, and
establish distinct relationships with different subordinates in fulfilling their responsibilities. In
this context, some subordinates form unique connections with their leaders and become "in-
group members." These subordinates usually gain more trust and attention from their leaders
and enjoy greater autonomy and flexibility, as well as more promotion opportunities and
rewards. Those subordinates with more distant relationships with their leaders, who occupy less
time and receive fewer reward opportunities, are considered "out-group members." Their
relationships with their leaders are often limited to formal work interactions and need deeper
communication and trust (Graen & Uhl-Bien, 1995). This phenomenon of in-group and out-
group is common within organizations and has been supported by empirical research. For
example, a study by Green et al. (1996) confirmed the existence of this phenomenon and
emphasized its significant impact on organizational effectiveness and employee satisfaction.

The Leader-Member Exchange theory is crucial in interpreting the interactive dynamics
between leaders and team members. It delves deep into the complexities and diversities of
leader-subordinate relationships, emphasizing the importance of cultivating high-quality LMX
relationships for enhancing organizational performance and individual employee growth.
Furthermore, this theory reminds leaders to actively strive for positive and trusting work
relationships with all team members, fostering comprehensive organizational progress and

development.
2.2.2 Development stages of LMX

Since its inception, the LMX theory has undergone several stages of development and
refinement. Graen and Uhl-Bien (1995) systematically summarized four stages of LMX
development in their research, providing a clear framework for understanding the evolution of
this theory.

In the first stage, the focus was on the socialization process of newcomers and the
differences exhibited in the vertical relationship between leaders and subordinates. Studies
during this stage revealed that newcomers must undergo a series of socialization processes to
adapt to the organization's culture, values, and work methods upon entering a new organization,
and leaders play a pivotal role in this process. At the same time, due to differences in personality,

ability, trust, and other factors, leaders establish relationships of varying quality with different
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subordinates, and this variability has profound impacts on subsequent job performance and
career development paths.

Moving into the second stage, the focus gradually shifted to optimizing the quality of LMX
relationships in the work environment and exploring the intrinsic connections between this
relationship quality and its antecedents and outcome variables. Research findings during this
stage revealed that high-quality LMX relationships can significantly enhance employees' JS,
organizational loyalty, and work effectiveness and support their career development and
personal growth. Therefore, how to effectively improve and enhance the quality of LMX
relationships became the central research topic during this stage.

In the third research stage, the LMX theory achieved a breakthrough by proposing that
leaders and subordinates should jointly construct a work and life vision based on partnership.
This stage emphasized that the relationship between leaders and subordinates should not be
limited to the traditional hierarchical model but should shift towards an equal, mutually trusting,
and cooperative partnership. In such a partnership, both parties can work together to set work
goals, plan career development paths, and address challenges in the workplace, jointly realizing
a beautiful vision for work and life.

By the fourth stage, the LMX theory further expanded its scope of application, moving
beyond mere dyadic relationships to the team level, forming Team-Member Exchange (TMX).
Research at this stage suggests that, like LMX relationships, leaders and members within teams
also establish relationships, and the quality of these relationships similarly affects team
performance and members' career development. Therefore, how to establish and manage high-
quality TMX relationships at the team level has become the new focus of research at this stage.

However, despite the development of the LMX theory into its fourth stage, most current
research still focuses on the first and second stages (Ren & Wang, 2005). This may be because
the issues addressed in these two stages are more fundamental and more accessible to study and
validate empirically. In the future, with the deepening of research and the innovation of methods,
we believe that the LMX theory will play an explanatory and predictive role in more fields and

levels.
2.2.3 The structure of LMX

The structure of LMX has been one of the focal points of research in organizational behavior.
Due to differences in scholars' definitions and emphases on LMX, its structure has evolved

from unidimensional to multidimensional.
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In early studies, LMX was viewed as a unidimensional concept, where the quality of the
exchange relationship between leaders and members was seen as a continuum, with high-
quality "in-group exchange" at one end and low-quality "out-group exchange™ at the other.
Under this viewpoint, LMX was considered a single metric for measuring the quality of
relationships between leaders and employees. To quantify this concept, scholars designed a
series of scales, such as those by Dansereau et al. (1975) and Graen et al. (1982), which were
widely used and validated in subsequent research.

However, as research progressed, the unidimensional perspective came under scrutiny.
Scholars argue that the exchange relationship between leaders and members involves multiple
aspects and that a single dimension might be too simplistic. Thus, the multidimensional
perspective gradually emerged.

Dienesch and Liden (1986) were early advocates of the multidimensional view, proposing
that LMX should encompass multiple dimensions such as effect, loyalty, contribution, and
professional respect. Together, these dimensions constitute the rich connotation of LMX.
Subsequently, Graen and Uhl-Bien (1995) put forward their perspective, arguing that LMX
comprises three dimensions: respect, trust, and obligation. These dimensions overlap with but
also differ from those proposed by Dienesch and Liden, as the respect dimension emphasizes
the leader's recognition of the member's abilities.

Based on the multidimensional perspective, Liden and Maslyn (1998) further refined the
dimensions of LMX, proposing a four-dimensional structure that includes effect, loyalty,
contribution, and professional respect. This viewpoint has received widespread support from
subsequent research, such as the study by Eisenberger et al. (2010), which confirmed the
stability and validity of this structure.

In addition to those above mainstream dimensional classification methods, other scholars
have proposed different perspectives. For instance, Schriesheim et al. (1999) advocated that
LMX should encompass three dimensions: liking, latitude, and mutual support. This
classification approach differs from previous viewpoints and offers a new perspective for
understanding the structure of LMX.

In China, some scholars have also conducted relevant research on the dimensions of LMX.
For example, H. Wang et al. (2004), taking into account China's cultural background and
organizational characteristics, proposed a classification method that includes four dimensions:
guanxi (relationship), task, affect, and responsibility. This classification, to some extent, reveals

the influence of Chinese culture on the structure of LMX.
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In summary, the LMX structure has transitioned from unidimensional to multidimensional,
with scholars proposing various delineations based on their research backgrounds and focuses.
These delineations each have their strengths and weaknesses, but they all provide valuable
insights into understanding the essence and structure of LMX. In the future, with further
research and methodological innovations, we can gain a more comprehensive and in-depth

understanding of the structure of LMX.
2.2.4 Antecedent and outcome variables of LMX

The antecedents and outcome variables of LMX play a crucial role in interpreting the mutual
relationships between leaders and subordinates within organizations. Antecedent variables
reveal vital factors influencing the relationship quality between both parties, such as individual
characteristics and the interaction processes, offering valuable guidance for building high-
quality leader-subordinate relationships. Simultaneously, outcome variables are closely linked
to employees' job effectiveness, satisfaction, and loyalty, which are crucial for the success and
stability of the organization. Therefore, an in-depth exploration of the antecedents and outcome
variables of LMX holds immeasurable significance for enhancing leadership effectiveness,

optimizing employee performance, and maintaining organizational competitiveness.
2.2.4.1 Antecedent variables of LMX

LMX, as a core construct in organizational behavior, has long been a focal point of academic
research, particularly regarding its antecedent variables. These antecedent variables operate in
various ways in the formation and evolution of LMX, thereby influencing the quality of
exchange relationships between leaders and members. According to the model proposed by
Liden et al. (1997), the antecedent variables of LMX mainly involve the personality traits of
subordinates and leaders, the congruence between both parties, and certain situational factors.
Firstly, the characteristics of subordinates play a significant role in the formation of LMX.
Specifically, the job performance of subordinates serves as a critical variable. Those
subordinates who exhibit high performance often gain recognition and appreciation from their
leaders, establishing high-quality exchange relationships (Dockery & Steiner, 1990).
Furthermore, subordinates' cognitive abilities, negative affectivity, extraversion, and other
personality traits can also impact the quality of their exchange relationships with leaders (Day
& Crain, 1992; Phillips & Bedeian, 1994). For instance, subordinates with high cognitive
abilities and extraversion may find it easier to establish good communication and interaction

with their leaders.
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In addition to personality characteristics, some positive behaviors exhibited by subordinates
also serve as critical antecedent variables in shaping the LMX relationship. These behaviors
include ingratiation, opinion conformity, enhancement, bargaining, assertiveness, high
authority, and coalition formation (Deluga & Perry, 1994; Dockery & Steiner, 1990). These
actions help subordinates gain more resources and support within the organization, enhancing
the quality of their exchange relationship with their leaders.

Secondly, the characteristics of leaders also impact LMX. Positive affectivity is an essential
trait of leaders, and those with positive affectivity tend to establish more positive exchange
relationships with their subordinates (Day & Crain, 1992). Leaders with positive affectivity are
likelier to adopt a favorable and open attitude toward their subordinates, facilitating
communication and interaction between the two parties.

The congruence between leaders and subordinates is also one of the critical factors
influencing LMX. This congruence includes consistency in gender, abilities, and power needs
(Duchon et al., 1986; McConkie, 1979). When leaders and subordinates maintain consistency
in these aspects, they are more likely to establish mutual trust and understanding relationships,
enhancing the quality of exchange relationships.

Furthermore, situational factors also play a role in shaping LMX. These factors include
workload, the availability of financial resources, group size, group composition, leadership
power, organizational policies, and culture (Dienesch & Liden, 1986; Green et al., 1996). For
instance, the exchange relationship between leaders and subordinates may come under pressure
and challenges under high workloads and limited financial resources. Conversely, when leaders
possess significant power and organizational support, the exchange relationship will likely be
more positive and stable.

Since Dienesch and Liden (1986) and Liden and Maslyn (1998) proposed that LMX has a
multidimensional structure, numerous scholars have explored the impacts of various antecedent
variables on different dimensions of LMX.

From the perspective of social exchange theory, Maslyn and Uhl-Bien (2001) pointed out
that LMX is essentially a form of social exchange, albeit with distinct differences in the needs
of both parties involved. Specifically, leaders anticipate receiving work-related rewards from
their subordinates (such as exceptional performance and successful task completion). In
contrast, subordinates aspire to gain socio-emotional fulfillment from their leaders (like support,
recognition, and career development opportunities).

Within the multidimensional framework of LMX, the dimension of "contribution”

predominantly focuses on job-related aspects. At the same time, "loyalty," "affect,” and
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"professional respect™ are more prominent in the socio-emotional realm. Through empirical
research, they discovered that leaders' perception of subordinates' efforts primarily influences
the contribution dimension, whereas subordinates’ perception of leaders' efforts predominantly
affects the dimensions of professional respect and loyalty.

Evidently, in the formation of LMX relationships, the effort expended by both parties and
their respective perceptions of each other's efforts play pivotal roles.

In summary, numerous antecedent variables influence LMX relationships, including the
personality traits of subordinates and leaders, their congruence, and various situational variables.
These factors influence the formation and development of LMX relationships through diverse
pathways, ultimately determining the quality of exchange relationships between leaders and
members (Ansari et al., 2007). Future research can delve into the interactions among these
antecedent variables and analyze in-depth their specific mechanisms affecting different

dimensions of LMX, aiming to provide more valuable insights for theory and practice.
2.2.4.2 Outcome variables of LMX

LMX, as a core theory describing the interactive relationship between leaders and members
within an organization, has extensive and profound impacts on individual employee
performance and overall organizational effectiveness through its outcome variables. According
to the LMX theoretical framework, a high-quality LMX relationship is a crucial predictor of
effective employee job performance, which can positively influence the organization.

LMX shapes employee work attitudes and JS. Much empirical research confirms that high-
quality LMX relationships can significantly influence subordinates' work attitudes and JS
(Green et al., 1996). When employees perceive steadfast support, genuine recognition, and deep
trust from their leaders, they are likelier to hold positive attitudes towards work and invest more
enthusiasm and energy. This positive work attitude is crucial for enhancing individual employee
performance. It strengthens employees' sense of belonging and loyalty to the organization, thus
laying a solid foundation for its long-term stability and development.

Secondly, LMX also significantly impacts information communication efficiency and
decision-making quality. A high-quality LMX relationship can promote effective
communication between leaders and members (Dockery & Steiner, 1990), enabling the smooth
transmission of information between the two parties. This helps improve the quality of
organizational decision-making (Maslyn & Uhl-Bien, 2001) and enhances the organization's

adaptability and innovation capabilities. When leaders can timely understand the ideas and
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suggestions of members, they are more likely to make wise and creative decisions, thereby
promoting organizational development.

In addition, LMX significantly influences organizational citizenship behavior and
employee turnover intention. A high-quality LMX relationship can stimulate employees'
organizational citizenship behavior, making them more willing to go above and beyond for the
organization's interests (Wayne & Green, 1993). At the same time, this high-quality interactive
relationship can effectively reduce employees' turnover intention and deepen their sense of
belonging and loyalty to the organization, which is crucial for organizational stability and
development. Furthermore, LMX also predicts employee outcomes, such as promotions and
compensation within the organization. For example, Wakabayashi et al. (1988) found in a
longitudinal study of a Japanese sample that a high-quality LMX relationship can predict
employees' future career trajectories. This highlights leaders' supportive and guiding role in
employees' career development. However, current research in this area is still insufficient, and
conclusions are not yet unified. In the future, more empirical studies are needed to validate and
expand these findings, providing more robust support for theory and practice.

It is worth emphasizing that LMX is a continuously evolving process, and existing LMX
relationships can influence the sustained efforts made by both parties to maintain or improve
their status. Vecchio et al. (1986) pointed out that in low-quality LMX relationships, both
parties may become trapped in a fixed mindset, believing that the relationship cannot be
changed and thus cease efforts to improve it. This negative attitude may lead to further
deterioration of the relationship, forming a vicious cycle that is difficult to break. Conversely,
in high-quality LMX relationships, both parties are more willing to continuously invest in
maintaining this positive relationship.

However, research findings on improving low-quality LMX relationships are mixed.
Scandura and Graen (1984) showed that despite the desire of subordinates in low-LMX
relationships to improve the relationship, they often need to put this into practice. On the other
hand, Maslyn and Uhl-Bien's (2001) empirical study revealed that in low-LMX relationships,
both parties aspire to enhance the relationship and believe they have made efforts. However,
the relationship has yet to experience substantial improvement. These findings suggest the
presence of cognitive biases or communication barriers in low-LMX relationships, hindering
the effectiveness of efforts to improve the relationship. Furthermore, these studies also found
that leaders in low-LMX relationships tend to overestimate their level of effort, perceiving
themselves as having invested more than their subordinates, which may further deepen

misunderstandings and conflicts between the two parties.
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2.2.5 A review of LMX research

The LMX theory, based on social exchange theory and role theory, reveals the dynamics of
relationships between leaders and members. The core of this theory emphasizes the
differentiated exchange relationships between leaders and different members, acknowledging
that leaders, due to time and resource constraints, cannot establish identical relationships with
every subordinate. Therefore, leaders selectively establish relationships of varying depth with
employees based on their acceptance of the expected role and whether their job performance
meets expectations (Cleyman et al., 1995; Dienesch & Liden, 1986).

Within the theoretical framework of LMX, a core concept is the distinction between "in-
group™ and "out-group” members. Those subordinates who establish high-quality interactive
relationships with their leaders are considered "in-group™ members, enjoying greater access to
trust, support, and resources from their leaders, thereby forging deep bonds of mutual respect
and reliance. Conversely, subordinates with lower-quality relationships with their leaders are
categorized as "out-group” members, whose interactions with leaders are often limited to
fulfilling essential and routine job duties and responsibilities (Deluga & Perry, 1994; Graen &
Uhl-Bien, 1995; Loi et al., 2009; Sparrowe & Liden, 1997). This differentiated interaction
pattern profoundly impacts individual-level outcomes such as JS, performance, and
organizational loyalty and has extensive and far-reaching effects on team and organizational
effectiveness.

Since the inception of the LMX theory, it has garnered widespread attention in academia
and received extensive support from empirical research. However, despite the continuous
deepening and expansion of LMX through research, it also faces various challenges and
criticisms.

Firstly, LMX emphasizes the interactive relationship between leaders and followers, yet
most existing studies approach it from the employee's perspective, exploring how LMX affects
their attitudes and behaviors. Few studies focus on the impact of LMX on leaders, such as their
satisfaction, job performance, and TI (Dulebohn et al., 2012; Greenberg et al., 2007). This
imbalance in research perspectives limits our comprehensive understanding of LMX
relationships.

Secondly, the measurement issue concerning LMX has always been challenging in this
field. Currently, there is no universally accepted measurement tool, and scholars typically rely
on scales they have developed themselves or slightly modify scales developed by others for

their studies. The diversity and inconsistency of these measurement methods make it difficult
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to compare and integrate research results, thus limiting the further development of LMX theory
(Dienesch & Liden, 1986; Gerstner & Day, 1997; Liden & Maslyn, 1998). Future research
should focus on developing more universal and stable measurement tools for LMX to reflect
better the nature and dynamic formation process of LMX relationships.

Moreover, research findings on LMX exhibit some inconsistencies across different cultural
contexts. Guo (2011) suggests that LMX may not be sufficiently applicable when describing
superior-subordinate relationships in Chinese contexts, possibly due to differences between the
concept of "guanxi” in Chinese culture and the Western concept of LMX. Deng et al. (2017)
argue that more research is needed on the localization and theoretical deepening of LMX in
China, limiting its application and development in Chinese contexts. Therefore, expanding the
boundaries of LMX to better adapt to different cultural and organizational contexts represents
another crucial issue for future research.

Additionally, most existing studies focus on the impact of LMX on individual-level
outcome variables, with fewer cross-level studies considering the influence of team and
organizational factors such as team climate and organizational culture (Pan et al., 2012;
Portoghese et al., 2015; Sun et al., 2013). This cross-level perspective is essential for a more
comprehensive understanding of the influencing factors and outcome variables of LMX
relationships, providing more targeted practical recommendations for organizations.

In Chinese culture, "guanxi” is a bond that maintains interpersonal harmony and is a
foundation for smooth organizational operation. Maslow's hierarchy of needs theory reminds
us that employees within organizations aspire for satisfaction not only at the material level but
also at the social and spiritual levels. Therefore, studying LMX in the Chinese context is
particularly significant. By profoundly examining the formation process, influencing factors,
and outcomes of LMX relationships, we can provide more targeted leadership and team

management strategies for organizations, promoting continuous progress and innovation.
2.2.6 The relationship between LMX and TI

According to the core viewpoint of the LMX theory, the quality of the exchange relationship
between employees and leaders profoundly impacts employees' work attitudes and behaviors.
Within this framework, the concepts of "in-group™ and "out-group™ members reveal the
differences in this relationship. Subordinates considered "in-group™ members not only have the
opportunity to participate in essential decision-making processes but also receive additional
tasks and more opportunities for interaction with their leaders. This close collaborative

relationship fosters mutual understanding and trust between leaders and subordinates, bringing
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higher JS, better performance, and lower employee work stress. Simultaneously, this high-
quality exchange relationship increases the frequency of communication between leaders and
subordinates, further enhancing work efficiency and team innovation outcomes.

In contrast, subordinates perceived as "out-group” members may be ignored by leaders,
lacking opportunities for performance and advancement. Due to their distance from the
leadership, they rarely have the chance to participate in decision-making processes or receive
recognition and promotion from their leaders. This low-quality exchange relationship results in
poor job performance and exposes employees to higher stress levels and dissatisfaction. Over
time, as "out-group” members continue to feel undervalued and overwhelmed, their sense of
self-efficacy diminishes, making them more prone to considering resignation and seeking new
job opportunities.

Furthermore, a high-quality LMX can provide employees with additional opportunities for
career development. Through introductions and recommendations from leaders, employees can
expand their social networks and connect with key individuals in other organization
departments (Sparrowe & Liden, 1997). These expanded social networks may offer greater
visibility, access to information, and other forms of support (Burt, 1992), enhancing the
employee's career competitiveness and willingness to stay. Thus, the quality of the supervisor-
subordinate relationship directly impacts the subordinate's T1. Relevant studies have also shown
that the LMX metric better predicts turnover rates than employee attitude metrics (Graen et al.,
1982; Mobley et al., 1979). This underscores the significance of establishing a high-quality
exchange relationship with leaders to reduce employees' desire to leave.

Based on the above literature and discussion, we can propose the following hypothesis:

H1: LMX is negatively related to TI.

2.3 Job embeddedness (JE)

Job embeddedness theoryis a comprehensive theoretical framework that explains why
employees stay or leave their jobs. It emphasizes the multidimensional connections between
employees and their work, organization, and community, encompassing three core elements:
links, fit, and sacrifice. These elements collectively determine the degree of an employee's job
embeddedness, indicating how deeply they are "embedded” in their current job, organization,
and community. The theory of job embeddedness offers a fresh perspective for understanding

employees' decisions to stay or leave, aiding organizations in developing more effective human
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resource management strategies. Organizations can reduce turnover rates and foster stability

and growth by enhancing job embeddedness.
2.3.1 The definition of JE

When exploring the intricate phenomenon of employee turnover, the unfolding model proposed
by Lee and Mitchell (1991, 1994) provides us with a macroscopic analytical framework.
However, to gain a deeper understanding of the close interaction between individuals and their
work environment, Mitchell et al. (2001) innovatively introduced the concept of ™ job
embeddedness.” This concept goes beyond traditional factors that predict turnover, such as JS
and organizational loyalty, instead focusing on how individuals are deeply "embedded" in their
work, organization, and community. Specifically, it encompasses. the extent of an individual's
connections with others, teams, and groups, the individual's sense of adaptation and integration
into the work, organization, and community, and the sacrifices required to leave.

Mitchell et al. (2001) defined JE as "a comprehensive concept that encompasses the various
factors that keep individuals in their current jobs." In other words, JE is a multidimensional
concept that reflects the close connection and mutual dependence between individuals and their
work environment. These connections and dependencies collectively constitute a powerful
"retention force," leading individuals to face more resistance and costs when considering
leaving.

Burton et al. (2010) further argue that JE contributes significantly to our understanding of
how individuals weigh the decision to leave their current employment. When contemplating
turnover, individuals assess the attractiveness of a new job and consider the sacrifices and costs
associated with leaving their current position. Consequently, JE offers a helpful framework for
minimizing the potential negative impact of departing from an organization.

In summary, JE emerges as a comprehensive construct that unveils the intricate and
multidimensional relationships between individuals and their work environments. By delving
into its three dimensions (links, fit, and sacrifice), we can more accurately predict and
comprehend employee turnover behavior, providing valuable support for organizations in

crafting more effective retention strategies.
2.3.2 Dimensions of JE

When Mitchell et al. (2001) introduced the concept of JE, they delved into its multidimensional
nature. They argued that JE represents an employee's various connections and attachments
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within an organization and reflects the close relationship between the employee and the external
environment, particularly the community. This kind of connection is often likened to a "net,"”
and employees are the individuals who are "stuck™ in this net. Each strand of the net represents
the connection between employees and different aspects. The more strands and the tighter the
connection, the harder it is for employees to escape from this net, that is, to leave the current
organization.

Job embeddedness comprises three core dimensions: links, fit, and sacrifice. These
dimensions can be subdivided into organizational and community sub-dimensions (M. Zhang
etal., 2012).

2.3.2.1 Links

The links dimension focuses on the formal and informal networks of relationships that
employees establish with their organization and community. The JE theory posits that
employees and their families have extensive attachments to their surroundings across multiple
social, psychological, and financial levels. These attachments extend beyond colleagues in the
workplace to include friends, groups, and their community.

Employees may develop strong bonds with colleagues from a particular work team. These
connections are fostered through cooperation, communication, and interaction, forming an
integral part of organizational links (T. W. Lee et al., 2004). Such links are not confined to task-
related collaboration but encompass social activities, team-building exercises, and cultural
sharing. Through these links, employees perceive themselves as integral to the organization,
enhancing their sense of belonging and loyalty.

At the community level, employees' connections are more diverse and personalized. They
may establish ties with neighbors, friends, social groups, religious organizations, and other
community members (T. R. Mitchell, Holtom, Lee, et al., 2001). These links provide employees
with social support, emotional anchors, and a sense of identity, enabling them to find fulfillment

and belonging outside work.
2.3.2.2 Fit

The fit dimension powerfully underscores the significance of alignment between employees,
organizations, and communities across values, goals, culture, and capabilities. Organizational
fit refers to the congruence between the personal characteristics of employees and the culture,
strategy, and objectives (T. W. Lee et al., 2004). When employees perceive that the organization
respects their values and that their abilities and skills are fully utilized, they are more likely to
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experience job satisfaction and engagement. This alignment enhances the employee's work
experience and is a critical factor in the organization's ability to achieve its goals.

On the other hand, community fit pertains to the degree of adaptability of employees to the
environment, lifestyle, and cultural practices of their surrounding community (T. R. Mitchell,
Holtom, Lee, et al., 2001). For instance, an employee prioritizing family life may reside in a
community with excellent educational resources and convenient amenities. The higher the level

of this fit, the more willing the employee will be to remain in that community and workplace.
2.3.2.3 Sacrifice

Sacrifice refers to the psychological, social, or material costs an individual incurs when leaving
an organization or community (T. W. Lee etal., 2004; T. R. Mitchell, Holtom, Lee, et al., 2001).
When employees choose to depart from an organization, they may encounter work-related
losses such as the absence of interactions with familiar colleagues, the inability to continue
participating in engaging projects, or the loss of satisfactory benefits and perks. Similarly,
leaving a community might also entail sacrifices like the convenience of commuting, access to
quality educational resources, or specific benefits provided by the company.

In the job embeddedness theory, the sacrifice dimension measures the material and non-
material benefits employees would relinquish upon leaving an organization or community.
These sacrifices encompass stable career development opportunities, generous compensation
and benefits packages, and established professional networks (T. W. Lee et al., 2004). The
consideration of these factors is crucial for understanding employees' turnover decisions. These
sacrifices make employees more cautious and hesitant when contemplating leaving their
positions.

At the community level, sacrifice might involve giving up a convenient living environment,
familiar cultural practices, and social circles (T. R. Mitchell, Holtom, Lee, et al., 2001). These
aspects influence an employee's overall evaluation of the decision to leave. When the perceived
sacrifices associated with departing are too significant, employees are likelier to remain within

their existing organizations and communities.
2.3.3 Measurement of JE

The assessment of JE is primarily conducted through questionnaires carefully designed to
capture the connections between employees and their work environment from different
perspectives. These questionnaires can be broadly classified into two types: comprehensive

measurement and global measurement.
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2.3.3.1. Comprehensive measurement

Comprehensive measurement is a thorough and detailed assessment method encompassing
multiple aspects of JE. Mitchell et al. (2001) originally developed a comprehensive scale of 40
items, covering six dimensions of overall JE: on-the-job and off-the-job links, fits, and
sacrifices. To validate this scale, they conducted empirical studies in a regional grocery store
and a community hospital, revealing Cronbach's a coefficients of 0.85 and 0.87, respectively,
indicating good internal consistency.

As research on JE theory progressed, many scholars revised and refined the original scale
based on Mitchell et al.'s work. For instance, T. W. Lee et al. (2004) reduced the scale to 34
items while maintaining reliability and validity. Holtom et al. (2006) further simplified the
original measurement, proposing a shorter version with only 21 items, more suitable for use in
fast-paced work environments. Ramesh and Gelfand (2010) took a more innovative approach
by eliminating certain items and introducing a new dimension of family embeddedness to more
comprehensively reflect employees' connections to their work environment. This new
dimension demonstrated good reliability with a Cronbach's a coefficient exceeding 0.75.

Despite the theoretical richness of comprehensive measurement, which can cover non-
attitudinal and non-work components, Crossley et al. (2007) pointed out that it also has some
theoretical and statistical limitations. For example, comprehensive measurement may be overly
complex, causing respondents to feel confused or fatigued when completing the questionnaire.
Additionally, since it covers multiple dimensions, it may be challenging to determine which

dimension has the most significant impact on overall JE.
2.3.3.2 Global measurement

Crossley et al. (2007) proposed a more concise global measurement approach to overcome the
limitations of comprehensive measurement. This method assesses the general connection
between employees and the organization rather than delving into specific dimensions. Global
measurement typically includes fewer items; for instance, the global JE scale developed by
Crossley et al. consists of only seven items. These items are rated using a Likert 5-point
agreement scale, allowing respondents to complete the questionnaire more quickly.

The advantages of global measurement lie in its simplicity and ease of use. With fewer
items, respondents are more likely to find time to complete the questionnaire during busy
workdays. Additionally, global measurement provides an overall assessment result, helping

organizations quickly understand employees' perceptions of the work environment.
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However, global measurement also has some potential drawbacks. Since it does not
distinguish between on-the-job and off-the-job factors nor explore the dimensions of links, fits,
and sacrifices, it may not provide detailed information to guide specific interventions.
Furthermore, the reliability of global measurement may be affected by the limited number of
items. Nonetheless, the global JE scale developed by Crossley et al. demonstrated good internal
consistency with a Cronbach's o score of 0.853.

In summary, both comprehensive and global measurements have their advantages and
disadvantages. Organizations can choose the appropriate measurement method to assess

employees' job embeddedness based on their needs and contexts.
2.3.4 Cross-cultural and organizational extensions of job embeddedness theory

The unique predictive ability of JE has been repeatedly demonstrated, showing applicability
across different countries and cultural backgrounds and within various organizations. Agrawal
and Singh (2017) further support this by noting that JE significantly predicts national and
organizational outcomes.

To explore the cross-cultural applicability of job embeddedness theory, Tanova and Holtom
(2008) conducted a large-scale study in four European countries: Denmark, Finland, Italy, and
Spain. They investigated the relationship between embeddedness and voluntary employee
turnover, carefully controlling for potential confounding factors such as gender, age, income,
higher education level, JS, job search behavior, and absenteeism. After rigorous analysis, they
found that JE played a crucial role in predicting turnover, indicating that turnover decisions are
not solely determined by individuals' attitudes toward their jobs or the actual opportunities in
the labor market but are also influenced by various interconnected factors inside and outside
work. This study confirms the universality of JE theory, suggesting that despite differences in
labor laws, cultural factors, and unemployment rates between Europe and the United States, JE
appears to be an effective predictor of employee turnover in both continents.

In the context of cross-cultural research, Ramesh and Gelfand (2010) extended the scope
of JE theory. They investigated whether the predictive validity of JE could be generalized from
individualistic to collectivistic cultures, specifically in the United States and India. Additionally,
they explored whether the sub-dimensions of JE might have different predictive strengths across
cultures and introduced the new concept of family embeddedness. Using various control
variables in their analysis, a sample of call center employees in the United States and India
found that JE had significant predictive validity in both Indian and American contexts.

Interestingly, their research revealed that the fit dimension of JE in the United States was a
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stronger predictor of Tl than in India. In contrast, the links dimension was a more effective
predictor in India than in the United States. Ultimately, they concluded that family
embeddedness had a significantly higher predictive effect on turnover rates than JE and other
control variables in both countries.

In addition to cross-cultural research, applying JE theory has garnered significant attention
across different types of organizations. For instance, a study by T. W. Lee et al. (2004) in a
large multinational bank found that JE predicted employees’ Tl and in-role and extra-role
performances. Similarly, Mallol et al. (2007), in their research in a banking company,
discovered that despite systematic differences in JE levels between U.S.-born and non-U.S.-
born employees (primarily Hispanic), the overall construct still effectively predicted voluntary
turnover for both groups. These studies demonstrate the broad applicability of job
embeddedness theory within private sector organizations.

Furthermore, it is worth noting that in their meta-analysis, Jiang et al. (2012) pointed out
that JE exhibits even stronger explanatory power in predicting Tl and actual turnover in public
sector organizations. This suggests that the theory is valid in the private sector and holds
significant value in the public sector. Therefore, job embeddedness theory exhibits robust
predictive ability and explanatory power across national boundaries and within different types

of organizations.
2.3.5 Overview of JE research

The introduction of the job embeddedness theory has undoubtedly been a landmark contribution
to employee turnover research. This theory provides a new perspective for explaining employee
turnover phenomena and complements traditional turnover theories' shortcomings in certain
aspects.

Traditional turnover theories, such as the model proposed by March and Simon (1958),
mainly focus on the decision-making process of voluntary employee turnover. These theories
suggest that employees base their assessments on perceived ease of movement and desirability
when making turnover decisions. Briefly, dissatisfied employees search for other potential job
opportunities and compare them to their current jobs through a cost-benefit analysis. Employees
tend to leave if another job is perceived as more attractive than the current one (Mobley, 1977).
However, traditional turnover theories have limitations in explaining employee turnover
phenomena. For instance, research findings indicate that work attitudes have a relatively small

overall impact on employee turnover decisions (Griffeth et al., 2000; Hom & Griffeth, 1995).
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This suggests that in addition to traditional considerations such as JS and organizational
commitment, other important factors influence employees' decisions to leave.

The "Unfolding Model™ has further expanded the turnover theory, emphasizing that JS is
only one factor that drives employees to leave (T. W. Lee et al., 1996, 1999). This model
underscores the role of job alternatives and other non-work factors in employee turnover.
Maertz and Gampion (1998) also pointed out that besides JS, organizational commitment, and
job alternatives, other crucial factors exist for understanding employee turnover rates. However,
despite these studies providing more clues for understanding employee turnover, why
employees choose to stay still needs to be understood. Mitchell et al. (2001) proposed an
innovative theoretical framework for JE in this context. The job embeddedness theory
emphasizes the significant role of non-attitudinal and non-work factors in understanding
employees' attachment to organizations. By demonstrating how employees become entangled
in the organizational network (through links, fit, and sacrifice) and still choose to stay despite
facing unfavorable circumstances, the theory of job embeddedness provides a fresh perspective
to explain the phenomena of employee turnover and retention.

In addition, the theory of job embeddedness reminds us that relying solely on financial
incentives and employee satisfaction to retain staff may be overly limited. Numerous non-
financial and non-attitudinal factors firmly bind employees to the organization, keeping them
in their current positions. Therefore, future research must employ a broader range of tools,
including non-attitudinal and non-work factors, to delve deeper into employee turnover and
retention phenomena.

Despite the significant progress made by JE theory in explaining employee turnover, there
are still areas for improvement. For instance, the measurement methods for JE require further
refinement and optimization. Future research should focus on developing more precise and
reliable measurement tools to enhance JE theory's predictive validity and applicability.
Additionally, cross-cultural and cross-industry studies can be conducted further to validate the
universality and applicability of JE theory.

2.3.6 The relationship between JE and TI

Since T. R. Mitchell et al. (2001) first introduced the concept of JE theory, it has garnered
widespread attention in employee turnover research. JE is the degree to which employees are
embedded in their work or organization, reflecting various connections and ties between
employees and their work or organization (Sekiguchi et al., 2008). These connections and ties

include traditional work attitude factors such as JS and organizational commitment (Hossein &
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Somayeh, 2018) and a range of non-work factors such as community connections, family
factors, and lifestyle compatibility.

Numerous studies have demonstrated that a higher level of JE is associated with a lower
turnover rate (Crossley et al., 2007). This is because highly embedded employees have
established strong connections and ties within their job or organization, which increases the
costs and difficulties associated with leaving. Conversely, less embedded employees are more
susceptible to external job opportunities due to their weaker ties to the job or organization.

JE is a critical mediating construct between specific on-the-job and off-the-job factors and
employee retention (T. R. Mitchell, Holtom, Lee, et al., 2001). In other words, JE explains why
certain employees, facing similar work environments and turnover factors, choose to remain
with an organization rather than leave immediately. This is because JE captures the unique
connections and ties between employees and their work or organization that are often
overlooked in traditional turnover theories.

Furthermore, JE has been revealed to mediate between job aspects and critical
organizational outcomes (Holtom & Inderrieden, 2006). For instance, research has found that
JE significantly predicts key organizational outcomes such as employee job performance (T.
W. Lee et al., 2004), organizational citizenship behavior, and turnover intention (T. R. Mitchell,
Holtom, Lee, et al., 2001). This suggests that JE plays a crucial role in employees' turnover
decisions and significantly impacts their behavior and performance within the organization.

Based on the above literature review and discussion, we propose the following hypothesis:

H2: JE is negatively related to TI.

2.4 Job satisfaction (JS)

Job satisfaction reflects employees' subjective evaluation and emotional experience towards
work and the work environment. It uncovers the degree to which employees’ needs are met and
their feelings towards various aspects of their job. The level of JS directly correlates with
employees' work motivation, performance, and T1, making it a crucial metric for organizations

to assess their staff's psychological state and work effectiveness.
2.4.1 Definition of JS

Job satisfaction, a core concept in organizational behavior and human resource management,
has been a research hotspot since the 20th century (Judge et al., 2017). This concept has

garnered significant attention from scholars and holds a pivotal position in corporate practices.
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JS is directly related to employees' work efficiency, career development, and quality of life. For
organizations, employee JS is critical to measuring organizational health, productivity, and
retention.

Numerous scholars have offered definitions from different perspectives within the research
domain of JS. As early as the 1930s, Hoppock (1935) proposed that JS stems from a "specific
combination of psychological and environmental conditions” that leads individuals to
experience JS. This definition emphasizes the influence of external environments and
psychological factors on the formation of JS. With the gradual deepening of research, Locke
(1976) elaborated on the essence of JS, defining it as a "pleasurable emotional state resulting
from an individual's positive evaluation of their work or work experience." This definition
underscores the significant role of individual emotions and cognitive evaluations in JS.

Entering the 21st century, understanding JS has become more diversified and
comprehensive. According to Yousef (2017), JS is "an employee's attitude towards their work,
organization, social and physical work environment, and the rewards they receive." This
definition encompasses various aspects of work while emphasizing employees' perceptions and
evaluations of the work environment and rewards. Meanwhile, Schultz Duane P. and Schultz
Sydney Ellen (2012) take a broader perspective, stating that JS involves "employees' positive
attitudes towards their responsibilities, work environment, and colleagues, or positive and
negative feelings and attitudes related to the professional duties they perform.” This definition
extends the scope of JS to aspects such as employees' careers and social interactions.

JS is a multifaceted concept that encompasses specific areas like the work itself, work
environment, and colleague relationships, as well as abstract levels such as satisfaction with
career development and organizational identification. These different satisfaction levels
intersect and influence each other, collectively shaping employees' overall evaluation and
emotional attitude toward their work.

In practice, enhancing employee JS is crucial for organizations. Satisfied employees often
demonstrate higher productivity and creativity, creating more organizational value. At the same
time, they are more likely to develop a deep sense of loyalty and belongingness toward the
organization, which helps reduce employee turnover and recruitment costs. Therefore,
organizations can enhance employee satisfaction and happiness by optimizing the work
environment, providing professional training and development opportunities, and establishing

fair and reasonable incentive mechanisms.
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2.4.2 Dimensions of JS

As a crucial metric for gauging employees' psychological state and work experience, JS has
dimensions essential for comprehensively understanding and assessing employees' satisfaction.
Generally, the dimensions of JS can be viewed from unidimensional and multidimensional
perspectives.

From a unidimensional perspective, JS is considered a holistic and unified construct
without further distinguishing specific dimensions or aspects. This measurement approach
typically employs a single question or a brief questionnaire to evaluate employees' JS. For
instance, it may involve asking employees about their overall satisfaction with their job or their
level of agreement with certain statements (Agho et al., 1992). The advantage of this method
lies in its simplicity (Gaied et al., 2009) and ease of administration, allowing for quick insights
into employees' overall feelings about their work. However, a unidimensional measurement
may fail to capture variations in satisfaction across different work areas or aspects, potentially
overlooking critical details.

In contrast, the multidimensional perspective focuses on distinct aspects and dimensions of
JS and measures them separately. Multidimensional measurements commonly encompass
various areas such as compensation, incentive programs, interpersonal relationships (including
relationships with superiors and colleagues), the company's market position, others' perceptions
of the organization, the organization itself, and the nature of the work (Wyrwa & Kazmierczyk,
2020). Organizations can obtain more detailed and comprehensive information about
employees' JS by adopting a multidimensional approach. This, in turn, enables them to identify
employees’ needs, expectations, potential issues, and areas more accurately for improvement.
Additionally, multidimensional measurements help organizations understand the relative
importance employees place on different work areas or aspects, allowing for more targeted
human resource management and organizational development strategies.

In conclusion, whether viewed from a unidimensional or multidimensional lens, JS
measurements provide organizations with vital information about employees' psychological
states and work experiences. Organizations should select appropriate measurement methods
based on specific research objectives and contexts in practical applications. They should also
combine these measurements with other relevant metrics and data to evaluate employees' job
satisfaction holistically. Furthermore, organizations should remain attentive to dynamic
changes in employee job satisfaction and take prompt and effective measures to enhance

satisfaction and overall performance.
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2.4.3 Determinants of JS

Many complex and intertwined factors influence JS, a pivotal measure of employees'
psychological well-being. These factors span individual characteristics, job features,
organizational internals, and broader environmental considerations, all converging to shape an
employee's overall perception and evaluation of their work.

Firstly, individual characteristics form the foundation of JS. This encompasses personality
traits, values, personal capabilities, and interests. For instance, optimistic and outgoing
individuals may be more prone to fostering a positive attitude towards their work. At the same
time, those seeking self-fulfillment and a sense of accomplishment prioritize jobs that offer
sufficient challenges and opportunities for personal growth. Thus, individual characteristics not
only mold employees' expectations and needs from their work but also dictate the criteria and
feelings they use to assess their job satisfaction.

Secondly, job characteristics profoundly impact JS, mainly reflected in various aspects such
as the diversity of job tasks, employee autonomy in work, feedback received, and the meaning
of the work itself. The diversity of job tasks is crucial for stimulating employee interest and
avoiding monotony at work. When employees can engage in different activities and tackle
various problems, their curiosity and desire for exploration are stimulated, making work
challenging and fresh and ultimately enhancing JS. Autonomy empowers employees to make
independent decisions and manage their work, making them feel valued for their opinions and
contributions. This control over the work process can enhance employees' sense of
responsibility and belonging, increasing their JS. Timely and accurate feedback is also essential
for employees to understand their job performance, adjust strategies, and improve efficiency.
When employees regularly receive feedback on their performance, they can better understand
their strengths and weaknesses and thus make targeted improvements to their work methods
and approaches, enhancing efficiency and satisfaction. Employees also place great emphasis on
the meaning and value of their work. When they believe their work can significantly contribute
to society or the organization, they feel it is valuable. This perception can significantly enhance
their JS.

The concept of JE provides a new perspective for understanding the relationship between
job characteristics and JS. JE reflects the closeness between employees and their work
environment, including aspects such as the fit between the employee and the organization, their

position within the work social network, and the potential costs of leaving the job. When

52



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

employees are deeply embedded in their work, they are more likely to experience high levels
of JS.

Therefore, the relationship between job characteristics and JS is multidimensional and
involves various aspects. These aspects are closely related to the degree of JE experienced by
employees. To enhance employee JS, organizations must focus on factors such as the diversity
of job tasks, autonomy, feedback, and the meaning and value of the work itself and strive to
create a work environment that facilitates deep employee embeddedness.

In addition, multiple organizational factors are indispensable in shaping JS. These include
managers' leadership styles, the atmosphere of organizational culture, compensation and
benefits systems, and promotion opportunities. A supportive and innovative leadership style
can effectively stimulate employees' creativity and enthusiasm for work. Similarly, an open and
inclusive organizational culture fosters employees' sense of belonging and identity. Meanwhile,
a fair and reasonable compensation and benefits system and ample promotion opportunities are
critical for employees when assessing JS.

It is worth emphasizing the profound impact of LMX on JS. LMX theory focuses on the
unique relationship established between leaders and team members, and the quality of this
relationship directly affects employees' JS and performance. In high-quality LMX relationships,
leaders and members have deep trust and respect, and leaders provide more attention, support,
and opportunities. This close relationship makes employees feel valued and essential,
significantly enhancing their JS. When employees receive recognition and appreciation from
their leaders, they become more engaged in their work, are more willing to face challenges, and
strive to improve their performance.

Conversely, in low-quality LMX relationships, the connection between leaders and team
members is relatively distant and indifferent. This can lead to employees feeling neglected or
undervalued, decreasing JS. With the support and attention of leaders, employees may gain
motivation, adopt a positive attitude towards work, and even consider leaving the organization.
Therefore, building high-quality LMX relationships is crucial for enhancing employees' JS and
overall organizational effectiveness.

Lastly, broader environmental factors must be considered. These primarily encompass
economic conditions, labor market trends, and sociocultural backgrounds. During economic
prosperity, employees may find it easier to secure satisfying jobs and obtain ideal compensation
and benefits. Conversely, employees may face increased employment pressure and career

uncertainty during economic downturns, subsequently affecting their JS. Simultaneously,
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varying sociocultural backgrounds may lead employees to adopt different standards and

expectations when evaluating their work.
2.4.4 Outcome variables of JS

JS is a pivotal measure of employees' psychological well-being and a variable that exerts
profound influences at both the organizational and individual levels. It is intricately linked to
numerous outcome variables critical to employees' career development, quality of life, and the
organization's overall performance and long-term growth.

Firstly, there is a notable positive correlation between JS and performance. Satisfied
employees tend to hold a more favorable attitude towards their work, are more willing to invest
time and effort, and are better equipped to handle challenges and pressures. This positive
attitude and enthusiasm can enhance work efficiency and quality, leading to higher performance.

Secondly, JS directly predicts T1. Employee dissatisfaction can foster thoughts of leaving,
and prolonged dissatisfaction can lead to a loss of trust and belongingness, prompting
employees to seek other opportunities. Therefore, maintaining high JS is crucial for
organizational stability and talent retention.

Moreover, JS is closely associated with absenteeism. Satisfied employees are likelier to
maintain regular attendance and a positive work attitude, whereas dissatisfied employees are
prone to negative behaviors such as absenteeism and tardiness. These behaviors affect
individual performance and can adversely affect team collaboration and organizational
operations.

Furthermore, there is a positive relationship between JS and organizational commitment.
Organizational commitment embodies employees' identification with and dedication to the
organization, reflecting loyalty and a sense of belonging. A satisfying work experience helps
employees forge deep emotional ties and a sense of responsibility towards the organization,
motivating them to contribute more actively to its development.

Lastly, JS positively impacts employees’ mental health. Prolonged dissatisfaction can
trigger negative emotions such as anxiety and depression, affecting overall well-being.
Conversely, satisfying work can bring a sense of accomplishment and fulfillment, improving
mental health and quality of life.

In conclusion, JS is a crucial variable with far-reaching impacts on organizational
effectiveness and employee welfare. To enhance overall performance and employee happiness,
managers should prioritize JS, adopting measures such as optimizing the work environment,

providing development opportunities, and fostering employee engagement.
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2.4.5 Measurement of JS

Researchers have long been committed to developing various measurement tools for JS to
assess employee JS and provide valuable feedback to organizations accurately. These tools vary
in design and application, but their common goal is to capture employees' subjective feelings
and evaluations of their work.

One of the most used methods for measuring JS is the single overall satisfaction
measurement. This method typically evaluates employees' feelings about their jobs through a
single question or a brief statement, such as asking, "Are you satisfied with your current job?"
or requiring employees to self-rate their satisfaction on a numerical scale. The advantage of this
method lies in its simplicity and ease of use (Gaied et al., 2009), allowing for the rapid collection
of information on overall JS. However, it may fail to accurately reflect employee satisfaction
differences in different job domains or specific aspects.

To comprehensively assess JS, researchers have also developed multidimensional
satisfaction scales. These scales include multiple aspects or dimensions to measure employees'
satisfaction in different job domains or specific aspects. For example, the Minnesota
Satisfaction Questionnaire is a widely used multidimensional satisfaction scale that covers
various aspects such as working conditions, compensation, promotion opportunities, and
relationships with leaders. Through multidimensional measurement, organizations can obtain
more detailed information about which aspects employees are satisfied with and which aspects
need improvement.

In addition to the Minnesota Satisfaction Questionnaire, there are other standard JS scales,
such as the Job Descriptive Index (JDI) and the Job Satisfaction Survey. These scales may differ
in design, but they typically include a series of statements or questions related to work, which
employees must evaluate based on their feelings. Organizations can obtain systematic and
standardized data using these scales to understand employees' job satisfaction better.

It is important to note that different measurement tools may suit different contexts and
purposes. When selecting measurement tools, organizations should consider their applicability,
reliability, and validity and choose based on specific research purposes and backgrounds.
Furthermore, to ensure the accuracy and reliability of measurement results, organizations
should pay attention to issues such as the scientific design of questionnaires, the

representativeness of samples, and the standardization of data processing.
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2.4.6 Review of JS research

Research on JS not only provides us with an in-depth understanding at the theoretical level but
also offers valuable guidance for businesses and organizations in practical applications.
Especially in the highly competitive business environment, employee job satisfaction directly
relates to organizations' overall productivity and performance. Therefore, optimizing human
resource management strategies and enhancing employee job experience and satisfaction have
become critical issues for businesses and organizations.

With the acceleration of globalization, research on JS is gradually exhibiting cross-cultural
characteristics. More and more scholars are beginning to pay attention to whether there are
differences in how employees perceive and interpret JS in different cultural backgrounds. These
studies explore how deep-seated factors such as cultural values and social norms influence
employees' evaluations of their jobs and further analyze the impact of macro factors such as
economic conditions and labor market situations on JS. Through these cross-cultural studies,
we can gain a more comprehensive understanding of the multidimensionality and complexity
of JS.

In addition, recent research also emphasizes the dynamic nature of JS. Unlike traditional
static cross-sectional analyses, modern research increasingly adopts longitudinal designs to
capture the trajectory of changes in JS. This research method helps us understand how JS
changes over time and in different situations and provides more powerful tools for predicting
and intervening in employee job satisfaction.

The relationship between JS and numerous emerging concepts has sparked widespread
discussion in the current research landscape. Specifically, how positive psychology elements
such as work engagement, psychological capital, and modern work practices such as work-life
balance, remote work, and flexible work arrangements are interrelated with JS has become a
hot research topic. These studies deepen our understanding of JS and provide creative strategies
for businesses and organizations aiming to optimize employee job experience and satisfaction.

In summary, research on JS increasingly demonstrates cross-cultural and dynamic
characteristics. Future research will continue to delve into the multidimensionality and
complexity of JS and its inherent connections with other important organizational and
individual outcomes. Moreover, with the rapid development of technology and continuous
innovation in work practices, we have reason to believe that research on JS will provide more
effective strategies for businesses and organizations to enhance overall employee job

experience and satisfaction.
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2.4.7 The relationship between JS and Tl

Since March and Simon first proposed the employee turnover model in 1958, the relationship
between JS and T1 has been a focal point in organizational behavior. March and Simon's model
emphasized two core antecedents of voluntary turnover: individuals' perceptions of desirability
and ease of mobility. Building upon this foundation, subsequent scholars have further deepened
our understanding of this relationship.

In the study by Jackofsky and Peters (1983), the perceived desirability of mobility was
essentially equated with JS. This widely accepted perspective has become a fundamental
cornerstone for subsequent research. Job satisfaction, the subjective evaluation of employees'
overall feelings towards their current job or organization, encompasses various aspects,
including job content, work environment, and compensation. When satisfied with these aspects,
employees are more likely to feel a sense of belonging and loyalty to the organization, reducing
their intention to leave.

JS has gradually emerged as a strong predictor of voluntary turnover. Much empirical
research supports the negative correlation between JS and Tl (Mobley et al., 1978). This implies
that enhancing employee JS effectively reduces turnover rates and enhances organizational
stability.

However, it is essential to recognize that the relationship between JS and Tl is not absolute.
In certain situations, even if employees are satisfied with their current job, they may still have
intentions to leave due to external temptations or other personal reasons. Additionally,
individual differences may exist in how JS is perceived, and Tl is formed. Therefore, in practical
applications, it is necessary to consider multiple factors comprehensively to predict and
intervene in employee turnover behavior more accurately.

In summary, there is a close association between JS and TIl. To enhance organizational
stability and employee JS, managers should focus on and strive to improve critical factors that
may influence employee satisfaction, such as job content, work environment, and compensation.
Additionally, establishing effective communication channels and employee support systems
can strengthen employees' sense of identification and belonging to the organization, thereby
reducing the occurrence of TI.

Based on the literature review and discussion above, we propose the following hypothesis:

H3: JS is negatively related to TI.
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2.4.8 The mediating role of JS between LMX and T

The LMX theory provides a solid theoretical foundation for understanding the interactive
relationships between leaders and organizational members. This theory emphasizes that leaders
establish relationships of varying qualities with different members, grounded in material and
social exchanges. Leaders categorize members into "in-group™ and "out-group " within this
exchange dynamic." Members perceived as part of the "in-group” enjoy closer and deeper
relationships with the leader, resulting in greater access to organizational resources,
promotional opportunities, trust, and respect. This privileged status and treatment often
significantly enhance their JS. Conversely, members labeled "out-group™ may experience
dissatisfaction and frustration due to lacking resources and opportunities.

JS reflects employees' feelings and evaluations of their work environment, content, and
outcomes. It plays a crucial bridging role in the relationship between LMX and TI. When
employees perceive support, trust, and respect from their leaders, their sense of identification
with the organization increases, leading to greater job involvement and, consequently, higher
JS. This positive emotional state makes employees more appreciative of their current job
opportunities and inclined to stay and continue developing within the organization. Conversely,
if the relationship quality between employees and their leaders is higher, they may feel they
need to be more valued, leading to decreased JS. In such cases, employees are more likely to
develop TI and seek other job opportunities that better meet their needs.

The study by Gerstner and Day (1997) further supports this viewpoint by finding that LMX
indirectly influences turnover behavior through its impact on other employee attitudes, such as
satisfaction and organizational commitment. This suggests that JS significantly mediates
between LMX and TI.

Based on the above literature review and discussion, we propose the following hypothesis:

H4a: JS mediates the relationship between LMX and TI.

2.4.9 The mediating role of JS between JE and Tl

Job embeddedness is a construct that describes the degree of an employee's connectedness to
their job and organization (T. R. Mitchell, Holtom, Lee, et al., 2001). When employees are
deeply embedded in their work, organization, and community, they often experience higher JS.
JE implies that employees have established strong ties within their work environment, feel a
high fit with the organization and colleagues, and perceive significant sacrifices associated with

leaving their current job (Crossley et al., 2007). Such satisfaction, in turn, enhances their loyalty
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to the organization and willingness to stay, thereby reducing TI. Conversely, if employees' job
embeddedness is low, they may feel dissatisfied with their work, weakening their connection
to the organization and increasing the likelihood of turnover.

Moreover, highly embedded employees face higher turnover costs, including searching for
a new job, adapting to a new environment, and losing the support of their existing social
network. As a result, even in the face of external job opportunities or dissatisfying work
conditions, they are more inclined to stay in their current organization (T. W. Lee et al., 2004).
Thus, JS is a crucial psychological mechanism linking JE to TI.

Based on the above literature review and discussion, we propose the following hypothesis:

H4b: JS mediates the relationship between JE and TI.

2.5 Career shocks (CS)

Career shocks refer to unexpected events or significant turning points that individuals may
suddenly encounter on their career paths. These shocks have a wide range of sources, potentially
involving changes in the work environment, obstacles to personal growth, or disruptive
transformations within the industry. Such shocks can profoundly impact an individual's career
trajectory, psychological state, and work performance. In the face of CS, individuals need to
demonstrate strong adaptability and resilience, bravely embrace challenges, and actively

explore new opportunities for career development.
2.5.1 The origins of CS

The concept of CS originated from the "Shock™ element in the Unfolding Model of Turnover,
referring to a significant event or sudden situation that is substantial enough to trigger thoughts
of leaving a job (T. W. Lee & Mitchell, 1994). This shock is not merely an external event but
also a challenge to the individual's inner sense of professional identity and career plans. To
more accurately depict events that are both subjective experiences of individuals and objective
occurrences, scholars introduced the concept of "Career Shock."

Traditional career self-management theories are often based on individual self-control
models, assuming individuals can fully direct their career trajectories. However, this
assumption often needs to be revised. Events beyond an individual's control, such as changes
in the economic environment, technological innovations, or corporate restructurings, can

profoundly impact one's career path (Bright et al., 2005). As a form of career shocks, these
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external events disrupt people's established expectations about career development, forcing
individuals to rethink and replan their careers.

With the advancement of theoretical research, scholars have emphasized the importance of
considering both expected and unexpected, sudden events when exploring factors that influence
career decisions (Cabral & Salomone, 1990). The " career shocks events" proposed by Lee and
Mitchell (1994) in the unfolding turnover model concretize this view. Although not all career-
related behaviors stem from career shocks events, such events often stimulate deep reflection
on one's current career path and may indirectly influence career transition decisions.

Regardless of their predictability or the magnitude of an individual's emotional response,
career shocks events always emerge within specific spatiotemporal contexts, significantly
influencing how individuals perceive their current professional situation and future direction
(Seibert et al., 2016). This influence may manifest as a reevaluation of current work, an
adjustment in career goals, or an update and enhancement of professional skills.

Personal career shocks, such as sudden job loss, unexpected promotions, or career
transitions, can have crucial impacts on one's career trajectory (Hirschi, 2010). These shock
events often disrupt an individual's career equilibrium, forcing them to rethink and adjust their
career strategies. Traditionally, career shocks has been viewed as chance occurrences (Miller,
1983), fortunate coincidences (Betsworth & Hansen, 1996), or unexpected situations (Bright et
al., 2005). However, the literature on career shocks as a foundation for career management has
expanded significantly in recent decades, leading to a growing appreciation and understanding
of their role in individual career development.

Despite receiving some attention and research in academic circles, the concept of CS could
be more precise, especially when combined with the Chinese context. China's unique cultural
background, values, and career development paths may influence the definition and
interpretation of CS. Therefore, there is a need to strengthen the understanding and research on
the core components of CS to better illustrate, describe, and comprehend their impact on
individuals (Ali et al., 2020). This will help provide individuals with more effective career
planning and management advice, assisting them in better navigating the various shocks and

challenges encountered in their professional journeys.
2.5.2 Definition of CS

The concept of CS originates from the notion of "systemic shocks" in the Unfolding Model of
Turnover. Systemic shocks, also known as "shocks," specifically refer to those particular and

unsettling events that trigger the psychological decision-making process for individuals
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regarding the abandonment of their current job (T. W. Lee et al., 1996). In other words, a shock
is an unusual event encountered by individuals in their careers, which profoundly impacts them,
leading them to reassess their career choices and contemplate resignation.

The turnover unfolding model divides the employee's decision-making process of leaving
into four unique paths, with three of them triggered by systematic shock events. However, it is
essential to emphasize that not all events can be classified as shocks. According to T. W. Lee
and Mitchell (1994), only those events that provide new information or insights into the
meaning of one's work can genuinely be considered shock events. Such events often disrupt an
individual's career equilibrium, prompting them to reexamine their career plans and goals.

Chinese scholars have actively conducted relevant research to understand career shocks
events' types and impacts further. Feng et al. (2021) suggest that career shocks events are
significant occurrences that stimulate individuals to reflect deeply on their current professional
situations and potentially change their career decisions. These events have multiple impacts:
they may bring positive effects, opening new career opportunities and development spaces for
individuals; they may also have negative impacts, causing dissatisfaction or loss of confidence
in current work; additionally, they may exhibit neutral effects, meaning the events themselves
have no clear positive or negative tendencies but prompt individuals to reevaluate their careers.

In summary, CS, as a crucial professional phenomenon, profoundly influences individuals'
career development and decision-making processes. By deeply exploring the concept, types,
and impacts of CS, we can better understand individuals' challenges and opportunities and

provide them with more effective career planning and guidance suggestions.
2.5.3 Classification of CS events

The classification of CS events exhibits multidimensional characteristics, facilitating a deeper
understanding of their nature and consequences from different perspectives. Here are several
primary classification methods:

1. Based on event attributes

Shocks can be categorized as positive, neutral, or negative events. Positive events like
promotions or awards are typically associated with favorable career developments. Neutral
events may not directly involve positive or negative changes in career progression but can
trigger individuals to reevaluate their professions. Negative events often entail setbacks,
disappointments, or career difficulties, such as unemployment or demotion.

2. Based on event purpose
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career shocks events can be divided into personal events external to work (e.g., family
changes, health issues), personal events related to work or work roles (e.g., job stress, career
burnout), and organizational events (e.g., corporate restructuring, layoffs). These events impact
an individual's professional state and can profoundly influence career decisions and planning.

3. Types identified by scholars

When studying career shocks events, scholars have also proposed various types, such as
unexpected, family, job, and personal shocks. These classification methods help us to
understand more precisely the sources and nature of shock events and their impact on individual
career paths.

4. Impact-based classification of career shocks events

According to the effects generated by career shocks events, they can be categorized into
two main types: positive and negative. This classification method is widely accepted and
commonly used by researchers. PCS events enhance employees' sense of identification and
belongingness to their current profession and elevate their status and reputation in the
organization and professional field. For instance, sudden promotions or salary increases,
receiving outstanding professional awards, and completing essential projects are typical
examples of positive shock events. These events bring professional achievements and
satisfaction to individuals and may ignite tremendous enthusiasm and career drive. PCS events
promote employee recognition of their current profession and consolidate their identity and
honor in the organization and professional field, such as sudden promotions or salary increases,
receiving prestigious awards in the professional field or within the organization, successfully
advancing critical projects, and publishing papers in top-tier academic journals (Burton et al.,
2010; Holtom et al., 2005; Kraimer et al., 2019; Seibert et al., 2013). These positive events
within the organization can be likened to "golden handcuffs"(Seibert et al., 2016), strengthening
their connection with the organization. Additionally, special positive shock events related to
job opportunities, such as unexpected job invitations, may inspire employees to explore more
career possibilities, potentially leading to thoughts of changing organizations, industries, or
positions. Such events are essential in predicting turnover behavior (T. H. Lee et al., 2008).

In contrast, NCS events often trigger dissatisfaction and disappointment among employees
with their current profession and may even lead to intentions to resign. These events may
include the departure of essential mentors, failure to obtain expected job assignments or
promotion opportunities, and receiving unfavorable performance feedback, all of which can

negatively impact an individual's career mindset and planning. Negative organizational and
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political events and significant changes, such as layoffs, mergers, or ethical scandals, can also
affect employees, threatening their career stability and prospects.

Apart from events directly related to work, NCS can also originate from the personal life
domain. For example, a spouse's need to relocate due to a new job, divorce, family members
falling seriously ill, or passing away can similarly affect an individual's career status and
decision-making (Seibert et al., 2016). These events may lead to distractions and insecurity in
one's career and may also compel individuals to reevaluate and adjust their career plans and
goals.

Categorizing career shocks events helps us better understand their impact and mechanisms
on individual career paths. By conducting in-depth research on different types of shock events
and their effects, we can provide individuals with more effective career planning and guidance,
helping them better cope with the various challenges and opportunities in their career paths
(Akkermans et al., 2018; Alli et al., 2020; Kraimer et al., 2019; T. W. Lee et al., 1999; Seibert
etal., 2013).

2.5.4 How does CS moderate the relationship between LMX, JE, JS, and TI

As a unigue and unsettling event, CS plays a crucial role in employees' consideration of their
attachment to work and decisions regarding turnover. It disrupts the equilibrium between the
employee and the work environment and triggers various emotional and cognitive responses,
influencing the employee's attitude and behavior toward work.

Employees' intention to leave (or stay) is often not isolated but influenced by the
surrounding environment or specific events (Maertz & Campion, 2004). Career shock is an
event that generates information or provides meaning related to personal work, which
employees interpret and integrate into their belief and identity systems. This integration process
not only affects employees' cognition and evaluation of work but also has the potential to alter
their emotional attachment and behavioral tendencies toward it.

Personal shocks, such as winning the lottery, a spouse's job transfer, losing a loved one, or
adopting a baby, can lead to intense emotional fluctuations, creating a solid intention for
employees to leave (or choose to stay). These events often disrupt employees' life balance,
forcing them to reevaluate their career plans and goals. On the other hand, organizational shocks
more directly affect an employee’s attachment to the organization, JS, and the quality of their
exchange with leadership (LMX). For instance, events like failing to get a promotion, receiving
a new job offer, having a dispute with the boss, receiving a significant bonus, or company

layoffs can all trigger Tl by changing an employee's perceptions and emotional responses
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toward the organization. These shock events influence an employee's evaluation of their current
job and alter their expectations and plans for future career development. However, it is worth
noting that not all shock events lead to TI. According to research on affective events theory,
"positive workplace events” may become more deeply embedded in an employee's mind (rather
than prompting them to leave) (Judge et al., 2017). These positive events can enhance an
employee's attachment to and satisfaction with their job by fostering positive emotions or
affective responses, potentially offsetting T1 caused by other shock events.

Based on the above literature review and discussion, we propose the following hypotheses:

H5a: CS moderate the relationship between LMX and TI. This relationship is more robust
when CS is high compared to low.

H5b: CS moderate the relationship between JE and TI. This relationship is more robust
when CS is high compared to low.

H5c: CS moderate the relationship between JS and TI. This relationship is more robust

when CS is high compared to low.

2.6 Perceived opportunities (PO)

PO refers to an individual's subjective cognition and assessment of potentially beneficial or
detrimental factors in the external environment. It reflects a person's acuity and understanding
of opportunities or challenges that may arise in the present and future. In career development
and job selection, PO influences an individual's expectations and decisions regarding career
paths, job opportunities, and compensation. These serve as a crucial basis for making rational
choices and planning.

2.6.1 Definition of PO

PO is a central yet controversial concept in studying career mobility and organizational
behavior. Based on their respective research perspectives and theoretical frameworks, scholars
have ascribed diverse definitions to PO. Price and Mueller (1986) interpreted it as "perceived
alternative job opportunities,” emphasizing individuals' cognition of options beyond their
current jobs. Farrell and Rusbult (1981), on the other hand, approached it from the quality of
job alternatives, suggesting that PO is closely related to the relative attractiveness of current
work. Mobley's (1977) definition focused on individuals' mindset and tendency when seeking

new employment, described as "the propensity to search for acceptable job alternatives."
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Furthermore, Steers et al. (1981) associated PO with "the availability of alternative job
opportunities,” highlighting individuals' perceptions and assessments of the external job market.
Mobley et al. (1978) echoed this sentiment, arguing that PO refers to "the availability of
alternatives.” These definitions underline individuals' subjective cognition of external choices
when evaluating their work environment and future career prospects.

In earlier research, Price and Mueller (1981) also linked PO to "employment opportunities,”
a definition that more broadly encompasses the state of the entire job market. Meanwhile,
Jackofsky and Peters (1983) related PO to the ease of job change from the mobility perspective.

In summary, PO is a multidimensional concept involving individuals' comprehensive
assessment of the external job market, alternative job opportunities, and their mobility. In this
research, we adopt the definition provided by Wheeler et al. (2005), which defines PO as "the
number of alternative job opportunities available to an individual.” This definition encapsulates
information about the external job market while reflecting individuals' subjective cognition of
their career choices. It provides a solid foundation for further exploring the relationship between

PO and other organizational behavior variables.
2.6.2 Measurement of PO

In turnover research, perceived alternative opportunities reflect employees' subjective cognition
of the external job market and their position. This cognition significantly impacts employees'
turnover decisions, making measuring perceived alternative opportunities accurately a focal
point for researchers.

Traditional measurement methods primarily employ unidimensional rating scales
(Coverdale & Terborg, 1980; Michaels & Spector, 1982; Mobley et al., 1978; Mowday et al.,
1984; Prestholdt et al., 1987). These approaches view perceived alternative opportunities as a
single-dimensional structure measured through employees' overall assessment of external job
opportunities. While these methods are relatively convenient to administer, they also present
significant limitations.

The main issue with unidimensional rating scales is that they may need to fully capture the
complexity of employees' perceptions of the labor market. Employees’ views of the labor
market can vary throughout the years, including the quantity, quality, accessibility, and personal
fit of job opportunities. Therefore, single-variable operations may fail to accurately capture
these multidimensional variations, thus inadequately reflecting the labor market's influence on

turnover decisions.
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Stee and Griffeth (1989) proposed a multidimensional model for measuring perceived
alternative opportunities to overcome this limitation. They argued that perceived alternative
opportunities should encompass six dimensions: the quantity and quality of alternatives, the
concreteness of alternatives, the accessibility of alternatives, personal mobility, and personal
access to job availability information networks. These dimensions capture different cognitive
aspects of employees' perceptions of the external job market, providing a more comprehensive
understanding of their views on the labor market.

In this multidimensional model, the quantity and quality of alternatives are the fundamental
dimensions, reflecting the abundance and desirability of external job opportunities. The
concreteness of alternatives refers to the degree of specific knowledge and awareness
employees have of these job opportunities. Accessibility of alternatives concerns the ease with
which employees can obtain these job opportunities. Personal mobility relates to an employee's
ability to move within the labor market, encompassing skills, experience, and interpersonal
relationships. Finally, personal access to job availability information networks refers to the
channels and networks through which employees obtain job information.

By measuring these multiple dimensions, we can more accurately understand employees'
perceptions of the external job market, leading to more precise predictions of their turnover
decisions. This is significant for organizations because by understanding employees'
willingness to leave and their reasons for doing so, organizations can take appropriate measures

to retain talent or improve human resource management strategies.
2.6.3 Research review on PO

Since March and Simon first proposed the employee turnover model in 1958, PO has been an
indispensable factor in the decision-making process of turnover. They believed that employee
turnover decisions are based on a comprehensive assessment of the desirability and feasibility
of mobility. Among them, PO, which refers to employees' cognition and evaluation of external
job opportunities, is a crucial factor affecting turnover decisions.

Griffeth et al. (2005) further emphasized the importance of perceived alternative
opportunities in subsequent studies, considering it as one of the core assumptions of turnover
theory. Traditionally, it has been thought that employees evaluate external job opportunities
and seek possible alternatives before considering leaving their current job. The likelihood of an
employee leaving decreases significantly when suitable alternative job opportunities are
unavailable. However, with the changing times and shifts in workplace attitudes, the newer

generation of young people, such as millennials, may exhibit different behavioral patterns in
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their decisions to leave. They may be more inclined to quit without considering the
consequences, a phenomenon known as "quitting bare" (bare quitting). This necessitates
reevaluating the role of perceived alternative opportunities in the turnover decisions of the new
generation of employees.

In studies on the impact of perceived alternative opportunities on turnover decisions,
scholars have put forth different perspectives. Hom et al. (1984) argue that perceived alternative
opportunities primarily influence employees' search behavior, precisely their enthusiasm and
effort in seeking new job opportunities. On the other hand, Mobley et al. (1978) further expand
on this viewpoint, suggesting that perceived alternative opportunities affect search behavior and
directly influence employees' willingness to leave. This implies that when employees perceive
an abundance of suitable job opportunities externally, they become more proactive in seeking
new employment and strengthen their intention to leave.

In summary, as an essential factor in the turnover decision-making process, PO may vary
in influencing mechanisms with changes in time and demographics. To gain a deeper
understanding of the turnover behavior of the new generation of employees, further exploration
of the specific impact and mechanisms of perceived alternative opportunities on turnover

decisions in the context of the new era is warranted.
2.6.4 How PO moderate the relationship between LMX, JE, JS, and Tl

As a critical variable, PO reflects employees' assessments of the external job market and reveals
how they weigh current work conditions against external opportunities when considering
turnover.

Firstly, in environments of high unemployment, employees often reassess the risks and
costs associated with leaving their jobs. Research by Hom and Kinicki (2001) and T. W. Lee
and Mitchell (1994) indicates that high unemployment effectively discourages employees from
translating TI into actual actions. This is because, when the job market is unfavorable,
employees recognize the lower likelihood of finding new employment, leading them to value
their current positions more, even if there are aspects, they find unsatisfactory.

Schneider's (1976) study further emphasizes the importance of perceived alternatives in
predicting and understanding TI. Indeed, when employees perceive better job opportunities
externally, they are more likely to consider leaving. However, if these alternatives are less clear
or easily accessible, employees may reconsider leaving.

Research by Dansereau et al. (1974) demonstrates the role of PO in moderating the

relationship between job attitudes and turnover rates. Their study suggests that employees may
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be more cautious about leaving when they believe their employment opportunities in the current
job market are limited. This is because they recognize that turnover may carry more significant
risks and uncertainties in a scarce job market.

Hom et al.'s (1992) research reveals a significant finding: labor market conditions notably
moderate the relationship between job dissatisfaction and voluntary turnover. When the labor
market is tight, the push effect of job dissatisfaction on turnover is weakened. This is because
employees know that choosing to leave under such circumstances could hinder their career
progression and make it difficult to find new job opportunities. Conversely, in environments
with lower unemployment rates, JS has a more prominent influence on turnover decisions
(Gerhart, 1987; Youngblood et al., 1985).

Through empirical research, Wheeler et al. (2007) further validated the moderating role of
PO in the relationship between employee JS and TI. The study found that when employees are
dissatisfied with their jobs, their intention to leave may increase if they perceive better career
opportunities externally. However, if they perceive a sluggish external job market with limited
employment opportunities, they may choose to remain in their current positions despite these
roles not fully meeting their expectations.

PO also plays a crucial moderating role when communication quality between employees
and leaders is poor. Employees who feel that their current organization is not conducive to their
growth may develop intentions to leave. However, the level of these intentions is influenced by
PO. If the job market is favorable and employees perceive better job opportunities externally,
their intention to leave may strengthen. Conversely, suppose the job market is tough, and
employees perceive fewer external employment opportunities. In that case, their intention to
leave may weaken because they realize that leaving under current circumstances could entail
more significant risks and uncertainties.

Based on the literature review and discussion above, we can propose the following
hypotheses:

H6a: PO moderate the relationship between LMX and TI, which is more robust when PO
is higher than low.

H6b: PO moderate the relationship between JE and TI, which is more robust when PO is
higher than low.

H6c: PO moderate the relationship between JS and TI, which is more robust when PO is
higher than low.

Employees gradually adapt to the work environment and become familiar with work tasks

as time passes. However, the accompanying work pressure, various changes in the work
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environment, gaps in work expectations, career development space, and promotion

opportunities can all cause employee job satisfaction fluctuations. Employees feeling

disappointed and dissatisfied further enhances their willingness to leave. Based on the above

research hypotheses, the research model of this study is shown in Figure 2.1.
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Chapter 3: Research Methods

This chapter describes in detail the research methods adopted in this study, including the
specific content of research links such as questionnaire design, variable measurement, data

collection, and data analysis.
3.1 Research questionnaire design

This study employs a quantitative analysis approach to delve deeply into the predictive effects
of LMX and JE on the Tl among medical staff in public hospitals in Guangzhou City. To
achieve this objective, we have meticulously crafted a scientific and systematic questionnaire
to collect relevant data comprehensively and accurately. The questionnaire content tightly
revolves around the core constructs of LMX, JE, and TI, ensuring precise capturing of medical
staff's actual situations and feelings in these aspects.

We have adhered to scientific rigor and standardization principles throughout the
questionnaire design process. Firstly, based on the central purpose of the study and drawing
from extensive literature, we constructed a clear and specific theoretical framework and
research hypotheses, laying a solid theoretical foundation for the questionnaire design.
Secondly, regarding the specific content of the questionnaire, we strive for concise language
and unambiguous phrasing to ensure respondents can quickly and accurately grasp the essence
of the questions and provide corresponding answers. Simultaneously, we pay special attention
to the questionnaire's structural arrangement and logical sequence, employing a reasonable
layout and order design to make each section interconnected and mutually supportive, forming
a complete and coherent whole.

To further enhance the quality and reliability of the data, we have implemented several
strict control measures. On the one hand, by setting screening questions, we ensure that only
respondents meeting the research criteria can participate in the survey, thus eliminating the
influence of unqualified samples on the research results. On the other hand, we also conducted
a pre-test of the questionnaire, inviting some medical staff to complete it and make detailed
adjustments and improvements based on their feedback. These measures effectively improve

the accuracy and credibility of the data.
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Through these efforts, we anticipate obtaining accurate and reliable research results that
provide robust data support for understanding the TI among medical staff. Meanwhile, this
study will offer hospital administrators deeper insights into the TI of medical staff, assisting
them in developing more effective human resource management strategies to enhance staff

satisfaction and retention, promoting hospital stability and development.
3.1.1 Questionnaire design approach

When designing the questionnaire for this study, we comprehensively considered the core
objectives of the survey, the target population, and the survey methods employed to ensure that
the questionnaire could accurately and efficiently collect the required data. Based on an in-
depth literature review, according to the research model, we identified the key variables to be
measured in this study, including LMX, JE, JS, CS, PO, and TI.

Firstly, regarding the content design of the questionnaire, we prioritized the adoption of
authoritative scales that have been empirically validated and widely recognized in China. These
scales have established reliability and validity in related fields, providing reliable measurement
tools. To ensure the adaptability and relevance of the questionnaire, we carefully screened and
refined the questionnaire items through expert group discussions. The valuable input from
experts helped us optimize the overall structure of the questionnaire, making it more aligned
with the characteristics and needs of the target population, thereby improving its readability and
comprehensibility.

Secondly, in terms of the format design of the questionnaire, we emphasized simplicity and
intuitiveness. We simplified the structure and questioning style of the questionnaire as much as
possible, avoided lengthy and complicated questions, and ensured that respondents could
quickly understand the content and provide responses. Additionally, we used clear and
understandable language to phrase the questions, avoided overly technical or obscure
terminology, and guaranteed that respondents could accurately comprehend the meaning of the
questions and provide genuine answers. These measures improved the efficiency of completing
the questionnaire and reduced errors and biases during data collection.

Moreover, we paid particular attention to the respondents' informed consent and
willingness to participate. To ensure that respondents voluntarily participated in the survey
based on a thorough understanding of the research situation, we designed an informed consent
form that informed respondents of the purpose, significance, risks, and rights and obligations
related to the study. This approach not only enhanced the ethical standards of the research but

also boosted respondents' trust and willingness to participate.
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In the final stage of questionnaire design, we conducted a small-scale pre-test of the
questionnaire, considering the actual situation of medical staff in public hospitals. Analyzing
the pre-test data and collecting feedback from respondents, we promptly identified and
corrected issues and deficiencies in the questionnaire, further improving its scientific rigor and
practicality. After repeated revisions and improvements, the final formal questionnaire not only
closely aligned with the needs and characteristics of this study but also demonstrated high levels
of reliability and validity.

Based on these principles and design approaches, we conducted a literature review and
analysis focusing on the six variables measured in this study. By referring to widely used and
repeatedly validated scales in similar fields, we selected measurement tools that exhibit good
scientific rigor and rationality, providing reliable data support and an analytical basis for our

study.
3.1.2 Questionnaire design process

At the inception of the questionnaire design, we identified the core measurement variables for
this study based on extensive literature reviews and a carefully constructed research model.
These variables included LMX, JE JS, CS, PO, and TI. The selection of these variables aimed
to explore the research topic and provide a solid foundation for our subsequent data analysis
comprehensively and deeply.

We adhered to a series of principles to ensure the scientific validity and effectiveness of the
questionnaire design. Firstly, we delved deeper into the literature, conducting a more detailed
review of studies related to the variables above. This step aimed to identify previously validated
measurement items with high reliability and validity. We paid particular attention to items that
had been widely used and repeatedly empirically tested to ensure the scientific reliability of our
measurement tools. Simultaneously, to fully reflect the connotations of each variable, we
decided to measure them using multiple items, thereby enhancing the richness and accuracy of
the data.

Based on the literature review, we developed the initial draft of the questionnaire. However,
rather than rushing to finalize it, we actively solicited feedback from experts in various fields
to ensure its applicability and respondent-friendliness. We invited two medical professionals
with rich practical experience, two experts in healthcare management, and one expert in human
resource management to review the initial draft of the survey questionnaire. During the expert
consultation process, we focused on assessing whether the questionnaire items were worded,

whether there were any ambiguities or difficult-to-understand situations, and whether the
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overall design of the questionnaire was reasonable and easy for respondents to complete. The
experts provided invaluable feedback, pointing out issues such as unclear wording of certain
items and the need for adjustment in the order of some questions. In response to their
suggestions, we modified and adjusted the questionnaire items.

Furthermore, we paid particular attention to the layout and formatting of the questionnaire.
We ensured that the font size was moderate and the line spacing was appropriate for respondents
to read easily. Additionally, we carefully arranged the order and layout of the questions to
present a neat and organized appearance for the entire questionnaire. After incorporating all

these efforts, we finalized the pre-test survey questionnaire for this study.
3.1.3 Questionnaire structure

The survey questionnaire for this study comprises several key components, including an

informed consent form, an introduction, basic information, and variable measurement scales.
3.1.3.1 Informed consent form

The Informed Consent Form serves as a crucial document that verifies the voluntary
participation of respondents in this study. It details all relevant aspects of the research, ensuring
that respondents make an autonomous and informed decision to participate based on a thorough
understanding of the study's background.

Firstly, the core purpose of the study is clearly outlined in the Informed Consent Form: to
collect data systematically and comprehensively from medical professionals regarding their
work experiences and influencing factors and to analyze the underlying mechanisms deeply.
This data will not only aid in accurately understanding the work status and needs of medical
professionals but will also provide valuable support for hospital human resource management.
It will facilitate the development of more precise and effective management strategies to
optimize the work environment for medical professionals, enhancing their JS and overall
efficiency.

Secondly, recognizing the significance of personal information, the potential risks faced by
respondents are fully disclosed in the Informed Consent Form, along with the corresponding
countermeasures taken by the researchers. It is emphasized that the survey will be conducted
anonymously throughout to ensure strict protection of respondents' personal information.
Furthermore, the researchers solemnly promise that all collected data will be used exclusively
for academic research. Strict data encryption and storage measures will be implemented to

prevent data breaches or misuse.
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Additionally, the Informed Consent Form places particular emphasis on protecting the
rights and interests of respondents. It is explicitly stated that there are no standard answers to
any of the questions in the survey, and respondents are encouraged to make choices based on
their actual feelings and experiences. Respondents also reserve the right to withdraw from the
study and refuse to answer any questions they are unwilling to address. The researchers adhere
strictly to legal and ethical guidelines to protect respondents' legitimate rights, interests, and
privacy.

Finally, respondents are provided with a detailed overview of the expected outcomes of the
study and the potential benefits they may derive from it. Upon completion of the study,
respondents will have the opportunity to receive relevant research results free of charge. These
outcomes not only offer respondents a deeper understanding of medical professionals’ work
experiences and influencing factors, providing valuable reference information, but may also
positively impact their personal development and career planning. By participating in this study,
respondents contribute to improving the work environment for medical professionals and gain

invaluable opportunities for personal growth and development.
3.1.3.2 Preface

As the core information of this study, including the research objectives, risk assessments, and
participants' rights, has already been fully disclosed and explained to the respondents through
the Informed Consent Form, we have decided to avoid repeating such details in the introductory
section of the questionnaire. This is to ensure clarity and convenience for the respondents.

Instead, we focus on clearly communicating to the respondents the approximate time
required to complete the questionnaire. This allows them to manage their time effectively and
decide whether to continue participating based on understanding the time investment involved.

Furthermore, we would like to express our sincerest gratitude to every respondent who is
willing to spare their valuable time to participate in this survey. Their active involvement
tremendously supports our research efforts and is indispensable in advancing science and
contributing to societal development.

We genuinely hope that through this questionnaire, we can gather rich and authentic data
that will support our research. We aim to bring more benefits and value to humanity through

the findings of this study.
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3.1.3.3 Basic information

Based on a comprehensive literature review, this study systematically collected basic
information from respondents, covering key aspects such as gender, age, marital status, number
of children, education level, work experience, department, contract type, professional title, and
years of service in the current hospital. This information is crucial for understanding the
individual differences among respondents and provides a solid foundation for subsequent data
analysis and interpretation of results.

Specifically, demographic characteristics such as gender, age, marital status, and number
of children reveal respondents' essential life circumstances and social roles, contributing to a
comprehensive understanding of their profiles. Education level and work experience are critical
indicators for assessing respondents’ professional capabilities and occupational experience,
essential for comprehending their needs and workplace performance.

Meanwhile, information regarding respondents’ departments and contract types reflects
their positioning and job nature within the hospital organization, providing valuable insights
for researchers to delve deeper into their work environments and career development paths.
Professional titles and years of service in the current hospital further illustrate respondents’
status and loyalty within their professional fields. These serve as significant references for
evaluating their job stability and career satisfaction.

By comprehensively collecting this basic information, researchers can more accurately
grasp the background characteristics of respondents, thereby adequately considering individual
differences when analyzing data. This approach facilitates comparisons and analyses between
study findings and specific population characteristics, exploring differences and commonalities
among diverse groups and ensuring the validity and generalizability of research outcomes.
Through in-depth analysis of respondents' basic information, researchers can more precisely
interpret the reasons underlying study results, avoid misinterpretations or overgeneralizations
of data, and provide a solid basis for extrapolating findings to broader populations or specific
background groups. Ultimately, this enhances the reliability and applicability of the research.
Detailed descriptions are as follows.

1. Gender: M Male @ Female

2. Age: @ 29 or below @) 30-39years (3 40-49years @) 50 or above

3. Marital status: ) married @ Unmarried (3 Others (e.g. divorce)

4. Education background: O College or below @ Bachelor 3 Master (@ Doctor

5. Personnel type: D Doctor @ Nurse
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6. Professional title: (O Primary @ Intermediate 3 Vice senior @ Senior
7. Post: O Middle-level manager or above @ General professional technician
8. Length of service:

(O 5 yearsor below @ 6-15 years (3 16-25 years (4)26 years or above
9. Worked in this hospital:

(D 5years or below @ 6-15 years (316-25 years @ 26 years or above
10. Number of children: ©® 0 @ 1 ® 2 @ More than 2
11. Contract types: @ Regular @ Outsourced
12. Monthly income:

(D Less than 10000 @ 10001-20000 (3 20001-30000 @ Above 30000

3.1.3.4 Questions on variable measurement scales

In the variable measurement section, we focus on quantitatively evaluating and examining each
variable within the model. To ensure the accuracy and authority of our measurements, we have
adopted empirically validated and authoritative scales in China as our reference. For the design
of each item, we will provide detailed and in-depth explanations in subsequent chapters, aiming
to ensure that readers fully understand our design rationale and the rationality of our scale

selections.
3.1.4 Variable measurement method

The "Likert Scale" is a ubiquitous measurement tool in survey research, possessing widespread
application and significant importance. This scale is primarily utilized to assess individuals'
levels of agreement with specific viewpoints, attitudes, or feelings. Through a series of
declarative items, respondents are asked to select from pre-set scoring options based on their
perspectives or emotions.

The Likert Scale comes in various levels, such as 3-point, 4-point, 5-point, 7-point, and 9-
point scales, among which the 5-point scale is prevalent due to its simplicity and clarity. It
effectively reduces respondents’ confusion and hesitation in choosing, minimizes vague
responses, and thus enhances the accuracy and reliability of measurements.

Given these advantages, this study employs the Likert 5-point scale as the primary
measurement tool. This scale comprises five options ranging from "Strongly Disagree" to
"Strongly Agree," corresponding to a scoring range of 1 to 5. This numerical scoring approach
facilitates in-depth statistical analysis and comparisons of collected data. Key statistical
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indicators such as mean scores and standard deviations can be calculated, further quantifying
analysis results and differences among various groups.

Moreover, the Likert Scale has undergone prolonged application and validation,
establishing high standards of reliability and validity. It is recognized as a standardized

measurement tool, contributing to the comparability and reproducibility of research findings.

3.2 Measuring variables

The precision and validity of measured variables are crucial to ensuring the scientific rigor and
accuracy of research conclusions. Adhering to strict scientific standards, we have employed
authoritative scales that have undergone extensive empirical testing in China to measure all
relevant variables comprehensively and meticulously. Recognizing the uniqueness of public
hospital medical staff and the specific research requirements, we have carefully adapted
questionnaire items about the study population to enhance their relevance and practicality. We
have strictly followed established questionnaire design principles for other items, ensuring
measurement stability and reliability.

Based on an in-depth literature review and the theoretical model constructed for this study,
we have identified critical variables for measurement. These variables encompass six
significant aspects: LMX, JE, JS, CS, PO, and TI. These variables reflect medical staff's
psychological states and behavioral tendencies in their work and provide powerful analytical
tools for our in-depth exploration of human resource management in public hospitals.

In the following sections, we will provide detailed explanations and elaborations on these
critical variables to offer readers a clear and comprehensive understanding. Through an in-depth
examination of their connotations, measurement methods, and influencing factors, we hope to
provide valuable references and insights for public hospital administrators and relevant
researchers, jointly advancing the theory and practice of human resource management in public
hospitals.

3.2.1 Measurement of T1

This study adopts the classic definition of T1 proposed by Mobley et al. (1978), which views
Tl as a comprehensive manifestation of job dissatisfaction, the emergence of thoughts of
leaving, the tendency to seek other jobs, and the assessment of the possibility of finding

alternative employment.

78



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

Regarding the selection of measurement scales, we have chosen the Tl scale, revised and
translated by Weng and Xi (2010) from the original scale developed by Mobley et al. (1979).
This scale comprises four core items, specifically:

1. I basically never thought of leaving the current unit.

2. | plan to have a long-term career development in this unit.

3. I often feel tired of my current work and want to change to a new unit.

4. 1 will probably leave my current unit in the next six months.

In terms of scoring, this scale employs the Likert 5-point rating system, ranging from 1
(strongly disagree) to 5 (strongly agree), to evaluate these items. The overall Tl is reflected by
calculating the average score of these four items, with higher scores indicating a stronger
intention to leave among respondents.

Regarding the reliability of this scale, Weng and Xi (2010) conducted extensive survey
validation involving 10 to 25 enterprises in nine cities in China. The validation results showed
a Cronbach's a coefficient of 0.755, demonstrating the scale's good internal consistency and

reliability in measuring TI. This provides a reliable measurement tool for the present study.
3.2.2 Measurement of LMX

LMX describes the perceived support, understanding, and trust that employees receive from
their leaders, as well as the strong bond established between them (Green et al., 1996; H. Wang
et al., 2005). When this exchange relationship is more profound, employees often feel part of
the leader's "inner circle."

For this study, we have selected the LMX scale translated by Zhao et al. (2014) from the
version developed by Wang et al. (2005). This scale comprises seven core items, specifically:

1. Generally speaking, | know very well whether my supervisor is satisfied with my job
performance.

2. | think my supervisor is very aware of my problems and needs in my work.

3. I think my supervisor knows a lot about my potential.

4. My supervisor will use his authority to help me solve major work problems.

5. My supervisor will sacrifice my own interests to help me get out of the difficulties at
work.

6. I trust my supervisor and support his decision-making.

7. | have a very good working relationship with my supervisor.

In terms of scoring, this scale employs a Likert 5-point rating system, ranging from "1"

(strongly disagree) to "5" (strongly agree), to evaluate these items. The overall Leader-Member

79



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

Exchange relationship is calculated by averaging the scores of all items, with higher scores
indicating a closer relationship between the respondent and their leader.

Regarding the reliability of this scale, in the study conducted by Zhao et al. (2014), the
Cronbach's « coefficient of the scale reached 0.92. This value demonstrates excellent internal
consistency and reliability of the scale in measuring Leader-Member Exchange, providing
accurate and reliable data for this study (Green et al., 1996; H. Wang et al., 2005).

3.2.3 Measurement of JE

Job embeddedness is a concept centered on individual employees, emphasizing the attachment
relationship between employees and the organization. This relationship encompasses three
dimensions: fit, links, and sacrifice, while the degree of JE is used to explain the various non-
emotional considerations that lead employees to choose to remain in their current organization.
In assessing JE for this study, we have adopted the Job Embeddedness Scale developed by
Crossley et al. (2007) and validated and translated by S. M. Li and Zhao (2017). This scale
comprises seven core items, specifically:

1. | feel attached to this organization.

2. It would be difficult for me to leave this organization.

3. 1 am too caught up in this organization to leave.

4. | feel tied to this organization.

5. I simply could not leave the organization that | work for.

6. It would be easy for me to leave this organization.

\l

. I am tightly connected to this organization.

In terms of scoring, the scale employs a Likert 5-point rating system, ranging from 1
(strongly disagree) to 5 (strongly agree), to evaluate these items. The overall JE is calculated
by averaging the scores of these items, with higher scores indicating a deeper level of JE among
respondents.

Regarding the scale's reliability, in the study conducted by S. M. Li and Zhao (2017), the
Cronbach's a coefficient of the scale was 0.862, demonstrating good internal consistency and
reliability in measuring JE. However, considering the potential issue with the sixth item
mentioned above, future researchers may need to revise or improve the scale accordingly when

adopting it.
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3.2.4 Measurement of JS

In the context of this study, JS refers explicitly to the subjective feelings of senior medical
professionals during their tenure and their emotional responses to other job-related factors.

To quantify and assess JS, this study employed the overall Employee Satisfaction Scale
developed by Li C. P. et al. (2006), translated from Tsui et al. (1992). This scale comprises Six
core items, specifically:

1. I am very satisfied with the opportunities for promotion within the unit.

2. | am very satisfied with my colleagues in the unit.

3. I am very satisfied with my immediate supervisor.

4. 1 am very satisfied with the work itself that | am doing.

5. 1 am very satisfied with the remuneration | receive from my unit.

6. Overall, | am very satisfied with my current job.

Regarding the scoring method, the scale utilizes a Likert 5-point scoring system, ranging
from "1" to "5" to rate these items (where "1" represents strongly disagree, and "5" means
strongly agree). The overall JS is then obtained by calculating the average score of all items. A
higher score indicates higher JS among respondents.

Regarding the scale's reliability, in the study by Li C. P. et al. (2006), Cronbach's o
coefficient of the scale was 0.75. This result indicates that the scale has good internal

consistency and reliability in measuring JS, making it suitable for measuring JS in this study.
3.2.5 Measurement of CS

Career shock events refer to significant occurrences that trigger individuals to reflect deeply on
their current career status, potentially leading to changes in their career decision-making. The
impact of these events can be positive, negative, or neutral (Feng et al., 2021). To measure
career shocks, this study adopts the career shock events scale developed by Ali et al. (2020)
specifically for the Chinese context.

The scale divides career shocks events into two main categories: positive career shocks
(PSC) and negative career shocks (NSC), comprising nine items. The specific items are as
follows:

1. I unexpectedly received a new job offer.

2. 1 was promoted sooner than expected.

3. I was unexpectedly selected for the best performance award.

4. | was unexpectedly selected for an advanced training program.
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5. I unexpectedly received a salary increase.

6. Unexpected forced job rotation adversely affected my social relations and behavior.

7. Unexpected downsizing adversely affected my career path.

8. Clash with supervisor/coworker negatively influenced my career planning.

9. The unexpected departure of a mentor or colleague placed me in trouble to sustain my
career.

In terms of scoring, this scale uses a Likert 5-point rating system, ranging from "1" to "5"
to evaluate these items (where "1" represents strong disagreement and "5" represents strong
agreement). This approach allows a quantitative assessment of respondents' feelings regarding
career shocks events.

Regarding the reliability of the scale, in the study conducted by Ali et al. (2020), the
Cronbach's a coefficient for the positive career shocks events (PSC) subscale was 0.92, and the
Cronbach's a coefficient for the negative career shocks events (NSC) subscale was 0.94. These
results indicate good internal consistency and reliability in measuring career shocks events,

making the scale well-suited for this study.
3.2.6 Measurement of PO

Perceived opportunities refer to an individual's assessment of alternative job opportunities
(Wheeler et al., 2005). In this study, we adopted and appropriately revised the scale developed
by Weng and Xi in 2010, which was based on research by McAllister (1995), Wheeler et al.
(2007), Rusbult and Farrell (1983), and Hui et al. (1999). This revised scale is used to measure
PO. The scale comprises the following four items:

1. It is not difficult for me to leave this unit to find a job like this again.

2. | think there are many development opportunities outside the organization.

3. With my current skills and conditions, it is easy to find a satisfactory job again.

4. Leaving the current unit, | have a lot of other jobs to choose from for scoring; this scale
employs a Likert 5-point system, where respondents indicate their level of agreement with each
item on a scale from 1 to 5 (with one representing "strongly disagree” and five representing
"strongly agree™). The overall assessment of available alternative job opportunities is derived
by calculating the average score across these four items. A higher score indicates that the
respondent perceives a more significant number of available alternative job opportunities.

Regarding the scale's reliability, in the study conducted by Weng and Xi (2010), the
Cronbach's o coefficient for this scale was 0.747. This suggests good internal consistency and

reliability in measuring PO, making it suitable for the present study.

82



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

3.3 Principles of questionnaire distribution

Ensuring the scientific distribution of questionnaires is crucial in guaranteeing this study's
smooth progress and credible results. By adhering to standardized distribution procedures, we
can not only enhance the rigor of the research but also ensure that the final collected data is

highly reliable and valid.
3.3.1 Selection of research participants

The core objective of this study is to investigate the predictive effects of LMX relationships
and JE on Tl among healthcare professionals in tertiary public hospitals in Guangzhou, China.

As a significant city in southern China, Guangzhou comprises 11 administrative districts,
divided explicitly into four central urban areas (Yuexiu, Liwan, Haizhu, and Tianhe) and seven
suburban districts (Baiyun, Panyu, Nansha, Huangpu, Conghua, Zengcheng, and Huadu).
According to the official website of the Guangzhou Health Commission, as of April 26, 2023,
there are 20 municipal tertiary public hospitals in Guangzhou, including 11 general hospitals
and nine specialized hospitals.

To ensure the breadth and depth of the research, this study deliberately selected seven
general hospitals and five specialized hospitals from the municipal tertiary public hospitals in
Guangzhou as sample sources. These hospitals are geographically distributed across Yuexiu
District (4 hospitals), Liwan District (3 hospitals), Haizhu District (2 hospitals), and one
hospital each in Tianhe, Huangpu, and Zengcheng districts. Together, these hospitals have
20,632 beds and employ 23,501 health technicians.

In each selected hospital, researchers randomly chose no less than 40 doctors and nurses
from clinical departments strictly according to preset criteria as survey respondents. A total of
500 respondents were selected from 12 hospitals to ensure the diversity and representativeness

of the sample, thereby meeting the requirements of statistical analysis.
3.3.2 Questionnaire distribution method

The present survey employed electronic questionnaires, ensuring participants' anonymity
during the completion process. Before commencing the questionnaire, a comprehensive
informed consent form was provided to each participant. This form explicitly stated that the
sole purpose of the survey was for academic research and solemnly promised that the collected

data would be strictly confidential, with no public disclosure in any form. Fully aware of the
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importance of personal information, we guarantee that no personal details will be leaked. This
approach aimed to alleviate any potential doubts or concerns participants may have had,
ensuring their participation was voluntary. Only when participants fully understand the research
objectives and expressly consent can the collected sample data reflect their thoughts and
situations, guaranteeing data quality and the accuracy of research findings. Consequently,
participants were only invited to complete the questionnaire after explicitly consenting.

3.3.3 Number of valid questionnaires

Different statistical analysis methods have varying requirements for sample size. To ensure the
stability and validity of the obtained parameters, the sample size must meet a certain standard.
Conversely, an insufficient sample size may lead to model convergence failures, inappropriate
parameter values, and inaccurate estimation of standard errors. This issue has garnered
widespread attention in the academic community, with numerous scholars offering their
perspectives.

Nunnally and Bernstein (1968) suggest that the sample size should be at least ten times the
number of variables, denoted as N/V>10 (where N represents the sample size and V represents
the number of variables).

Tanaka (1987) and Bollen (1989) argue that the sample size should be at least ten times the
number of free parameters, expressed as N/P>10 (where N is the sample size and P is the
number of free parameters).

Bentler and Chou (1987) further note that under conditions of normally distributed data,
without missing values or extreme outliers, the sample size should be at least five times the
number of free parameters. If these conditions are unmet, the sample size should be increased
to 15 times.

Boomsma (1987) emphasizes that when using the maximum likelihood method for
estimation, a minimum sample size of 200 is required. A sample size of less than 100 may lead
to erroneous conclusions.

Regarding factor models, Loehlin (1986) proposes that a model with 2 to 4 factors requires
a minimum of 100 samples, with more than 200 being ideal. M. Mitchell (1993) suggests that
the sample size should be at least 10 to 20 times the number of variables in the model.

Ding, Velicer, and Harlow (1995) synthesized research from various scholars and
suggested that a sample size of at least 100 to 150 is required for Structural Equation Modeling
(SEM) analysis. Velice and Fava (1998) found that sample size plays a crucial role in

exploratory factor analysis; hence, it is also a critical factor in SEM. For most SEM applications,
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a sample size of over 200 is considered more appropriate. This view is supported by Kling
(1998), who argued that the minimum sample size for SEM should be 100; otherwise, the model
estimation results would be unstable and unreliable.

Jackson (2003) further pointed out that when using the maximum likelihood method for
estimation, the ratio of estimated parameters to the sample size should be 1:20, with 1:10 being
the minimum requirement. After investigating many SEM studies, Schumacker and Lomax
(2004) concluded that a sample size range of 250 to 500 is more suitable.

Barrett (2007) emphasized that parameters estimated from SEM models with a sample size
below 200 are unreliable. It is worth noting that when using AMOS software for parameter
estimation (which typically employs the default maximum likelihood method), a sample size
greater than 500 may lead to severe chi-square inflation, increasing the risk of the model being
rejected as the p-value is more likely to be less than 0.05.

Synthesizing the recommendations of these scholars, for most structural equation models,
a sample size range of 100 to 500 is ideal. In this study, conducted at a tertiary public hospital
in Guangzhou through a questionnaire survey, 500 questionnaires were initially distributed, and
500 valid guestionnaires were recovered. After excluding 18 unqualified questionnaires, 482
valid questionnaires remained. This sample size ensures the scientific rigor and validity of the

research results.
3.3.4 Quality control

To ensure the study's rigor and data quality, we carefully recruited two research assistants with
master's degrees or above who received systematic training in research methods. We provided
these assistants with specialized training for the questionnaire collection process to familiarize
them with relevant procedures and requirements. In designing the questionnaire, we specifically
included contact phone numbers for the research team in the instructions to enable respondents
to obtain timely answers to any queries. This measure aimed to improve the accuracy and
completeness of questionnaire responses.

Before implementing the survey, the research assistants prepared an electronic version of
the scale using a professional online survey website (https://www.wjx.cn) and generated a
corresponding QR code. Respondents could easily access and complete the online questionnaire
by scanning the QR code. Upon completion, the data would automatically be saved and
uploaded to the website server for subsequent data analysis and processing.

To further enhance the quality of the electronic questionnaire, we conducted a strict review

of its content. During the preparation process, we added a prompt function that prevented
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respondents from submitting incomplete questionnaires due to missed items. Additionally, we
established uniform "content format™ and "word limit" standards for open-ended questions to
standardize respondents’ answers and ensure that the collected information met research
requirements.

After compiling the electronic questionnaire, the research assistants conducted test fills
using different mobile devices at various times. We officially released the questionnaire after
repeated verification and confirmation that the filling process was smooth and compliant with
standard requirements. These measures ensured that the questionnaire setup met expected

standards and that the data could be effectively uploaded to the server for subsequent processing.

3.4 Ethical review

Before commencing this study, we submitted a relevant application to the Second Affiliated
Hospital Ethics Committee of Guangzhou Medical University and were honored to receive their
formal approval (Approval Number: 2023-ks-07). This study has always adhered to ethical
principles and strictly followed the requirements of ethical review to ensure that the rights and
interests of every respondent are fully protected. We deeply understand that ethical review is
not only a guarantee for the legality and compliance of research but also a respect for the dignity
and rights of participants. Therefore, we will spare no effort to uphold the research’s legitimacy,
morality, and reliability and resolutely defend respondents' privacy and various rights and

interests from infringement.

3.5 Data collection

A time-lagged survey design was employed to minimize potential standard method bias (CMB)
issues and enhance the strength of the study's causal inference. Specifically, questionnaires
were distributed to the same subjects at two different time points (T1 and T2, with a four-month
interval). This design had two main advantages. Firstly, collecting data from two distinct
periods facilitated a more accurate establishment of causality since temporal precedence is a
critical element of causal inference (O’Brien et al., 2011). Secondly, by gathering data at two
separate time points, we effectively mitigated the threat of CMB, which is particularly prevalent
in one-time surveys (M. L. Chen & Lin, 2014; Lin & Bhattacherjee, 2008, 2009).

Notably, the choice of a four-month interval between the two surveys was based on several

considerations. On one hand, the literature suggests that the gap between surveys should be
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sufficient to avoid short-term memory effects or emotional influences (Fletcher & Hove, 2012;
Sakurai & Jex, 2012). On the other hand, an excessively long interval might increase
interference from changes in the social environment, thereby affecting data stability. Therefore,
four months was deemed an appropriate balance.

Two surveys were conducted, with 500 questionnaires distributed in each round. The first
round of questionnaires was distributed in May 2023, and 482 valid questionnaires were
successfully collected. The second round was distributed in September 2023, and 403 valid
questionnaires were returned. To ensure the accuracy and reliability of the data, strict quality
control measures were implemented after the questionnaires were collected.

Our questionnaire screening process was rigorous and meticulous. Firstly, to ensure the
survey's anonymity and protect the respondents' privacy, we designed a unique identification
code. This code was created by combining a portion of the respondents' surnames and a portion
of the personal mobile phone numbers, allowing us to exclude questionnaires that were only
completed in the first round but not in the second round using this identification system.
Secondly, for respondents who completed both rounds of questionnaires, if one of the
guestionnaires was deemed invalid for any reason, the entire set of questionnaires was excluded
from the analysis. Finally, questionnaires with obvious patterned answers were also excluded
to ensure the authenticity of the data.

After careful collection and screening, 338 valid matched questionnaires from the two
rounds were obtained, providing a solid foundation for subsequent hypothesis analysis. Table
3.1 presents the project source, evaluation waves, and a summary of their reliability in the
literature.

Table 3.1 Item sources and reliability in the literature

Wave Construct items Source/Reference Cronbach's a
1st Leader-Member Exchange 7 Wang et al.(2005) 0.92
1st Job embeddedness 7 Crossley et al. (2007) 0.862
1st Job satisfaction 6 sui et al. (1992) 0.75
1st Turnover intention 4 Mobley et al. (1979) 0.755
2nd Career Shocks 9 Ali et al. (2020) 0.92
2nd Perceived opportunities 4 Weng and Xi (2010) 0.747
2nd Job satisfaction 6 sui et al. (1992) 0.75
2nd Turnover intention 4 Mobley et al. (1979) 0.755

Note. Wave denotes the data collection wave (1st or 2nd).
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3.6 Statistical methods

Data analysis is a crucial aspect of this study, aiming to validate theoretical assumptions and
provide rigorous research findings. Its core is ensuring scientific rigor, data reliability, and
hypothesis testing accuracy. To this end, we employed various data analysis tools such as SPSS
26, AMOS 29, and PROCESS macro for SPSS.

Specifically, SPSS software was utilized for data preprocessing, descriptive statistical
analysis, correlation analysis, exploratory factor analysis (EFA), hierarchical regression
analysis. On the other hand, AMOS software focused on confirmatory factor analysis (CFA) to
ensure the measurement model's goodness of fit and validity. PROCESS macro for SPSS, with
its unique advantages in measuring mediation and moderation effects, helped us better
understand the intrinsic relationships among variables.

During the data analysis process, we first conducted descriptive statistical analysis to
describe the sample's essential characteristics and distribution in detail. Subsequently, we
performed comprehensive reliability and validity tests on the scales in the questionnaire and
detailed factor analysis to ensure the accuracy and effectiveness of the scales used, laying a
solid foundation for subsequent analysis.

We employed statistical methods such as correlation analysis and regression analysis to
further reveal the relationships among variables. These methods helped us explore the direct
impacts of factors such as LMX, JE, JS, CS, and PO on Tl and uncovered indirect effects and
potential mediation mechanisms among them.

Finally, we comprehensively validated and tested the theoretical model using regression
analysis and the functionalities of PROCESS macro for SPSS. This process verified the
reasonableness of our theoretical assumptions and provided insights into how these variables
interact and jointly influence T1. Through this rigorous data analysis process, we gained a more
comprehensive understanding of the research problem and contributed new knowledge and

insights to theory and practice in related fields.
3.6.1 Reliability analysis

Reliability, also known as measurement consistency, is a crucial indicator for assessing the
performance of measurement tools. It gauges the stability and consistency of results obtained
from repeated measurements conducted in different contexts or at different time points.

Reliability analysis aims to ensure that measurement tools exhibit adequate consistency,

88



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

stability, and dependability, thereby accurately reflecting the actual characteristics of the
measured objects. When reliability coefficients reach high levels, we can confidently assert that
the results provided by the measurement tools are accurate and trustworthy.

To ensure the reliability of our measurement tools, this study adopted three critical criteria:
(1) The internal consistency coefficient (Cronbach's a) must exceed 0.7. This coefficient
assesses the consistency among items within a scale ranging from 0 to 1. Generally, a higher
coefficient indicates a higher reliability of the scale. If the reliability coefficient is below 0.6, it
suggests insufficient reliability, necessitating reconsidering the questionnaire design or data
collection methods. Coefficients between 0.6 and 0.7 are considered minimally acceptable;
those between 0.7 and 0.8 indicate good reliability; those between 0.8 and 0.9 suggest strong
reliability, while coefficients between 0.9 and 1 indicate excellent scale reliability; (2) The
correlation coefficient among items must be greater than 0.3. This ensures adequate relatedness
among the items. If the correlation coefficient of an item with other items is less than 0.3, it
suggests a lack of necessary association, recommending its removal; (3) The corrected item-
total correlation coefficient must be greater than 0.5. This refers to the correlation coefficient
between any given item and the sum of all other items within the construct. If an item's corrected
item-total correlation coefficient is less than 0.5, it indicates inconsistency with other items
within the construct, suggesting its deletion (Hair et al., 2010).

3.6.2 Validity analysis

Validity is a crucial metric that gauges the accuracy of a measurement tool or method in
reflecting the essence of what is being measured. Validity analysis, on the other hand, assesses
how these tools or designs precisely capture the target concepts or variables, focusing on
verifying their accuracy and effectiveness. Various types of validity exist, such as face, content,
criterion, and construct, which constitute a framework for evaluating the overall validity of
measurement tools.

Content and construct validity are particularly significant in developing and evaluating
measurement tools. To ensure content validity, which refers to the comprehensiveness of a
measurement tool in covering all essential aspects of the measured concept, researchers often
employ methods like expert consultation, group discussion, and bidirectional translation. These
methods have also been applied in this study, where the questionnaire has undergone meticulous
revision by incorporating authoritative scales and expert opinions to ensure the

comprehensiveness and accuracy of its content.
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Construct validity, on the other hand, emphasizes whether a measurement tool can precisely
reveal the internal structure of the concept being measured. Researchers commonly use two
methods to verify this: Exploratory Factor Analysis (EFA) and Confirmatory Factor Analysis
(CFA). EFA initially primarily serves to explore the structural characteristics of a scale. At the
same time, CFA further validates these structures' stability and rationality to ensure the
measurement tool's effectiveness. In this study, we have strictly followed these analytical steps
and used indicators such as y*/df, RMSEA, CFI, TLI, and SRMR to assess the goodness of fit
of the CFA model.

These indicators have some differences in the academic community, so whether to accept
the model depends on a comprehensive consideration based on multiple indicators and specific
circumstances (Hou et al., 2004; L. Hu & Bentler, 1998, 1999; MacCallum et al., 1996; Ullman
& Bentler, 2012). Specifically, for x#df, some scholars consider it acceptable if it is less than
4 (L. Hu & Bentler, 1998), but there are more stringent standards that suggest a range between
1 and 3 is more ideal (Hou et al., 2004); RMSEA < 0.1 is generally considered acceptable
(MacCallum et al., 1996); while CFl and TLI > 0.9, SRMR < 0.08 indicate good model fit. It
is worth noting that these fit indices are influenced by sample size, so the standards should be
appropriately relaxed when the sample size is small. Additionally, these fit indices are highly
influenced by sample size. When the sample size is small (e.g., less than 150), the standards
should be appropriately relaxed, and the significance level should be set to 0.01 (Wen et al.,
2004). Based on the above discussion, the acceptable standards used in this study are y*/ df <
4, RMSEA < 0.10, CFI > 0.9, TLI > 0.9, SRMR < 0.10. In conclusion, these fit indices should
be considered comprehensively.

Before conducting factor analysis, this study assessed the scale's appropriateness through
the Kaiser-Meyer-Olkin (KMO) test and Bartlett's sphericity test. We consider the scale suitable
for subsequent factor analysis only when the KMO value is more significant than 0.70 and the
result of Bartlett's sphericity test is significant. After ensuring that the scale meets these
prerequisite conditions, we further conducted a factor analysis to extract common factors and
validate the structural validity of the scale. Based on the excellent fit of the CFA model, we
also examined the convergent and discriminant validity of each scale to ensure that the
measurement tool demonstrates consistency when measuring similar concepts and
distinctiveness when measuring different concepts. Through these rigorous validity analysis
steps, we can have more confidence in assessing the accuracy and effectiveness of the

measurement tool, thus providing solid data support for subsequent research.
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3.6.3 Statistical description

Statistical description is a technical method that comprehensively synthesizes and delicately
portrays data using mathematical and statistical principles. Its primary purpose is to aid
researchers in gaining a deeper understanding of the inherent characteristics of data and to make
reasonable inferences and analyses based on them. In statistical description, special attention
should be paid to the central tendency and dispersion of data, as these two aspects can fully
reveal the data's distribution patterns and critical features.

In this study, we have selected various statistical descriptive indicators to delve into the
basic situation of demographic variables, including maximum, minimum, mean, and standard
deviation. These indicators not only cover core demographic variables such as age, gender,
education level, work experience, marital status, and job title but also paint a comprehensive
and three-dimensional portrait of the research sample. Through these precise statistical
descriptions, we can grasp the overall characteristics of the research subjects more clearly,
laying a solid foundation for subsequent in-depth analysis and interpretation of results.

Meanwhile, it also provides a powerful tool to extract more valuable information from the data.
3.6.4 Correlation analysis

Correlation analysis aims to delve into the relationships between two or more variables. The
core of this method lies in assessing the degree of association and the direction of association
between variables. Correlation coefficients, particularly the Pearson correlation coefficient, are
pivotal in correlation analysis. It is a crucial metric for measuring the strength and direction of
relationships between variables. The Pearson correlation coefficient ranges from -1 to 1
(Sherkatghanad et al., 2020). When the coefficient value approaches 1 or -1, it indicates a strong
linear relationship between two variables. When the coefficient value approaches 0, it suggests
a weak linear relationship between variables or possibly no linear correlation.

In this study, we chose Pearson correlation analysis as the primary method to explore
relationships between variables. By analyzing the absolute values of correlation coefficients in
the results, we can directly gauge the strength of correlations between measured variables. The
larger the absolute value of the correlation coefficient, the stronger the correlation between the
variables under consideration (Z. Li et al., 2022), thereby providing a robust quantitative basis

for understanding and explaining the interactions between variables.
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3.6.5 Regression analysis

Regression analysis aims to delve into the relationships between variables and utilize one or
more independent variables (explanatory variables) to predict the potential values of a
dependent variable (response variable). By constructing precise mathematical models,
regression analysis can depict and quantify the dependencies between independent and
dependent variables in detail, revealing their inherent connections and providing solid scientific
support for prediction and decision-making.

When conducting regression analysis, researchers must clarify the research objectives and
core issues, accurately define the dependent and independent variables, and comprehensively
collect relevant data. The quality and integrity of the data are crucial to the accuracy and
reliability of the regression analysis. Choosing an appropriate regression model for fitting is a
critical step in regression analysis, typically involving model assumption testing, parameter
estimation, model optimization, and adjustment.

After the model fitting is completed, systematic model diagnosis and evaluation are
essential. This includes checking whether the residual distribution of the model is reasonable,
whether there are potential issues such as heteroscedasticity and multicollinearity, and assessing
the model's goodness of fit and predictive performance. Commonly used model evaluation
metrics, such as the coefficient of determination (R*) and adjusted R*, provide researchers with
a quantitative assessment basis.

This study employs hierarchical regression analysis and the PROCESS macro for SPSS
developed by Hayes (2022). Hierarchical regression analysis is a statistical method that
investigates differences among multiple regression models. By adding independent variables
individually or layer by layer, it observes whether the changes in the model after adding one or
more independent variables are statistically significant. This method compares the explanatory
power of different regression models, helping to identify those independent variables that play
an irreplaceable role and revealing their independent impact on the dependent variable.
Compared to conventional hierarchical regression analysis, PROCESS can directly provide
estimates of direct and indirect effects and results such as Bootstrap confidence intervals and
Sobel tests. Additionally, PROCESS offers a variety of complex mediation and moderation
models for researchers to choose from, making the computational process simpler and more
efficient. By using PROCESS for complex model testing, researchers can more deeply reveal

the interrelationships between variables and provide strong support for practical applications.
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3.6.6 Common method variance analysis

Common Method Variance (CMV), also known as Common Method Bias (CMB), refers to the
artificial covariance phenomenon between predictor variables and criterion variables due to the
high similarity in data sources, raters, measurement contexts, item contexts, and characteristics
of the items themselves. The root cause of this bias lies in the intertwining of multiple factors,
such as the same data sources or raters, the characteristics of questionnaire items and content,
and the measurement environment. Bias can seriously undermine the reliability and accuracy
of model analysis results, thereby misleading research conclusions.

To minimize the potential impact on research results due to using the same method or data
source, this study conducted two questionnaire surveys on the same group of respondents over
four months. Additionally, we employed the Harman single-factor analysis approach
(Podsakoff & Organ, 1986) to systematically examine the existence of common method bias.
Specifically, we included all variables in an Exploratory Factor Analysis (EFA) framework.
We determined the minimum number of factors required to explain variable variation by
examining the unrotated factor analysis results. Suppose the analysis revealed only one factor
or abnormally high explanatory power for a particular factor (usually over 50%). In that case,
it can be determined that there is severe standard method bias.

In this study, we conducted a comprehensive exploratory factor analysis involving seven
constructs. The analysis showed that seven factors were extracted, explaining 33.129%,
13.859%, 8.417%, 6.683%, 5.027%, 4.006%, and 2.951% of the total variance, respectively.
Moreover, the variance explained by the most significant common factor was 33.129%, below
40%, indicating good data quality. These data suggest that the variance is unevenly distributed
among multiple factors, proving that there is no severe standard method bias in the model, thus

ensuring the reliability and accuracy of the research conclusions.
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Chapter 4: Leader-Member Exchange, Job Embeddedness, and

Turnover Intention: The Mediating Role of Job Satisfaction

Previous studies have confirmed that LMX and JE negatively impact employees' T1. However,
the underlying psychological mechanism behind this negative influence of LMX and JE on TI
remains unclear. To address this issue, the present study adopts a perspective based on social
exchange theory and JE theory to analyze and compare how JS may mediate the effects of LMX
and JE on employees' T1. Furthermore, this study aims to determine which factor, JS, LMX, or

JE, has more substantial explanatory power in the relationship between these variables and TIL.
4.1 LMX and TI: The mediating role of JS

According to the core viewpoint of the LMX theory, the quality of the exchange relationship
between employees and leaders profoundly impacts employees' work attitudes and behaviors.
Within this framework, the concepts of "in-group" and "out-group" members reveal the
differences in this relationship. Subordinates considered "in-group" members not only have the
opportunity to participate in essential decision-making processes but also receive additional
tasks and more opportunities for interaction with their leaders. This close collaborative
relationship fosters mutual understanding and trust between leaders and subordinates, bringing
higher JS, better performance, and lower employee work stress. Simultaneously, this high-
quality exchange relationship increases the frequency of communication between leaders and
subordinates, further enhancing work efficiency and team innovation outcomes.

In contrast, subordinates perceived as "out-group" members may be ignored by leaders,
lacking opportunities for performance and advancement. Due to their distance from the
leadership, they rarely have the chance to participate in decision-making processes or receive
recognition and promotion from their leaders. This low-quality exchange relationship results in
poor job performance and exposes employees to higher stress levels and dissatisfaction. Over
time, as "out-group" members continue to feel undervalued and overwhelmed, their sense of
self-efficacy diminishes, making them more prone to considering resignation and seeking new
job opportunities.

Furthermore, a high-quality LMX can provide employees with additional opportunities for
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career development. Through introductions and recommendations from leaders, employees can
expand their social networks and connect with key individuals in other organization
departments (Sparrowe & Liden, 1997). These expanded social networks may offer greater
visibility, access to information, and other forms of support (Burt, 1992), enhancing the
employee's career competitiveness and willingness to stay. Thus, the quality of the supervisor-
subordinate relationship directly impacts the subordinate's TI. Relevant studies have also shown
that the LMX metric better predicts turnover rates than employee attitude metrics (Graen et al.,
1982; Mobley et al., 1979). This underscores the significance of establishing a high-quality
exchange relationship with leaders to reduce employees' desire to leave.

Based on the above literature and discussion, we can propose the following hypothesis:

H1: LMX is negatively related to TIL.

The LMX theory provides a solid theoretical foundation for understanding the interactive
relationships between leaders and organizational members. This theory emphasizes that leaders
establish relationships of varying qualities with different members, grounded in material and
social exchanges. Leaders categorize members into "in-group" and "out-group " within this
exchange dynamic." Members perceived as part of the "in-group" enjoy closer and deeper
relationships with the leader, resulting in greater access to organizational resources,
promotional opportunities, trust, and respect. This privileged status and treatment often
significantly enhance their JS. Conversely, members labeled "out-group" may experience
dissatisfaction and frustration due to lacking resources and opportunities.

Job satisfaction reflects employees' feelings and evaluations of their work environment,
content, and outcomes. It plays a crucial bridging role in the relationship between LMX and TI.
When employees perceive support, trust, and respect from their leaders, their sense of
identification with the organization increases, leading to greater job involvement and,
consequently, higher JS. This positive emotional state makes employees more appreciative of
their current job opportunities and inclined to stay and continue developing within the
organization. Conversely, if the relationship quality between employees and their leaders is
higher, they may feel they need to be more valued, leading to decreased JS. In such cases,
employees are more likely to develop TI and seek other job opportunities that better meet their
needs.

The study by Gerstner and Day (1997) further supports this viewpoint by finding that LMX
indirectly influences turnover behavior through its impact on other employee attitudes, such as
satisfaction and organizational commitment. This suggests that JS significantly mediates

between LMX and TI.

96



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

Based on the above literature review and discussion, we propose the following hypothesis:

H4a: JS mediates the relationship between LMX and TIL.

4.2 JE and TI: The mediating role of JS

Since T. R. Mitchell et al. (2001) first introduced the concept of JE theory, it has garnered
widespread attention in employee turnover research. Job embeddedness is the degree to which
employees are embedded in their work or organization, reflecting various connections and ties
between employees and their work or organization (Sekiguchi et al., 2008). These connections
and ties include traditional work attitude factors such as JS and organizational commitment
(Hossein & Somayeh, 2018) and a range of non-work factors such as community connections,
family factors, and lifestyle compatibility.

Numerous studies have demonstrated that a higher level of JE is associated with a lower
turnover rate (Crossley et al., 2007). This is because highly embedded employees have
established strong connections and ties within their job or organization, which increases the
costs and difficulties associated with leaving. Conversely, less embedded employees are more
susceptible to external job opportunities due to their weaker ties to the job or organization.

Job embeddedness is a critical mediating construct between specific on-the-job and off-the-
job factors and employee retention (T. R. Mitchell, Holtom, Lee, et al., 2001). In other words,
JE explains why certain employees, facing similar work environments and turnover factors,
choose to remain with an organization rather than leave immediately. This is because JE
captures the unique connections and ties between employees and their work or organization that
are often overlooked in traditional turnover theories.

Furthermore, JE has been revealed to mediate between job aspects and critical
organizational outcomes (Holtom & Inderrieden, 2006). For instance, research has found that
JE significantly predicts key organizational outcomes such as employee job performance (T.
W. Lee et al., 2004), organizational citizenship behavior, and TI (T. R. Mitchell, Holtom, Lee,
et al., 2001). This suggests that JE plays a crucial role in employees' turnover decisions and
significantly impacts their behavior and performance within the organization.

Based on the above literature review and discussion, we propose the following hypothesis:

H2: JE is negatively related to TI.

Job embeddedness is a construct that describes the degree of an employee's connectedness
to their job and organization (T. R. Mitchell, Holtom, Lee, et al., 2001). When employees are

deeply embedded in their work, organization, and community, they often experience higher JS.
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Job embeddedness implies that employees have established strong ties within their work
environment, feel a high fit with the organization and colleagues, and perceive significant
sacrifices associated with leaving their current job (Crossley et al., 2007). Such satisfaction, in
turn, enhances their loyalty to the organization and willingness to stay, thereby reducing TI.
Conversely, if employees' JE is low, they may feel dissatisfied with their work, weakening their
connection to the organization and increasing the likelihood of turnover.

Moreover, highly embedded employees face higher turnover costs, including searching for
a new job, adapting to a new environment, and losing the support of their existing social
network. As a result, even in the face of external job opportunities or dissatisfying work
conditions, they are more inclined to stay in their current organization (T. W. Lee et al., 2004).
Thus, JS is a crucial psychological mechanism linking JE to TI.

Based on the above literature review and discussion, we propose the following hypothesis:

H4b: JS mediates the relationship between JE and TI.

4.3 JS and T1

Since March and Simon first proposed the employee turnover model in 1958, the relationship
between JS and T1 has been a focal point in organizational behavior. March and Simon's model
emphasized two core antecedents of voluntary turnover: individuals' perceptions of desirability
and ease of mobility. Building upon this foundation, subsequent scholars have further deepened
our understanding of this relationship.

In the study by Jackofsky and Peters (1983), the perceived desirability of mobility was
essentially equated with JS. This widely accepted perspective has become a fundamental
cornerstone for subsequent research. Job satisfaction, the subjective evaluation of employees'
overall feelings towards their current job or organization, encompasses various aspects,
including job content, work environment, and compensation. When satisfied with these aspects,
employees are more likely to feel a sense of belonging and loyalty to the organization, reducing
their intention to leave.

Job satisfaction has gradually emerged as a strong predictor of voluntary turnover. Much
empirical research supports the negative correlation between JS and TI (Mobley et al., 1978).
This implies that enhancing employee JS effectively reduces turnover rates and enhances
organizational stability.

However, it is essential to recognize that the relationship between JS and TI is not absolute.

In certain situations, even if employees are satisfied with their current job, they may still have
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intentions to leave due to external temptations or other personal reasons. Additionally,
individual differences may exist in how JS is perceived, and TI is formed. Therefore, in practical
applications, it is necessary to consider multiple factors comprehensively to predict and
intervene in employee turnover behavior more accurately.

In summary, there is a close association between JS and TI. To enhance organizational
stability and employee JS, managers should focus on and strive to improve critical factors that
may influence employee satisfaction, such as job content, work environment, and compensation.
Additionally, establishing effective communication channels and employee support systems can
strengthen employees' sense of identification and belonging to the organization, thereby
reducing the occurrence of T1.

Based on the literature review and discussion above, we propose the following hypothesis:

H3: JS is negatively related to TI.

To test the hypotheses above and delve deeper into the mechanisms of LMX and JE in
employee turnover, this study has constructed a corresponding research model, as shown in

Figure 4.1.
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Figure 4.1 Research model 1

4.4 Research design

4.4.1 Sample and procedure

The sample selection and data sources for this chapter have already been elaborated on in

Chapter 3; hence, they will not be repeated in this section.
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4.4.2 Measurement of variables

The measurement of variables in this chapter has already been elaborated in Chapter 3.

Therefore, it will not be repeated in this section.

4.5 Data analysis results

4.5.1 Reliability and validity analysis

In this study, we primarily relied on scales to measure critical factors. Therefore, it is essential
to examine the data quality of the measurement results to ensure the meaningfulness of
subsequent analyses. We first employed Cronbach's alpha reliability test to analyze the internal
consistency of each dimension. The Cronbach's alpha coefficient ranges from 0 to 1, with higher
values indicating higher reliability. Reliability coefficients below 0.6 are considered unreliable,
requiring questionnaire redesign or data collection for further analysis. Coefficients between
0.6 and 0.7 are considered reliable, between 0.7 and 0.8 are reliable, between 0.8 and 0.9 are
very reliable, and between 0.9 and 1 are highly reliable.

The results of the reliability analysis are shown in Annex B Table b.1. After computation,
the Cronbach's alpha coefficients for the TI scale, LMX scale, JE scale, JS scale, CS scale, and
PO scale were 0.881, 0.916, 0.821, 0.899, respectively. All coefficients significantly exceeded
the threshold of 0.8. This result indicates that each scale used in this study demonstrates

excellent internal consistency and reliability.
4.5.2 Validity analysis

Validity, or the effectiveness of a measurement, refers to the degree to which a measurement
accurately assesses the intended construct. The closer the measurement aligns with the target
construct, the higher the validity; conversely, the lower the validity. We analyzed the validity
of our scales using factor analysis. The questionnaire was designed based on six observed
variables from the research hypothesis model, and factor analysis was conducted on the
corresponding measurement items for these six sections.

Orthogonal rotation of factors employed the maximum variance method. Based on the
results of 25 iterations, principal components with eigenvalues greater than one were extracted
as common factors. Each common factor retained 3 to 6 measurement items for subsequent

modeling analysis. Measurement items were excluded if they met any of the following criteria:
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1. Factor loadings less than 0.4 for each measurement item.

2. Factors with fewer than three measurement items: All items under that factor were
deleted.

3. Measurement items with loadings greater than 0.4 on multiple factors were also removed.

4. Items inconsistent with the meaning of their respective factors or other items under the
same factor were deleted.

Before applying factor analysis, a suitability test was conducted to determine if the survey
data was appropriate for factor analysis. The results indicated that the KMO values for the
questionnaire were all greater than 0.9, and the data passed Barlett's test of sphericity at a
significance level of 0.05. This suggests that the measurement scope and content of the
questionnaire meet the required standards (Y. P. Zhang et al., 2019). Details are presented in
Annex B Table b.2.

4.5.3 Factor analysis of the T1 scale

As shown in Annex B Table b.2, the KMO value for the TI scale is 0.814 (>0.70), and the result
of Barlett's Test of Sphericity is significant at p < 0.001, indicating that the data is suitable for
factor analysis. A first-order factor analysis was conducted on the four items of TI. Through
principal component analysis, with eigenvalues greater than one as the criterion, one common
factor was extracted. This suggests that a single factor can represent the hypothetical variable
of TI, eliminating the need for orthogonal rotation. Consistent with the unidimensional nature
of the scale, the factor loadings were set to their original proportions. This factor was labeled
as "TL." The component matrix loadings, item names, and corresponding measurement items
are presented in Annex B Table b.3. The variance explained by this factor is 74.931%.
Reliability analysis was also conducted on the four-item TI scale, yielding a Cronbach's a of

0.881 (>0.70), indicating good scale reliability.
4.5.4 Factor analysis of the LMX scale

As indicated in Annex B Table b.2, the KMO value for the LMX scale 1s 0.90 (>0.70), and the
result of Barlett's Test of Sphericity is significant at p < 0.001, suggesting that the data is
appropriate for factor analysis. A first-order factor analysis was conducted on the seven items
of the LMX scale. Through principal component analysis, with eigenvalues greater than one as
the criterion, one common factor was extracted. This indicates that a single factor can

adequately represent the hypothetical variable of LMX, eliminating the need for orthogonal
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rotation. Consistent with its unidimensional structure, the factor loadings were maintained at
their original proportions. This factor was designated as "Leader-Member Exchange." The
component matrix loadings, item names, and corresponding measurement items are presented
in Annex B Table b.4. The variance explained by this factor is 68.305%. Reliability analysis of
the seven-item LMX scale yielded a Cronbach's a 0of 0.916 (>0.70), indicating strong reliability
of the LMX scale.

4.5.5 Factor analysis of the JE scale

As shown in Annex B Table b.2, the KMO value for the JE Scale is 0.894 (>0.70), and the result
of Bartlett's Test of Sphericity is p < 0.001, indicating that the data is suitable for factor analysis.
A first-order factor analysis was conducted on the seven items of JE. Through principal
component analysis, a single factor was extracted with an eigenvalue greater than 1, suggesting
that the JE variable only requires one factor for representation, without the need for orthogonal
rotation, and it is consistent with the original scale. This factor is labeled as "Job
Embeddedness," and the component matrix loadings, names, and corresponding measurement
items are shown in Annex B Table b.5. The factor loading coefficient of the 6th item is -0.242
< 0.4, indicating that the 6th item should be discarded. Exploratory factor analysis was
conducted again. The result shows that KMO = 0.896 > 0.70, and one common factor was
extracted from the six items, with a variance contribution rate of 73.498%. The factor loadings
are shown in Annex B Table b.6. The reliability analysis of the 6-item JE scale yielded a
Cronbach's a value of 0.927 (>0.70), indicating satisfactory reliability of the JE scale.

4.5.6 Factor analysis of the JS scale

As indicated in Annex B Table b.2, the KMO value for the JS Scale is 0.885 (>0.70), and the
result of Barlett's Test of Sphericity is significant at p < 0.001, suggesting that the data is
appropriate for factor analysis. A first-order factor analysis was conducted on the six items of
JS. Through principal component analysis, one common factor was extracted using the criterion
of eigenvalues greater than 1. This suggests that a single factor can represent the hypothetical
variable of JS, eliminating the need for orthogonal rotation. Consistent with its unidimensional
structure, the factor loadings were maintained at their original proportions. This factor was
designated as "Job Satisfaction."

The component matrix loadings, item names, and corresponding measurement items for

this factor are presented in Annex B Table b.7. The variance explained by this factor is 67.477%.

102



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

Reliability analysis of the six-item Job Satisfaction Scale yielded a Cronbach's o of 0.899
(>0.70), indicating the scale's strong reliability and internal consistency. This suggests that the

JS scale is a reliable measure of JS and can be used confidently in research settings.
4.5.7 Confirmatory factor analysis

After confirming that the collected data is suitable for factor analysis through exploratory factor
analysis, CFA is subsequently employed to examine the structural validity of the scale. CFA
assesses the degree of association between each measurement item in the measurement model
and the concepts they represent, as well as the associations between different concepts, to test
theoretical models and optimize measurement tools, thereby enhancing the accuracy and
reliability of the research. This study selected y*/df, RMSEA, CFI, IFI, TLI, CFIL, and SRMR as
the leading indicators to assess the goodness of fit between the model and the data. Hou et al.
(2004) suggested that y*/df between 1 and 3 is an ideal indicator; MacCallum et al. (1996)
considered RMSEA < 0.1 to be generally acceptable; and CFI and TLI > 0.9, SRMR < 0.08
indicate good model fit. This study used CFA to evaluate the model's fit, and the specific results
are shown in Table 4.1. These results indicate that the model better fits statistically, thereby
confirming the structural validity of the measurement model and ensuring that the research tool
can effectively measure the intended constructs.

Table 4.1 Measurement model fit

Evaluation index Desired value Measured value Fitting degree
= The smaller, the better 738.182 Good
df 224
yFdf 1~3 Good fit 3.295 receivability
GFI >0>'g?gge‘§é‘$b]li'ity 0.831 receivability
AGFI >0>'g(.)98€(§é\ézb;il :ty 0.791 receivability
IFI >0.90 0.915 Good
TLI >0.90 0.904 Good
CFI >0.90 0.915 Good
SRMR <0.05 0.0544 receivability
RMSEA <0.08 0.083 receivability

4.5.8 Convergent validity

Convergent validity is assessed by evaluating the magnitude of correlations among variables
within the same construct, validating its average explanatory power over its measurement items,
and ensuring at least moderate correlation among variables within a construct. CR and AVE are

two critical indicators for assessing the reliability and validity of the model. CR measures the
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internal consistency of indicators of a latent variable, reflecting the correlations among
measurement indicators of a latent variable. AVE measures the average explanatory power of
the construct over its items. Hair et al. (2010) suggest that CR should be > 0.7 and AVE should
be > 0.5.

In Annex B Table b.8, the range of CR values is from 0.882 to 0.928, exceeding the
threshold of 0.7, and the range of AVE values is from 0.559 to 0.790, surpassing the threshold
of 0.5. These results indicate that the scales used for these variables demonstrate good

convergent validity.
4.5.9 Discriminant validity

Discriminant validity analysis verifies whether there are statistically significant differences in
the correlations between two distinct constructs. Items measuring different aspects should not
exhibit high correlations. A commonly used method to test for discriminant validity among
constructs is to compare AVE with the square of the Correlation Coefficient.

Correlation is a statistical technique used to examine the linear relationship between two
variables, and the strength of this relationship is expressed through the correlation coefficient,
also known as the Pearson product-moment correlation coefficient. The correlation coefficient
is a standardized measure ranging from -1 to 1, where any observed correlation will be lower
than the Pearson correlation coefficient, making it the maximum possible correlation between
two variables.

AVE represents the average variance explained by a construct for its corresponding items
and is one of the criteria for assessing convergent validity. A higher AVE indicates a more robust
correlation among items measuring the same construct. For discriminant validity to exist, the
correlation between items measuring different constructs should be lower than the correlation
among items measuring the same construct.

Since AVE is a squared metric, it must be compared to the squared correlation coefficient.
If the AVE of a construct is greater than the squared correlation coefficient between that
construct and a different construct, or if the square root of the AVE is greater than the correlation
coefficient, this provides evidence of discriminant validity (Fornell & Larcker, 1981).
According to Annex B Table b.9, the results indicate good discriminant validity among the

scales used in the study.
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4.5.10 Descriptive statistical analysis of the sample

Refer to Annex B Table b.10 for the descriptive statistics of the sample distribution
characteristics. Regarding gender, there are 94 male respondents, accounting for 27.8% of the
total sample, and 244 female respondents, accounting for 72.2% of the total sample. Regarding
age, the largest age group consists of 140 respondents between the ages of 30 and 39, accounting
for 41.4% of the total sample, followed by 95 respondents aged between 40 and 49, accounting
for 28.1% of the total. Regarding marital status, 247 respondents are married, constituting most
of the sample, with a high proportion of 73.1%. Regarding educational background, most
respondents hold a bachelor's degree, totaling 170 or 50.3% of the total, followed by 103
respondents with a master's degree, accounting for 30.5%. Regarding occupation, the number
of medical doctors and nurses is relatively equal, with 166 and 172 individuals, respectively,
accounting for 49.1% and 50.9% of the total sample. Regarding professional titles, most
respondents hold intermediate titles, with 135 individuals accounting for 39.9% of the total,
followed by 70 respondents with associate senior titles, accounting for 20.7%.

Additionally, a certain proportion of middle-level managers totaled 29 individuals or 8.6%
of the sample. In terms of years spent working in the medical field, the most significant number
of respondents, 152 individuals, have been working for 6 to 15 years, accounting for 45% of
the total, followed by 74 respondents who have been working for less than five years,
accounting for 21.9% of the total. Meanwhile, most respondents have not worked for long in
the surveyed hospitals, with 95 individuals (28.1%) working for less than five years and 144
individuals (42.6%) working for 6 to 15 years. Finally, regarding family status, there are slightly
more respondents without children, totaling 171 individuals or 50.6% of the total, while 105
respondents have one child, accounting for 31.1%. These data provide rich and comprehensive

background information on the sample.
4.5.11 Descriptive statistics and correlation analysis

After conducting factor analysis, some measurement items among the observed variables were
eliminated. The correlation between variables was analyzed using the Pearson correlation
coefficient method. Annex B Table b.11 reports each variable's mean, standard deviation, and
correlation coefficients. The analysis results indicate that there is a significant correlation
between the variables. Specifically, TI has a significant negative correlation with LMX, JE, and
JS; LMX has a significant positive correlation with JE, JS, and PCS; and JE has a significant

positive correlation with JS.
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4.6 Hypothesis testing

The present study proposes five research hypotheses: There is a negative correlation between
LMX and TI (Hypothesis 1); JS mediates the relationship between LMX and TI (Hypothesis
4a). JE negatively correlates with TI (Hypothesis 2); JS mediates the relationship between JE
and TI (Hypothesis 4b). There is a negative correlation between JS and TI (Hypothesis 3).
Hierarchical regression analysis and PROCESS macro for SPSS were used to test these five

research hypotheses.
4.6.1 Testing direct effects

The study proposed three direct effect hypotheses: (1) LMX is negatively associated with TI;
(2) JE is negatively associated with TT; (3) JS is negatively associated with T1. These hypotheses
were tested using hierarchical regression analysis, with separate regressions conducted for
LMX, JE, and JS. Table 4.2 reports the results of the regression analysis.

Table 4.2 The direct effect of hierarchical regression analysis

Variables TI
Model 1 Model 2 Model 3 Model 4
Gender -0.028 -0.022 -0.013 0.028
Age -0.195%* -0.34* -0.154 -0.26*
Length of service -0.045 0.1 0.052 0.049
LMX -0.3971 ***
JE -0.55%**
IS -0.52] ***
R? 0.054 0.2 0.339 0.319
R? Change 0.146 0.284 0.264
Adjusted R? 0.19 0.331 0.31
F 6.395%** 60.588*** 143.212%** 129.197%**

Note. n=338, *p < 0.05, **p < 0.01, ***p < 0.001
Model 2 in Table 4.2 shows that LMX significantly and negatively influences TI (f = -

0.391, p < 0.001), supporting Hypothesis 1. Similarly, from Model 3, JE significantly and
negatively influences TI (8 = -0.55, p < 0.001), supporting Hypothesis 2. Furthermore, Model
4 shows that JS significantly and negatively influences T1 (f = -0.521, p < 0.001), supporting
Hypothesis 3.

4.6.2 Testing mediation effects

This study puts forward two hypotheses regarding mediation effects: JS mediates the
relationship between LMX and TI (Hypothesis 4a); JS mediates the relationship between JE
and TI (Hypothesis 4b). To test these two hypotheses, this study utilized the PROCESS 4.1
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plugin for SPSS software developed by Andrew F. Hayes. Compared to traditional hierarchical
regression analysis, PROCESS offers several advantages. It estimates direct and indirect effects,
Bootstrap confidence intervals, and Sobel test results. PROCESS also offers a wide range of
complex mediation and moderation models, allowing researchers to easily select the
appropriate model for their analysis.

1. The mediation effect of JS between LMX and TI was examined. Tables 4.3 and 4.4 report
the results of the mediation analysis.

Observation of model M 1:

In this model, LMX is the independent variable, and JS is the dependent variable. The
regression model explains 44.0% of the variance in JS (R* = 0.440). The overall significance of
the regression model is good (F' = 65.329, p <0.001). The standardized coefficient fa between
LMX and JS is 0.659, which is statistically significant (p < 0.001).

Table 4.3 Mediation effects test table

JS TI TI
M1 M2 M3
Gender 0.097* -0.022 0.023
Age 0.120 -0.340%** -0.284%**
Length of service -0.063 0.100 0.070
LMX 0.659%** -0.391%** -0.083
JS -0.468%**
R? 0.440 0.200 0.322
F 65.329%** 20.799%** 31.595%**

Note. *p < 0.05, **p < 0.01, ***p < 0.001
Table 4.4 Results of bootstrap mediation effects test

Effect Boot SE Boot LLCI Boot ULCI percentage
Indirect effect -0.384 0.054 -0.497 -0.285 78.84%
Direct effect -0.103 0.076 -0.253 0.047 21.16%
Total effect -0.487 0.063 -0.610 -0.364
Observation of model M2:

Here, LMX is the independent variable, and Tl is the dependent variable. The regression
model accounts for 20.0% of the variance in Tl (R== 0.200). The model's overall significance
is vital (F = 20.799, p < 0.001). The standardized coefficient 5. between LMX and Tl is -0.391,
significant at the p < 0.001.

Observation of model M3:

In this model, LMX and JS are independent variables, while T1 is the dependent variable.
The regression model explains 32.2% of the variance in Tl (R=2= 0.322). The model is
statistically significant (F = 31.595, p < 0.001). The standardized coefficient S between LMX
and TI is now -0.083, which is not statistically significant. However, the standardized
coefficient gy between JS and Tl is -0.468, significant at p < 0.001.
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Bootstrap test for mediation:

Further analysis using the bootstrap method to test the mediation effect of JS between LMX
and Tl is presented in Table 4.6. The results indicate a significant total effect, a non-significant
direct effect, and a significant indirect effect. This suggests that JS fully mediates the
relationship between LMX and TI.

The findings support Hypothesis 4a, indicating that JS fully mediates the relationship
between LMX and TI. The direct relationship between LMX and T1 becomes non-significant
when JS is included in the model, indicating that the effect of LMX on Tl is transmitted through
JS.

2. The mediation effect of JS between JE and TI was examined. Tables 4.5 and 4.6 report
the results of the mediation analysis.

Table 4.5 Mediation effects test table

JS Tl Tl
M1 M2 M3
Gender 0.086* -0.013 0.010
Age -0.181** -0.154 -0.202*
Length of service 0.046 0.052 0.064
JE 0.765*** -0.550*** -0.348***
JS -0.264***
R= 0.576 0.339 0.368
F 113.107*** 42.642*** 38.704***

Note. *p < 0.05, **p < 0.01, ***p < 0.001

Table 4.6 Results of bootstrap mediation effects test

Effect Boot SE Boot LLCI Boot ULCI percentage
Indirect effect -0.237 0.058 -0.350 -0.123 36.71%
Direct effect -0.408 0.080 -0.565 -0.251 63.29%
Total effect -0.644 0.054 -0.750 -0.538

Observation of model M1:

In this model, JE is the independent variable, and JS is the dependent variable. The
regression model accounts for 57.6% of the variance in JS (R= 0.576), indicating a robust
overall significance (F = 113.107, p < 0.001). The standardized coefficient Sa between JE and
JS is 0.765, which is statistically significant (p < 0.001).

Observation of model M2:

JE is the independent variable, and TI is the dependent variable. The regression model
explains 33.9% of the variance in TI (R= 0.339), showing good overall significance (F = 42.642,
p < 0.001). The standardized coefficient fc between JE and Tl is -0.550, significant at the p <
0.001.

Observation of model M3:
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In this model, JE and JS are independent variables, while Tl is the dependent variable. The
regression model accounts for 36.8% of the variance in Tl (R== 0.368), indicating overall solid
significance (F = 38.704, p < 0.001). The standardized coefficient ¢ between JE and Tl is now
-0.348, which remains statistically significant (p < 0.001). Additionally, the standardized
coefficient gy, between JS and Tl is -0.264, significant at p < 0.001.

Bootstrap test for mediation:

Further analysis using the Bootstrap method was conducted to test the mediation effect of
JS between JE and TI. The results, presented in Table 4.6, indicate a significant total effect, a
significant direct effect, and a significant indirect effect. This suggests that JS partially mediates
the relationship between JE and TI.

The findings support Hypothesis 4b, indicating that JS partially mediates the relationship
between JE and TI. JE's direct and indirect effects on TI through JS are significant, indicating

that JS is mediating in this relationship.

4.7 Results and discussion

Based on the theories of LMX and JE, this study introduced the mediating variable of JS to
explore the underlying mechanisms among LMX, JE, and TI. Five research hypotheses were
tested, and the results consistently found that (1) LMX is negatively correlated with TT; (2) JS
mediates the relationship between LMX and TI; (3) JE is negatively correlated with TI; (4) JS
mediates the relationship between JE and TI; (5) JS is negatively correlated with TL.

4.7.1 Negative correlation between LMX and TI

In this study, the LMX theory describes and quantifies the relationship quality between hospital
medical staff and their superiors. This relationship quality is based on employees' perceptions
of the support, understanding, and trust their leaders provide and the depth of interaction and
connection between the two parties. The quality of LMX is a crucial predictor of employee
organizational behavior, including T1.

The results of this study reveal a significant negative correlation between LMX and TI,
which is consistent with the findings of most empirical studies (e.g., Le Blanc et al., 1993;
Major et al., 1995; Sparrowe, 1994; Vecchio & Gobdel, 1984; Wilhelm et al., 1993). A meta-
analysis (Gerstner & Day, 1997) reported an effect size of » = 0.31 (SD = 0.08) for the
relationship between LMX quality and TI. Subsequent research has also shown that the LMX-

Tl relationship is negative for manufacturing employees (Adil & Awais, 2016), college student-
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athletes (Chiu et al., 2022), police officers (AlHashmi et al., 2019), clinicians (Aarons et al.,
2020), university teachers (Nguyen et al., 2023), civil servants(Siyal & Peng, 2018), and
employees in sports organizations (Yildiz, 2018). Therefore, developing high-quality
relationships with subordinates reduces employees' tendency to resign. Additionally, some
research suggests that the relationship between LMX and TI is best represented by a curved line
(Harris et al., 2005), as subordinates in low-quality relationships will be "pushed out" of the
organization, while individuals in high-quality relationships will gain opportunities and
ambitions, thus being attracted by other organizations ("pulled out"), ultimately leading to an
increase in TI.

This finding emphasizes the importance of a good relationship between leaders and
members. When leaders can accurately recognize and leverage their subordinates' work
capabilities and potential while making them feel respected and cared for, employees are more
likely to remain stable within the organization. This stability is reflected in employee retention,
job engagement, and team collaboration. Conversely, leaders need to provide necessary support
or assistance when subordinates encounter challenges so that employees can avoid leaving in
search of a more supportive work environment.

In the healthcare industry, this leader-member relationship is particularly crucial. Medical
work's systematic and complex nature requires doctors to receive adequate guidance and
support during their growth. Support from supervising physicians and department heads can
assist medical staff in learning professional knowledge and patient communication skills and
provide necessary help when facing diagnostic and treatment challenges. When medical staff
feel their growth and value within the team and practical support during difficult times, their
dependence on the team increases, and their TI decreases accordingly.

Therefore, the quality of LMX significantly impacts medical staff retention. Hospital
administrators should recognize that establishing and maintaining high-quality LMX
relationships can not only reduce talent turnover but also enhance the quality of medical
services and strengthen the overall competitiveness of the hospital. This requires hospital
leadership to continuously improve their leadership abilities, including enhancing
communication skills, strengthening team collaboration, and better recognizing and leveraging

the potential of medical staff, thereby creating a more stable and supportive work environment.
4.7.2 Negative correlation between JE and T1

Job embeddedness is a comprehensive concept describing the degree of interaction and

connectedness between employees and their work environment. This concept goes beyond
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traditional JS theories or organizational commitment, offering a more holistic perspective on
why employees stay within an organization. Job embeddedness encompasses multiple
dimensions, such as the fit between the employee and the organization, links to the job, and
connections with the community.

When quantifying JE, researchers often consider aspects such as an employee's adaptability
to their job role, identification with organizational culture and values, the closeness of their
work relationship network, and the balance between work and personal life. These factors
collectively contribute to the "stickiness" that keeps employees within an organization, creating
multiple psychological and practical barriers to leaving, thereby increasing the cost of turnover.

The results of this study indicate a significant negative correlation between JE and TI. This
finding aligns with most of the empirical research (Jiang et al., 2012; T. W. Lee et al., 2004; T.
R. Mitchell, Holtom, Lee, et al., 2001), suggesting that when employees feel deeply embedded
in their work and organization, they are more inclined to remain in their current positions. This
sense of embeddedness stems from employees' identification with the organization, JS, and
positive relationships with colleagues and supervisors. Meanwhile, a study by Holtom and
O'Neill (2004) involving a random sample of 500 employees from a community hospital in the
northwestern United States also demonstrates that JE predicts turnover better than a
combination of perceived mobility indicators (JS, organizational commitment) and the ease of
perceived mobility indicators (job alternatives, job search). Job embeddedness emerges as a
valuable perspective for assessing employee retention rates in healthcare organizations.

The concept of JE is particularly crucial in the healthcare industry. Healthcare professionals
often face more significant job risks and challenges than those in other industries, including
long working hours, emotional stress, and the psychological burden of dealing with life-and-
death issues. Suppose healthcare organizations can provide a safe and supportive work
environment for their staff. In that case, it can alleviate these pressures and enhance employees'
trust and reliance on the organization. Healthcare organizations can promote staff retention,
improving patient care and overall organizational performance by fostering a strong sense of

JE.
4.7.3 Negative correlation between JS and Tl

Job satisfaction is crucial for gauging employees' feelings about various aspects of their
professional lives. It encompasses their interest and enthusiasm for the job content and extends
to the work environment, interpersonal relationships, compensation and benefits, career

development, and organizational identification. The level of JS directly impacts employees'

111



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

work performance, engagement, and willingness to stay in their positions. Quantitatively, JS is
measured across several dimensions, including satisfaction with job promotions, colleagues,
supervisors, and one's work and satisfaction with compensation levels.

The findings of this study reveal a negative correlation between JS and TI. This conclusion
aligns with previous empirical research (De Simone et al., 2018; Irvine & Evans, 1995; Liu et
al., 2018; Meyer et al., 2002; Spector, 1994), emphasizing JS as a prominent predictor of Tl
(Lambert et al., 2001, p. 233). Furthermore, research by G. Chen et al. (2011) indicates that
systematic improvements or declines in JS over time explain changes in employees' "TL."
However, some empirical studies have shown insignificant relationships between JS and TI
(Brunetto et al., 2012; Currivan, 1999).

This conclusion suggests that employees who are satisfied with their jobs are less likely to
leave their current positions. Therefore, enhancing JS is critical for organizations to maintain
talent stability.

To this end, organizations can take several steps to improve employee satisfaction
consistently. Ensuring transparency and fairness in career advancement allows employees to
see that their efforts can yield reasonable rewards. Regular market salary surveys should be
conducted to ensure that employee compensation aligns with their skills, experience, and
market standards. Establishing a supportive work environment that fosters teamwork and
positive colleague relationships is essential. Reinforcing a positive organizational culture
through activities, training, and communication strategies can enhance employees' sense of
belonging and identification. Providing training and development opportunities helps
employees upgrade their skills and achieve personal career goals.

In the healthcare industry, the satisfaction of medical professionals is particularly crucial,
as it affects individual doctors' growth and the development of medical institutions. Reasonable
employee satisfaction can lead to better medical services, enhancing the hospital's social
reputation and increasing doctors' influence. Through this enhanced influence, doctors may
have opportunities to further improve their diagnostic and treatment skills, achieving personal
breakthroughs. Therefore, increasing medical staff satisfaction brings stability to the hospital's
talent pool and fosters greater trust and support for the medical institution among doctors.

Enhancing JS reduces employee turnover and improves their well-being and work

efficiency, leading to long-term benefits for the organization.
4.7.4 JS as a complete mediator between LMX and TI
This study uncovers the relationship between JS and TI within the LMX theory framework
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through rigorous empirical analysis. The findings reveal that JS fully mediates the relationship
between LMX and TI. Specifically, this means that the quality of interaction between leaders
and members directly impacts employees' JS, which determines their willingness to leave the
organization. In other words, establishing a high-quality exchange relationship between leaders
and employees enhances JS and reduces the likelihood of employees leaving the organization.
The research results of Han and Jekel (2011) also support this finding, indicating that JS
mediates the link between LMX and TI. Additionally, this study echoes Gerstner and Day's
(1997) call to explore potential mediators between LMX and turnover.

This research underscores the significance of the relationship between leaders and their
subordinates. Leaders' behaviors and management styles profoundly impact employees' daily
work experiences. A supportive, caring, and recognizing leader can foster employee trust and
loyalty, leading to a positive leader-member relationship that significantly enhances JS. The
study also demonstrates that maintaining a good relationship with one's supervisor can help

organizations retain talent by increasing employee JS.
4.7.5 JS plays a partial mediating role between JE and Tl

The empirical analysis in this study delves deeply into the impact of JE on employee behavior,
particularly its relationship with JS and TI. The findings reveal that JS partially mediates
between JE and TI. This suggests that JE directly affects employees' willingness to leave and
indirectly influences it by enhancing JS.

When employees feel embedded in their work — that is, when they perceive a good fit
between their skills and job requirements, have strong ties with colleagues and the organization,
and identify with the organization's goals and values — their JS is often higher. This increase
in satisfaction, in turn, reduces their tendency to seek other job opportunities, thereby lowering
TL

This discovery underscores the importance of fostering a sense of JE among employees.
The deeper an employee's investment in their work, the higher their satisfaction typically is,
and correspondingly, the lower their likelihood of leaving the organization. Therefore,
organizations should continually enhance employees' JE to improve JS, reduce turnover rates,
and promote organizational stability and overall performance. Strategies such as providing
relevant training and development opportunities, fostering a positive work environment, and

encouraging employee participation in decision-making can enhance JE and reduce TI.
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Chapter 5: Leader-Member Exchange, Job Embeddedness, Job
Satisfaction, and Turnover Intention: The Moderating Role of

Career Shock and Perceived Opportunities

The impact of LMX, JE, and JS on employees' Turnover Intention has received widespread
attention in academic circles. However, the conclusions reached need to be more consistent. So,
what factors lead to this inconsistency? To answer this question, this study explores how CS
and PO moderate the impact of LMX, JE, and JS on employees' Turnover Intention based on

the theories of LMX and JE.

5.1 How does CS moderate the relationship between LMX, JE, JS, and TI

As a unique and unsettling event, CS plays a crucial role in employees' consideration of their
attachment to work and decisions regarding turnover. It disrupts the equilibrium between the
employee and the work environment and triggers various emotional and cognitive responses,
influencing the employee's attitude and behavior toward work.

Employees' intention to leave (or stay) is often not isolated but influenced by the
surrounding environment or specific events (Maertz & Campion, 2004). Career shock is an
event that generates information or provides meaning related to personal work, which
employees interpret and integrate into their belief and identity systems. This integration process
not only affects employees' cognition and evaluation of work but also has the potential to alter
their emotional attachment and behavioral tendencies toward it.

Personal shocks, such as winning the lottery, a spouse's job transfer, losing a loved one, or
adopting a baby, can lead to intense emotional fluctuations, creating a solid intention for
employees to leave (or choose to stay). These events often disrupt employees' life balance,
forcing them to reevaluate their career plans and goals. On the other hand, organizational shocks
more directly affect an employee's attachment to the organization, JS, and the quality of their
exchange with leadership (LMX). For instance, events like failing to get a promotion, receiving
a new job offer, having a dispute with the boss, receiving a significant bonus, or company
layoffs can all trigger TI by changing an employee's perceptions and emotional responses

toward the organization. These shock events influence an employee's evaluation of their current
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job and alter their expectations and plans for future career development. However, it is worth
noting that not all shock events lead to TI. According to research on affective events theory,
"positive workplace events" may become more deeply embedded in an employee's mind (rather
than prompting them to leave) (Judge et al., 2017). These positive events can enhance an
employee's attachment to and satisfaction with their job by fostering positive emotions or
affective responses, potentially offsetting TI caused by other shock events.

Based on the above literature review and discussion, we propose the following hypotheses:

H5a: CS moderate the relationship between LMX and TI. This relationship is more robust
when CS is high compared to low.

H5b: CS moderate the relationship between JE and TI. This relationship is more robust
when CS is high compared to low.

H5c: CS moderate the relationship between JS and TI. This relationship is more robust

when CS is high compared to low.

5.2 How PO moderate the relationship between LMX, JE, JS, and TI

Perceived opportunities, as a critical variable, reflect employees' assessments of the external
job market and reveal how they weigh current work conditions against external opportunities
when considering turnover.

Firstly, in environments of high unemployment, employees often reassess the risks and
costs associated with leaving their jobs. Research by Hom and Kinicki (2001) and T. W. Lee
and Mitchell (1994) indicates that high unemployment effectively discourages employees from
translating TI into actual actions. This is because, when the job market is unfavorable,
employees recognize the lower likelihood of finding new employment, leading them to value
their current positions more, even if there are aspects, they find unsatisfactory.

Schneider's (1976) study further emphasizes the importance of perceived alternatives in
predicting and understanding T1. Indeed, when employees perceive better job opportunities
externally, they are more likely to consider leaving. However, if these alternatives are less clear
or easily accessible, employees may reconsider leaving.

Research by Dansereau et al. (1974) demonstrates the role of PO in moderating the
relationship between job attitudes and turnover rates. Their study suggests that employees may
be more cautious about leaving when they believe their employment opportunities in the current
job market are limited. This is because they recognize that turnover may carry more significant

risks and uncertainties in a scarce job market.
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Hom et al. (1992) research reveals a significant finding: labor market conditions notably
moderate the relationship between job dissatisfaction and voluntary turnover. When the labor
market is tight, the push effect of job dissatisfaction on turnover is relatively weakened. This is
because employees know that choosing to leave under such circumstances could hinder their
career progression and make it difficult to find new job opportunities. Conversely, in
environments with lower unemployment rates, JS has a more prominent influence on turnover
decisions (Gerhart, 1987; Youngblood et al., 1985).

Through empirical research, Wheeler et al. (2007) further validated the moderating role of
PO in the relationship between employee JS and TI. The study found that when employees are
dissatisfied with their jobs, their intention to leave may increase if they perceive better career
opportunities externally. However, if they perceive a sluggish external job market with limited
employment opportunities, they may choose to remain in their current positions despite these
roles not fully meeting their expectations.

PO also plays a crucial moderating role when communication quality between employees
and leaders is poor. Employees who feel that their current organization is not conducive to their
growth may develop intentions to leave. However, the level of these intentions is influenced by
PO. If the job market is favorable and employees perceive better job opportunities externally,
their intention to leave may strengthen. Conversely, suppose the job market is tough, and
employees perceive fewer external employment opportunities. In that case, their intention to
leave may weaken because they realize that leaving under current circumstances could entail
more significant risks and uncertainties.

Based on the literature review and discussion above, we can propose the following
hypotheses:

Hé6a: PO moderate the relationship between LMX and TI, which is more robust when PO
is higher than low.

H6b: PO moderate the relationship between JE and TI, which is more robust when PO is
higher than low.

Hé6c: PO moderate the relationship between JS and TI, which is more robust when PO is
higher than low.

To verify the above hypotheses and further explore the mechanism of PO and CS in
employee turnover, this study constructed a corresponding research model, as shown in Figure

5.1.
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Figure 5.1 Research model 2

5.3 Research design

5.3.1 Sample and procedure

The sample selection and data sources for this chapter have already been elaborated on in

Chapter Three; hence, they will not be repeated in this section.
5.3.2 Measurement of variables

The measurement of variables in this chapter has already been elaborated in Chapter Three.

Therefore, it will not be repeated in this section.

5.4 Data analysis results

5.4.1 Reliability analysis

In this study, we primarily relied on scales to measure critical factors. Therefore, it is essential
to examine the data quality of the measurement results to ensure the meaningfulness of
subsequent analyses. We first employed Cronbach's alpha reliability test to analyze the internal
consistency of each dimension. The Cronbach's alpha coefficient ranges from 0 to 1, with higher
values indicating higher reliability. Generally, reliability coefficients below 0.6 are considered
unreliable, requiring questionnaire redesign or data collection for further analysis. Coefficients

between 0.6 and 0.7 are considered reliable, between 0.7 and 0.8 are reliable, between 0.8 and
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0.9 are very reliable, and between 0.9 and 1 are highly reliable.

The results of the reliability analysis are shown in Annex B Table b.12. After computation,
the Cronbach's alpha coefticients for the TI scale, LMX scale, JE scale, JS scale, CS scale, and
perceived opportunity scale were 0.881, 0.916, 0.821, 0.899, 0.878, and 0.919, respectively. All
coefficients significantly exceeded the threshold of 0.8. This result indicates that each scale

used in this study demonstrates excellent internal consistency and reliability.
5.4.2 Validity analysis

Validity, or the effectiveness of a measurement, refers to the degree to which a measurement
accurately assesses the intended construct. The closer the measurement aligns with the target
construct, the higher the validity; conversely, the lower the validity. We analyzed the validity
of our scales using factor analysis. The questionnaire was designed based on six observed
variables from the research hypothesis model, and factor analysis was conducted on the
corresponding measurement items for these six sections.

Orthogonal rotation of factors employed the maximum variance method. Based on the
results of 25 iterations, principal components with eigenvalues greater than one were extracted
as common factors. Each common factor retained 3 to 6 measurement items for subsequent
modeling analysis. Measurement items were excluded if they met any of the following criteria:

1. Factor loadings less than 0.4 for each measurement item.

2. Factors with fewer than three measurement items: All items under that factor were
deleted.

3. Measurement items with loadings greater than 0.4 on multiple factors were also removed.

4. ltems inconsistent with the meaning of their respective factors or other items under the
same factor were deleted.

Before applying factor analysis, a suitability test was conducted to determine if the survey
data was appropriate for factor analysis. The results indicated that the KMO values for the
questionnaire were all greater than 0.9, and the data passed Barlett's test of sphericity at a
significance level of 0.05. This suggests that the measurement scope and content of the
questionnaire meet the required standards (Y. P. Zhang et al., 2019). Details are presented in
Annex B Table b.13.

5.4.3 Factor analysis of the T1 scale

The reliability analysis of the T scale has been analyzed in Chapter 4 and will not be repeated
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in this chapter.
5.4.4 Factor analysis of the LMX scale

The reliability analysis of the Leader-Member Exchange Scale has been conducted in Chapter

4 and will not be repeated in this chapter.
5.4.5 Factor analysis of the JE scale

The reliability analysis of the Job Embeddedness Scale has been conducted in Chapter 4 and

will not be repeated in this chapter.
5.4.6 Factor analysis of the JS scale

The reliability analysis of the Job Satisfaction Scale has been conducted in Chapter 4 and will

not be repeated in this chapter.
5.4.7 Factor analysis of the CS scale

As shown in Annex B Table b.13, the KMO value for the CS Scale is 0.874 (>0.70), and the
result of Bartlett's Test of Sphericity is p < 0.001, indicating that the data is suitable for factor
analysis. Annex B Table b.14 suggests that two main components can be extracted (the
eigenvalues of the first two principal components are more significant than 1), explaining
70.764% of the variance. Therefore, it is considered ideal that the two main components
extracted sufficiently capture and explain the information of the original variables. Annex B
Table b.15 displays that after principal component analysis extraction and rotation, the
measurement items are clustered into two factors, namely PCS and NCS. The factor loading
coefficients of the first item are 0.427 and 0.509, indicating that the first item should be
discarded. Exploratory factor analysis was conducted again. The results show that KMO =
0.860 > 0.70, and two common factors were extracted from the eight items, accounting for
74.868% of the variance. The factor loadings are shown in Annex B Table b.16. The reliability
analysis of the 6-item JE scale yielded a Cronbach's a value of 0.869 (>0.70), indicating
satisfactory reliability of the CS scale.

5.4.8 Factor analysis of the PO Scale
As indicated in Annex B Table b.13, the KMO value for the PO Scale is 0.834 (>0.70), and the

result of Barlett's Test of Sphericity is significant at p < 0.001, suggesting that the data is

120



Leader-Member Exchange and Job Embeddedness as Predicators of Turnover Intention

appropriate for factor analysis. A first-order factor analysis was conducted on the four items of
perceived opportunity. Through principal component analysis, one common factor was
extracted using the criterion of eigenvalues greater than 1. This suggests that a single factor can
represent the hypothetical variable of perceived opportunity, eliminating the need for
orthogonal rotation. Consistent with its unidimensional structure, the factor loadings were
maintained at their original proportions. This factor was designated as "Perceived Opportunity."

The component matrix loadings, item names, and corresponding measurement items for
this factor are presented in Annex B Table b.17. The variance explained by this factor is
80.724%. Reliability analysis of the four-item PO Scale yielded Cronbach's a of 0.916 (>0.70),
indicating the scale's strong reliability and internal consistency. This suggests that the PO Scale

is a reliable measure of PO and can be used confidently in research settings.
5.4.9 Confirmatory factor analysis

After confirming that the collected data is suitable for factor analysis through exploratory factor
analysis, CFA is subsequently employed to examine the structural validity of the scale. CFA
assesses the degree of association between each measurement item in the measurement model
and the concepts they represent, as well as the associations between different concepts, to test
theoretical models and optimize measurement tools, thereby enhancing the accuracy and
reliability of the research. This study selected y%/df, RMSEA, CFI, IFI, TLI, CFIL, and SRMR as
the leading indicators to assess the goodness of fit between the model and the data. Hou et al.
(2004) suggested that y*/df between 1 and 3 is an ideal indicator; MacCallum et al. (1996)
considered RMSEA < 0.1 to be generally acceptable; and CFI and TLI > 0.9, SRMR < 0.08
indicate good model fit. This study used CFA to evaluate the model's fit, and the specific results
are shown in Table 5.1.

Table 5.1 Measurement model fit

Evaluation index Desired value Measured value Fitting degree
= The smaller the better 1236.55 Good
df 539
ydf 1~3 Good fit 2.294 Good
>0.80 receivability
GFI >0.90 Good fit 0.823 Good
AGFI >o>.53995e<(:§é\$b$ty 0.794 receivability
IFI >0.90 0.926 Good
TLI >0.90 0.918 Good
CFI >0.90 0.925 Good
SRMR <0.05 0.0517 receivability
RMSEA <0.08 0.062 Good
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These results indicate that the model better fits statistically, thereby confirming the
structural validity of the measurement model and ensuring that the research tool can effectively

measure the intended constructs.
5.4.10 Convergent validity

Convergent validity is assessed by evaluating the magnitude of correlations among variables
within the same construct, validating its average explanatory power over its measurement items,
and ensuring at least moderate correlation among variables within a construct. CR and AVE are
two critical indicators for assessing the reliability and validity of the model. CR measures the
internal consistency of indicators of a latent variable, reflecting the correlations among
measurement indicators of a latent variable. AVE measures the average explanatory power of
the construct over its items. Hair et al. (2010) suggest that CR should be > 0.7 and AVE should
be > 0.5.

In Annex B Table b.18, the range of CR values is from 0.882 to 0.928, exceeding the
threshold of 0.7, and the range of AVE values is from 0.559 to 0.790, surpassing the threshold
of 0.5. These results indicate that the scales used for these variables demonstrate good

convergent validity.
5.4.11 Discriminant validity

Discriminant validity analysis verifies whether there are statistically significant differences in
the correlations between two distinct constructs. Items measuring different aspects should not
exhibit high correlations. A commonly used method to test for discriminant validity among
constructs is to compare the AVE with the square of the Correlation Coefficient.

Correlation is a statistical technique used to examine the linear relationship between two
variables, and the strength of this relationship is expressed through the correlation coefficient,
also known as the Pearson product-moment correlation coefficient. The correlation coefficient
is a standardized measure ranging from -1 to 1, where any observed correlation will be lower
than the Pearson correlation coefficient, making it the maximum possible correlation between
two variables.

AVE represents the average variance explained by a construct for its corresponding items
and is one of the criteria for assessing convergent validity. A higher AVE indicates a more robust
correlation among items measuring the same construct. For discriminant validity to exist, the

correlation between items measuring different constructs should be lower than the correlation
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among items measuring the same construct.
Since AVE is a squared metric, it must be compared to the squared correlation coefficient.
If the AVE of a construct is greater than the squared correlation coefficient between that
construct and a different construct, or if the square root of the AVE is greater than the correlation
coefficient, this provides evidence of discriminant validity (Fornell & Larcker, 1981).
According to Annex B Table b.19, the results indicate good discriminant validity among

the scales used in the study.
5.4.12 Descriptive statistical analysis of the sample

The descriptive statistics of the samples has been conducted in Chapter 4 and will not be

repeated in this chapter.
5.4.13 Descriptive statistics and correlation analysis

Pearson correlation analysis was performed to examine the relationships between variables after
conducting a factor analysis and removing some measurement items from the observed
variables. Annex B Table b.20 presents each variable's means, standard deviations, and
correlation coefficients. According to the analysis results, significant correlations were found
between the variables. Specifically, T1 is significantly negatively correlated with LMX, JE, and
JS and positively correlated with NCS and PO. LMX is significantly positively correlated with
JE, JS, and PCS. JE is significantly positively correlated with JS and significantly negatively
correlated with NCS and PO. JS is significantly positively correlated with PCS and significantly
negatively correlated with NCS and PO. NCS is significantly positively correlated with PCS
and PO.

5.5 Hypothesis testing

This study proposes six hypotheses on moderating effects: PO moderates the relationships
between LMX, JE, JS, and TI (Hypothesis 6a, Hypothesis 6b, Hypothesis 6¢); CS moderates
the relationships between LMX, JE, JS, and TI (Hypothesis 5a, Hypothesis 5b, Hypothesis 5¢).

5.5.1 To verify the moderating effect of PO on the relationship between LMX, JS, and T1I.

Table 5.2 reports the results of the moderating effect analysis of PO.
Observation of model M2:
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The regression model explains 32.3% (R? = 0.323) of the variance in the dependent variable
(TI), with overall significant regression results (F = 19.652, p < 0.001). The standardized
coefficient between LMX and TI is f = -0.162 (p < 0.001), while the coefficient for the
interaction term "LMXxPQO" with the dependent variable TI is fint-1 = -0.167 (p < 0.05), both
statistically significant. This suggests that PO negatively moderates the negative direct effect
between LMX and TI. On the other hand, the standardized coefficient between JS and Tl is f =
-0.378 (p < 0.001). However, the coefficient for the interaction term "JSxPO" with the
dependent variable TI is fin2 = -0.106 (p > 0.05), which is not statistically significant. This
indicates that PO does not moderate the relationship between JS and TL.

Table 5.2 Results of analytics for testing the moderation effects of perceived opportunities

JS TI
M1 M2
Coeff SE t Coeff SE t
Constant -0.299 0.184 -1.625 2.218 0.220 10.062
Gender 0.084 0.084 0.990 0.064 0.101 0.631
Age 0.118 0.079 1.502 -0.203 0.094 -2.150*
Length of service -0.049 0.076 -0.651 0.011 0.090 0.121
LMX 0.513 0.052 9.912*** -0.162 0.071 -2.291*
JS -0.378 0.067 -5.683***
PO 0.312 0.054 5.794%**
LMX X PO -0.167 0.071 -2.353*
JS X PO 0.106 0.067 1.576
R= 0.237 0.323
F 25.839*** 19.652***

Note. *p < 0.05, **p < 0.01, ***p < 0.001
A simple slope test is required to validate further the moderating effect identified through

path analysis. Researchers often split the sample into high and low groups based on the mean
of the moderating variable plus or minus one standard deviation and then create a moderation
effect plot to illustrate the specific moderation effects. This study used an Excel macro file
developed by Professor Jeremy Dawson from the School of Management at the University of
Sheftield to generate the simple slope plot. The plot is presented in Figure 5.2. The results show
that when PO is high, LMX negatively affects TI (f =-0.320,  =-3.315, p <0.001). However,
when PO is low, the influence of LMX on TI is insignificant (f = -0.0033, ¢ = -0.034, n.s.).
Therefore, there is evidence of a moderation effect, indicating that as PO increases, the

predictive power of LMX on TI gradually strengthens.
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Figure 5.2 Interaction between leadership-member exchange and perceived opportunities in predicting

turnover intention
5.5.2 To validate the moderating effect of PO on the relationship between JE, JS, and Tl

Table 5.3 presents the results of the moderating effect analysis of PO.
Observation of model M4:

Table 5.3 Results of analytics for testing the moderation effects of perceived opportunities

JS TI
M3 M4
Coeff SE t Coeff SE t
Constant 0.004 0.177 0.023 2.112 0.218 9.714
Gender 0.070 0.080 0.868 0.056 0.099 0.568
Age -0.074 0.073 -1.005 -0.153 0.090 -1.696
Length of service 0.018 0.071 0.259 0.008 0.087 0.094
JE 0.559 0.047 12.005*** -0.222 0.072 -3.099**
JS -0.334 0.068 -4.886***
PO 0.283 0.054 5.205%**
JE xPO -0.209 0.070 -2.989**
JS xPO 0.189 0.073 2.590**
R= 0.310 0.347
F 37.440%** 21.846***

Note. **p < 0.01, ***p < 0.001
The regression model explains 34.7% (R* = 0.347) of the variance in the dependent variable

(TT), indicating good overall significance of the regression model (/' =21.846, p <0.001). The
standardized coefficient between JE and Tl is f=-0.222, while the coefficient for the interaction
term "JEXPO" with the dependent variable TI is fin.1 = -0.209, both statistically significant (p
<0.001). Additionally, the standardized coefficient between JS and Tl is f =-0.334 (p <0.001),
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and the coefficient for the interaction term "JSXPO" with the dependent variable TI is Sint.2 =
0.189 (p < 0.01), also statistically significant. These results suggest that PO negatively
moderates the negative direct effect between JE and TI while positively moderating the negative
direct effect between JS and T1.

A simple slope test was conducted by plotting simple slope graphs to validate further the
moderating effects identified through path analysis. Figures 5.3 and 5.4 present the simple slope
graphs. The results indicate that when PO is high, JE negatively affects TI (f =-0.4194, ¢t = -
4.8222, p <0.001). However, when PO is low, JE's influence on TI is insignificant (f = -0.0238,
t=-0.2225, n.s.). Therefore, evidence of a moderation effect indicates that as PO increases, the

predictive power of JE on TI gradually strengthens.
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Figure 5.3 Interaction between job embeddedness and perceived opportunities in predicting turnover
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Figure 5.4 Interaction between job satisfaction and perceived opportunities in predicting turnover
intention

On the other hand, when PO is low, JS negatively affects TI (f =-0.5122, t =-4.9312, p <
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0.001). However, when PO is high, JS's influence on Tl is insignificant (f =-0.1555, t=-1.7356,
n.s.). This also suggests a moderation effect, indicating that as PO increases, the predictive

power of JS on TI gradually weakens.
5.5.3 Verifying the moderating effect of CS

Since our factor analysis revealed that CS consists of two dimensions, PCS and NCS, we
conducted the moderation effect test of CS in two parts: PCS and NCS.

To validate the moderating effect of PCS on the relationship between LMX, JS, and TIL
Table 5.4 presents the results of the PCS moderating effect analysis.

Table 5.4 Results of analytics for testing the moderation effects of positive career shocks

JS TI
M5 M6
Coeff SE t Coeff SE t
Constant -0.299 0.184 -1.625 2.263 0.229 9.877
Gender 0.084 0.085 0.990 0.013 0.104 0.124
Age 0.119 0.079 1.502 -0.192 0.098 -1.963
Length of service -0.050 0.076 -0.651 0.010 0.093 0.112
LMX 0.513 0.052 9.913*** -0.160 0.073 -2.190*
JS -0.453 0.069 -6.570%**
PCS 0.101 0.045 2.261*
LMX X PCS -0.173 0.062 -2.783**
JS X PCS 0.225 0.058 3.888***
R= 0.237 0.275
F 25.839%** 15.605***
Note. *p < 0.05, **p < 0.01, ***p < 0.001
Observation of model M6:

The regression model explains 27.5% (R* = 0.275) of the variance in the dependent variable
(TT), again indicating good overall significance (F = 15.605, p < 0.001). The standardized
coefficient between LMX and Tl is f#=-0.160 (p <0.05), while the coefficient for the interaction
term "LMXXPCS" with the dependent variable TI is fin2=-0.173 (p < 0.01), both statistically
significant. Additionally, the standardized coefficient between JS and TI is f = -0.453 (p <
0.001), and the coefficient for the interaction term "JSXPCS" with the dependent variable TI is
Lin3=0.225 (p <0.001), also statistically significant. These results suggest that PCS negatively
moderates the negative direct effect between LMX and TI, and positively moderates the
negative direct effect between JS and TI.

Simple slope tests were conducted by plotting simple slope graphs reported in Figures 5.5
and 5.6 to validate the moderating effects identified through the path analysis further. The
results indicate that when PCS is high, LMX negatively affects TI (f = -0.3481, t = -3.6543, p
<0.001). However, when PCS is low, the influence of LMX on TI is insignificant (f = 0.0288,
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t = 0.2778, n.s.). This suggests a moderation effect, indicating that as PCS increases, the
predictive power of LMX on TI gradually strengthens.

On the other hand, when PCS is high, JS negatively affects TI (f =-0.2072, t =-2.2127, p
<0.001). However, when PCS is low, JS also negatively affects T1 (5 =-0.6978, t =-7.4883, p
< 0.001) but with a more substantial predictive effect. This indicates that as PCS increases, the

predictive power of JS on TI gradually diminishes.
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Figure 5.5 Interaction between leadership-member exchange and positive career shocks in predicting

turnover intention
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Figure 5.6 Interaction between job satisfaction and positive career shocks in predicting turnover
intention
To verify the moderating effect of PCS on the relationship between JE, JS, and TI. Table
5.5 reports the results of the PCS moderating effect analysis.
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Table 5.5 Results of analytics for testing the moderation effects of positive career shocks

JS Tl
M7 M8
Coeff SE t Coeff SE t
Constant 0.004 0.177 0.023 2.101 0.225 9.346
Gender 0.070 0.080 0.868 0.015 0.102 0.150
Age -0.074 0.073 -1.005 -0.124 0.093 -1.329
Length of service 0.018 0.071 0.259 0.012 0.089 0.134
JE 0.559 0.047 12.005*** -0.331 0.070 -4.699***
JS -0.343 0.070 -4.885***
PCS 0.101 0.043 2.327*
JE X PCS -0.162 0.057 -2.846**
JS X PCS 0.237 0.059 4.043***
R= 0.310 0.310
F 37.440*** 18.515***

Note. *p < 0.05, **p < 0.01, ***p < 0.001
Observation of model MS:

The regression model explains 31.0% (R*=0.310) of the variance in the dependent variable
(TT), demonstrating good overall significance (/' = 18.515, p < 0.001). The standardized
coefficient between JE and TIis f=-0.331 (p < 0.001), while the coefficient for the interaction
term "JExPCS" with the dependent variable TI is Sin.1 = -0.162 (p < 0.01), both statistically
significant. Additionally, the standardized coefficient between JS and TI is f = -0.343, and the
coefficient for the interaction term "JSxPCS" with the dependent variable TI is Sin.2 = 0.237,
also statistically significant (p < 0.001). These results suggest that PCS negatively moderates
the negative direct effect between JE and TI while positively moderating the negative direct
effect between JS and T1.

Simple slope tests were conducted by plotting simple slope graphs reported in Figures 5.7
and 5.8 to validate further the moderating effects identified through the path analysis. The
results indicate that when PCS is high, JE negatively affects TI (f = -0.5072, ¢t = -5.5103, p <
0.001). However, when PCS is low, the predictive effect of JE on Tl is insignificant (f =-0.1539,
t = -1.6108, n.s.). This suggests a moderation effect, indicating that as PCS increases, the
predictive power of JE on TI gradually strengthens.

On the other hand, when PCS is low, JS negatively affects TI (5 =-0.6011, t=-6.4012, p <
0.001). However, when PCS is high, JS's effect on TI is insignificant (5 = -0.0848, t = -1.7356,
n.s.). This also suggests a moderation effect, indicating that as PCS increases, the predictive

power of JS on TI gradually diminishes.
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intention

To verify the moderating effect of NCS on the relationship between LMX, JS, and TI. The
results of the NCS moderating effect analysis are reported in Table 5.6.

Observation of model M10:

The regression model explains 29.2% (R* = 0.292) of the variance in the dependent variable
(TT), demonstrating good overall significance (F = 16.918, p < 0.001). The standardized
coefficient between LMX and TI) is f = -0.182 (p < 0.05), while the coefficient for the
interaction term "LMXxNCS" with the dependent variable TI is fint.1 =-0.181 (p < 0.01), both
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statistically significant. Additionally, the standardized coefficient between JS and TI is f = -
0.376, and the coefficient for the interaction term "JSXNCS" with the dependent variable TI is
Lint-2=0.189 (p <0.01), also statistically significant. These results suggest that NCS negatively
moderates the negative direct effect between LMX and TI while positively moderating the
negative direct effect between JS and TI.

Table 5.6 Results of analytics for testing the moderation effects of negative career shocks

JS TI
M9 M10
Coeff SE t Coeff SE t
Constant -0.299 0.184 -1.625 2.290 0.225 10.168
Gender 0.084 0.084 0.990 0.027 0.103 0.260
Age 0.118 0.079 1.502 -0.198 0.097 -2.054*
Length of service -0.049 0.076 -0.651 0.005 0.092 0.052
LMX 0.513 0.052 9.912*** -0.182 0.072 -2.518*
JS -0.376 0.067 -5.613***
NCS 0.148 0.047 3.161**
LMX X NCS -0.181 0.060 -3.019**
JS X NCS 0.189 0.058 3.274%*
R= 0.237 0.292
F 25.839%** 16.918***
Note. *p < 0.05, **p < 0.01, ***p < 0.001
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Figure 5.9 Interaction between leadership-member exchange and negative career shocks in predicting
turnover intention

Simple slope tests were conducted by plotting simple slope graphs reported in Figures 5.9

and 5.10 to validate further the moderating effects identified through the path analysis. The

results indicate that when NCS is high, LMX negatively affects T1 (5 =-0.3788, ¢ =-3.7697, p

<0.001). However, when NCS is low, the effect of LMX on TI is insignificant (f = 0.0152, t =

0.1619, n.s.). This suggests a moderation effect, indicating that as NCS increases, the predictive
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power of LMX on TI gradually strengthens.
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Figure 5.10 Interaction between job satisfaction and negative career shocks in predicting turnover
intention

On the other hand, when NCS is low, JS negatively affects TI (f = -0.5818, t =-6.3708, p
<0.001). However, when NCS is high, JS's effect on T1 is insignificant (f =-0.1697,t=-1.8361,
n.s.). This also suggests a moderation effect, indicating that as NCS increases, the predictive
power of JS on TI gradually diminishes.

To verify the moderating effect of NCS on the relationship between JE, JS, and TI. The
results of the NCS moderating effect analysis are reported in Table 5.7.

Table 5.7 Results of analytics for testing the moderation effects of negative career shocks

JS TI
M11 M12
Coeff SE t Coeff SE t
Constant 0.004 0.177 0.023 2.103 0.222 9.461
Gender 0.070 0.080 0.868 0.036 0.101 0.355
Age -0.074 0.073 -1.005 -0.113 0.093 -1.222
Length of service 0.018 0.071 0.259 -0.004 0.089 -0.050
JE 0.559 0.047 12.005*** -0.316 0.070 -4 523***
JS -0.292 0.069 -4.240%**
NCS 0.153 0.046 3.331%**
JE X NCS -0.184 0.061 -3.040**
JS X NCS 0.196 0.058 3.376%**
R=2 0.310 0.322
F 37.440*** 19.564***
Note. **p<0.01, ***p<0.001
Observation of model M12:

The regression model explains 32.2% (R* = 0.322) of the variance in the dependent variable

(TT), with good overall significance (F' = 19.564, p < 0.001). The standardized coefficient
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between JE and TI is f = -0.316 (p < 0.001), and the coefficient for the interaction term
"JExNCS" with the dependent variable TI is fin.1 = -0.184 (p < 0.01), both statistically
significant. Additionally, the standardized coefficient between JS and TI is f = -0.292, and the
coefficient for the interaction term "JSXNCS" with the dependent variable TI is Sin2 = 0.196,
also statistically significant (p < 0.001). These results suggest that NCS negatively moderates
the negative direct effect between JE and TI and the positive direct effect between JS and TI.
However, there seems to be a contradiction in the moderation effect between JS and T1I, as the
coefficient fino indicates a positive moderation while the text describes it as negative
moderation. This might be a typographical error, and it should be clarified whether the
moderation is positive or negative based on the actual data and context.

Simple slope tests were conducted by plotting simple slope graphs reported in Figures 5.11
and 5.12 to validate the moderating effects identified through the path analysis further. The
results indicate that when NCS is high, JE negatively affects TI (f = -0.5175, ¢t =-5.4207, p <
0.001). However, when NCS is low, the effect of JE on TI is insignificant (f = -0.1152, ¢ = -
1.1872, n.s.). This suggests a moderation effect, indicating that as NCS increases, the predictive

power of JE on TI gradually strengthens.
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Figure 5.12 Interaction between job satisfaction and negative career shocks in predicting turnover

intention
On the other hand, when NCS is low, JS negatively affects TI (f = -0.5065, t = -5.3388, p
<0.001). However, when NCS is high, JS's effect on Tl is insignificant (f =-0.0782, t =-0.8456,
n.s.). This also suggests a moderation effect, indicating that as NCS increases, the predictive

power of JS on TI gradually diminishes.

5.6 Results and discussion

Based on the theories of LMX and JE, this study introduced the moderating variables of PO,
PCS, and NCS, exploring the impact of LMX, Job Embeddedness, and JS on TI, as well as the
moderating effects of PO, PCS, and NCS on these relationships. Six research hypotheses were
tested, and the results consistently found that: (1) PO moderates the relationship between LMX
and TIL, and as the level of PO increases, the predictive effect of LMX on TI gradually
strengthens. (2) PO moderates the relationship between JE and TI; as the level of PO increases,
the predictive effect of JE on TI gradually strengthens. (3) PO moderates the relationship
between JS and TI, and as the level of PO increases, the predictive effect of JS on TI gradually
weakens. (4) PCS moderates the relationship between LMX and TI, and as the level of PCS
increases, the predictive effect of LMX on TI gradually strengthens. (5) PCS moderates the
relationship between JE and T1I, and as the level of PCS increases, the predictive effect of JE on
TI gradually strengthens. (6) PCS moderates the relationship between JS and TI, and as the
level of PCS increases, the predictive effect of JS on TI gradually weakens. (7) NCS moderates
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the relationship between LMX and TI, and as the level of NCS increases, the predictive effect
of LMX on TI gradually strengthens. (8) NCS moderates the relationship between JS and TI,
and as the level of NCS increases, the predictive effect of JS on TI gradually weakens. (9) NCS
moderates the relationship between JE and TI; as the level of NCS increases, the predictive

effect of JE on TI gradually strengthens.
5.6.1 PO as a moderator between LMX, JE, JS, and Tl

Perceived opportunity, as an essential career psychological variable, describes employees'
cognition and evaluation of other job opportunities available in the market. Perceived job
opportunities are often contextual factors affecting turnover rates or intentions (Rusbult &
Farrell, 1983). This perception not only depends on the actual job market conditions but is also
influenced by personal expectations, career aspirations, and satisfaction with current jobs. The
results of this study show that PO plays a moderating role in the relationship between LMX and
TIL JE and TI, and JS and TI. Meanwhile, some empirical studies have also confirmed the
moderating effect of PO (Lu et al., 2016; Qian et al., 2015; Rasheed et al., 2020).

Based on previous research findings, the level of PO may alter the strength and direction
of these relationships, where JE and JS affect TI. Specifically, even if employees feel embedded
in their current position and have high satisfaction, their TI may still increase if they perceive
more and better job opportunities externally. This is because perceived external opportunities
may stimulate employees' desire for career development, prompting them to consider more
attractive career paths, even if they are relatively satisfied with their current job.

In summary, PO is a multidimensional concept that can moderate the relationship between
employees' JE, JS, and TI. Organizations should consider the impact of PO on management
practices and adopt corresponding strategies to maintain employee loyalty and reduce talent
turnover. Strategies such as providing internal career development opportunities, enhancing JE
through organizational culture and social support, and regularly communicating with
employees about their career aspirations and market opportunities can help organizations retain

talent and promote overall stability and performance.
5.6.2 The moderating role of CS in the relationship between LMX, JE, JS, and Tl

This study employs empirical research methods to delve into the moderating effects of CS on
the relationship between LMX, JE, JS, and TI. CS refers to unexpected events or information

encountered by individuals in their professional careers, which may significantly impact their
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career attitudes and behaviors. Career shocks can be further categorized as positive or negative
depending on their influence on employees.

PCS may include unexpected promotion opportunities, acquiring responsibility for
important projects, or receiving positive career feedback. These positive shocks may enhance
employees' trust in leadership and commitment to the organization, negatively moderating the
relationship between LMX, JE, JS, and TI. Specifically, PCS makes employees feel that their
efforts have been recognized and rewarded, increasing their JE and JS within the current
organization and reducing T1.

On the other hand, NCS, such as being overlooked for promotions, project failures, or
experiencing unfair treatment, may weaken employees' trust in leadership and commitment to
the organization, negatively moderating the relationship between LMX, JE, JS, and TI. These
negative shocks may lead employees to reevaluate their career goals and loyalty to the
organization, increasing the likelihood of turnover.

In conclusion, whether positive or negative, CS significantly moderates the relationship
between LMX, JE, JS, and T1. Organizations should be aware of the potential impact of CS on
employee attitudes and behaviors and take proactive measures to mitigate their negative effects
and leverage their positive ones. By doing so, organizations can enhance employee retention,

promote stability, and improve performance.
5.6.3 The moderating role of PCS in the relationship between JE and JS

This study employs empirical research methods to explore the moderating effect of CS on the
relationship between JE and JS. The findings reveal an interesting phenomenon: PCS, such as
unexpected promotion opportunities or acquiring significant project authorizations, can
significantly enhance the satisfaction of employees who already feel embedded in their work.
This suggests that PCS can amplify employees' positive emotions and evaluations of their jobs,
further elevating JS beyond their existing levels of JE.

However, in contrast to PCS, the moderating effect of NCS, such as encountering career
setbacks or unfair treatment, on JS is not as pronounced among employees with solid JE. This
may imply that when employees have a strong sense of attachment to their work, they may
exhibit better psychological resilience against negative events or adopt positive strategies to
mitigate the impact of negative shocks. In other words, NCS may not significantly reduce their
JS for those deeply connected to their work.

Through these analyses, the study provides deeper insights into understanding the complex

influence of CS. It offers strategies for organizations to assist employees in better coping with
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unpredictable events in their careers. This can help maintain and enhance JS levels within the

workforce.
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Chapter 6: Conclusion

The main objective of this chapter is to provide a detailed interpretation of the critical findings
obtained through empirical analysis in this study to deepen our understanding of the
phenomenon of Tl among medical staff in public hospitals in Guangzhou. Firstly, we have
conducted an in-depth analysis of survey data collected from medical staff in Guangzhou public
hospitals, revealing a multitude of factors that influence their T1, including the quality of leader-
member relationships, the degree of JE, the level of JS, and the moderating effect of individuals'
perception of career opportunities and shocks on TI. Secondly, this chapter will explore the
contributions of this study to the existing theoretical framework. In the specific context of
public hospitals, we offer new perspectives and insights for understanding medical staff's work
attitudes and behaviors. Meanwhile, this chapter will also address the management of Tl among
medical staff in Guangzhou public hospitals, proposing practical recommendations based on
the research findings. These recommendations aim to assist hospital administrators in
formulating more effective human resource strategies to reduce the loss of outstanding medical
staff and enhance employee JS and loyalty. Finally, this chapter will discuss the limitations of

this study and suggest possible directions for future research.
6.1 Main research conclusions

Amidst the Chinese government's current push for high-quality development in public hospitals,
human resource management, particularly the stability and growth of talent, has emerged as a
core issue in hospital administration. Talent is the primary resource driving hospital
development and the key to ensuring medical service quality and hospital competitiveness. As
such, public hospitals attach great importance to the cultivation and development of talent,
viewing it as the cornerstone of high-quality development.

Although reasonable talent turnover plays a positive role in knowledge renewal and team
vitality, excessive talent loss can increase hospital human resource costs and affect the hospital's
stable operation and service quality. Therefore, as hospital administrators, having a deep
understanding of and effectively addressing talent loss is crucial to ensuring the stable

development of the talent team.
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This study aims to explore the factors that influence the T1 of medical staff in public
hospitals and seek effective strategies to reduce talent loss. Based on extensive literature
research, the study adopts theoretical perspectives such as LMX, JS, and JE to investigate how
these factors affect medical staff TI. Additionally, this study considers two moderating variables,
CS and PO, to analyze how they influence the strength of the relationships between LMX, JE,
JS,and TI.

The study collected 338 valid data points through a carefully designed questionnaire survey
and empirically tested the research model and hypotheses. The results revealed exciting
findings: Higher-quality LMX leads to lower employee TI. A stronger sense of JE is associated
with lower T1. Employees with higher JS also have relatively lower TI.

Furthermore, JS fully mediates the relationship between LMX and TI and partially mediates
the relationship between JE and TI.

The study also found that PO can moderate the relationships between LMX, JE, and TI.
When employees perceive more career development opportunities, these relationships are
strengthened. PCS and NCS can enhance the relationships between LMX, JE, and TI while
weakening the relationship between JS and TI.

In summary, this study provides empirical evidence for public hospital administrators to
reduce talent loss and offers new perspectives and research directions for future studies. By
deeply understanding and addressing the factors that influence medical staff's TI, public
hospitals can more effectively ensure the stable development of their talent teams, thereby

promoting the overall high-quality development of the hospital.

6.2 Theoretical contributions

This study focuses on the medical staff of public hospitals in Guangzhou as the research
subjects, aiming to delve into the complex relationships between LMX, JE, JS, and TI. The
theoretical contributions of the study are mainly reflected in the following four aspects:
Firstly, this study verifies the turnover theories by focusing on the impacts of LMX and JE
on employees' turnover intention. Specifically, it supports the viewpoints of scholars such as
Hom (1995), Griffeth (2000), and Maertz and Campion (1998), which suggest that traditional
attitudinal variables like JS and organizational commitment have limitations in explaining
employee turnover. Through empirical research, we provide new evidence for this argument.
Secondly, this study reveals the mediating role of JS in the relationships between LMX, JE,
and TI. This finding deepens our understanding of the processes through which LMX and JE
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affect Tl, providing new evidence for previous studies (Han & Jekel, 2011; Jin et al., 2018; C.
Wang et al., 2020).

Thirdly, in China's unique economic and cultural context, this study validates the LMX and
JE theories cross-cultural (Deng et al., 2017; Yang, 2013). By considering the uniqueness of
Chinese society and the particularity of the medical profession, our research not only enriches
the existing theoretical system but also lays a solid foundation for empirical research on the
localization of LMX theory and JE theory.

Lastly, this study innovatively introduces CS and PO as moderating variables, which are
uncommon perspectives in previous studies. By examining the predictive effects of LMX, JE,
and JS on employees' Tl in specific contexts of CS and PO, our research shows that this
contextualized prediction is more accurate than models that do not consider situational factors,

thereby enhancing the stability of turnover theory.

6.3 Management suggestions

Tl is a frequently discussed issue in management studies. Through a questionnaire survey of
medical staff in public hospitals in Guangzhou, this study explored the relationships between
LMX, JE, JS, and TI. Innovatively, JS was introduced as a mediator variable, while the research
model incorporated CS and PO as moderator variables. Based on the results of the empirical
analysis, we offer the following management suggestions for public hospitals to stabilize their

talent pool and contribute to high-quality development.

6.3.1 Cultivating a positive organizational culture and reinforcing employees’
Identification with it

The empirical analysis reveals a significant phenomenon: JE and JS play crucial roles in the
careers of medical staff. They directly impact individuals' T1 and serve as vital determinants for
employees to stay in healthcare institutions over the long term. JE refers to the degree of an
employee's investment in their work role, encompassing their passion, focus, and loyalty
towards their profession. On the other hand, JS is employees' overall feeling towards their
working conditions, environment, compensation, colleague relationships, and personal growth
opportunities. When satisfied in these areas, employees are more likely to demonstrate higher
job engagement, reducing the likelihood of turnover.

Within this framework, hospital culture emerges as a non-negligible variable. Hospital

culture refers to a healthcare institution's shared values, beliefs, behavioral norms, and work
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atmosphere. This culture profoundly influences employees' behavioral patterns and
psychological states, indirectly affecting JE and satisfaction. A positive hospital culture can
stimulate employees' potential and enhance their enthusiasm and loyalty towards work, while a
negative culture may lead to low morale and increase turnover risk.

Therefore, healthcare institutions should adopt various measures to cultivate and reinforce
a positive organizational culture. Organizational activities, such as team-building events and
social gatherings, can foster mutual understanding and trust among employees, establishing a
sense of team spirit and collaborative atmosphere. Regular training can enhance employees'
professional skills and reinforce organizational identification by emphasizing the institution's
core values and vision. Effective communication strategies, including open feedback
mechanisms and transparent decision-making processes, can ensure that employees feel heard
and understand the importance of their work in achieving organizational goals.

Through these measures, healthcare institutions can create a supportive and inspiring work
environment where an advanced culture encourages employees to pursue excellence, and a
warm culture strengthens cohesion among them. As employees' sense of belonging and
identification grows, they are more likely to grow and face challenges with the healthcare
institution.

Through cultural development, healthcare institutions can form a solid cultural consensus
based on shared values and a sense of mission. This consensus can inspire employees'
enthusiasm and loyalty, ensuring they understand how their work connects to the organization's
goals. This enhances job identification and promotes a more profound sense of meaning and
fulfillment in their work. This profound career satisfaction is critical to maintaining long-term

employee stability and reducing turnover rates.

6.3.2 Enhancing teamwork and support among healthcare professionals to improve

collaboration

The nature of healthcare professionals’ work is highly collaborative and interdependent. When
doctors perform diagnostic and treatment tasks, they rely on a multidisciplinary team, including
nurses, technicians, administrators, and others, to jointly provide patient care and treatment.
Collaboration and support among team members are crucial for delivering high-quality
healthcare services. Therefore, doctors' efficiency and effectiveness are closely linked to the
support they receive from the team.

Improving the work environment is essential for enhancing the tacit understanding among

healthcare teams. A favorable work environment fosters communication among team members,
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reduces misunderstandings and conflicts, and ultimately enhances the team's overall efficiency
and JS. Furthermore, their JE strengthens when healthcare professionals feel that their efforts
are recognized and the work environment supports their professional development. They
become more engaged in their work, demonstrating stronger loyalty and a sense of belonging
to their organization.

Healthcare institutions should cultivate a cultural consensus through organizational culture
development, encompassing shared values, goals, and work standards. Such a cultural
consensus promotes trust and support among medical team members, with each member
understanding the team's shared objectives and working towards achieving them. Reinforcing
this consensus enables team members to collaborate more effectively and handle challenges in
their daily work.

To create a supportive and inclusive work environment, healthcare institutions need to take
measures to foster positive relationships and strengthen social connections among employees.
These may include team-building activities, regular meetings, and open communication
channels. These measures contribute to a supportive work atmosphere where every member
feels like an integral part of the team and can rely on its support during difficult times.

Additionally, healthcare institutions should focus on individual healthcare professionals'
career development and personal needs. Providing opportunities for continuous education and
professional training and ensuring reasonable workloads and work schedules are significant
factors in enhancing JS and reducing TI.

In summary, healthcare institutions can significantly enhance the JE and satisfaction of
their healthcare professionals by improving the work environment, cultivating a positive
organizational culture, fostering team collaboration and support, and attending to employees'
personal development. This, in turn, leads to improved healthcare service quality, reduced
employee turnover, and ultimately, the long-term stable development of the healthcare

institution.
6.3.3 Strengthening leaders’ role perception to promote fair and equitable management

Through empirical analysis, we have found that LMX plays a crucial role in healthcare
institutions. LMX describes the quality of the relationship between a leader and their team
members, which directly impacts employee JS and further influences the TI of healthcare
professionals. In healthcare settings, leaders are often clinicians or technically trained

professionals who may need more training in management skills.
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To enhance these leaders' management capabilities, healthcare institutions should invest in
training and development programs focused on improving leaders' communication skills,
emotional intelligence, and team management abilities. Communication skills are essential for
ensuring clear information flow and avoiding misunderstandings. Emotional intelligence
enables leaders to understand and manage their emotions better and recognize and influence
team members' emotions. Team management abilities involve motivating team members,
coordinating work within the team, and handling conflicts.

Leaders should also be aware of their pivotal role in management, particularly in building
trusting and supportive relationships. Through such relationships, leaders can help employees
overcome professional challenges, increasing their job engagement and sense of belonging.
Additionally, ensuring transparency and fairness in decision-making, resource allocation, and
promotion opportunities is vital for maintaining employee trust and satisfaction.

Leaders should recognize employee differences and attempt to meet their varying needs
and expectations through personalized interactions. This individualized approach can include
tailored career development plans, flexible work arrangements, or task assignments that align
with personal interests and strengths. Adopting this personalized management style makes
employees feel valued and understood, improving JS.

In summary, by enhancing the quality of LMX, healthcare institutions can significantly
increase employee satisfaction and loyalty, reduce turnover rates, and ensure the stability of
their talent pool. This improves the quality and efficiency of healthcare services and promotes

the institution's overall development and competitiveness.

6.3.4 Providing career development opportunities and focusing on employee personal

growth

Offering training and development opportunities is a crucial strategy for healthcare institutions
to maintain the loyalty and competitiveness of their medical staff. Especially for healthcare
professionals, enhancing their technical expertise improves their diagnostic and treatment skills
and enables them to provide more specialized care. Through these opportunities, medical staff
can continually upgrade their skills, achieve personal career goals, and drive innovation and
growth for the institution. Training programs should encompass various areas, from technical
skills to soft skills, including leadership development, team collaboration, time management,
conflict resolution, and more, to ensure comprehensive growth for the medical staff.
Furthermore, by providing career advancement opportunities such as promotional

pathways, opportunities for lateral job transitions, or involvement in significant projects,
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healthcare professionals can perceive a larger platform for development and broader career
prospects within the hospital or department. This way, even if they are aware of external job
opportunities, they may choose to stay due to the promising growth prospects within their
current organization. Such a strategy aids in retaining key talent and reduces the costs associated
with recruiting and training new employees.

Additionally, hospitals must focus on the personal development of their employees and
offer compensation packages that align with their expected contributions. This includes base
salaries, performance bonuses, and benefit plans to ensure healthcare professionals' efforts are
rewarded. Moreover, hospitals should implement employee leave policies that facilitate a better
work-life balance. A culture that promotes such a balance can significantly enhance employee
satisfaction and JE.

Ultimately, through these comprehensive measures, the JS and JE of healthcare
professionals will increase, reducing their TI. Feeling a sense of growth within their roles,
recognition for their contributions, and the ability to balance work and home life will motivate
medical staff to commit to longer-term service within the healthcare institution, contributing to

its sustained success.

6.3.5 Encouraging two-way communication between leaders and members, providing

timely feedback and recognition

To establish an effective communication mechanism, healthcare institutions should cultivate an
open, inclusive culture that encourages medical staff to express their opinions and suggestions
freely. This can be achieved through various means, such as setting up anonymous suggestion
boxes, holding regular employee meetings, conducting team-building activities, and providing
online platforms for staff to share their ideas whenever they wish.

Leaders play a crucial role in this process. They not only need to listen to the views of
medical staff but also actively provide feedback to demonstrate that their voices are heard and
valued. Such interaction enhances the sense of belonging among medical staff and fosters
innovation and improvement.

Regularly providing positive feedback to medical staff about their job performance is
equally important. This includes not only formal performance evaluations but also day-to-day
encouragement and support. Medical staff's contributions can be recognized through public
praise, awarding certificates, bonuses, or other incentives. Such recognition can significantly

increase JS and loyalty among medical staff.
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Timely communication and feedback help eliminate barriers and misunderstandings,
fostering understanding and trust. This improves the quality of LMX and promotes harmony
and collaboration within the team. When employees feel that their opinions are respected and
their work is recognized, they are more likely to perceive themselves as integral parts of the
team, increasing their JE.

In the high-pressure environment of healthcare institutions, such communication and
recognition are particularly important. Medical professionals face significant work stress and
emotional burdens, so providing a supportive environment where they feel their work is
meaningful is crucial to maintaining institutional stability. Through these practices, healthcare
institutions can reduce staff Tl and enhance team vitality, ultimately improving the quality of

patient care.
6.3.6 Emphasizing the improvement of leaders' abilities

Leaders play a crucial role in addressing employee turnover issues. Exceptional leaders are not
only influential in motivating employees' enthusiasm and positivity, enhancing their sense of
belonging and loyalty, but also significantly reducing their desire to leave through establishing
reasonable management systems, focusing on employees' career development, providing fair
incentives and rewards, and promptly addressing problems and conflicts.

Firstly, leaders establish solid communication and trust relationships with employees,
deeply understand their needs and expectations, and provide adequate work guidance and
support. This care makes employees feel valued and warm in the company, leading to increased
engagement and reduced likelihood of turnover.

Secondly, leaders play a pivotal role in developing and implementing company
management systems. They review and improve these systems to enhance employee efficiency
and satisfaction. For instance, improving internal communication, increasing decision-making
transparency, and clarifying promotion mechanisms all help alleviate employee dissatisfaction
and disappointment, thereby reducing turnover rates.

Furthermore, leaders should prioritize employees' career development and growth. They
provide training and development opportunities, assist in skill and capability enhancement, and
outline clear career advancement paths. This helps employees visualize their future and growth
potential within the company, leading to increased loyalty and belongingness.

When employees encounter difficulties or challenges, leaders promptly offer support and

care. They are attentive to employees' welfare and mental health, providing resources and
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assistance whenever necessary. This care makes employees feel the warmth and support of the
company, reducing their willingness to leave.

Lastly, leaders also play a critical role in addressing employee turnover issues. They respect
employees' decisions, communicate honestly, and strive to retain outstanding talent. By
understanding the reasons and motivations behind an employee's departure, leaders can take
targeted measures to address the issues and improve management, further reducing turnover

rates.

6.4 Research limitations

This study explored the influencing factors of TI among medical staff in public hospitals in
Guangzhou City, adopting a quantitative research paradigm to reveal statistical associations
between relevant variables. However, some limitations inevitably exist in the design and
execution of the research, providing new directions for future studies.

Firstly, regarding sample representativeness, this study selected medical staff from 12
tertiary public medical institutions in Guangzhou as research subjects. The regional scope of
the study may limit the generalization ability of the research results, as these samples may only
partially represent the situation of public hospitals. Future research could expand the scope to
cover more medical institutions, including hospitals of different levels and sizes, as well as
medical staff with different professional backgrounds, to obtain more samples and improve the
universality and generalizability of the research results.

Secondly, this study employed a two-wave survey research design, a method that has been
proven reliable and acceptable in previous studies (Hanappi & Buber-Ennser, 2017; Lin et al.,
2016). While it's true that the two data collections may be influenced by occasional factors, the
robustness of this design ensures that the data points are sufficient to provide a reasonably
accurate depiction of the trends.

Thirdly, the research methodology has limitations. This study reveals correlations between
variables through quantitative analysis, but it cannot provide deep insights into the subjects'
behaviors, attitudes, and viewpoints, nor can it uncover the essence and inherent mechanisms

of the issues, thus limiting a comprehensive understanding of the problems for managers.
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6.5 Future prospects

Considering the current study's limitations, we plan to conduct further explorations in three
main areas to enhance the breadth and depth of our research.

Firstly, we recognize the importance of sample diversity in generalizing research findings.
Therefore, future studies will include a broader range of healthcare institutions, including those
in different geographical regions, to capture regional variations. Additionally, we will consider
institutions of varying sizes, from small clinics to large hospitals, to ensure that the findings
apply to organizations of different scales. Moreover, we aim to include institutions with diverse
cultural backgrounds to investigate how culture influences employees' communication
preferences and satisfaction, thereby enhancing the transferability of our research outcomes.

Secondly, future research can employ a longitudinal research design with three or four
rounds of data collection to obtain more data, thereby improving data stability and reliability,
the accuracy of trend analysis, sensitivity to changes, and the effectiveness of statistical
inferences. This approach will help us more accurately understand the dynamic process of the
studied phenomenon and draw more reliable conclusions.

Thirdly, future research can integrate qualitative methods to gain a deeper understanding
of employees' inner feelings and authentic reactions to communication mechanisms and
feedback. Through in-depth interviews and focus group discussions, we can capture employees'
subtle yet critical emotional and cognitive reactions during communication and feedback
processes. This approach not only complements the limitations of quantitative data, but also
provides richer and more detailed data, helping us construct a more comprehensive
understanding framework that truly reflects the complexity of our research area.

Through these three research directions, we aim to provide more profound and
comprehensive insights to inform healthcare institutions in improving employee
communication, enhancing satisfaction, and reducing turnover rates. These efforts will
contribute to advancing academic research in this field and provide valuable guidance for

practitioners.
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Annex A: Questionnaire

Questionnaire on medical staff’s feelings towards working in
public hospitals in China.

Questionnaire No.:

Dear Mr./Mrs.,

Thank you very much for participating in the questionnaire survey on LMX, JE, JS, and
T1 among healthcare professionals. The collected data will be kept confidential and used only
for academic research. Please feel free to answer all questions based on your experience and
true feelings. There are no standard answers to all the questions in this questionnaire. Please

check the options that represent your views. Thank you for your support and cooperation!

1. Please select the options that better describe your future relationships with your company
Please select from the options using a scale of 1 to 5.

ltem Totally Disagree P?rtially Agree Completely
disagree disagree agree
1. | basically never thought of leaving the
current unit. 1 2 3 4 5
2. | plan to have a long-term career,
development in this unit. 1 2 3 4 5
3. | often feel tired of my current work
and want to change to a new unit. 1 2 3 4 5
4. 1 will probably leave my current unit in
the next six months. 1 2 3 4 5
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2. Please select from the options reflecting your relationship with your immediate supervisor.

Totally . Partially Completely
Item . Disagree . Agree

disagree disagree agree
1. Generally speaking, | know very
well whether my supervisor is satisfied 1 2 3 4 5
with my job performance.
2. | think my supervisor is very aware
of my problems and needs in my work. 1 2 3 4 5
3. | think my supervisor knows a lot
about my potential. 1 2 3 4 5
4. My supervisor will use his authority
to help me solve major work problems. 1 2 3 4 5
5. My supervisor will sacrifice my own
interests to help me get out of the 1 2 3 4 5
difficulties at work.
6. I trust my supervisor and support his
decision-making. 1 2 3 4 5
7. 1 have a wver ood workin

-~ 91 2 3 4 5

relationship with my supervisor.

3. Please select from the options reflecting your relationship with your organization.

organization.

Totally . Partially Completely
Item . Disagree . Agree

disagree disagree Agree
1. | feel attached to this organization. 1 2 3 4 5
2. It would be difficult for me to leave
this organization. 1 2 3 4 5
3. I'm too caught up in this
organization to leave. 1 2 3 4 5
4. | feel tied to this organization. 1 2 3 4 5
5. 1 simply could not leave the
organization that | work for. 1 2 3 4 5
6. It would be easy for me to leave this
organization. 1 2 3 4 5
7. | am tightly connected to this

i 1 2 3 4 5
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4. Please select from the options reflecting your job or career satisfaction level.

Totally . Partially Completely
Item . Disagree . Agree

disagree disagree Agree
1. | am very satisfied with the
opportunities for promotion within the 1 2 3 4 5
unit.
2. | am very satisfied with my
colleagues in the unit. 1 2 3 4 5
3. | am very satisfied with my|
immediate supervisor. 1 2 3 4 5
4. | am very satisfied with the work
itself that | am doing. 1 2 3 4 5
5. 1 am very satisfied with the
remuneration | receive from my unit. 1 2 3 4 5
6. Overall, | am very satisfied with my|
current job. 1 2 3 4 5

5. Please select from the options reflecting the significant, impactful events that caused you to
consider changing your career decisions.

Totally . Partially Completely
Item . Disagree . Agree

disagree disagree Agree
1. | unexpectedly received a new job
offer.  Pecety ! 1 2 3 4 5
2. | was promoted sooner than
expected. 1 2 3 4 S
3. | was unexpectedly selected for the
best performance award. 1 2 3 4 5
4. 1 was unexpectedly selected for an
advanced training program. 1 2 3 4 S
5. | unexpectedly received a salary
increase. 1 2 3 4 S5
6. Unexpected forced job rotation
adversely affected my social relations 1 2 3 4 5
and behavior.
7. Unexpected downsizing adversely
affected my career path. 1 2 3 4 S
8. Clash with supervisor/coworker
negatively influenced my career 1 2 3 4 5
planning.
9. The unexpected departure of a
mentor or colleague placed me in 1 2 3 4 5
trouble to sustain my career.
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6. Please select from the options reflecting your perception of the availability of alternative job

opportunities.

Totally . Partially Completely
Item . Disagree . Agree
disagree disagree Agree
1. It is not difficult for me to leave this
unit to find a job like this again. 1 2 3 4 5
2. | think there are many development
opportunities outside the organization. 1 2 3 4 5
3. With my current skills and
conditions, it is easy to find a 1 2 3 4 5
satisfactory job again.
4. Leaving the current unit, | have a lot
of other jobs to choose from 1 2 3 4 5
7. Basic information
1. Gender: MMale @Female
. Age: 29 or below (2)30-39years (3)40-49years (450 or above
. Marital status: Mmarried @Unmarried (3Others (e.g. divorce)
. Education background: (O College or below @Bachelor 3®Master (@Doctor

. Professional title:

. Post: (DMiddle-level manager or above (General professional technician

(DPrimary @Intermediate 3)Vice senior (@Senior

. Length of service: (U5 years or below 26-15 years(3)16-25 years (@26 years or above

. Worked in this hospital: (D5 years or below (2)6-15 years (3)16-25 years

(4)26 years or above

10. Number of children: ()0

2
3
4
5. Personnel type: (DDoctor 2 Nurse
6
7
8
9

@1 ®2

@More than 2

11. Contract types: (DRegular @Outsourced

12. Monthly income: (DLess than 10000 210001-20000 (320001-30000

@ Above 30000

13. Please fill in your last name initial + the last four digits of your mobile phone number

(such as Li Si: L6280)
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Annex B: Tables

Table b.1 The reliability analysis results of each scale

Variable Number of Items Cronbach's Alpha
TI 4 0.881
LMX 7 0.916
Job Embeddedness 7 0.821
Job Satisfaction 6 0.899
Table b.2 Factor analysis adaptability test results
TI LMX JE JS
KMO Value 0.814 0.90 0.894 0.885
Bartlett's Test of Sphericity <0.001 <0.001 <0.001 <0.001
Table b.3 Factor analysis of the TI scale
Component
1
TI1 0.847
TI2 0.841
TI3 0.916
TI4 0.857
% of explained Variance 74.931%
Cronbach's Alpha coefficients 0.881

Note. n= 338. Keiser-Meyer-Olkin index = 0.814. The total variance is explained by 1 factor in 74.93%.
Table b.4 Factor analysis of the LMX scale

Component
1
LMX1 0.759
LMX2 0.865
LMX3 0.870
LMX4 0.798
LMX5 0.755
LMXe6 0.870
LMX7 0.858
% of explained Variance 68.305%
Cronbach's Alpha coefficients 0.916

Note. n=338. Keiser-Meyer-Olkin index = 0.90. The total variance is explained by 1 factor in 68.30%.
Table b.5 Factor analysis of the JE scale

Component
1
JE1 0.804
JE2 0.854
JE3 0.857
JE4 0.899
JES 0.823
JE6 -0.242
JE7 0.895
% of explained Variance 63.657%
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Cronbach's Alpha coefficients

0.821

Note. n=338. Keiser-Meyer-Olkin index = 0.894. The total variance is explained by 1 factor in 63.66%.

Table b.6 Factor analysis of the JE scale

Component

JE1
JE2
JE3
JE4
JES
JE7

% of explained Variance
Cronbach's Alpha coefficients

.807
.850
0.860
0.901
0.825
0.898
73.498%
0.927

Note. n= 338. Keiser-Meyer-Olkin index = 0.896. The total variance is explained by 1 factor in 73.498%.

Table b.7 Factor analysis of the JS scale

Component

JS1
JS2
JS3
JS4
JS5
JS6

% of explained Variance
Cronbach's Alpha coefficients

0.827
0.776
0.784
0.841
0.812
0.884
67.477%
0.899

Note. n= 338. Keiser-Meyer-0lkin index = 0.885. The total variance is explained by 1 factor in 67.47%.

Table b.8 Convergent validity indicators

Model parameter estimates

Convergent validity

. Non- .
Factor Indicator o 4 dized SE. CR. Standardized o\ cp AVE
factor loading factor loading
T 1 0.785 0.616
TI2 0.831 0.057 14.669 ** 0.749 0.561
Tl TI3 0.977 0.052 18.657 *** 0.929 0.862 0889 00668
TI4 0.705 0.045 15805 *** 0.796 0.633
381 1 0.786 0.618
182 0.662 0.049 13.505 0.7 0.49
1S3 0.801 0.055 14.672 *** 0.745 0.555
I5 354 0.823 0.052 15003 ** 0.794 0631 2904 0612
155 1.084 0.069 15.622 ** 0.783 0.614
156 0.946 0.053 17.097 *** 0.875 0.765
JEL 1 0.754 0.569
JE2 1.159 0.076 15102 ** 0.79 0.625
JE3 1.299 0.079 16.505 *** 0.849 0.72
JE JE4 1.184 0.068 17.466 *** 0.89 0.793 0940 0.690
JE5 1.03 0.069 14.042 ** 0.779 0.607
JE7 1.184 0.068 17.438 *** 0.889 0.79
LMX1 1 0.705 0.498
x| LMx2 1.304 009 1448 *** 0.825 068 o r o ea
LMX3 1.299 0.088 14.787 *** 0.843 0711 :
LMX4 1.381 0105 13.156 *** 0.748 0.559
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LMX5 1.495 0.12 12443 *** 0.706 0.499
LMX6 1.345 0.089 15.17 *** 0.866 0.75
LMX7 1.338 0.089 14.972 *** 0.854 0.729
Table b.9 Discriminant validity between the scales
AVE LMX JE JS TI
LMX 0.632 0.795
JE 0.690 0.575 0.831
JS 0.612 0.692 0.794 0.782
Tl 0.668 -0.405 -0.617 -0.594 0.817
Table b.10 Description of sample distribution characteristics
Variable Demographic factors Frequency Valid Percent
Gender Male 94 27.8%
Female 244 72.2%
Age 29 or below 74 21.9%
30~39 140 41.4%
40~49 95 28.1%
50 or above 29 8.6%
Type of hospital General hospital 264 78.1%
Special hospital 74 21.9%
Marital status married 247 73.1%
Unmarried 85 25.1%
Others (divorce) 6 1.8%
Education background College or below 32 9.5%
Bachelor 170 50.3%
Master 103 30.5%
Doctor 33 9.8%
Personnel type Doctor 166 49.1%
Nurse 172 50.9%
Professional title Primary 111 32.8%
Intermediate 135 39.9%
Vice senior 70 20.7%
Senior 23 6.5%
Post Middle-level manager or 29 8.6%
above
General prpf_essmnal 309 91.4%
technician
Length of service 5 years or below 74 21.9%
6~15 years 152 45.0%
16~25 years 73 21.6%
26 years or above 39 11.5%
Working years in the surveyed Less than 5 years 95 28.1%
hospital 6~15 years 144 42.6%
16~25 years 68 20.1%
26 years or above 31 9.2%
Number of children 0 171 50.6%
One 105 31.1%
Two 12 3.6%
More than two 50 14.8%
Monthly income Less than 10000 105 31.1%
10001~20000 163 48.2%
20001~30000 59 17.5%
More than 30000 11 3.3%
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Table b.11 Mean of main variables and correlation between variables

Variable Mal® 1 2 3 4 5 & 7 8 9 10 11 12
1. Gender 1'7§§0'4 1
2. Age 2.23§0.8 -.1*27 1
3. Marital 1.29()0.49 %ﬁl 127 1
4. Education 2.4é§0.7 Eil 333 L&EG 1
5. Personnel type 1.53).)(0.5 1(17 238 ];25 —.224 1
6. Professional title 2.0%0.9 ,233 ZG f§3 ﬁG fﬁS 1
7 Post 2.2%0.9 0.399 EEZ 0.;)7 -.i§4 0.110 -.359 1
8. Length of service 2.1(2)§O.9 0.9())0 534 328 O.Jc-)l 0.35 (333 336 1

9. Working years in 1.83(1.0 0.00 .800 -376 . . 571 -196 911
9y (Lo 000800 =378 006 003 ' R® U 1

the surveyed hospital 5) 5 8
10. Number of 1.32(0.4 - -251 224 131 -186 -204 0.01 -324 -307
Chl Id ren 7) 027 ** ** * ** ** 9 ** ** 1
1.93(0.7 0.08 -580 .406 -268 .185 -570 .186 -487 -494 .168
11 ContraCt types 8) 2 ** ** ** ** ** ** **% ** **% 1
12. Leader 1'8%0'3 002 276 143 504 ooz 205 45 -269 =254, 2ld
2 1 2
. 1.91(0.2 -234 561 -287 .391 -377 .667 -312 476 .403 - -532 -.228
13 Monthly Income 8§ ** ** ** ** ** ** ** **%x ** 009 ** **
1
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0.00
4

0.06
3

0.01
9

124

*

-229 173 )
229 1134 9
4
006 004 “&
3 4
219 -147
219 =147 4 04
3
0'21 001  0.09
4 5

738

**

Note. *p<0.05, **p<0.01
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Table b.12 The reliability analysis results of each scale

Variable Number of Items Cronbach's Alpha
TI 4 0.881
LMX 7 0.916
Job Embeddedness 7 0.821
Job Satisfaction 6 0.899
Career Shocks 9 0.878
Perceived Opportunities 4 0.919
Table b.13 Factor analysis adaptability test results
TI LMX JE JS CS PO
KMO Value 0.814 0.90 0.894 0.885 0.874 0.874
Bartlett's Test of Sphericity <0.001 <0.001 <0.001 <0.001 <0.001 <0.001

Table b.14 Total Variance Explained

Compon Initial Eigenvalues Extraction Sums of Rotation Sums of Squared
ent g Squared Loadings Loadings
% of . % of % of i
Tota Varian Cumulativ Total Varianc C_umulat Total Varian Cumulati
| ce e % e ive % ce ve %
1 456 50.689 50.689 456 50.689 50.689 3.25 36.129  36.129
2 2 2
2 1.80 20.075 70.764 1.80 20.075 70.764 3.11 34.635 70.764
7 7 7
3 0.66 7.366 78.130
3
4 047 5.279 83.409
5
5 0.39 4.384 87.793
5
6 0.31 3.530 91.324
8
7 0.29 3.279 94.603
5
8 0.26 2933 97.536
4
9 0.22 2.464 100.000
2
Note. Extraction Method: Principal Component Analysis.
Table b.15 Factor analysis of Career Shocks scale
Component
NCS PCS
CSl1 0.427 0.509
CS2 0.073 0.839
CS3 0.138 0.879
CS4 0.151 0.865
CS5 0.352 0.710
CS6 0.848 0.165
CS7 0.856 0.160
CS8 0.879 0.139
CS9 0.820 0.240
% of explained Variance 50.689% 20.075%
Cronbach's Alpha coefficients 0.896 0.855
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Note. n= 338. Keiser-Meyer-Olkin index = 0.874. The total variance is explained by two factors in 70.764%:
NCS explains 50.69%, and PCS balances in 20.08% of the variance.
Table b.16 Factor analysis of the CS scale

Component

NCS PCS

CS2 0.077 0.831

CS3 0.152 0.888

CS4 0.166 0.875

CS5 0.363 0.713

CS6 0.849 0.157

CS7 0.862 0.159

CS8 0.882 0.132

CS9 0.826 0.239

% of explained Variance 52.336% 22.553%

Cronbach's Alpha coefficients 0.896 0.870

Note. n= 338. Keiser-Meyer-Olkin index = 0.860. The total variance is explained by two factors in 74.868%: NCS
explains 52.336%, and PCS balance is 22.553% of the variance.
Table b.17 Factor analysis of the PO scale

Component
1
PO1 0.868
PO2 0.870
PO3 0.926
PO4 0.928
% of explained Variance 80.724%
Cronbach's Alpha coefficients 0.919

Note. n= 338. Keiser-Meyer-Olkin index = 0.834. The total variance is explained by 1 factor in 80.724%.
Table b.18 Convergent validity indicators

Model parameter estimates Convergent validity
Non- .
. . Standardized
Factor Indicator star}gg{g:zed SE CR. D fact_or SMC CR AVE
loading loading
TI1 1 0.766 0.587
TI2 0.97 0.057 16.885 *** 0.871 0.758
Tl TI3 0.936 0.055 17.112 *** 0.882 0.778 0.904  0.701
TI4 0.788 0.05 15.905 *** 0.826 0.682
PO1 1 0.857 0.735
PO2 0.925 0.051 18.238 *** 0.79 0.624
PO pos3 1049 0041 25501 *** 0945 0892 0987 0790
PO4 1.072 0.041 25.914  *** 0.953 0.908
CS2 1 0.798 0.637
PCS CS3 1.085 0.057 19.143  *** 0.909 0.826
CSs4 1.035 0.058 17.944  *** 0.861 0.741
CS5 1.016 0.061 16.63  *** 0.813 0.661
CS6 1 0.81 0.657 0910 0.716
NCS CSs7 1.06 0.058 18.377 *** 0.862 0.743
CS8 1.108 0.057 19.325  *** 0.896 0.804
CS9 0.939 0.055 16.937 *** 0.813 0.66
JS1 1 0.56 0.314
JS2 0.951 0.097 9.757  *** 0.701 0.491
IS JS3 1.17 0.114 10.234  *** 0.758 0.575 0.882  0.559
JS4 1.182 0.112 10.517 *** 0.796 0.633
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JS5 1.527 0.148 10.318 *** 0.769 0.592
JS6 1.342 0.122 10.994 *** 0.865 0.749
JE1 1 0.755 0.57
JE2 1.162 0.076 15.277  *** 0.793 0.629
JE3 1.292 0.079 16.448 *** 0.845 0.714
B e 1185 0068 17528 ** 0802 0795 0928 00684
JE5 1.025 0.069 14.906 *** 0.777 0.603
JE7 1.183 0.068 17.492  *** 0.89 0.792
LMX1 1 0.705 0.497
LMX2 1.305 0.09 14479 *** 0.825 0.681
LMX3 1.298 0.088 14.766  *** 0.842 0.709
LMX LMX4 1.381 0.105 13.15  *** 0.747 0.559 0.923 0.632
LMX5 1.495 0.12 1243  *** 0.706 0.498
LMX6 1.347 0.089 15.178  *** 0.867 0.751
LMX7 1.339 0.089 14.973 *** 0.854 0.73
Table b.19 Discriminant validity between the scales
AVE LMX JE JS NCS PCS PO TI

LMX 0.632 0.795
JE 0.684  0.575 0.827
JS 0.559 0.707 0.793 0.798
NCS 0.716  -0.206 -0.213 -0.237 0.846
PCS 0.716 0.030 0.027 0.121 0.462 0.846
PO 0.790 -0.156 -0.277 -0.185 0.468 0.331 0.889
Tl 0.701  -0.311 -0.494 -0.470 0.332 0.139 0.398 0.837
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Table b.20 Mean of main variables and correlation between variables

Variable MeanSD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19

1. Gender 1.72(0.45) 1

2. Age 2.23(0.89) "71*2 1

3. Marital 1290049) jm ey 1

4 Education  241(079) e e gar 1

5. Personnel 40 -32 .16 -.69

type 151(050) 7** 8** 5** 4** 1

6. Professional -25 72 -45 45 -44

t|t|e 202(091) 3** 6** 3** 6** 8** 1
00 -25 00 -16 01 -32

7. Post 2.23(0.92) 93 %% 79 4wk 0l Qr* 1

8. Length of 00 .83 -38 00 i 63 -24

service 2.10(0.92) 03 4*> g** 11 %3? 3**  6** 1

9. Working ) i

years in the 00 .80 -37 b7 -19 91

surveyed 1.83(1.05) 05 Q%% e 0.0 0.0 Lrx gk Qa 1

i 62 38

hospital

10. Number of . -25 22 13 -18 -20 00 -32 -30

children 1.32(0.47) g'g I gex QX Gre gex 19 4w 7ae L

11. Contract 00 -58 40 -26 .18 -57 .18 -48 -49 .16

typeS 193(078) 82 0** 6** 8** 5** 0** 6** 7** 4** 8** 1
=27 14 -26 54 -26 -25 00 .21

12. Leader 1.89(0.31) 0.0 Grx gk 0.0 0.0 ™ 1
22 41 32

13. Monthl -23 56 -28 39 -37 66 -31 47 40 .. -53 -22

Income y 191(028) 4** 1** 7** 1** 7** 7** 2** 6** 3** 00 2** 8** 1

91
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14. Tl

15. LMX

16. JE

17.3S

18. PCS

19. NCS

20. PO

1.90(0.91)

3.93(0.73)

3.87(0.78)

3.82(0.77)

2.92(0.97)

2.94(1.03)

3.05(0.87)

0.0
04

0.0
63

0.0
19

A2
4*

0.0
29

0.0
28

-.10
7*

-.22
9**

0.0
63

21
9**

0.0
14

-13
6*

0.0
36

0.0
3

a7

3**

0.0
44
-14

7**

0.0
14

0.0
83

0.0
7

0.0
19

0.0
74

-.18

5**

0.0
43
0.0
95
0.0
14

0

A1
1*

.10
o*

A3
o

0.0
22

A2
0*

0.0
35

0.0
17
0.0
39

-.16

6**

0.0
86

A3
4*

0.0
08
0.0
64
0.0
18

0.0
98

0.1

0.0
11

-12
7*

0.0
98

0.0
15

0.0
3

0.0
99

-.20

8**

0.0
62

23

9**

0.0
79

-15

2**

0.0
74
0.0
41

-21

2**

0.0
82

.26

0**

0.0
87

-12
6*

0.0

51

0.0
7

12
7*

-1
24>

-1
15*

-1
17*

0.1
01

0.0
18

0.0
09

15

7**

0.0
81

-17

9**

0.0
16

0.0
91

0.0
82

0.0
34

A7

O**

0.0
84
-23

5**

-.18

9**

0.0
63

0.0
84

0.0
02

-13
6*

-15

5**

0.0
64

0.0
44
0.0
98
0.0
87

.10
7*

1

-.36

5**

-57

1**

-51

7**

0.0
85

24

7**

32
3**

1

54

2**

.65
4**

12
g*

0.1
06

0.0
98

73
8**

0.1
04

-14
3**

-.22
3**

19
8**

-.16
5**

-11
8*

1
40

8** 1
00 .26
73 3

Note. *p<0.05, **p<0.01
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