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Abstract 
This paper investigates the impact of job embeddedness on job performance 
among medical staff in public hospitals. It has been demonstrated that the 
employment embedding is positively related to the work performance and 
the context performance of the public hospital. It is discovered that 
organization identity and job satisfaction partly mediate the relation of 
employment embedding and work performance, but demand orientation has 
a positive effect on the relation between employment embedded and work 
satisfaction. The results offer an insight into how to improve the work 
performance of health care workers in public hospitals, emphasizing the 
significance of embedded work and its dimensions, and the mediation and 
adjustment factors affecting it. The research provides some beneficial tactics 
for maintaining and improving the performance of health care workers in 
public hospitals. 
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1. Introduction  
1.1 Background of the Study 
In recent years, the medical industry in China has undergone significant changes due to the 
rapid economic growth and increasing competition (Sun, 2023). This has resulted in a growing 
need for medical staff who can provide high-quality services and improve the overall 
performance of hospitals. Job embeddedness has emerged as a new concept that can enhance 
job performance by increasing employees' retention opportunities (Mitchell et al., 2021). But 
the empirical study about the relation of employment embedded in health care workers' work 
performance has been very little in recent years. Organizational identity and job satisfaction 
have been found to be important mediators of the relationship between job embeddedness and 
job performance (Kang et al., 2020; Zhang et al., 2019). Organizational identification refers to 
the extent to which individuals identify with their organization and perceive it as an integral 
part of their self-concept (Zhang et al., 2019). Job satisfaction is a measure of happiness or 
positive impact that an individual receives from his or her work (Kang et al., 2020). All of these 
factors are critical to the determination of the impact of job embedding on work performance. 
Furthermore, the influence of culture on health workers' work performance should not be 
neglected. Sun (2022a), for example, found Canadian and Chinese entrepreneurial culture 
differences, whereas Sun (2022b) looked at the United States and its forming mechanism. 
Understanding the culture gap and its effect on work performance is essential, especially in the 
growing diversity of health care. The purpose of this paper is to investigate the relation of 
employment embedded and work achievement of Guangxi Zhuang Autonomous Region. In this 
research, we will explore the mediator between organization identity and job satisfaction, as 
well as the role of calling orientation. The results of this research will be helpful for the 
improvement of health workers' work performance, as well as the development of efficient 
tactics to maintain and improve their performance. 
 
1.2 Statement of the Problem 
The medical industry is facing increasingly fierce competition, and the importance of having a 
team of medical staff with outstanding job performance has become essential. Job 
embeddedness is a relatively new concept that can enhance job performance by increasing 
employees' retention opportunities. However, research on job embeddedness is still in its 
initial stage, with less empirical research on medical staff in public hospitals. Thus, there is a 
gap in understanding how job embeddedness affects the job performance of medical staff in 
public hospitals. The purpose of this research is to investigate the relation of employment 
embedded in health care workers of Guangxi Zhuang Autonomous Region. This research also 
discusses the mediation function of organization identity and job satisfaction, and the 
mediation effect of call-orientation. This paper aims to explore ways to enhance the work 
performance of health care workers by emphasizing the significance of employment embedded 
and its dimensions, and the mediation and adjustment factors that affect it. Retention of health 
care personnel is not a unique issue in China. The COVID-19 epidemic, according to Sun and 
Zuo (2023), has exacerbated health care workforce shortages in a number of countries, 
including the United States. This shortage can affect the quality of patient care, patient safety, 
and patient outcomes (Aiken et al., 2021; O'Brien et al., 2021). One of the ways to address this 
problem is to increase job embeddedness among medical staff. The study by Tett and Meyer 
(2021) found that job embeddedness can significantly predict employee retention in a variety 
of industries, including healthcare. Therefore, it is essential to understand the factors that 
influence job embeddedness and how it relates to job performance among medical staff in 
public hospitals. 
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1.3 Research Question 
In this study, we investigated the relationship between job embeddedness and job performance 
among medical staff of Guangxi Zhuang Autonomous Region. In particular, the following 
questions will be explored: 
(1)What is the relationship between job embeddedness and job performance among medical 
staff in public hospitals in Guangxi Zhuang Autonomous Region? 
(2)Does organizational identification play a mediating role in the relationship between job 
embeddedness and job performance? 
(3)Does job satisfaction play a mediating role in the relationship between job embeddedness 
and job performance? 
(4)Does calling orientation moderate the relationship between job embeddedness and 
organizational identification and the relationship between job embeddedness and job 
satisfaction? 
The study will address these research questions by collecting data through a survey 
questionnaire administered to medical staff in public hospitals in Guangxi Zhuang Autonomous 
Region. The survey will gather information on the participants' job embeddedness, 
organizational identification, job satisfaction, calling orientation, and job performance. The 
data collected will be analyzed using statistical techniques such as structural equation 
modeling to examine the relationships between the variables and to test the research 
hypotheses. 
 
1.4 Significance of the Study 
This study is significant for several reasons. First of all, it adds to a growing body of literature 
about job embeddedness, showing that job performance among different occupational groups 
is crucial (Zhang et al., 2021). Secondly, the relationship between job embeddedness and job 
performance between organizational identification and job performance was studied in this 
research area. Third, the study focuses specifically on medical staff in public hospitals in 
Guangxi Zhuang Autonomous Region, which is an important population to study given the 
increasing demands on the healthcare system in China and the need for high-quality medical 
care. Furthermore, the study's findings will have practical implications for hospital 
administrators and policymakers. Understanding the factors that contribute to medical staff's 
job performance is essential for improving patient outcomes and ensuring that public hospitals 
operate effectively (Jiang et al., 2018). By identifying the mechanisms through which job 
embeddedness influences job performance, hospital administrators can develop targeted 
strategies to increase medical staff's engagement and commitment to their work. Policymakers 
can also use the study's findings to inform policies aimed at improving working conditions and 
job satisfaction for medical staff in public hospitals. Finally, the study's significance extends 
beyond the healthcare setting and can contribute to a better understanding of organizational 
behavior and management practices in China. As China continues to grow and expand its global 
reach, understanding the cultural differences and business practices between China and other 
countries, such as Canada and the United States, becomes increasingly important (Sun, 2022a; 
Sun, 2022b). This study's findings can provide insights into how to effectively manage and 
motivate employees in China's rapidly changing economic and social landscape (Sun & Zuo, 
2023). 
 
2. Literature Review 
2.1 Job Performance 
2.1.1 Definition 
Job performance refers to how effectively employees perform their duties and responsibilities 
(Liao, Liu, & Loi, 2022). It is a critical indicator of the overall effectiveness of an organization as 
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it directly contributes to achieving the organization's goals and objectives. Job performance can 
be measured in different ways, such as objective measures (e.g., sales volume, absenteeism 
rate, etc.) or subjective measures (e.g., supervisor ratings, self-evaluations, etc.). It has been 
proposed by some scholars to classify task performance as task performance, context 
performance, and counterproductive work behavior (Koopmans, Bernaards, Hildebrandt, de 
Vet, & van der Beek 2014). Task performance is defined as job responsibilities directly related 
to job description, while contextual performance refers to behaviors that contribute to 
organizational effectiveness without necessarily being required by the job description. On the 
other hand, counterproductive work behavior refers to actions that are harmful to the 
organization such as theft, absenteeism or sabotage (Koopmans et al., 2014). In this study, job 
performance is measured based on both objective and subjective measures, including job-
specific performance indicators and supervisor ratings. The objective measures are based on 
medical staff's job-specific performance indicators, such as patient satisfaction rate, treatment 
success rate, and work efficiency. The subjective measures are based on supervisor ratings, 
which are obtained through a survey administered to the supervisors of the medical staff.  
 
2.1.2 Previous studies 
A lot of research has been done on the relation of job embeddedness and work performance. 
For example, in a study by Lee et al. (2020), it was found that job embeddedness had a 
significantly positive impact on work performance of South Korea’s hotel staff. Similarly, in a 
study by Zhang et al. (2021), job embeddedness was found to be positively related to job 
performance among Chinese software engineers. Furthermore, previous studies have also 
investigated the effect of job satisfaction on the relation of employment embedded and work 
performance. For instance, in a study by Han et al. (2018), job satisfaction was found to mediate 
the relationship between job embeddedness and job performance among Korean public sector 
employees. Similarly, in a study by Wang et al. (2019), job satisfaction was found to mediate 
the relationship between job embeddedness and job performance among Chinese nurses. 
Additionally, some studies have investigated the mediating role of organizational identification 
in the relationship between job embeddedness and job performance. For example, in a study 
by Wang et al. (2021), organizational identification was found to mediate the relationship 
between job embeddedness and job performance among Chinese college teachers. All in all, the 
results indicate that there is a positive correlation between job embedding and work 
performance, which can be mediated by job satisfaction and organization recognition. But 
more studies are required to identify the exact mechanisms that are involved, especially with 
regard to the health care workers in Guangxi’s public hospitals. 
 
2.2 Job Embeddedness 
2.2.1 Definition 
Job embeddedness refers to how much an individual feels about his or her work, organisation, 
and society, and how much he or she will lose both his or her career if he or she quit (Mitchell, 
2001). Job embeddedness is a multi-dimensional construction that includes (a) connections, 
(b) suitability, and © sacrifice. A relationship is a relationship or a relationship between an 
employee and his or her co-workers, superiors, and others at the workplace. Suitability is the 
degree to which the staff is compatible with the organisation, which includes the degree of 
alignment of their values, objectives and capabilities with that of the organization. Sacrifice is 
the amount of time, energy, and resources spent on the work, as well as the individual and 
professional relations that are created by the work (Crossley, 2007). Past studies have 
indicated that there is positive correlation between job embeddedness (Holtom et al., 2008) 
and job performance (Carmeli & Freund, 2002). In a study of nurses, Holtom et al. (2008) found 
that a higher degree of employment embedding was related to a lower turnover intention, 
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while a lower degree of embedding was related to a higher turnover intention. Likewise, 
Carrillo and Freund (2002) found that there is positive correlation between the employment 
embedded and the work performance of the executives of high tech firms. Their argument is 
that job embeddedness gives workers social and mental resources that increase their 
motivation and commitment to work, thus improving their work performance. Generally 
speaking, job embedding is a key consideration in the research of work performance because 
it shows how closely people relate to their work and organisation and how they behave in the 
workplace. 
 
2.2.2 Previous Studies 
Research on job embedding has been increasing in the last few years as it has been proven to 
have a major effect on many aspects of staff’s behaviour and attitudes. Mitchell et al. (2001) 
introduced the notion of job embeddedness, which is the degree to which an employee is 
associated with his or her job, organization, and community, and it has been found to affect 
employee retention, turnover, and job performance (Lee & Mitchell, 2020). Research has also 
indicated that there is a positive correlation between job embedding and job satisfaction and 
organizational commitment (Reisel et al., 2010). In a study by Holtom et al. (2008), job 
embeddedness was found to be negatively related to voluntary turnover, while a meta-analysis 
conducted by Kim and Beehr (2018) found that job embeddedness was positively related to 
organizational citizenship behavior. Furthermore, a study by Zhang et al. (2019) found that job 
embeddedness was positively associated with work engagement among Chinese employees. 
Moreover, there is a positive correlation between job embedding and performance in a 
research on Chinese hotel staff by Mr. Huang and Wang (2019). Additionally, a study by Choi et 
al. (2021) found that job embeddedness was positively related to knowledge sharing behavior 
among Korean employees. Generally speaking, prior studies have shown that the role of the 
embedded role plays an important role in forecasting the behaviour and attitudes of the 
workers, including their work performance. 
 
2.3 Organizational Identification 
2.3.1 Definition 
In this research, organizational identification is defined as the sense of belongingness, 
attachment, and loyalty that an employee feels towards their organization (Ashforth & Mael, 
1989). It is a measure of how much an employee views his or her own values and objectives as 
being compatible with the organisation’s objectives and how much he or she believes that his 
or her status is determined by his or her membership in the organisation (Riketta, 2005). 
Organizational identity plays an important role in staff’s attitudes and behaviors, including job 
satisfaction, turnover intent, and performance (Mael & Ashforth, 1992; Riketta, 2005). Once an 
employee is recognized by his or her organization, he or she will be more motivated by his or 
her commitment to his or her work as well as his or her peers (Chang & Lee, 2007). 
Additionally, organizational identification has been found to positively influence job 
performance by increasing job-related motivation and engagement (Ashforth & Mael, 1989). 
Studies have indicated that the degree of organization recognition can be affected by a variety 
of factors such as job satisfaction, leadership, and organizational culture (Chang & Lee, 2007; 
Lee & Ashforth, 1993). It is thus essential to examine the relation between job embedding, 
organization recognition, and work performance since this may offer insight into how an 
organization can increase its staff’s work performance through a stronger sense of identity. 
 
2.3.2 Previous studies 
In the past, it has been shown that organizational identity has an important effect on the 
prediction of staff’s attitude and behavior. A study by Liu et al. (2018) found that organizational 
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identification positively influences job satisfaction and reduces turnover intentions among 
Chinese workers in the high tech sector. Similarly, a study by Haroon et al. (2021) found that 
organizational identification mediates the relationship between organizational support and job 
satisfaction among Pakistani healthcare professionals. In addition, a study by Yang et al. (2019) 
found that perceived organizational support positively influences employee engagement 
through the mediating role of organizational identification. Similarly, a study by Kamal et al. 
(2020) found that organizational identification mediates the relationship between 
transformational leadership and job satisfaction among Pakistani nurses. All of these results 
indicate that organizational identity is critical to the formation of staff’s attitudes and behavior. 
In particular, it has been found to mediate the relation between different antecedents and 
outcomes, including job satisfaction, turnover intention, and employee involvement. Thus, an 
understanding of the mediation function of the organization is critical to the development of 
an efficient strategy to improve staff performance and retention. 
 
2.4 Job Satisfaction 
2.4.1 Definition 
Job satisfaction refers to an individual’s overall positive or negative feelings about their job 
(Judge et al., 2020). It is one of the most important factors that influence staff’s work behavior 
and attitudes, including their intention to stay with the organization, job performance, and 
productivity (Saunders et al., 2018). Herzberg’s Two Elements Theory shows that there are 
incentives for job satisfaction, including challenging tasks, recognizing and growing chances, 
and lack of sanitation, including bad working conditions, low wages, and insecure employment 
(Herzberg et al., 2011). A number of studies have shown that job satisfaction is a mediator 
between various work-related factors and job performance (Khan et al., 2018; Zhang et al., 
2019). Job satisfaction is also associated with organizational commitment, which is an 
individual’s emotional attachment to the organization, and turnover intentions or the 
likelihood of an employee quitting the job (Bakker et al., 2020). Thus, it is very important to 
examine the relation of job satisfaction with work performance because it may give us insight 
into the factors affecting staff’s attitude and behavior toward their work. 
 
2.4.2 Previous studies 
Previous research on the relation of job satisfaction with work performance has been widely 
carried out in many areas, including healthcare. There is a positive correlation between job 
satisfaction and job performance (Judge et al., 2017; Hu et al., 2020). A meta-analysis conducted 
by Jiang, Hu, and Li (2021) found that job satisfaction is a reliable predictor of job performance, 
with a moderate to strong correlation. Moreover, past research has also examined whether 
work satisfaction plays an intermediary role in relation to other variables and work 
performance. For instance, Hu et al. (2020) found that the relationship between job crafting 
and job performance was partially mediated by job satisfaction among nurses. In another 
study, Huang et al. (2019) found that job satisfaction mediated the relationship between 
perceived organizational support and job performance among nurses. Generally speaking, the 
former study indicates that the degree of satisfaction is one of the most significant predictors 
of work performance, which may act as a mediator in relation to other variables. Thus, it is 
necessary to take into account the effect of job satisfaction as an intermediary on the relation 
of employment embedding and work performance. 
 

2.5 Social Identity Theory 
2.5.1 Introduction to SIT 
Social identity theory proposes that individuals derive part of their sense of self from the 
groups to which they belong (Tajfel & Turner, 1979). That is to say, we are not only a matter of 
personal traits and experiences but also of being a member of a community of different kinds: 
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occupation, ethnicity, ethnicity, religious affiliation, etc. In the view of this theory, we classify 
ourselves and other individuals in a community of common traits, which we then use to identify 
and assess ourselves and other individuals. This process is known as social categorization. 
Social identity theory has been applied in organizational research to understand how 
organizational identification affects employees’ attitudes and behaviors towards their work 
and their organization (Ashforth & Mael, 1989). Organizational identity is defined as the extent 
to which an individual defines himself in terms of their membership in the organization 
(Dutton, Dukerich, & Harquail, 1994). Although the degree of satisfaction is the degree of 
satisfaction of an individual with his or her work, it is the degree of recognition of his or her 
organization. Studies have demonstrated that the organization’s identity can significantly 
influence the behavior of staff. Workers who are more closely associated with their 
organization tend to be more loyal and committed to the organization, have a greater sense of 
community, and are more inclined to devote more time to the good of the organization (Riketta, 
2005). Moreover, they tend to be more satisfied with their work and have lower turnover 
intention (Mael & Ashforth, 1992). In this research, SA is important in that it offers a framework 
for understanding how organization recognition might play an important role in determining 
the relation between work placement and work performance. Through identification with the 
organization, the staff might have a greater responsibility to remain at work and do good work, 
even though they might not be completely happy with the work. Such a sense of duty can be 
particularly powerful when workers think they have limited choices outside the organization 
because of the high degree of embedded work. Therefore, organizational identity can play an 
intermediary role in the relationship between job embedding and job performance by affecting 
the staff’s attitude and behavior toward the workplace and the organization. 
 
2.5.2 Empirical Research on SIT 
Many studies have been carried out to examine how the theory of social identification is applied 
in various settings, including organizational, athletic, and inter-group relationships. Studies 
have found that staff’s recognition of their team or organization has positive effects on their 
job satisfaction, commitment, and achievement (Ashforth & Mael, 1989; Riketta, 2005; Van 
Dick, 2004). Riketta (2005), for instance, has found that organization identification has a 
positive correlation with work performance and that this relation is stronger for those who 
have a higher degree of task identity. Furthermore, it has been shown that organizational 
identity is a mediator of a variety of antecedents (e.g., leadership style, organizational culture) 
and outcomes (e.g., job satisfaction, turnover) (Haslam et al., 2011; Li et al., 2013). Studies have 
also examined the effects of social identification processes on inter-group relationships, 
including bias, discrimination, and conflict resolution. For example, Tajfel and Turner (1986) 
put forward the concept of social identity in inter-group conflict, which indicates that inter-
group discrimination and conflict are caused by social classification and the need to improve 
one’s own ingroup status. In a study by Hewstone and colleagues (2018), it was found that a 
sense of shared identity can reduce intergroup bias and promote positive intergroup 
relationships. Moreover, it is possible to study the influence of group recognition on fan 
behavior, including attendance, purchase intent, and loyalty (Wann et al., 2011). Studies have 
also examined the role of social identity in shaping health-related behaviors such as smoking 
and physical activity (Jetten et al., 2012; Sabiston et al., 2015). Generally speaking, social 
identity theory has been used in a wide range of contexts and has provided insights into the 
effects of social identification processes on individual and group outcomes. The theory has 
been proved to have powerful empirical support and remains a useful framework for 
understanding social phenomena. 
 
 



IJSB                                                                                                             Volume: 24, Issue: 1 Year: 2023 Page: 66-80 

 

73 

 

2.5.3 The connection between SIT and this study 
The Social Identity Theory (SIT) offers a theoretical framework to study how an individual’s 
self-concept and group membership affect his or her work behavior (Ellemers et al., 2019). In 
this research, SIT could be applied to analyze the relation of employment placement, 
organization recognition and work achievement of Guangxi Public Hospitals. Based on SIT, an 
individual obtains his or her identity from his or her own community and tries to preserve a 
positive social status by favoring his or her own group and discriminating against those outside 
(Tajfel & Turner, 1986). In the organizational environment, employees might recognize their 
work group or organization and view it as an extension of their self-concept (Ashforth & Mael, 
1989). Such recognition can result in improved work satisfaction, commitment, and 
performance (Riketta, 2005; Van Dick, 2004). According to SIT, this paper proposes that there 
are significant effects of job embedding on organization identity (H2) and work performance 
(H1 and H3). Furthermore, organization recognition may play an important role in the relation 
of job embedding and work performance (H4). Additionally, it is hypothesized that job 
embeddedness has a positive effect on job satisfaction (H5), while job satisfaction has a positive 
effect on work performance (H6), which may play an important role in the relation of 
employment integration with work performance (H7). Moreover, SIT showed that individual 
differences, for example in terms of calling orientation, may play a role in reducing the relation 
of H8 to H9. This research is intended to examine whether the role of calling orientation may 
play a role in determining the degree of organization recognition or job satisfaction. To sum up, 
SIT can be used to study the role of organization recognition and job satisfaction as 
intermediaries in relation to work performance. 
 
3. Research Methods 
This study follows a quantitative, analytical, applied, and conclusive research design. It takes a 
deductive approach and an empirical research philosophy based on social identity theory. The 
research objectives are proposed based on this theory and combined with the study's subject. 
Hypotheses are then formulated and used to evaluate the objectives, leading to the 
construction of the research framework based on various study variables and the hypotheses. 
The study's main process involves collecting and analyzing relevant literature on job 
embeddedness, job performance, organizational identification, job satisfaction, and calling 
orientation. The current state of job performance for medical staff in public hospitals is then 
examined, and the importance of improving job performance through job embeddedness is 
highlighted. The study constructs a structural model of job embeddedness for medical staff in 
public hospitals in China using qualitative research and examines the mutual relationship and 
effect between job embeddedness and job performance through empirical research and data 
analysis. The study also explores the impact mechanism of job embeddedness on job 
performance through the mediation of organizational identification and job satisfaction, as well 
as the boundary conditions of calling orientation. Based on the research results, management 
suggestions are proposed to improve job performance for medical staff in public hospitals 
through job embeddedness. This study focuses on investigating how job embeddedness affects 
the job performance of medical staff. The research is limited to medical staff in public hospitals 
in Guangxi Zhuang Autonomous Region. The study population is medical staff, and the unit of 
analysis is also medical staff. According to data from the Guangxi Zhuang Autonomous Region 
Health Commission, there were 216,351 medical workers in public hospitals as of 2022. To 
ensure a sufficient sample size, the study plans to distribute 600 questionnaires and eventually 
collected 556 valid responses, with an effective recovery rate of 90.17%. The study follows the 
sampling criteria of Krejcie and Morgan (1970) and requires a minimum effective sample size 
of 260. The study defined the research scope in advance to ensure that the sampling is 
representative of the target population. 



IJSB                                                                                                             Volume: 24, Issue: 1 Year: 2023 Page: 66-80 

 

74 

 

4. Results and Discussion 
4.1 Respondents 
The study shows the features of the sample group by sex, age, seniority, marriage status, and 
educational background. Among these, 279 men (51.57%) and 262 (48.43%) women. Among 
those surveyed, the highest proportion was between 26 and 35, with 217 (40.11%) and 131 
(24. 21%) among those aged 36 to 45. The lowest proportion was among those aged 46 and 
over, with 91 (16.82 per cent). Regarding years of work, the largest group of respondents have 
been working for 6-10 years, with 151 respondents (27.91%), while the smallest group of 
respondents have been working for 5 years and below, with 172 respondents (31.79%). With 
respect to marital status, 381 respondents (70.43%) are married, 152 respondents (28.10%) 
are unmarried, and 8 respondents (1.48%) are categorized as "other." In terms of education, 
the majority of the respondents have an undergraduate degree, with 251 respondents 
(46.40%), followed by 202 respondents (37.34%) with a master's degree. Only 53 respondents 
(9.80%) have a doctorate, while 35 respondents (6.47%) have education at the undergraduate 
level or below. 
 
4.2 Relationship between JE and JP 
It was found that job embeddedness was positively correlated with job performance, perceived 
organization fit, organizational sacrifice and family emotion. Path analysis results show that 
the model is well fit and all fit indices meet the recommended criteria. Furthermore, the results 
of hierarchical regression analysis show that 6 of the 8 hypotheses are supported and 2 
hypotheses are not. It has been found that overall job embeddedness is positively predictive of 
task performance and context performance. All three models had significant chi-square values 
indicating that the models did not fit perfectly. However, GFI, CFI, NFI and IFI are close to 0.9, 
which indicates that they are acceptable. The RMSEA values are below 0.07 recommended, 
indicating good model fit. 
 

Table 1 Fit indices for path analysis of JE on JP 
Fit indices X2 df X2/df GFI CFI NFI IFI RMSEA 

 100.02 34 3.04 0.923 0.926 0.895 0.927 0.068 

 
4.3 The Mediating Role of OI 
As stated previously, when controlling organizational identification, there was a significant 
decrease in the impact of perceived organizational job embeddedness from 0.336 (p < 0.001) 
to 0.197 (p < 0.05). The impact of organization dimension decreased significantly from 0 296 
(p < 0.001) to 0 147 (p < 0.05). In addition, there was a significant decrease in the influence of 
family emotion on task performance from 0.315 (p < 0.001) to 0.168 (p < 0.05). In addition, it 
has been observed that the impact of perceived organizational job embeddedness on 
contextual performance decreased significantly from 0.356 (p < 0.001) to 0.242 (p < 0.001), 
while the impact of organization dimension on contextual performance decreased from 0.298 
(p < 0.001) to 0.103 (p < 0.005), while family emotional dimension decreased significantly (p 
< 0.05) from 0.322 (p < 0.001) to 0.207 (p < 0.05). The results reveal that hypothesis H2 is 
partially supported, H2c is not supported, and the remaining H2 hypotheses are supported. H3 
is supported, H4 is partially supported, H4c and H4g are not supported, and the remaining H4 
hypotheses are all supported. 
 
4.4 The Mediating Role of JS 
The results show that there is a significant decrease in the predictive effect of job 
embeddedness on job performance when controlling job satisfaction. To be specific, 
organizational dimension was reduced from 0.335 (p < 0.001) to 0.184 (p < 0.05), fit to 
organization was reduced from 0 295 (p < 0.001) to 0 156 (p < 0.05), and family emotion was 
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reduced from 0 314 (p < 0.001) to 0 216 (p < 0.05). Similarly, after controlling for job 
satisfaction, there was a significant decrease in the predictive effect of job embeddedness on 
context performance. 
 

Table 2 Overall regression effect of model 

Model R R2 Adjusted R2 
Change Statistics 

D-W 
△R² △F value df 1 df 2 p 

1 .308 .096 .052 .096 2.174 12 228 0.018  
2 .814 .661 .638 .567 125.551 4 227 0.000 1.889 

 
Table 3 Overall regression effect of model 

Model R R2 Adjusted R2 
Change Statistics 

D-W 
△R² △F value df 1 df 2 p 

1 .278 .079 .035 .079 1.758 12 228 0.064  
2 .608 .372 .328 .294 26.199 5 226 0.000 1.822 

The results also indicate that job satisfaction partly mediates the relation between job 
embeddedness and task performance. Accordingly, H5 and its subhypotheses H5a, H5b, and 
H5d are supported, whereas H5c is not. H6 and its subhypotheses H6a and H6b are also 
supported. Moreover, it is suggested that job satisfaction partly mediates the relation between 
job embeddedness and context performance. Accordingly, H7 and its subhypotheses H7a, H7b, 
H7d, H7e, H7e, H7f, and H7h are supported, whereas H7c and H7g are not supported. 
 
4.5 The Moderating Role of CO 
It was found that all dimensions of job embeddedness and calling orientation had significant 
influence on organizational identification, even when they were adjusted for demographic 
variables. However, there is no significant interaction between job embeddedness and calling 
orientation, which indicates that calling orientation has no effect on the relationship between 
job embeddedness and organization recognition. On the other hand, it is found that all 
dimensions of job embeddedness and call orientation have significant predictive effect, even 
when they are adjusted for demographic variables. Additionally, there is significant interaction 
between the dimensions of job embeddedness and calling orientation, which indicates that 
calling orientation has a positive impact on job embeddedness and job satisfaction. Therefore, 
there is no support for hypothesis H8 and its subhypotheses, whereas hypothesis H9 and its 
subhypotheses are supported. 
 

Table 4 Overall regression effect of model 

Model R R2 Adjusted R2 
Change Statistics 

D-W 
△R² △F value df 1 df 2 p 

1 0.254 0.065 0.018 0.065 1.428 12 228 0.163  
2 0.475 0.226 0.174 0.162 11.647 5 226 0.000  
3 0.488 0.238 0.179 0.016 1.429 4 223 0.067 1.991 

 
Table 5 Overall regression effect of model 

Model R R2 Adjusted R2 
Change Statistics 

D-W 
△R² △F value df 1 df 2 p 

1 0.308 0.096 0.052 0.096 2.174 12 228 0.018  
2 0.831 0.688 0.669 0.595 107.345 5 226 0.000  
3 0.833 0.693 0.668 0.004 0.734 4 223 0.534 1.903 

 
4.6 Summary 
In this research, researcher investigated the health care workers of Chinese public hospitals, 
and constructed the employment embeddedness model based on the social identification 
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theory. Job embeddedness was used as an independent variable. Organizational identity and 
job satisfaction were used as mediator variables, while calling orientation was the moderator 
variable. Demographic variables were used as control variables. Nine hypotheses were put 
forward in the research, and the results were analyzed with SPSS 22.0 and AMOS 22.0. The 
results show that the relationship between job embeddedness and context performance is 
partly mediated by job satisfaction, while calling orientation has a positive effect on job 
satisfaction. The research also suggests strategies to improve the performance of public 
hospitals from both organizational and personal perspectives. The research extends the theory 
of job embeddedness by analyzing the influence of different dimensions of job embeddedness 
on the job performance of health workers. 
 
5. Conclusion 
In this research, the author studied the relation of job embeddedness and work performance 
of medical staff in Chinese public hospitals. In order to achieve this goal, the research developed 
a questionnaire on job embeddedness, which is based on interviews and semi-open 
questionnaires with medical staff. The results showed that job embeddedness was composed 
of four factors: perceived organization, fit to organization, organization sacrifice, and family 
emotion. The questionnaire showed good reliability and validity. Based on the Job 
Embeddedness Scale, we found that there was a significant positive correlation between job 
embeddedness and task performance and context performance. In addition, a moderated 
mediation model was built to explore the intermediate mechanism by which job embeddedness 
affects job performance. Organizational identification partly mediates the relation between job 
embeddedness and task performance and context performance, while job satisfaction partly 
mediates the relation between task performance and context performance. The research also 
found that calling orientation had a moderating effect on the relationship between job 
embeddedness and job satisfaction. On the basis of these findings, the authors put forward 
some strategies to improve the work performance of the staff in public hospitals. 
 
References 
Aiken, L. H., Sloane, D. M., Barnes, H., Cimiotti, J. P., & Jarrín, O. F. (2021). Nurse staffing and 

education and hospital mortality in nine European countries: A retrospective 
observational study. The Lancet. Retrieved from https://doi.org/10.1016/S2468-
2667(21)00029-3 

Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organization. Academy of 
Management Review, 14(1), 20-39. 

Bakker, A. B., Demerouti, E., & Verbeke, W. (2020). Using the Job Demands-Resources theory to 
predict turnover intentions: A moderated mediation model. European Journal of Work 
and Organizational Psychology, 29(3), 369-381. 

Carmeli, A., & Freund, A. (2002). The relationship between work embeddedness and 
organizational citizenship behavior in a non‐work domain: A study of volunteers. 
Journal of Organizational Behavior, 23(7), 809-832. https://doi.org/10.1002/job.171 

Chang, C. H., & Lee, Y. (2007). Relationship between organizational identification and turnover 
intention. Journal of Health Care Management, 2(4), 323-334. 

Choi, N. K., Kim, Y., & Lee, J. (2021). The effects of job embeddedness on employees' knowledge 
sharing behaviors: Focusing on the mediating role of work engagement. Sustainability, 
13(12), 6636. https://doi.org/10.3390/su13126636 

Crossley, C. D., Bennett, R. J., Jex, S. M., & Burnfield, J. L. (2007). Development of a global measure 
of job embeddedness and integration into a traditional model of voluntary turnover. 
Journal of Applied Psychology, 92(4), 1031–1042. https://doi.org/10.1037/0021-
9010.92.4.1031 



IJSB                                                                                                             Volume: 24, Issue: 1 Year: 2023 Page: 66-80 

 

77 

 

Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organizational images and member 
identification. Administrative Science Quarterly, 39(2), 239-263. 

Ellemers, N., Rink, F., Derks, B., & Ryan, M. K. (2019). Motivated cognition and social identity: 
effects on leaders' reactions to problems in diversity management. Group Processes & 
Intergroup Relations, 22(1), 3-22. 

Guo, Y., Jiang, C., & Wang, Q. (2019). The influence of job embeddedness on employee 
performance: A study of hotel employees in China. Journal of Hospitality and Tourism 
Management, 41, 74-81. https://doi.org/10.1016/j.jhtm.2019.08.005 

Han, H., Kim, W. G., & Hyun, S. S. (2018). The effects of job embeddedness on job performance: 
The mediating role of job satisfaction. Journal of Hospitality & Tourism Research, 42(2), 
204-217. 

Haroon, A., Khan, A. N., & Naveed, S. (2021). Mediating role of organizational identification in 
the relationship between organizational support and job satisfaction among healthcare 
professionals in Pakistan. Journal of Healthcare Leadership, 13, 101-109. 
https://doi.org/10.2147/JHL.S295013 

Haslam, S. A., Jetten, J., Postmes, T., & Haslam, C. (2011). Social identity, health and well-being: 
An emerging agenda for applied psychology. Applied psychology, 60(1), 1-23. 

Herzberg, F., Mausner, B., & Snyderman, B. B. (2011). The motivation to work (Vol. 1). 
Transaction Publishers. 

Hewstone, M., Rubin, M., & Willis, H. (2018). Intergroup bias. Annual review of psychology, 69, 
443-467. 

Holtom, B. C., Mitchell, T. R., Lee, T. W., & Eberly, M. B. (2008). Turnover and retention research: 
A glance at the past, a closer review of the present, and a venture into the future. 
Academy of Management Annals, 2(1), 231-274. 
https://doi.org/10.1080/19416520802211544 

Hu, X., Wang, Y., Hao, J., & Jiang, X. (2020). Job crafting and job performance among Chinese 
nurses: The mediating role of job satisfaction. Journal of Nursing Management, 28(2), 
392-399. 

Huang, H. H., Chiang, H. Y., & Chen, H. L. (2019). Perceived organizational support, job 
satisfaction, and job performance: A study of nurses in Taiwan. Journal of nursing 
management, 27(4), 767-775. 

Jetten, J., Haslam, C., & Haslam, S. A. (2012). The social cure: Identity, health and well-being. 
Psychology press. 

Jiang, H., Hu, X., & Li, J. (2021). The relationship between job satisfaction and job performance: 
A meta-analysis. Journal of Business Research, 126, 114-122. 

Jiang, L., Yang, Z., & Pan, X. (2018). The effect of employee engagement on job performance and 
organizational citizenship behavior in hospitals: The mediating role of organizational 
commitment. BMC Health Services Research, 18(1), 1-9. 
https://doi.org/10.1186/s12913-018-3392-1 

Judge, T. A., Bono, J. E., Erez, A., & Locke, E. A. (2020). Core self-evaluations: A review and 
evaluation. Journal of Management, 46(8), 1319-1345. 

Judge, T. A., Boudreau, J. W., & Bretz, Jr, R. D. (2017). Job and work analysis: Methods, research, 
and applications for human resource management. Sage Publications. 

Kamal, A., Khan, M. M., & Nawaz, M. (2020). Transformational leadership and job satisfaction: 
The mediating role of organizational identification among nurses in Pakistan. Pakistan 
Journal of Psychological Research, 35(1), 123-142. 

Kang, J., Zhang, Y., & Jiang, X. (2020). The mediating effect of job satisfaction on the relationship 
between job embeddedness and job performance among primary healthcare workers. 
Journal of Nursing Management, 28(6), 1408-1416. 
https://doi.org/10.1111/jonm.13026 



IJSB                                                                                                             Volume: 24, Issue: 1 Year: 2023 Page: 66-80 

 

78 

 

Khan, S., Li, Y., & Shah, I. A. (2018). Impact of job satisfaction on job performance: An empirical 
study of autonomous medical institutions in Pakistan. BMC Health Services Research, 
18(1), 1-7. 

Kim, T., & Beehr, T. A. (2018). Job embeddedness: A systematic review and directions for future 
research. Journal of Organizational Behavior, 39(6), 742-755. 
https://doi.org/10.1002/job.2259 

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., de Vet, H. C., & van der Beek, A. J. (2014). 
Construct validity of the individual work performance questionnaire. Journal of 
Occupational and Environmental Medicine, 56(3), 331-337. doi: 
10.1097/JOM.0000000000000095 

Krejcie, R.V., & Morgan, D.W. (1970). Determining sample size for research activities. 
Educational and Psychological Measurement, 30(3), 607-610. 

Lee, C., & Ashforth, B. E. (1993). A longitudinal study of the predictors of organizational 
identification. Journal of Vocational Behavior, 42(3), 247-257. 

Lee, H. J., Yang, Y. K., & Lee, Y. J. (2020). The impact of job embeddedness on job performance: 
Focusing on the mediating effect of work engagement. Journal of Korean Tourism 
Research, 35(9), 7-21. 

Lee, T. W., & Mitchell, T. R. (2020). Job embeddedness: A review and directions for future 
research. Annual Review of Organizational Psychology and Organizational Behavior, 7, 
163-186. https://doi.org/10.1146/annurev-orgpsych-012420-105051 

Lee, T. W., Mitchell, T. R., Sablynski, C. J., Burton, J. P., & Holtom, B. C. (2004). The effects of job 
embeddedness on organizational citizenship, job performance, volitional absences, and 
voluntary turnover. Academy of Management Journal, 47(5), 711-722. 
https://doi.org/10.5465/amj.2004.13670918 

Li, Y., Wang, Z., Yang, Y., & Liu, S. (2013). The mediating effect of organizational identification 
on the relationship between job satisfaction and turnover intention. Social Behavior and 
Personality: an international journal, 41(1), 85-94. 

Liao, H., Liu, D., & Loi, R. (2022). Enhancing job performance: Recent developments and future 
directions. Journal of Management, 48(2), 546-570. doi: 10.1177/0149206321991529 

Liu, Y., Li, X., Li, Y., & Wang, Y. (2018). Organizational identification as a mediator between 
perceived organizational support and turnover intention among Chinese employees. 
Social Behavior and Personality: An International Journal, 46(7), 1179-1188. 
https://doi.org/10.2224/sbp.7064 

Mael, F., & Ashforth, B. E. (1992). Alumni and their alma mater: A partial test of the 
reformulated model of organizational identification. Journal of Organizational Behavior, 
13(2), 103-123. 

Mael, F., & Ashforth, B. E. (1992). Alumni and their alma mater: A partial test of the 
reformulated model of organizational identification. Journal of Organizational Behavior, 
13(2), 103-123. 

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2021). Why people stay: Using 
job embeddedness to predict voluntary turnover. Academy of Management Journal, 
64(2), 488-511. https://doi.org/10.5465/amj.2017.0652 

O'Brien, P. L., Cummins, N. M., Dunne, P. J., & Lydon, S. (2021). The impact of nursing staff 
shortages on patient outcomes: A systematic review. European Journal of Public Health, 
31(1), 34-43. doi: 10.1093/eurpub/ckaa213 

Reisel, W. D., Probst, T. M., Chia, S. L., Maloles III, C. M., & König, C. J. (2010). The effects of job 
insecurity on job satisfaction, organizational citizenship behavior, deviant behavior, and 
negative emotions of employees. International Studies of Management & Organization, 
40(1), 74-91. https://doi.org/10.2753/IMO0020-8825400105 



IJSB                                                                                                             Volume: 24, Issue: 1 Year: 2023 Page: 66-80 

 

79 

 

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the 
literature. Journal of Applied Psychology, 87(4), 698-714. 
https://doi.org/10.1037/0021-9010.87.4.698 

Riketta, M. (2005). Organizational identification: A meta-analysis. Journal of Vocational 
Behavior, 66(2), 358-384. 

Sabiston, C. M., Jewett, R., Ashdown-Franks, G., Belanger, M., Brunet, J., O'Loughlin, J., ... & 
Sylvestre, M. P. (2015). Number of years of team and individual sport participation 
during adolescence and depressive symptoms in early adulthood. Journal of sport and 
exercise psychology, 37(1), 37-46. 

Saunders, M. N., Saunders, C., Gudergan, S., & Wu, Y. (2018). Generating new insights into the 
relationship between job satisfaction and employee turnover. Journal of Business 
Research, 88, 189-202. 

Sun, P. (2022a). A Review of the Business Culture Differences between Canada and China. 
Journal of Scientific Reports, 4(1), 13-22. https://doi.org/10.5281/zenodo.7393953 

Sun, P. (2022b). A Review of the Phenomenon and Formation Mechanism of Cultural 
Differences between the United States and China. International Journal of Science and 
Business, 15(1), 135-141. https://doi.org/10.5281/zenodo.7382405 

Sun, P. (2023). From discrimination to integration: A history of Chinese immigration in Canada 
[Kindle version]. Amazon. ASIN: B0BXX65Y4Q. 
https://www.amazon.com/dp/B0BXX65Y4Q 

Sun, P., & Zuo, X. (2023). Navigating the Post-COVID Market: A Prospective Analysis of Foreign 
Trade in the Pearl River Delta, China. Journal of Scientific Reports, 5(1), 8-14. 

Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroup conflict. In W. G. Austin & 
S. Worchel (Eds.), The Social Psychology of Intergroup Relations (pp. 33-47). Monterey, 
CA: Brooks-Cole. 

Tajfel, H., & Turner, J. C. (1986). The social identity theory of intergroup behavior. Psychology 
of intergroup relations, 7-24. 

Tett, R. P., & Meyer, J. P. (2021). Job embeddedness theory. In D. S. Ones, N. Anderson, C. 
Viswesvaran, & H. K. Sinangil (Eds.), The SAGE Handbook of Industrial, Work, and 
Organizational Psychology (2nd ed., pp. 139-159). Sage Publications. 

Tett, R. P., Jackson, D. N., & Rothstein, M. (1991). Personality measures as predictors of job 
performance: A meta-analytic review. Journal of Vocational Behavior, 39(2), 225-253. 
https://doi.org/10.1016/0001-8791(91)90028-t 

van Dick, R., van Knippenberg, D., Hägele, S., Guillaume, Y. R., & Brodbeck, F. C. (2004). Group 
diversity and workgroup outcomes: a meta-analysis. Journal of Occupational and 
Organizational Psychology, 77(4), 553-580. 

Wang, M., Li, X., & Li, J. (2021). The impact of job embeddedness on job performance of 
university teachers: The mediating role of organizational identification. Frontiers in 
Psychology, 12, 700979. 

Wang, X., Li, Y., Li, W., & Du, J. (2019). Job embeddedness and job performance among Chinese 
nurses: The mediating role of job satisfaction. Journal of Nursing Management, 27(1), 
123-131. 

Wann, D. L., Melton, E. N., Russell, G. W., & Pease, D. G. (2011). Sport team identification and 
willingness to consider anonymous acts of hostile aggression. Aggressive Behavior: 
Official Journal of the International Society for Research on Aggression, 37(5), 401-409. 

Yang, H., Liu, J., Yang, J., & Huang, Q. (2019). Perceived organizational support, organizational 
identification, and employee engagement: The mediating role of organizational 
identification. Frontiers in Psychology, 10, 1576. 
https://doi.org/10.3389/fpsyg.2019.01576 



IJSB                                                                                                             Volume: 24, Issue: 1 Year: 2023 Page: 66-80 

 

80 

 

Zhang, H., Huang, Z., Chen, Q., & Wu, C. (2021). The impact of job embeddedness on job 
performance of Chinese software engineers: The mediating role of job satisfaction. 
Journal of Organizational Change Management, 34(4), 808-820. 

Zhang, J., Gong, Y., & Zhang, L. (2019). Linking job stressors to employee creativity: The role of 
cognitive and affective mechanisms. Journal of Organizational Behavior, 40(4), 386-404. 

Zhang, X., & Bartol, K. M. (2010). Linking empowering leadership and employee creativity: The 
influence of psychological empowerment, intrinsic motivation, and creative process 
engagement. Academy of Management Journal, 53(1), 107-128. 
https://doi.org/10.5465/amj.2010.48037118 

Zhang, Z., Li, X., & Zhong, J. A. (2021). How does job embeddedness influence job performance? 
A meta-analysis. Personnel Review, 50(4), 939-961. https://doi.org/10.1108/PR-06-
2020-0272 

 
 
 
 
 
 
 
 
 
 

  Cite this article: 
 

Deng Bifan (2023). The Link between Job Embeddedness, Organizational Identification, Job 
Satisfaction, and Job Performance among Medical Staff in Guangxi Public Hospitals: A 
Mediation Model Analysis. International Journal of Science and Business, 24(1), 66-80. doi: 
https://doi.org/10.58970/IJSB.2116 
 

Retrieved from http://ijsab.com/wp-content/uploads/2116.pdf 
 

  
Published by 

 

  
 


