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Abstract: This paper explicitly clarifies an employee’s goal to voluntarily stay in his/her current
employment. A large volume of research has concentrated on corporate environments on the causes
of workforce turnover. Nevertheless, little was done to investigate workers’ desire to remain, which
was the essential parameter in determining their stay in the construction sector. Therefore, this
research was undertaken to explore the relationship between job embeddedness (off-the-job and
on-the-job and the intent of staying in Malaysian construction companies with the mediating impact
of continuance commitment. For the analysis, a simple random under probability sampling technique
was used. Of the overall 280 samples surveyed, 243 responded and used it in the report, 86.8% of
the response rate. A structural equation modeling approach was used to analyze the direct and
indirect relationships as drawn by the hypotheses. This research showed that the component of
the off-the-job, on-the-job embeddedness and intention to stay were substantially linked. At the
same time, continuance commitment plays a full mediation between the convergence of off-the-job,
on-the-job and the intention to stay. These findings suggest that construction companies in Malaysia
need to consider organizational and community embeddedness relationships along with continuance
commitment in the invention of programs designated to influence workers’ intention to stay on their
current jobs.

Keywords: intention to stay; off-the-job embeddedness; on-the-job embeddedness; continuance
commitment; PLS-SEM; construction companies; Malaysia

1. Introduction

Employees are one of the essential parts of any organization. When employees leave
organizations, they need to be substituted. This is called employee turnover [1]. The main
crisis facing most of the construction companies in Malaysia is high turnover; this situation
has been a significant concern for managerial research. For the past ten years, the rate of
employee turnover has been a continuous challenge facing industries globally. According
to [2], job turnover in countries such as United States (18.6%), France (24.4%), Belgium
(15%), Germany (16.5%), Italy (21%) and Netherlands (15.4%) appears to be very high. In
the same manner, construction companies in Asian countries such as Malaysia, Taiwan,
South Korea and Singapore face the same high level of job turnover.

The Economist Corporate Network Asia [3] gathered that construction companies
in the fast-moving economy countries in Asia, such as Malaysia, India, South-east Asia
and China, are being confronted with high employee turnover rates, which are greater
than 10%. In 2017, Workforce Vitality Index (ADP) stated that high workers’ turnover
problems affect construction firms and contractors but are ignored by them [4]. In several
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countries, the effect of employee turnover on productivity has recently raised concern in the
construction industry [5], where much of the usage of resources relies on the employees [6].
Studies in Malaysia have found that the construction sector is one of the main sectors of
employment but suffers from a serious lack of expertise, decreased labor productivity and
high absenteeism and labor turnover [4,7–10]. High labor turnover has become a constraint
that slows employees’ growth and allows companies to lose profit [11]. It is critical for
the sustainability of the industry and the economy at large to consider the factors that
lead to high labor turnover and its effect on the workforce and organizational efficiency
in the construction sector [12,13]. An investigation from Jacobs & Roodt [5] indicated that
turnover constitutes a higher cost compared to simple replacement cost, so it is essential to
examine the real value of an investment based on the gained experience and knowledge of
the employee. Sometimes, it may be excruciating in estimating the costs of losing a key
player and a brilliant performer in an organization [14].

Besides, job embeddedness components (off-the-job and on-the-job embeddedness)
are mostly accumulated to achieve total job embeddedness. Several reports had outlined
that both off-the-job and on-the-job embeddedness can be employed to predict the ac-
tual turnover and employee’s intention to leave [15,16]. It was then suggested that an
organization needs to facilitate and encourage embeddedness. However, since the nature
of the employees’ embeddedness has not been investigated, it becomes challenging to
establish reliable facts about the construction companies. Furthermore, Mitchell, Holtom,
Lee, Sablynski, & Erez [17] provided a captivating theoretical structure explaining that
embeddedness contained three parameters (sacrifices, links and fits). Nevertheless, various
kinds of sacrifices, links and fits that join employees to their employers have not been
investigated. Thus, this study proposes to address this theoretical gap within the job em-
beddedness by examining the kinds of sacrifices, links and fits witnessed by construction
companies’ employees [18,19].

In summary, this study will not be exhaustive enough without investigating and
testing the relationships between off-the-job and on-the-job in both the community and
the construction companies. Moreover, this study determines the mediating influences
of continuance commitment on the links between the organization and community ele-
ments (fit, link and sacrifice) and intention to remain in the Malaysian construction sector.
Construction companies need to realize how the organization and community elements
affect an employee’s intention to stay. The bonds between both community and organiza-
tion’s elements (fit, link and sacrifice), intention to stay and continuance commitment in
Malaysian construction companies have not been previously studied. Hence, this study
intends to investigate the relationship among organization and community elements (fit,
link and sacrifice), continuance commitment and employee’s intention to stay as well as the
combination of job embeddedness theory and social exchange theory to fill the knowledge
gap, which in turn will facilitate the proffering of the solution to the problematic situation.

2. Related Theories

This research used job embeddedness theory and social exchange theory as the the-
oretical context. The definition of job embeddedness theory created by Wijayanto &
Kismono [20] demonstrates in this study a comprehensive set of factors that influence the
decision of a worker to remain or leave an organization. Studies have found that organiza-
tional dimensions can help predict employees’ retention than population dimensions if
workplace transfer is not considered. Also, the assessment of work incorporation is limited
to the organizational fit. Kumar et al. [21] define job embeddedness as a connection to be
pursued, compromises related to leaving the job, a person-job match interpretation and
other facets of the job (people and groups). It also fits into an organization and defines
how a worker views his or her position in a company, whether the worker thinks like
there is continuity between what their expectations should do and what they are doing.
William Lee et al. [22] refer to fits as the assumed compliance of a worker with their job
and organization.
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In contrast to other career attachment ideas, the principle of job embeddedness is a
comparatively recent concept. Mitchell et al. [17] observed that the abundance of workplace
longevity studies previous to 2001 cantered on why individuals left their work. On the other
hand, job incorporation tries to explain why individuals remain in their places of work.
As a philosophical basis for creating this psychological entanglement triad, the authors
focused on embedded figures and field theory. Fits, links and sacrifices were described in
the study as the primary markers of work integration. Since then, work incorporation has
become very common in the literature of organizational management [18].

However, with the recent eruption of studies in the concept of work embeddedness,
it is both timely and appropriate to investigate the employee’s intent to remain in the
construction industry. Recently, researchers applied job embeddedness theory to nurs-
ing [23], marketing [24], lodging and hotel work [25], manufacturing and leadership [26]
and immigration work [27], as reported in past work [28]. William Lee et al. [14] also
reported the concept of job embeddedness to clarify why workers do not change employers
even when excellent opportunities exist somewhere else.

The theory of social exchange offers an essential theoretical basis for interpreting the
workplace’s actions since it suggests that the treatment of workers by an institution will
predict their decision to remain [29]. It also acknowledges how these power imbalances will
play out by accentuating an essential element of the attachment puzzle in social experiences
in the workplace. A successful boss aims to inspire workers and motivate them. This
power-sharing promotes the innate morale of workers and strengthens other behaviors
relevant to employment. Social exchange theory emphasizes that if managers or employers
always motivate their workers based on job performance, there is a high tendency that
the employees will maintain a sense of obligation, which in turn would lead to positive
psychological responses to how their job is performed [30]. Consequently, workers may be
seriously loyal and committed to the firm and then stop searching for another job in other
places because of the already formed positive orientation.

The theory of social exchange advocated a trade between a sense of duty that con-
tributed to the understanding of feeling a desire to return what was given by another
person, which would, in turn, motivate constructive psychological responses as suggested
by various studies [30]. Workers may be seriously loyal and committed to the firm and
stop searching for another job in other places through this positive psychological response.

Based on the job embeddedness and social exchange theories, as well as empirical sup-
ports for the previous studies, a mediation model, as exhibited in Figure 1, was proposed.
This conceptual framework shows the direct and indirect effects of job embeddedness on
the intention to stay with continuance commitment plays a role as a mediating variable.
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3. Literature Review

3.1. Intention to Stay

Intention to stay is revealed as the employee willingly decides to stay put in his/her
current job. Zainuddin & Noor. [18] observed the variables that predict retention and
intention to stay; job commitment was the strongest predictor of retention and intention
to stay. Contrarily, the loss of employees is costly and may lead to the detriment of the
construction companies. Furthermore, the outcome of losing an employee has great impacts
on loss of knowledge and experiences, the performance of the construction companies
and know-how of the sectors, which can lead to profits loss. Henceforth, construction
companies must be aware of the dangers of losing any of their employees and looking for
every means to retain them [31].

For this reason, job embeddedness represents a broader range of plans that alter
employee retention. An individual that has several responsibilities and roles will attract
a higher web than a person with fewer. Hence, an individual with the complex web is
more embedded; an individual with higher strands connected with his/her job will be
more embedded in his/her job. For instance, if individual leaves his/her job where he/she
has a lot of friends, employer-provided day-care, children enrolled in on-site or a leading
manager on a crucial project, he/she is likely to face disruption in his/her web. Vacating
the job will likely make him/her adjust his/her routine and lifestyle. Inconsequent, the
decision to leave the job needs immense effort and more deliberation [32,33].

Contrarily, an individual that has a job comparatively secluded from fewer friends
or connected to other people or projects will witness lesser interference in his/her web if
he/she decides to leave. The actual purpose or reason to leave will be more comfortable. It
is believed that an individual can be embedded in a job in several ways about off-the-job
and on-the-job features. The essential parts of job embeddedness are the length at which
the current job is fitted or similar to other areas of the employee’s life, the relationship with
other activities or people and what he/she will forsake for leaving the benefits, perks and
other portions of job they like which include a pleasant or safe work environment. These
are sacrifices, links and fits [31].

The standpoint of why employees stay on their job comprises the parameters from
the turnover study (For instance: no alternatives, satisfied with the job), with additional
emotional reactions or perspectives (positive notions) regarding the job with apparent
organizational support and organizational commitment [31]. When employees like their
job, they will be committed to their Organization. It is believed that there is an organization
to stay in. As stated earlier, these parameters are correlated to turnover. Firstly, non-
work parameters might retain an individual in his/her job. These include community
commitments, family pressures and several other off-the-job parameters that can impact
employees’ tendencies of staying with their companies. For instance, one concern that is
getting augmented attention is the balance in the work-life. Nowadays, employees need
time to concentrate on their family activities and personal life. In summary, several proofs
suggested that church commitments, hobbies and family can retain a person on the job
(mostly if it requires an individual to relocate for changing job) and inadequate attention
to these outside commitments by the employer can stimulate an employee to leaving a
job [34].

Many employees stay due to their relationships with people (such as employee net-
work groups, co-workers, etc.) or events such as the sponsored community service or
the company’s softball team. Leaving a job regularly requires an individual to give up or
sacrifice perks, projects or routines where they have been fully developed. Most of the
employees reported that they were not mainly dissatisfied or satisfied. The idea was that
they could not leave due to being severely entrenched in their jobs [35]. Therefore, it can be
deduced that work will not be meaningful and stimulating for construction professionals
when work assignments are not challenging enough, coupled with a technological orienta-
tion at the point of stagnation. When this happens, it is most likely that the commitment
level will be low and employees’ intention-to-stay will be affected. Wong, Gardiner, Lang,
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& Coulon [36] state that high motivation levels are achieved when a professional’s team
works on leading-edge technology.

3.2. Job Embeddedness

Job embeddedness can be described as a holistic combination of financial, social
and psychological influences on an employee’s decision to stay [22]. Employees with
a large volume of constituents can be more entangled in the web and face a massive
challenge in staying away from their job. Furthermore, three components are used in job
embeddedness: sacrifice, fit and link. Depending on the nature of the influence on the off-
the-job community or the on-the-job organization, the dimension may be further grouped
into community and organization. These three components can be explained in two higher
parts: the community (off-the-job) and the Organization of worker (on-the-job), from
which another six components of job embeddedness constructs were generated, such as fit-
community, links-community and sacrifice-community; fit-organization, link-organization
and sacrifice-organization.

Besides, the workplace forces individuals tied to their positions, whereas the other
refers forced an individual community and personal lives to be kept stable geographically.
William Lee et al. [22] reported the relationship between intention to stay and job embed-
dedness. They suggested that the significant factors that make an individual give-up by
quitting and motivation to work should be high, a good fit and many links to increased
on-the-job embeddedness. Therefore, to make an employee do well in their job, it should be
collectively governed by the worker’s calculations, obligations and emotions [20]. Firstly,
a significantly embedded employee can probably do well in their work due to a better
emotional condition concerning the employment fit. For instance, when an employee en-
counters an increased level of relationship in their organizational commitment and values
another organization’s employers, it is likely to be more quickly and more ready to share
ideas and constructive feedback.

Secondly, significantly embedded workers can probably do well in their job due to
professional responsibilities because of societal links. When workers are progressively
linked to their organizational networks, the workers can be more thankful to do well
in exceeding their supervisor’s and peers’ expectations. Also, due to the increase in job
embeddedness, the results of close relationships between their colleague and organizational
networks and the distribution of innovations to all the embedded employees may be faster
and more comfortable [31].

Thirdly, the significantly embedded worker can desire to do well in his/her company
due to its powerful desire to protect the job and make sure that the benefits attached to the
recent job continue (sacrifice). To avoid great sacrifice that relates to being sacked from
a job, there is a need for workers that are substantially embedded to possess a powerful
desire intention to stay associated behaviors to ensure that the companies continue to
flourish and survive to improve their job security inside their current Organization [18,31].

The influence of human resources roles in many organizations is only on policies and
practices that would retain workers. Past studies have revealed that there was validity
disparity among the two components of job embeddedness. Some studies had shown
that individuals’ psychological relation to their organizations [37] and their surrounding
community, off-the-job and on-the-job embeddedness (such as group and co-worker) might
foster employee’s sense of responsibility. In fact, in several studies, a sense of trust has been
considered an essential motive that underlies an individual’s involvement in some forms
of extra-role behavior. This recognition was following Karim et al. [31], who suggested that
some different roles like behavior occur from employee sense of responsibility to others,
including Organization, individuals and clients. Based on the above reasons, it has been
predicted that the job embeddedness theory would positively affect the intention to stay
through the mediating role of continuance commitment and employee responsibility to
their Organization [18,31].
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3.2.1. On-the-Job Embeddedness

In Organizational Embeddedness (OE), three organizational drives make workers stay
on their jobs. There are sacrifices, links and fits [17]. An individual’s willingness to achieve
an organization’s requirement and be involved in an organization’s reward is defined as
fit. A worker’s level of interaction with his or her colleagues is referred to as links and
performances at work. However, a worker’s profit willingness to surrender whether he
or she exits a company is called sacrifices. Fit-organization is the impression that it is
consistent or comfortable with an organization, so the working environment is considered
fit [22]. The self-value ambitions and career goals for an employee’s future would match in
with the higher organizational environment and immediate demand from the worker’s
job. Therefore, the stronger the fit, the higher it is for workers to be professionally and
personally attached to their organizations [18,31].

Links-organization is the connections that may be official or unofficial connections
that a worker has at the institution with organizations or others [17]. This type of com-
munication between a worker and others, such as his or her teammates, supervisors and
colleagues. The stronger the extent of links, the stronger and closer a company will be to
people in their different activities. Sacrifice-organization is the cost of material or psycho-
logical compensation that is the sacrifice that a worker can lose by leaving the job. For
example, it implies leaving a company may result in personal losses like surrendering
friends, interesting assignments or financial dividends. Once a worker figures that what
they are offering is essential, the worker may not want to leave the company. Although
a worker may be so concerned about salaries and benefits, the cost of controls, including
new health care or pension plans, would be considered seriously [18,19].

H1. There is a positive effect of on-the-job embeddedness on the intention to stay.

3.2.2. Off-the-Job Embeddedness

The convergence of communities was discussed by [17] as an external constraint on
the workforce, having people stay wherever they live. Typically, this structure impacts
both work and family life. It requires municipal services: transportation, nearby natural
resources, urban and population dynamics (school systems), facilities for professional net-
works and social service networks. Fit community as a function of the services (babysitting,
family reunions for holidays, catering or birthday celebrations), making participants living
in the immediate geographical environment, the physically successful interaction with
members of a nearly extended family gives the occupants satisfaction. Of course, local
neighborhoods’ community outlook has been proven to promote community suits, such as
integration, compatibility and belonging [38]. This condition also allows to set up workers
or their near family members (children and spouses) in a community they live in [18].

Links community is the steady and robust quality relationship with loved ones (em-
ployee parents and children’s cousins) through the mutual exchange of valued capital that
creates unbreakable bonds or links. It is of considerable significance for individuals to
be close to family members (help with childcare and tasks) as they can begin to develop
relationships that strengthen experiences and consistently receive additional benefits, such
as caring for elderly parents from adult children [24]. A link to society often reflects the
formal and informal connections between people and their families. William Lee et al., [22]
recorded that an amount of strand in the political, psychological and social network that
involves non-work mates, communities and society connected a worker and his family. As
the amount of the web-client partnership rises, the employee becomes more committed to
his/her company and work [18].

Because of an excellent family bond that cannot be easily simulated by the city, supplies
from loved ones become sacrificed [25]. To minimize some family-to-work tension, this
sort of non-transferable kinship assistance (siblings offering emotional support through
a divorce, retired parents driving them to school is essential for the individuals involved
to fulfil the job requirements. Besides, since people are expected to protect the health and
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mental well-being of their family members (children’s health, spouse/health), partner’s
individuals do not choose to transfer their loved ones to prevent forfeiting the benefits
obtained from family members [18,32].

H2. There is a positive effect of off-the-job embeddedness on the intention to stay.

3.3. Continuance Commitment as Mediator

The mediator variable is the third variable that describes the relationship within
the independent (predictor) and dependent (outcome) variables [39]. In other words, a
mediator is a system through which a predictor is made to control an outcome variable. To
analyze the mediating relations between variables [39], instructions were used [40].

Organizational commitment is divided into three different types, depending on the
association with the workers’ employer. These three types of commitment are affective,
continuing and normative. That separates continuity from emotional engagement because
workers with more substantial affective commitment work in their positions as they plan
to live. Comparatively, employees with a higher commitment to continuity remain because
they have to stay in their jobs [41]. Meyer & Allen [42] also acknowledged that normative
commitment has a sort of obligation that expresses a social duty to remain in an institution.
All these three facets of organizational engagement typically have that they all point to the
degree that workers are prepared to stay in a company. The one-dimensional methodology
has been utilized in this study as consistency commitment is mostly linked to employees’
stay purpose [43].

Continuance commitment can improve when workers understand the risk of quitting
and how their talents or competencies have developed by their membership in their orga-
nization. Moreover, possible precursors of continuance commitment include occupation,
age, intent to remain and career satisfaction. Occupation and age might act in predicting
continuance commitment due to their functions as surrogate procedures of investment
in the firm [43]. Occupation might be symbolic of non-transferable assets such as close
working associations with skills, career investment, retirement and co-worker’s relation-
ship to the specific firm. Age can be negatively associated with the number of existing
alternative job opportunities. Career satisfaction is needed to give enough direct measures
of career-associated investments, which can be a risk when an employee quits the firm.
Intention to leave was expected to be negatively associated with continuance commitment
because workers that intend to quit the firm may not likely become committed to it [18].

In comparison, a continuing commitment identifies workers’ ability to use reliable
activities based on identifying the costs involved in discontinuing the operation. It may
also be considered calculative involvement, which focuses on the expenses involved with
an individual quitting a company. Continuing commitment may be called a trait utilized
in strategies based on the individual’s expected benefits or income due to risks connected
with leaving the collaborating company. Staff with a high degree of consistency obligations
are their power on behalf of the business as they feel it is in their best interest to do so [31].

H3. There is a positive effect of continuance commitment on the intention to stay.

H4. There is a positive effect of on-the-job embeddedness on continuance commitment.

H5. There is a positive effect of off-the-job embeddedness on continuance commitment.

3.4. Relationship between Job Embeddedness, Intension to Stay and Continuance Commitment in
the Construction Companies

Job embeddedness is the broad constellation of social, psychological and financial
influence on workers’ retention [37]. These types of impact can be seen on the job and
outside the worker’s current job community; they are frequently compared to the strand
in a “web” or “net” in which an individual can become “stuck.” Workers with a large
volume of strands can become strongly bound on the web with more significant problems
quitting their work. Job embeddedness consists of three dimensions and each dimension
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is classified into Organization and community based on whether the impacts happen
off-the-job or on-the-job. The essential features of job embeddedness include the following:
Firstly, the relationship that workers have off-the-job and on-the-job; secondly, the fit they
recognized within the environment they work and live and their self-concept; and thirdly,
the sacrifices they offered when losing their work on how these factors would affect other
parts of their lives [21].

A higher commitment thus gives greater embeddedness. Owing to the relationships
they have with individuals (co-workers or network groups) and programs in which they
are involved, such as sponsoring community engagement events, often staff remains with
an agency. Holtom et al. [37] indicate that the more socially and professionally associated a
person is, the more likely the individual will continue in an organization. Henceforth in
projects in which they have evolved together, leaving a job often needs many compromises
by people or giving up benefits, schedules or social networks. Different experiments
have found that people who are more interested in their careers are less likely to resign
than people who are not involved in their employment [44]. Mitchell et al. [17] indicate
that the study of job embeddedness varies from conventional job models for estimating
turnover. It focuses only on the retention of workers rather than the turnover of employees.
They reported that job integration expected higher turnover than traditional job models.
Nevertheless, the idea of job integration relies only on retaining workers in their business,
rather than stopping them from leaving for other organizations [45].

In 2001, as a result of limitations from previous research models, Mitchell et al. [17]
used the principle of embeddedness, which was built based on the definition of social em-
beddedness, for the internal organization debate [43]. Only the overall organizational level
was based on comprehensive research, which shifted to a pure interpersonal interaction
level. This model shows that work embeddedness demonstrated greater prediction power
over staff turnover relative to corporate dedication and job satisfaction. Job satisfaction is
not only a critical deciding factor influencing employee turnover but there are also other
aspects outside the job that can impact employee turnover and retention [45]. Job incor-
poration may mean various factors affecting the decision-making of employee retention,
which may not only be role factors such as staff fitting, interaction with peers, tweets
and organization-sponsored group programs. However, it involves some non-working
components, which are the roles of people, families and societies.

H6. Continuance commitment mediates the effect of on-the-job embeddedness on the intention
to stay.

H7. Continuance commitment mediates the effect of off-the-job embeddedness on the intention
to stay.

4. Methodology

To have a better relationship prediction within the variables, this study utilized the
Partial Least Squares–Structural Equation Model (PLS-SEM) approach in obtaining the
values of latent variables for the purpose of prediction and, thus, used only a quantitative
research approach [46–49]. The research analysis was based on Structural Equation Mod-
elling (SEM) and the research model was ascertained using the Smart PLS 3 software [50,51].
Partial Least Squares (PLS) path models consist of two groups of linear equations, which
include the outer and inner models. Furthermore, the outer model identifies the relation-
ship between the observed variables and their construct. Observed variables can describe
as indicators, while a factor is known as the latent variable.

Moreover, the structural model identified the relations among the constructs [50,51].
Additionally, the structural model is made up of endogenous and exogenous constructs
with connections between them. In general, the relationships between the constructs can
be linear. Sometimes the links of the model can be more composite with the mediation
or moderation relationships. Once a third construct intercedes between two relating
variables, it is named as mediation effect. The direct effects (related variable) show one
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single arrow that joined them while the mediating effects are linked to sequences of two or
more indicators (indirect effects). The mediating effects occurred when the independent
variable alters the capacity of two related variables in the model. This study adopted
the mediating effects of continuance commitment between on-the-job embeddedness,
off-the-job embeddedness and intention to stay.

A quantitative approach was utilized in a recent study in fulfilling the objectives
of this research. A cross-sectional quantitative survey was referred to as the appropriate
approach and study design adopted in this study. This study’s primary objective was to test
a theoretical model and predict future behavior [52]. This study focused on the hypothesis
testing of a conceptual model that covers the relationship within different variables. This
study aimed to evaluate the association within the continuance commitment, mediating
variable (MV), off-the-job and on-the-job embeddedness dimension; independent variables
(IV) with employee intention to stay; dependent variables (DV). Therefore, a quantitative
approach was best suited in this scenario.

Data was collected from Malaysia’s construction companies. The workers employed
in the Malaysian construction companies were then chosen as the respondents to answer
each questionnaire study question. Descriptive concerns were raised on their views on
the intention to remain among the workers of construction firms in Malaysia. The Likert
scale was used to measure the tasks, with the scale varying from very low to very high.
The scale point was mapped to 1, 2, 3, 4, 5 and 6 numerical scales in this analysis to
measure workers’ desire to stay in construction firms. The scale correspondingly reflects
respondents’ attitudes from (1) very low to (6) very high, depending on the dramatic
effect of the simple random factor used for the study under the probability sampling
methodology. Of the overall sample of 280, 243 participated and in the study, completed
versions of the questionnaire were used, rendering the response rate 86.8%. Data for this
study was gathered by using a questionnaire survey targeting architects, project managers,
contractors, engineers and members of their team in Malaysian construction firms. Nine
weeks was the length of the data set. Besides, the present study used a form of a survey
that was carried out using a questionnaire written in both Malay and English languages to
allow respondents to respond more efficiently. Although the English language is Malaysia’s
second language, many construction workers do not possess English language proficiency
due to their educational history. If we use the English language, those respondents could
have been missed.

5. Results/Findings

5.1. Respondents’ Profile

This study involved a total of 243 employees working in construction companies in
Malaysia. A section of the questionnaire used in making relevant comparisons within the
unit is the demographic profile, which is made up of gender, age, level of education, annual
income and others. The targeted participants (contractors, project managers, architects and
engineers) were requested to fill in the distributed copies of the designed questionnaire
with a six-point Likert scale; it consisted of demographic details and questions requesting
the opinion of the employee concerns intention-to-stay. Respondents’ demographic profiles
are shown in Table 1.
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Table 1. Profile of Respondents.

Demography Frequency Percentage

Ages (years)
18–34 63 25.90%
35–44 84 34.70%
45–60 60 24.60%

Sixty and above 36 14.80%
Gender

Male 207 85.20%
Female 36 14.80%

Job Position
Contract managers 46 18.90%

Architects 38 15.60%
Project managers 42 17.30%

Contractors 71 29.30%
Engineers 46 18.90%

Working Experiences
Below three years 61 25.20%

4–6 years 96 39.50%
7–9 years 50 20.50%

Above ten years 36 14.80%
Qualifications

PhD 47 19.30%
Master’s degree 137 56.40%

Bachelor’s degree 59 24.30%
Job specialized

Buildings 118 48.50%
Roads 86 35.40%

Bridges 39 16.10%

Grand Total 243 100.00%

5.2. Assessment of Measurement Model (Outer Model)

The PLS-SEM system and the statistical software SmartPLS 3 [53] were used to approx-
imate the formula. PLS-SEM is a multivariate non-parametric approach used to forecast
and measure the relationships between different variables [50]. PLS-SEM is a two-step
method of assessing the calculation and structural model in terms of interpretation [54–56].
The measurement model was tested to test construct validity in the first step. The results
are shown in Figure 2, Tables 3–5.

To assess the convergent validity of the constructs, factor loadings, composite reliabil-
ity, Average Variance Extracted (AVE) and Cronbach’s alpha was tested to demonstrate
the degree to which a metric correlates positively with alternative means of the same
construct [50]. Table 2 shows that a total of 42 items were retained, with the outer loadings
range between 0.594 and 0.887. Subsequently, the average variance extracted (AVE) indicat-
ing the number of variations in multiple items is explained by the latent variable was the
estimated [57]. The results show that AVE values range between 0.534 and 0.677, which are
above the threshold of 0.50 [46]. Besides, Cronbach’s alpha and composite reliability (CR)
were used to appraise the acceptable internal consistency of measurement items to measure
a common construct. These measures should be higher than 0.70 [50,58,59]. Table 2 shows
the acceptable internal consistencies for all first-order constructs involved in the study.
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Table 2. Construct Reliability and Validity.

First-Order
Construct Items Code Items Outer

Loading AVE CR Cronbach’s
Alpha

Continuance
Commitment

CC1 At this moment, I must stay with
my organization as I so desire it. 0.763 0.675 0.926 0.903

CC2
It is difficult for me to remain even

if I wanted to stay in my
Organization right now.

0.840

CC3
Even if I decide to stay now, my

life will still be more disrupted in
this Organization.

0.849

CC4 I have limited choices to think
about quitting this organization. 0.836

CC5

I could have considered working
in another organization, if not
because I have already put so

much of my effort
into this company.

0.801

CC6
The scarcity of available options is

one of the few disadvantages of
resigning from an organization.

0.837

Fit
Community

FC1 The environment of my living
place fit for me. 0.625 0.534 0.849 0.783

FC2 I am a good fit for my community. 0.651
FC3 This community feels like home. 0.697

FC4 I participate in recreational,
cultural activities in my local area. 0.831

FC5 At present, I am married. 0.823
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Table 2. Cont.

First-Order
Construct Items Code Items Outer

Loading AVE CR Cronbach’s
Alpha

Fit
Organization

FO1 I can apply my ability and talents
to this company. 0.777 0.677 0.913 0.880

FO2 My Organization
meets my expectations. 0.861

FO3 My hope to fit
with the company’s culture. 0.887

FO4
My company’s

responsibility and authority
are in line with my prospect.

0.856

FO5 My Organization has the same
values that I hold. 0.723

Intention
to Stay

ITS1 I have the intention and desire to
stay in this company working. 0.735 0.583 0.892 0.852

ITS2
I have planned to continue

working for this
company in the future.

0.878

ITS3 For me, continuing to work for
this company is very likely. 0.824

ITS4 I expect to work at my present
company for as long as possible. 0.818

ITS5
I would remain in this company

without unexpected
circumstances.

0.697

ITS6
If I were utterly free to choose, I

would prefer to continue working
in this company.

0.594

Link
Community

LC1 My spouse works
outside the home. 0.734 0.556 0.862 0.801

LC2 I live in my own house. 0.733

LC3 My family roots
are in this community. 0.778

LC4 My family members are living
nearby to me. 0.744

LC5 Most of my close friends are living
nearby to me. 0.740

Link
Organization

LO1
The Organization allows all

members to participate
in work committees.

0.705 0.552 0.86 0.795

LO2 I have a lot of freedom in this job
to pursue my goals. 0.672

LO3 The company bonus
meets up my expectation. 0.794

LO4 I would miss the respect of my
colleague if I left the job. 0.799

LO5 A lot of co-workers depend on me
to help in achieving their work. 0.736

Sacrifice
Community

SC1 It would be tough for me
to leave my family. 0.772 0.575 0.871 0.815

SC2
If I left the community, I would

miss the love and
respect of my friends.

0.781

SC3 The biggest sacrifice is getting
detached from my neighbor. 0.731

SC4 I feel affection for my living area. 0.700

SC5
I believe the prospects for

continuing employment with my
Organization are excellent.

0.802
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Table 2. Cont.

First-Order
Construct Items Code Items Outer

Loading AVE CR Cronbach’s
Alpha

Sacrifice
Organization

SO1 I would sacrifice a lot
if I left this job. 0.668 0.612 0.887 0.839

SO2 If I change my job,
I will sacrifice my promotion. 0.831

SO3 I would miss the reward for my
performance if I left this company. 0.809

SO4
If I left my company,

I would sacrifice
the benefits that have accrued.

0.853

SO5 I would sacrifice the health care
benefits If I left my company. 0.735

Note: (FC) Fit Community, (FO) Fit Organization, (LC) Link Community, (LO) Link Organization, (SC) Sacrifice Community, (SO) Sacrifice
Organization and (CC) Continuance Commitment.

In comparison, most of the constructs’ outer loadings were well above the minimum
threshold value of 0.70. Indicators of outer loads below the 0.40 level have been with-
drawn. However, if the analysis is exploratory, the loading scores should be at least 0.40
or greater than this score, according to several studies [60,61]. According to these authors,
however, the loading scores were well above the minimum value. The measurement
model of the second-order formative structures was then tested afterwards. Specifically,
Table 3 showed the outer weight, outer VIF, t-value and p-value for the relationship be-
tween the formative construct of On-the-job embeddedness components and Off-the-job
embeddedness components.

Table 3. Construct validity of formative constructs.

Second-Order
Constructs First-Order Constructs Outer Weight Outer VIF t-Value p-Value

On-the-job
embeddedness Link organization 0.386 1.840 18.181 0.000

Fit organization 0.338 1.343 12.887 0.000
Sacrifice organization 0.488 1.679 15.725 0.000

Off-the-job
embeddedness Link community 0.383 2.444 21.185 0.000

Fit community 0.345 1.969 15.980 0.000
Sacrifice community 0.408 2.077 18.462 0.000

Note: (FC) Fit Community, (FO) Fit Organization, (LC) Link Community, (LO) Link Organization, (SC) Sacrifice Community, (SO)
Sacrifice Organization.

Subsequently, discriminant validity was tested, “specifying the degree to which a
concept by scientific standards is genuinely distinct from other constructs” [55]. Discrimi-
nant validity was tested in this analysis using the correlation ratio of heterotrait-monotrait
(HTMT), as proposed by Forner-Lacker [50,62]. According to Henseler, to assess the struc-
tures’ discriminant validity, the HTMT approach [61]. The HTMT value need not be greater
than the HTMT 0.85 value of 0.85 or the HTMT 0.90 value of 0.90 to obtain discriminant
validity [63]. As seen in Table 4, not all HTMT 0.85 and HTMT 0.90 measurements were
passed, suggesting that the discriminant validity was determined.
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Table 4. Discriminant validity results based on the heterotrait-monotrait ratio of correlations (HTMT).

Items CC FC FO ITS LC LO SC SO

Continuance
Commitment

Fit Community 0.678
Fit Organization 0.347 0.489
Intention to Stay 0.850 0.728 0.381
Link Community 0.778 0.815 0.295 0.766
Link Organization 0.647 0.673 0.578 0.590 0.674

Sacrifice Community 0.812 0.720 0.301 0.826 0.853 0.648
Sacrifice Organization 0.800 0.626 0.460 0.802 0.721 0.766 0.731

5.3. Assessment of Structural Model (Inner Model)

To validate the statistical validity, a bootstrapping procedure of 5000 resamples was
conducted to produce t-values and standard errors [50,58,59]. In this analysis, a structural
model was tested to assess the causal relationships between on-the-job embeddedness, off-
the-job embeddedness and the intention to remain in Malaysian construction companies
with continuance commitment mediating variable. As described by the independent
variables in the experiment, R2 calculates the model’s predictive accuracy and represents
the percentage of uncertainty in the dependent variables. In comparison, path coefficients
(ß) reflect, as seen in Figure 3 and Table 5, the degree of change in the dependent variable
for each independent variable.
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Table 5. Results of Bootstrapping for Structural Model Evaluation.

Path Std. Beta Std. Error t-Value Bias
Confidence Interval

Decision
5.00% 95.00%

H1
On-the-Job

Embeddedness→
Intention to Stay

0.134 0.063 2.116 0.006 0.014 0.225 Supported

H2
Off-the-Job

Embeddedness→
Intention to Stay

0.353 0.069 5.139 −0.002 0.248 0.468 Supported

H3
Continuance

Commitment→
Intention to Stay

0.399 0.064 6.19 −0.003 0.284 0.495 Supported

H4

On-the-Job
Embeddedness→

Continuance
Commitment

0.299 0.058 5.117 0.005 0.190 0.385 Supported

H5

Off-the-Job
Embeddedness→

Continuance
Commitment

0.545 0.056 9.68 −0.002 0.446 0.637 Supported

H6

On-the-Job
Embeddedness→

Continuance
Commitment→
Intention to Stay

0.119 0.029 4.085 0.001 0.077 0.176 Supported

H7

Of-the-Job
Embeddedness→

Continuance
Commitment→
Intention to Stay

0.217 0.043 5.073 −0.002 0.147 0.288 Supported

Note: p < 0.05 (one-tailed test).

Bootstrapping strategies were embedded in this analysis with SmartPLS 3 to conclude
whether the route coefficients are statistically important or not. The t-values with each
path coefficient were calculated using the bootstrapping technique, as stated in Table 5
and the subsequently created p-values. Hair et al. [64] suggested looking at the confidence
interval to provide additional facts about the degree to which the population parameter
dropped at a certain level of confidence. When seen in Table 5, zero is not included in all
confidence intervals. The results showed that H1, on-the-Job embeddedness was positively
related to intention to stay in the construction companies in Malaysia with (β = 0.138,
t = 2.291) and also H2, off-the-Job Embeddedness was positively related to intention to
stay in Malaysian construction companies with (β = 0.352, t = 5.055). The result in Table 5
indicated that H3 continuance commitment was positively related to the intention to
stay in Malaysia’s construction companies. H4, of this study on-the-job embeddedness
was positively related to continuance commitment in Malaysian construction companies
and H5, off-the-Job Embeddedness was positively related to continuance commitment in
Malaysian construction companies respectively (β = 0.399, t = 6.333), (β = 0.303, t = 4.924)
and (β = 0.542, t = 9.911).

Another vital assessment of a structural model is for mediation analysis, according to
Zhao et al. [40], determining the direct and indirect interactions between the exogenous
and endogenous latent variable. By performing mediating or moderating examination, this
direct and indirect interaction can be investigated. It only examined the importance of medi-
ating relationships in this section. This is based on the theoretical rationale that continuance
commitment as a mediating force that has influenced people to stay in construction firms.

However, the findings of the t-tests in the structural model revealed that the PLS path
had a significant indirect coefficient between on-the-job embedding, continuance commit-
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ment and stay intention; there was also a significant indirect coefficient between off-the-job
embedding, continuance commitment and stay intention. This statistical path coefficient
shows that there is a substantial direct influence between the dimensions of continuous
engagement to continue, where all direct and indirect effects are present and point in the
same (i.e., positive direction. In conclusion, continuance commitment, therefore, has a full
mediating impact between on-the-job embedding, off-the-job embedding and the intention
to remain in Malaysian construction firms. In Table 5, you will find a comprehensive
summary of the mediation analysis.

Having analyzed the value and significance of the path’s coefficients, the structural
model’s explanatory power was calculated. The decision coefficient investigated explana-
tory power: R2 values [64]. R2 reveals the sum of variance that is clarified by the model in
the endogenous structures, on-the-job embeddedness, off-the-job embeddedness, continua-
tion engagement and intention to remain [64]. In the inner model, R2 values of 0.67, 0.33
or 0.19 for endogenous latent constructs can be defined as substantial, moderate or weak,
respectively, according to Chin. Referring to Figure 2, the findings revealed a significant
model of R2 = 0.604 or 60.4% of the variance in continuity commitment, R2 = 0.999 or 99.9%
variance in on-the-job embeddedness, R2 = 1.000 or 100% variance in off-the-job embedded-
ness and R2 = 0.645 or 64.5% variance in intent to remain. Therefore the explained variation
of continuation dedication can be viewed as moderate concerning Chin’s recommendation.
The R2 value of 0.645 was viewed as an essential model for the intention to stay.

The effect size evaluates the relative effect of a predictor variable on the criterion
variable, which is determined by the changes in the R2 values [65]. This evaluation is
determined through a PLS algorithm with removing one exogenous latent construct from
the model to generate the R2 excluded value. A similar procedure is repeated by returning
the removed predictor in the model to generate another R2 included value. These recorded
changes in R2 values were subsequently used to calculate the effect size (f 2). In accordance
with criterion suggested by Cohen [66], the effect size is less than 0.02 (0.02 = small,
0.15= medium, 0.35 = high). The effect size for continuance commitment is 0.399; the effect
size for on-the-job embeddedness is 0.233 and the effect size for off-the-job embeddedness
is 0.253.

By implication, a research model with higher Q2 values is assumed to be a sound
predictive relevance. The blindfolding procedure is utilized in PLS-SEM to determine
the predictive relevance of a model. To be precise, to assess the study model’s predictive
relevance, a cross-validated redundancy measure (Q2) was used [64]. The Q2 is a standard
used to determine how well the excluded cases data is predicted by a model. It is considered
that a study model with Q2 statistics (s) greater than zero has predictive relevance. More
predictive relevance is also suggested by a research model with greater positive Q2 values.
The results of the cross-validated redundancy test Q2 for the present analysis are listed in
Table 6.

Table 6. Construct Cross Validity Redundancy.

Constructs Q2 (=1-SSE/SSO)

Continuance Commitment 0.402
Intention to Stay 0.366

On-the-Job Embeddedness 0.399
Off-the-Job Embeddedness 0.420

As depicted in Table 6, the researcher was able to show the sum of the squared obser-
vations (SSO), the amount of the squared prediction errors (SSE) as well as the predictive
relevance (1-SSE/SSO). The cross-validated redundancies (Q2) for that of the endogenous
variables (Continuance Commitment, Intention to Stay, On-the-Job Embeddedness and Off-
the-Job Embeddedness) are 0.402, 0.366, 0.399 and 0.420. These values reflect the model’s
adequate predictive capabilities considering the recommendations of Fornell and Cha [67],
which indicated that the Q2 values should be greater than zero.
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6. Discussion

The current study explored the link between elements of on-the-job embeddedness,
elements of off-the-job embeddedness and the intention to stay with the mediating role of
continuance commitment. After analyzing structural equation models with statistical, ana-
lytical and conceptual evidence, continuance commitment has had a full mediating impact
between elements of on-the-job embeddedness, elements of off-the-job embeddedness and
the intention to remain in the construction companies of Malaysia.

The H1 of this study is intended to investigate the relationship between on-the-job
embeddedness and intention to stay in the Malaysian construction companies. In terms of
the research objective, hypothesis one (β = 0.138, t = 2.291) of this study was supported.
This is based on the literature that if individuals are highly embedded in their job, they
might not even consider job alternatives that require relocation. To keep employees in an
organization, monetary benefits should be considered. The results of this study showed
that 36.2% of the construction employees’ monthly incomes are less than 2500 Malaysian
Ringgit, which is not a sufficient average salary for a trained labor force in Malaysia.

Thus, there is a high possibility that the worker’s personal values may influence the
thought and decision to stay or leave in the construction company. The H2 of this study is
intended to investigate the relationship between off-the-job embeddedness and intention
to stay in the Malaysian construction companies. To achieve this objective, hypothesis H2
of this study also revealed a significant relationship (β = 0.352, t = 5.055). Literature shows
that when employees become a senior officer and have more job experience over the years,
they have more job sacrifice scores because of their compensation options that fit their
lifestyles and another benefit for retirement.

The H3 of this study aimed to explore the relationship between continuance commit-
ment and the intention to remain in Malaysia’s construction companies. As seen in the
table above, the continuance commitment had a positive relationship with the intention to
continue in the construction firms (β = 0.399, t = 6.333). The above findings suggest that the
commitment to continuity has a clear connection with the goal of remaining in Malaysia
with the construction firms. Besides, the outcome of the H4 and H5 hypotheses have con-
firmed that continuance commitment had a positive correlation in construction firms with
on-the-job embeddedness and off-the-job embeddedness (β = 0.303, t = 4.924), (β = 0.542,
t = 9.911) respectively. In a positive relationship with empowerment, skill-enhancing
activities and intent to continue, continuance commitment provides a significant mediating
role. However, only one form of organizational engagement (continuance commitment)
has been considered a mediator for job embeddedness and the intention to stay in this
research. The term “continuance commitment” is often used to describe the persistence of
an individual in an organization in situations where it has become impossible for her/him
to leave because of the accumulated investments and commitments made when working
for the Organization. Continuing commitment is also positively and significantly linked to
the intention of staying.

The H6 and H7 are intended to examine the mediating influence of continuance
commitment between on-the-job embeddedness, off-the-job embeddedness and intention to
stay in the Malaysian construction companies. To achieve this objective, mediation analysis
is an essential part of this study. Mediation is either full or partial. If there are just direct
effects and no indirect effects throughout mediation, then there is no mediation. Moreover,
indirect effects are there with a non-significant direct effect than its full mediation, whereas
partial mediation means the potential mediator shares some parts of the relationship.
Therefore, continuance commitment plays full mediating effect between job embeddedness
and intention to stay (β= 0.121, t = 3.997), (β= 0.217, t = 5.028), respectively.

6.1. Practical Contribution

Based on the practical perspective, job embeddedness (Organization and community
dimension) can be introduced in the future intervention techniques focusing on employee
intention to stay within the Malaysian construction companies. Job embeddedness provides
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a distinct variance in turnover intention, aside from other invented indicators that the
organizational practitioner can investigate (for instance, job satisfaction). This serves
as an alternative process that can be considered when inventing recruitment techniques
or evidence-based intervention for employees. For instance, an insight of fit between
what the individual wants and what the job orders contribute to the ‘glue’ parameter of
embeddedness, transparent and descriptive outlines of job rewards, responsibilities and
tasks during the recruiting processes. These essential features can prompt the participant
and enhance embeddedness at the beginning. Encouragement through professional and
social clubs like a collaborative research group in academics can resolve the feature of
embeddedness. Moreover, evaluating program and intervention techniques can improve
the embeddedness features amidst the workplaces by evaluating embeddedness using
a new reflective scale. Even though these propositions can be employed in a university
context, it can also be used in other organizational bodies.

Additionally, this study’s outcomes provide a meditating relation of continuance
commitment on the relationship between job embeddedness dimensions (off-the-job and
on-the-job) and intention to stay. This study hypothesized that the participant’s feeling of
organizational commitment (continuance commitment) significantly affects their intention
to stay and job embeddedness. Different marital status, gender, job level groups and tenure
differ significantly based on their sense of job embeddedness and continuance commit-
ment. The construction companies should attempt to develop employees’ continuance
commitment, which was found to reduce turnover. Hence, they should discourage employ-
ees from developing commitment based on the lack of alternative employment. Indeed,
continuance-alternative commitment leads to more turnovers among individuals on a neg-
ative approach. This can be done by developing training programs that help to maintain
employees’ marketable competencies. Likewise, construction companies should consider
individual differences when recruiting employees. Specifically, as risk aversion appears
to improve the negative relationships between turnover and continuance commitment,
construction companies wishing to reduce turnover may be interested in recruiting high
risk-averse individuals.

Besides, human resource retention activities can be invented to improve the perceived
fit (similarity between the person’s careers), the perceived links (links with the work envi-
ronment and community), the perceived sacrifices (based on benefits and compensations),
Organization’s cultural practices and values. Job satisfaction needs employees with scarce
and critical skills, especially divorced, single and female participants, functioning at an
operational level and with less than five years’ tenure. Empowering these employees’
sense of job embeddedness through the increment of drives that sustain their connec-
tions to their jobs may lead to more commitment levels, making the worker stay with the
respective Organization.

6.2. Theoretical Contribution

This study’s theoretical contribution is to establish a new relationship among on-the-
job, off-the-job embedders and intend to stay with continuance commitment’s mediating
role. This current study focused on expanding this call to examine direct influences of on-
the-job and off-the-job embeddedness by investigating the mediating effects of continuance
commitment on the correlation between intention to stay and job embeddedness. The
results of this can assist in answering the question of how and when job embeddedness
may become a disadvantage.

This study employed a different statistical method to verify the theoretical model and
analyze the obtained data, which is the Partial Least Squares-Structural Equation Model
(PLS-SEM). This study’s findings contribute to the previous studies on employee intention
to stay and psychological (subjective) approaches to individuals’ decisions and behavior.
The relationships between off-the-job, on-the-job, intention to stay and the mediating
influence of continuance commitments were tested. Furthermore, the correlations between
these constructs were tested using structural equation modelling. It also evaluated the
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empirical aid for the theory as each job embeddedness noticeably affects the continuance
commitments. Based on this, this study’s outcomes contributed an essential feature to
the body of knowledge regarding the retention of staff in the Malaysian construction
companies’ context. In the employment equity and affirmative action context, the results
obtained from this study can be employed to develop a career focusing on assisting the
retention of construction companies’ employees.

In benefiting both academic scholars and managerial professionals, the findings of
this analysis are beneficial. The theoretical network of role embeddedness and social
exchange theory can be best understood by academic scholars, both in terms of the or-
ganizational context and the theories’ implications. In a fast-paced world, managerial
practitioners can better understand how workers become entrenched in their daily jobs
and find ways to maintain experienced employees, particularly in a similar construction
company organization.

Furthermore, this study contributed theoretically by adding to the outcomes from pre-
vious studies through the combination of two referent theories to enhance the relationship
of all the considered variables in this study; this provides new operational definition and es-
sential factors, which include training, fringe and pays benefits, supervising and perceived
organizational support as influenced by employee retention. Moreover, the mediating
impact of continuance commitment on the correlation between off-the-job and on-the-job
embeddedness about the intention to stay could be explained from the theoretical perspec-
tive of social exchange and job embeddedness theories. Thus, this study can reference
future studies on employee intention to stay in Malaysian construction companies.

7. Conclusions

This study has focused on Malaysian construction companies to investigate em-
ployee’s intentions to stay. There are two types of solutions in the body of knowledge; they
are generic and specific. This study has focused on particular solutions as it discussed the
on-the-job and off-the-job embeddedness of construction professionals in their jobs and
their intention to stay with the companies. The theory of job embeddedness with its main
component, “organization and community embeddedness,” has been employed in this
study. Furthermore, this study has discussed two spectra of an employee’s life: personal
and social. The job embeddedness theory focused on the individual, while the social
exchange theory explained at a social level by considering the continuance commitment.

The results of this study have contributed to academics in the following ways: em-
ployee job embeddedness factors from the perspective of the Malaysian construction
companies, the model of the study, lengthening of the job embeddedness theory and social
exchange theory to accommodate both organization and community embeddedness in the
Malaysian construction companies. Moreover, most studies have not given much attention
to associating community and social resources factors based on the revealed literature
such as fit, link and sacrifice with mediating potentiality of continuance commitment, the
gap which this present study has tried to fill. It also offers knowledge by giving empiri-
cal support to the theory of work embeddedness and the impact of the social exchange
theoretical model on construction firms by confirming that altering one organization or
community would alter the whole equilibrium. This helps further synthesize the theory of
work convergence and the theory of social interaction in construction companies.

8. Limitation and Study Forward

Even though this report offers valuable perspectives and suggestions, certain draw-
backs should be taken into account when discussing the study’s findings for further studies.
Study constraints apply to the course of future investigation. Future research can be done
by further improving the system and studies can go straight into the job embeddedness and
research operation or individual tasks in depth. It will also be necessary for the company
to consider the effect of job embeddedness elements on construction firms’ competitive
advantage in Malaysia. This study also adopted a cross-sectional research approach in the
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methodology component to analyze the hypothesized interactions at a particular point
in time, which was considered another constraint. Changes in the psychological aspects
of humans and approaches to issues can vary from time to time. Based on that, if the
research design was longitudinal rather than cross-sectional, the result produced from this
analysis could be different. In the case of quantitative testing approaches, respondents
were asked to convert their interpretation into numbers using the Likert scale, based on the
survey questionnaire’s argument. These responses can be affected by a skewed view of
the case. Therefore, the findings were from employees’ perceptions. There is potential for
common method bias that may have inflated the relationships among the measurement
instruments and variables used in this study. The high correlation between variables, for
example, maybe a result of common method bias. To minimize the effects of common
method variance, procedural remedies recommended by [68] can be applied (e.g., collecting
multi-source data and introducing methodological and temporal separation by having
several time points or different response formats).

Nevertheless, Spector has argued that common method bias is, in fact, not as widespread
and problematic as initially suspected [69,70]. Additionally, future research may also benefit
from utilizing longitudinal type designs to examine temporal precedence among variables
and measurement instruments. This article also recommends that a mixed research de-
sign should be proposed for potential research design. In other words, in future studies,
quantitative and qualitative research designs can be used to supplement each other.
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