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THE EFFECT OF JOB EMBEDDEDNESS ON

ORGANIZATIONAL CITIZENSHIP BEHAVIOR
The Mediating Role of Sense of Responsibility

B. Riwi Wijayanto
Gugup Kismono

Thisstudy examinesanew attachment concept calledjob embeddedness
as antecedent of organizational citizenship behavior (OCB). Firstly, we
tested hypothesis concerning positive relationship between job
embeddedness and OCB as predicted by Mitchell et al. (2001). Secondly,
we tested hypothesis concer ning the mediation effect of sense of responsi-
bility in the relationship between job embeddedness and OCB.

Nurses (N = 170) and their immediate supervisors( N = 41) fromfive
privately owned hospital in Jogjakarta participated in this study. Of 340
questionnaires distributed to the respondents, 339 were returned yielding
aresponserate of 99 percent. Of those returned, 300 questionnaires were
availablefor further analyses. Nurseswereasked torespond to a question-
naire of 40 items concerning perception of embeddedness and 4 item
concer ning senseof responsibilitytotheir empl oying organization. Nurses
citizenship behavior were measured using 12 items as rated by their
immediate supervisors.

The results support the hypothesis that job embeddedness correlates
positively with OCB. However, our result failed to support the prediction
of the mediating effect of employees’ sense of responsibility in causal
relationship between job embeddedness and OCB. Theimplications of the
findings for further research on relationship between job embeddedness
and OCB research are discussed.

Keywords: altruism; community related sacrifice; fit to community; link to organization; job
embeddedness; organizational citizenship behavior; organization related sacri-
fice; sense of responsibility
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I ntroduction

Recently, there has been agreat deal
of interest among researchers and practi-
tionersonthetopic of OCB. Suchinterests
developed especially because OCB was
considered critical in facilitating organi-
zational effectiveness (Katz 1964 in
Robinson and Morrison1995; Van Dyne
et a. 1994; Podsakoff and MacKenzie
1994; Bolino et a. 2002). Following this
argument a number of studies have been
conducted to explore the antecedents of
such behavior (Bateman and Organ 1983;
Smith et al. 1983; Becker 1992; Bolon
1997; Shore and Wayne 1993; Settoon et
al. 1996; Moorman et a. 1998; Wayne et
al. 2002). Based on literature review, we
found that there were at least four meta-
analysis studiesthat have been conducted
on predictors of OCB (Organ and Ryan
1995; Podsakoff et al. 1996; Podsakoff et
al. 2000in LePineet a. 2002; and LePine
et a. 2002). However, even with numer-
ous researches on OCB area, still, the
development of OCB theory isrelatively
dow (Konovsky and Pugh 1994); espe-
cialy with regard to the antecedents of
OCB (Podsakoff et a. 2000 in Cardona et
al. 2003). Thus, research focusing on the
antecedentsof OCB isstill needed and this
is part of our interest.

Mitchell etal. (2001) introduceanew
concept called job embeddedness. Job
embeddednessrepresentsabroad constel-
lation of forces; from job aswell as com-
munity context, that might influence em-
ployee attachment to their employing or-
ganization. Those forces generated from
(2) theextent towhich peoplehavelinksto
other people or activities; both on organi-
zation and community environment, (2)
the extent to which their job and commu-
nities are similar to or fit with aspectsin
their life spaces, and (3) individuals per-

ception about cost or sacrificeif they leave
their employing organizationor their com-
munity. Furthermorewhile, Mitchell et al.
(2001) al so suggested that embeddedindi-
vidualstend to perform more OCB, how-
evertherearenoempirical testsconducted
to support this notion.

In this study, we seek to explore the
role of job embeddedness (JE) on OCB.
Since there have not been any researches
conducted ontherelationship between job
embeddedness and OCB, we first test
whether there is a positive relationship
between JE and OCB as predicted by
Mitchell etal (2001) inacorrelationstudy.

Next, we also propose that the causal
relationship between job embeddedness
and OCB will be mediated by variable
reflecting employee concern or sense of
responsihility to their employing organi-
zation. Thisprediction is based on volun-
tary characteristic of OCB (Smith et al.
1983); that is, such behavior isnot directly
related with reward toindividual who per-
form OCB (Organ 1988; in Bolon 1997).
Wearguethat, dueto thevoluntary nature
of OCB, intrinsic motivator likeemployee
personal concern or sense of responsibil-
ity to their employing organization will
serve as underlying motive of embedded
individual’ sinvolvement in OCB like be-
haviors, and thus will become potential
mediator between job embeddedness and
OCB.

Literatures also indicated that indi-
viduals psychological attachment to their
organization (O’ Reilly and Chatman 1989)
and also their surrounding community;
especially on-the-job community (such as
group and co-worker) (Pearce and
Gregersen 1991; DePasqual €1999), might
foster employee’ s sense of responsibility.
In fact, in several literatures, sense of
responsihility has been considered asim-
portant motive that underlies individuals
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involvement in some forms of extrarole
behavior (Morrisonand Phel ps1999; Frese
et a. 1996; Pearce and Gregersen 1991,
DePasquale 1999). This recognition was
in accordance with Pearce and Gregersen
(1991) who suggested that some extra
roleslike behavior occursfrom employee
sense of responsihility to others, such as
organization, individuals, and clients.
Based on the above reasoning, we predict
that job embeddedness will have positive
effect on OCB, through the mediating role
of employee's sense of responsibility to
their organization.

Overall, therearetwo research ques-
tions that we seek to answer with this
study. First, whether job embeddedness
has positive relationship with OCB. Sec-
ond, whether employee’ s sense of respon-
sibility will mediate the effect of job
embeddedness on OCB.

Theoretical Background

Relationship Between Job
Embeddedness and OCB

Organizational Citizenship Behavior

OCB refers to employee’ s behavior
that is extrarole, that promotes organiza-
tional effectiveness, and that isnot explic-
itly recognized by an organization’s re-
ward system (Organ1988in Robinsonand
Morrison 1995). OCB is a form of Katz
(1964) in Smith et al. 1983, category of
employee’ sspontaneousbehavior that goes
beyond role prescription which is benefi-
cial to organizational effectiveness.

Some researches used different ter-
minologies in order to label employee's
spontaneous behavior that goes beyond
role prescription, such as: citizenship be-
havior (e.g. Bateman and Organ 1983),
organizational citizenship behavior

(Konovsky and Organ 1996), prosocial
behavior (e.g. George 1991), or contex-
tual performance (Motowidlo and Van
Scooter 1994). Though there are differ-
ences among terminologies, they possess
some similaritiesin that they all represent
behavior that is extra role, personal and
voluntary in nature.

OCB s reflected in several dimen-
sions(Greenberg and Baron 2000; LePine
et al. 2002). This is in accordance with
previous studies which tend to conceptu-
alize OCB as construct comprised of sev-
eral behavioral dimensions (see: Smith et
al.1983; Organ 1988inLePineetal. 2002;
Morrison 1994; VanDyneet al. 1994; Van
Scooter and Motowidlo 1996).

There are three major factors that
contribute to employee’s involvement in
OCB. They are (1) expectation of organi-
zational fairness, (2) employee’s percep-
tion regarding in role and extra role, (3)
and positive attitude toward organization
(Greenberg and Baron 2000). Thisiscon-
sistent with previous finding suggesting
that employee’s positive attitude toward
organization and organization’ s prosocial
activities toward employee are important
motivator in employee’s OCB (e.g.
Bateman and Organ 1983; Cardona and
Espegjo 2002; Bolon 1997; Netemeyer et
al. 1997; Wayneet a. 2002; Settoon et a.
1996).

Job Embeddedness

Thenotion of embeddednesswaspre-
viously used in sociology and economics
literatures to describe the power of social
structure on economic activities of indi-
vidual and other social units (Uzzi 1997,
Shepard et al. 1997). Baum (1992) in Shin
etal. (2002), emphasized that the depth of
involvement of economics actorsin rela-
tional structure will determine their level
of embeddednessto their social structure.
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The concept of job embeddedness
represents a broad constellation of forces
that might influence employeeattachment
to their employing organization (Mitchell
et a. 2001). Mitchell et a. (2001) sug-
gested that organi zation context and com-
munity in which individual s belong, gen-
erate forces that would foster individuals
to become stuck with his’her environment
andinturnwill foster individual toremain
with his/her employing organization.

Mitchell etal. (2001) classified those
forces from organization and community
context into six dimensions.

(1) Link to community, represents indi-
viduals' formal andinformal relation-
shipswith their community. Mitchell
et al. (2001) propose that anumber of
strands connect an employee and his
or her family insocial, psychological,
and financial web that includes non
work friends, groups, and commu-
nity. The higher the number of links
between the person and the web, the
more she or he is bound to job and
organization.

(2) Link to organization, representsindi-
vidualsformal and informal relation-
shipswith otherindividual sinorgani-
zation. Mitchell etal. (2001) also pro-
pose that as individuals have more
tenure in organization, they tend to
have a number of connections with
other individuals (co-worker). Stud-
iesinorganizational commitment have
showed that commitment might de-
velop from normative pressures aris-
ing from socialization process experi-
enced by employee (in Meyer et al.
1993). Granovetter (1985) in Van
Dyneet al. (1994) suggested that em-
ployees who have been with their
employing organizations for a long
timeweremorelikely to have embed-
ded relationship. Van Dyne et al.

©)

(4)

(1994) supported this notion by sug-
gesting that organizational tenurewill
lead to the development of ties be-
tween individual s and organization.
Fit to community represents
employee’ sperception of compatibil-
ity or comfort with her or hisenviron-
ment. Employees consider how well
he or she fits the community and sur-
rounding environment (Mitchell et al.
2001). Environment, and the commu-
nity within it, is able to create mean-
ing to individuals which from time to
timewill enhanceindividual’ sattach-
ment to it (\Vaskeand Kobrin 2001: p.
17). Thebetter thefit and the comfort
with the community, the higher the
likelihood that an employee will feel
attachedto hisor her employinginsti-
tution.

Fit to organization represents
employee’ sperception of compatibil-
ity or comfort with her or his organi-
zation. Employees consider how well
heor shefitsanorganization (Mitchell
et al. 2001). According to Mitchell et
al. (2001), anemployeeconsidershow
well hisor her personal values, career
goals, and plansfor the futurefit with
thelarger organization cultureandthe
demands of hisor her immediate job.
Person-organization fit theory sug-
gested that compatibility betweenval-
ues held by individuas and by their
employing organization stimulate
positive attitude toward organization
and willingness to exert effort on the
behalf of the organization (Chatman
1991;inNetemeyer eta . 1997; Kristof
1996). Thus, the better the fit and the
comfort employee perceived with his
or her organization, the higher the
likelihood that an employee will feel
attached professionally and person-
ally to his or her employing institu-
tion.
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(5) Community related sacrifice repre-
sents perceived material and psycho-
logical benefits by being member of
the community that may be forfeited
if oneleavesajob or an organization.
L eaving attractive, safe, and respect-
ful community might become a hard
decisiontomake(Mitchell etal. 2001)
because it could cause an individual
severelost of social support and rela-
tionship with his pleasant and com-
fortable community (Feldman and
Bolino 1998; in Pracimasanti 2004).
Thus, thehigher the sacrificeheor she
perceived when leaving the commu-
nity, themoreheor sheisboundtothe
organization.

(6) Organizationa related sacrifice rep-
resents perceived material and psy-
chological benefits by working with
one’s current institution that may be
forfeited if one leaves a job or an
organization (Mitchell et al. 2001).
Feldman and Bolino (1998) in
Pracimasanti 2004) suggested that in-
dividuals experienced several losses
such as uncertainty about new em-
ployment, unstable income, loss of
interesting projects, and also good re-
lationship with co-worker when one
leaves the job. The more severe the
loss individual perceived when leav-
ing hisor her current job or organiza-
tion, themoreheor sheisboundtothe
organization.

Employee’'s embeddedness might
influence employee' s subsequent behav-
ior, such as low turn over intention as
found by Mitchell et al. (2001) and
Pracimasanti (2004). Furthermore,
Mitchell et al. (2001) also suggested that
embedded individuals tend to perform
morerolesbeneficial for the organization,
such as OCB.

Relationship between Job
Embeddedness and OCB

The first purpose of this study is to
testwhether thereisapositiverelationship
between job embeddedness and OCB. To
our knowledge, there have not been stud-
iesthat specifically examinedtherel ation-
ship between job embeddednessand OCB.
For thisreason, we adopted previous stud-
ieson OCB, especially thosethat involved
organizational commitment and job satis-
faction, in order to devel op our theoretical
basisfor thefirst hypothesis. Thisdecision
is based on (1) previous studies which
suggested that organi zational commitment
and job satisfaction were two important
conceptsthat have been widely tested and
recognized asimportant predictorsof OCB
(Organ and Ryan 1995; Greenberg and
Baron 2000; Podsakoff et al. 2000; in
Bolino et a. 2002); and that (2) job
embeddednesshasbeen conceptualized as
a complementary construct of organiza-
tional commitment and job satisfaction,
and in some aspects has similarities with
those two widely researched constructs
(Mitchell et a. 2001).

Previous studies on the relationship
between organizational commitment and
OCB haveindicatedthat thereisapositive
rel ationship betweenemployees’ commit-
ment to organization, or at least some
dimensions of it and their involvement in
OCB (see: O'Reilly and Chatman 1986;
Becker 1992; Hunt and Morgan 1994;
Bolon 1997; Shore and Wayne 1993;
Cardonaand Espejo 2002; Schappe 1998;
Ackfeldt and Coote 2000). Studies also
indicated that OCB was positively related
withemployee’ ssatisfaction (see: Bateman
and Organ 1983; Smith et al. 1983;
Netemeyer et a. 1997; Van Dyne et al.
1994; Organ and Konovsky 1989; Will-
iams and Anderson 1991; Bolon 1997;
Puffer 1987).
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Based on (1) previous research sug-
gesting the positive relationship between
organizational commitment and OCB as
well asjob satisfaction and OCB; and also
(2) similaritiesbetweenjob embeddedness,
organizational commitment, andjob satis-
faction as suggested by Mitchell et al.
(2001), we expect that there is a positive
relationship between job embeddedness
and OCB in our study. Thus, the first
hypothesisis:

Hypothesis 1: Thereisapositiverelation-
shipbetweenjob embedded-
ness and employee’'s citi-
zenship behavior.

The Mediating Effect of Sense of
Responsibility on the Relationship
between Job Embeddedness and
OCB.

The Concept of Sense of Responsihility

Sense of responsibility refers to a
psychological sense of responsibility for
helping others (Pearce and Gregersen
1991). In the present study context, sense
of responsihility isaform of employee's
concernthatisasymmetricinnature(asym-
metric sense of obligation) to their em-
ploying organization. The asymmetric
nature of sense of responsibility suggests
that thisfeeling isnot based ondirect quid
pro quo basis from the recipient but it is
based on individual willingness to help
others (Pearce and Gregersen 1991).

Some forms of extra role behavior
may occur from employee’s sense of re-
sponsihility (Pearceand Gregersen 1991).
Literatureshavesuggested theimportance
of sense of responsibility in studies on
extrarolebehavior (Pearceand Gregersen
1991; Frese et a. 1996; Morrison and
Phelps 1999; DePasguale 1999). This
wouldbeanindicationthat OCB, asaform
of extrarole behavior, may develop from

employee’s feeling of responsibility to-
ward others, which, in the current study,
thisfeeling of responsibility isdirected to
help the organization.

Contextual factors, such as em-
ployee spsychol ogical attachmenttotheir
employing organization, groups, or indi-
vidual, have been suggested to influence
sense of responsibility. O'Reilly and
Chatman (1986) suggestedthat employee's
psychological attachment to their organi-
zation would lead to subsequent attitude
such as concern to organization welfare
and willingnessto exert extraeffort onthe
behalf of the organization. Moreover, lit-
eratures also indicated that relationship
between employee and other individuals
(co-worker) in task interdependence
(Pearce and Gregersen 1991) and with
other individuals in cohesive group
(DePasquale 1999) might lead to the de-
velopment of employee’ spersonal respon-
sibility, which in turn will motivate
employee’ sinvolvement in extrarole be-
havior.

The Development of Hypothesis
Concerning the Role of Sense of
Responsihility in Mediating the Effect
of Job Embeddedness on OCB.

Our second purposeinthisstudy isto
test the role of sense of responsibility as
mediator in causal relationship between
job embeddedness and OCB. Asin first
hypothesis, in order to develop the theo-
retical basis for our second proposition,
we adopt previous literatures on the rela-
tionshipbetweenindividual’ spsychol ogi-
cal attachment with organization, group,
or other individuals, and the devel opment
of personal responsibility. Moreover, we
also adopt literatures concerning the posi-
tiverel ationship betweenemployee’ ssense
of responsibility and their subsequent ex-
trarole behavior. Based on previous stud-
iessuggestingthatindividual’ sattachment
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to organization (O'Reilly and Chatman
1986), group (DePasguale 1999), as well
asotherindividuals(Pearceand Gregersen
1991) will lead to the development of
employee’ s concern or sense of responsi-
bility toward other; and therol eof senseof
responsihility in predicting employee ex-
tra role behavior (Pearce and Gregersen
1991; Frese et a. 1996; Morrison and
Phelps 1999; DePasquale 1999), we pre-
dictthat thereisamediating mechanismin
the causal relationship between job
embeddedness and OCB. The logic be-
hindthispredictionisbased on Mitchell et
a. (2001) notion which suggested that
embeddedindividual sperceivethemselves
asbeing part of their surroundings (in our
context, individualsare being part of their
organization). This perception will lead
individualsto consider organization’sin-
terest and welfare; as partner in this em-
bedded relationship, as part of their con-
cern or responsibility. It means that em-
ployeehasan obligationto support organi-
zation in order to maintain organization's

Figure 1. Research M odel

Job Embeddedness

Link to Organization

Link to Community

welfare. Thisfeeling of responsibility will

in turn lead to the development of

employee’s OCB. Thus, the second hy-
pothesisis:

Hypothesis 2: Employee’s sense of re-
sponsibility toward orga-
nization will mediate the
effect of job embeddedness
on OCB.

In the present study, the relationship
between job embeddedness and OCB, as
well as the effect job embeddedness and
sense of responsibility have on OCB are
analyzed in each OCB dimensions. This
strategy isbased on recent conceptualiza-
tion of OCB as latent multidimensional
construct (LePineet al. 2002), and Becker
and Vance (1993) in Cardona and Espejo
(2002) who suggested that inorder tohave
abetter understanding of OCB construct,
research should relate different OCB di-
mensions with its predictors. Research
model for the current study ispresentedin
Figure 1.
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M ethods

Sample and Sampling Procedures

The survey was conducted on five
privately owned hospitals located in
Daerah Istimewa Yogyakarta. Respon-
dents were nurses with a minimum two
years of tenure, and their immediate su-
pervisors. 170 nurses and 41 supervisors
participated in this study. Nurses were
asked to giveresponse about their percep-
tion of embeddedness, with and feeling of
responsihility toward hospital where they
work, whilesupervisorswereaskedtorate
their subordinates OCB. We expect that
by asking supervisorsto rate employeewe
will be able to reduce common methods
bias from the use of self report measures.

We collected the data from Novem-
ber 2003 to December 2003. There were
170 pairs of questionnaires or 340 ques-
tionnaires distributed to the five hospitals
participating in this study. From the 340
questionnaires distributed, 339 are re-
turned, yielding 99 percent of response
rate. From those returned, 169 came from
nurses' responses and 170 questionnaires
came from supervisors. Since responses
from supervisors will be combined with
responses from nurses (paired), the au-
thors eliminate one response from super-
visor that does not haveits pair. The sub-
sequent data analysis yield 300 paired
guestionnaires that are available for fur-
ther analysis. They comprised of 150 re-
sponses from nurses (n = 150), and 150
from supervisors eval uation on employee
OCB (n = 40).

Nurses comprised of 84 percent
women, with the average age of 31 years
old (s.d.= 7.06) and 72.7 percent of them
are married. They had worked in the in-
dustry for an average 10 years (s.d. 6.56),
for the hospital for an average 8.8 years

(s.d.= 6.02), and in their current position
for an average 7 years (s.d.= 4.90). In
addition, based on information provided
by human resources department in each
hospital, from the final 40 supervisors
involved in this study, 31 of them are
women (77.5%) with an average age of 39
yearsold (s.d.= 8.42).

Measures

Job embeddedness

Data Standardization for Job
Embeddedness. Some of theitemsin link
dimensionsof jobembeddednesshavedif-
ferent scale from the others; i.e. marital
status, spouse employment status, house
ownership, tenureinnursingindustry, ten-
ure in organization, and period they have
beenintheir current position. Before con-
ducting further analysisfor this study, we
first standardized thoseitemsinto Z score.
Thisprocessisinlinewith Mitchell et al.
(2001) procedure.

The development of job embedded-
ness as aggregate. Job embeddedness is
an aggregate formed from six dimensions
(Mitchell etal., 2001). In order to develop
the overall or aggregate measure of job
embeddedness, we follow Mitchell et al.
(2001) procedure by computing the mean
of six dimensions of job embeddedness
(mean of means).

Job embeddedness was measured
using40itemsdeveloped by Mitchell etal.
(2001) for hospital employeeintheir study.
The40 items have already been classified
into their dimensions by Mitchell et al.
(2001).

(1) Fittocommunity wasmeasured using
five items; Likert five point scale,
asking respondent perception of fit
with their community.

(2) Fit to organization was measured us-
ingnineitems; Likertfivepoint scales,
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asking respondent perception of fit
with their co-worker, organizational
values and culture, job, and also job
responsibility givenby theinstitution.

(3) Linksto community were measured
usingsixitems. Thefirst-threeof them
were categorical or dichotomous
items, measuring respondent’ s mari-
tal status, spouse’s employment sta-
tus, and house ownership while the
remainingthreeitemswereLikertfive
point scal esasking respondent’ sfam-
ily roots, proximity with their family
and their relatives, and also with their
closefriend.

(4) Linksto organization were measured
usingsevenitems. Thefirst-threeitems
measured tenure in nursing industry,
tenureinorganization, and periodthey
have been in their current position
usingfill-in-the-blank responses. The
remaining four itemswere Likert five
point scales, asking respondents’ link
to other individuals in the hospital
where they work

(5) Community related sacrifices were
measured using three items, Likert
five point scales, to indicate
respondent’ sperceived sacrificewhen
they have to leave their current com-
munity.

(6) Organizational related sacrificeswere
measured using ten items, Likert five
point scales. It measured respondent’ s
perception of career, promotional op-
portunities, perks, benefits, and op-
portunity of continuing employment
with current institution, that would be
sacrificed if they leave their current
job.

Sense of Responsibility

Respondent’ spsychol ogical senseof

responsibility toward others, which in our
study isdirected toward the organization,

wasmeasured usingfouritems, Likert five
point scales developed by Hackman and
Oldham (1975) in Pearce and Gregersen
(1991). Respondents were asked to indi-
cate their feeling of responsihility or con-
cern toward organization using respon-
dents sense of responsibility toward tasks
in their organization as proxies.

Organizational citizenship behavior

Employee's OCB was measured us-
ing altruism, conscientiousness, and loy-
alty dimensionsprevioudy usedinCardona
and Espej0(2002). Altruism corresponded
tobehaviorsthat benefit specificindividu-
alsand, through them, contribute to orga
nization. Altruism was measured using
four item Likert seven point scales. Con-
scientiousness corresponded to behaviors
representing respect for therulesand poli-
cies of an organization. Conscientious-
nesswas measured using four item Likert
seven point scales. Loyalty represented
allegiance to an organization and promo-
tion of itsinterests. It was measured using
four item Likert seven point scales.

Data Analysis Procedures

Validity and Reliability

Job embeddedness is an aggregate
formed from six dimensions (Mitchell et
al. 2001; seelLaw et a. 1998). The survey
instruments measure three causal indica-
tors of the dimensions for employee's
embeddednessto their employing organi-
zation(Mitchell etal. 2001; seeBollenand
Lenox 1991). In a path diagram, causal
arrows would go from the causal indica-
tors(items) tothesix dimensionsand from
the dimensions to the aggregate construct
(Mitchell et al. 2001). Because of its na-
tures, which different from common as-
sumption in factor analysis (for detailed
assumption of factor analysis, see Hair et
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al. 1998; Bollen and Lennox 1991), the
authors decided not to conduct construct
validity test using factor analysis.

In addition, because of the nature of
job embeddedness, the authors decided to
use different approach in conducting reli-
ability analysisforjobembeddedness. This
procedure based on previous suggestion
on construct that consistsof causal indica-
tors(Bolen and Lennox 1991; Chin 1998)
and taxonomy of latent multidimensional
constructs (Law et a. 1998). Theresult of
reliability analysisispresentedin Table 1.

Tests of Hypothesis

Our focuses in study are to test
whether there is a positive relationship
between job embeddedness (as an aggre-
gate form of it six dimensions) and OCB,
and whether sense of responsibility will
mediatetheeffect of job embeddednesson
OCB. BeckerandVance(1993) inCardona
and Espejo (2002) suggested that in order
tohaveabetter understanding onthe OCB
construct, future research should relate
different OCB dimensionswith organiza-
tional commitment and job satisfaction.

LePine et al. (2002) in their meta-
analysis found no significant differences
in the relationship between the previously
most common predictorsof OCB and each
dimension of OCB aswell as construct of
OCB as latent awhole. This finding was
supported by Cardona and Espejo (2002)
who found that organizational commit-
ment has significant effect for altruism,
conscientiousness, and loyalty when OCB
wasmeasured using self report method. In
this study, therefore the relationship be-
tween predictorsand OCB isexamined on
each OCB dimension (altruism, conscien-
tiousness, and loyalty).

To test the first hypothesis, we con-
ductedacorrelationanalysisusing Pearson
product-moment correlation between job

embeddedness as an aggregate of its six
dimensions and each dimension of OCB.
The purpose of correlation analysisisto
explore whether there is a positive rela
tionship between job embeddedness and
OCB since, to our knowledge, thereisnot
any study conducted specifically on this
relationship. To test the second hypoth-
esis, we conducted a mediated regression
analysis following Baron and Kenny
(1986) in Kenny (2003) procedure sepa-
rately on each of OCB dimensions.

Analysis

Table 1 presents the descriptive sta-
tistics of mean score, standard deviation,
correlationbetween constructinthisstudy.
It also presents the result of reliability
analysisfor each variable.

Resultsfrominternal consistency re-
liability show that Cronbach’s alpha for
senseof responsibility was0.6955, and for
each of OCB dimensionswas 0.8137 (al-
truism), 0.8293 (conscientiousness), and
0.8076 (loyalty). Moreover, internal con-
sistency reliability of dimensions of job
embeddednesswere0.8459for fit to com-
munity, 0.8117 for fit to organization,
0.4155 for link to community, 0.6130 for
link to organization, 0.5881 for commu-
nity related sacrifice, and 0.7633 for orga-
nization related sacrifice. The Cronbach’s
alpha for overal job embeddedness was
0.8126

From Table 1, it can aso be shown
that employee has a moderate level in
overall embeddedness (mean= 2.9346,
s.d.=0.32742) and sense of responsihility
(mean= 3.38, s.d.= 0.71839). Moreover,
based on supervisor's evaluation on
employee’ sextraroleactivities, theresult
presented here show that nurses in this
study tend to perform OCB (atruism:
mean= 5.9533, s.d.= 0.70734; conscien-
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tiousness: mean= 5.9867, s.d.= 0.74624,

loyalty: mean= 5.7833, s.d.= 0.72449).

The Pearson product moment corre-
lationin Table 1 indicated that embedded-
ness from off-the-job factors (JEC) posi-
tively correl ated with senseof responsihbil-
ity (r=0.236, p< 0.01) but weakly corre-
lated with OCB dimensions (altruism: r=
0.087, n.s.; conscientiousness: r= 0.124,
n.s; and loyalty: r= 0.098, n.s). On the
contrary, embeddedness resulting from
forces from on-the-job factors (JEO) cor-
related positively with sense of responsi-
bility (r=0.226, p< 0.01) and OCB dimen-
sions (altruism: r=0.226, p< 0.05; consci-
entiousness: r= 0.174, p< 0.05; and loy-
alty: r=0.180, p< 0.05).

Hypothesis 1 positsthat therewill be
a positive correlation between job
embeddedness and OCB. Results of
Pearson product moment correlation in
Table 1 show that job embeddedness cor-
relates positively and significantly with
OCB (atruism: r=0.178, p< 0.05; consci-
entiousness: r= 0.175, p< 0.05; and loy-
aty: r=0.160, p< 0.05).

Hypothesis 2 posits that employee’s
sense of responsibility toward organiza-
tion will mediate the effect of job
embeddedness on OCB. MacKinnon
(1994) aswell asBaron and Kenny (1986)
in Kenny (2003) suggested that mediation
effect occurs when:

(1) independent variable has significant
effect on dependent variable;

(2) independent variable has significant
effect on mediating variable;

(3) mediating variable has significant ef-
fect on dependent variable when the
dependent variableisregressed onboth
independent and mediating variable;

(4) the effect of independent variable on
dependent variable in third equation
must be smal ler than the effect of inde-
pendent variable on dependent vari-

able in first equation (the calculation
of effects in both step 3 and 4 are
estimated inthe sameregression equa-
tion).
Table 2 presents the result of mediated
regression analysis on each dimension of
OCB.

From Table 2, it can be shown that
job embeddedness has asignificant effect
on each dimension of OCB (first step is
fulfilled) (altruism: b= 0.178, r< 0.05;
conscientiousness: b=0.175, r< 0.05; loy-
aty b= 0.160, r< 0.05). In addition, job
embeddednessal so hasasignificant effect
on sense of responsibility (step 2 is ful-
filled) (b= 0.277, r< 0.001). However,
when OCB is regressed on both indepen-
dent and mediating variable, sense of re-
sponsibility has no significant effect on
eachdimensionof OCB (altruism: b=0.17,
n.s; conscientiousness: b=0.001, n.s; loy-
aty b=-0.085, n.s.),andjobembeddedness
istheonly variablewhich hasasignificant
effect on OCB (altruism: b= 0.173, r<
0.05; conscientiousness: b=0.175,r<0.05;
loyalty: b=0.184, r< 0.05). Wea so found
that there are no apparent differences be-
tween the regression coefficients for ef-
fect of job embeddedness on OCB in the
third step and theregression coefficient in
thefirst step of mediated regressionanaly-
sis. Thus, hypothesis 2 is not supported.

Discussion and I mplication

This paper presents preliminary evi-
denceconcerningtherelationship between
job embeddedness and OCB. From the
correlationanalysispresentedintheprevi-
ous section, it can be shown that job
embeddedness is positively related to
employee’ sSOCB. Thisresultisconsi stent
with previousresearch ontherelationship
between positive attitude toward organi-
zationand employee’ sactiveinvolvement
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in OCB (Bateman and Organ 1983; Smith
et al. 1983; Puffer 1987; Organ and
Konovsky 1989; Williams and Anderson
1991; Bolon 1997; Netemeyer et al. 1997,
O’ Reilly and Chatman 1986; Becker 1992;
Hunt and Morgan 1994; Shoreand Wayne
1993; Cardonaand Espejo 2002; Schappe
1998). Inaddition, becausejob embedded-
ness consists of dimensions that are less
affective in nature (Mitchell et al. 2001),
theresult of first hypothesisin the current
study is consistent with previousresearch
on positive relationship between non-af-
fective aspect of employee attitude and
OCB (Organ and Konovsky 1989; Will-
iamsand Anderson 1991). Thisresult also
supports Mitchell et al. (2001) notion that
thereispositiverelationship between em-
ployee embeddedness and their active in-
volvement in OCB.

However, thisstudy failed to support
the prediction that sense of responsibility
will mediate the causal relationship be-
tween job embeddednessand OCB. There
are several possible explanations with re-
gard to this result.

Morrison and Phelps (1999) in their
research on aform of extrarole behavior;
i.e. taking charge, suggested that some
mediating mechanisms exist between
employee’s sense of responsibility and
their actual involvement in taking charge
behavior, in the form of judgment about
thelikely outcomes (cost and benefit) and
the likely success of such behavior. This
judgment might affect employee’ svalence,
whichinturnalsomight affect employee’s
actual involvement intaking charge (Gra-
ham 1986 in Morrison and Phelps 1999).
The same mechanism may also occur in
this study, that is, although the respon-
dentsmay havefeeling of responsibility to
help their institution, they are less moti-
vated to be involved in OCB perhaps be-
cause previous experiences showed that

respondent’ sinvolvementinsuchbehavior
did not correspond with the outcomesthey
expected.

Another possibility is that perhaps
the cognitive aspects of respondents play
animportant rolein shaping their decision
toinvolvein OCB. Pearce and Gregersen
(1991) suggested that sense of responsi-
bility was asymmetric in nature, which is
based onindividuals' concernto help, and
not because they expected some reciproc-
ity from therecipients. Thisindicatesthat
sense of responsibility occurs because of
one’'s empathy to others, which in this
study ishisor her employing organi zation.
This is also an indication that sense of
responsibility is affected more by
individual’ s affective aspects. We predict
that inthisstudy the affectiveside of sense
of responsibility islesslikely to occur, and
that respondents’ involvementin OCB are
influenced moreby their cognition or con-
sidered evaluation and judgment about
aspectsof work situation [Organ and Near
(1985) inLeeand Allen (2002); Organand
Konovsky (1989)] than by their empathy
tohel p. Thecharacteristicof jobembedded-
nessitself, that isless affective in nature,
might also play an important rolein shap-
ing respondent’s cognitive feeling of re-
sponsibility. Because nurses embedded-
ness is shaped by less affective reasons,
then it may bethat their feeling of respon-
sibility is aso less affective, and influ-
enced by cognition that involved respon-
dents' evaluation about external circum-
stances. This cognition might affect their
decision to involve in OCB. However,
because we did not include all possible
variables that may influence the decision
made by embedded and responsible em-
ployeeto beinvolvedin OCB, thenit may
be that the unavailability of those vari-
ables cause an insignificant relation be-
tween sense of responsibility and OCB.
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Based on the above possibilities, we
predict that there are other variables re-
flecting employee’ s judgment of external
circumstances which might influence the
rel ationshi p between sense of responsibil-
ity and OCB, but are not included in this
study. It means, perhaps, the relationship
between job embeddedness, sense of re-
sponsihility, and OCB is more complex.
Thepossihility of other potential variables
whichneedtobeincludedinour study, are
alsoindicated by theresultinour first step
of regression analysis. It has been shown
that job embeddedness has a significant
direct effect on OCB in the first regres-
sion, however its ability to explain the
variance on each dimension of OCB is
very small (altruism: adj. R?=0.032, Ftest
4.826* ; conscientiousness: adj. R?=0.031,
F test 4.671%; loyalty: adj. R? = 0.026, F
test 3.912*). Thiswould be an indication
for theneed of including other variablesin
future research.

The result of regression analysisin
this study may also be considered as in-
consistent with previous researches that
found apositiverel ationship between sense
of responsibility and forms of extrarole
behavior (Morrison and Phelps 1999;
DePasquale 1999; Pearce and Gregersen
1991). However, the current study uses a
different conceptualization of sense of re-
sponsibility and tests it against extrarole
behavior (OCB) which hasaslight differ-
ence from other extrarole activities used
in previous studies (Morrison and Phelps
1999; DePasquale 1999).

Withregard to Pearce and Gregersen
(1991) study, we adopted their con-
ceptualization about sense of responsibil-
ity. However, intheir research, Pearceand
Gregersen (1991) defined senseof respon-
sibility asasymmetricconcernto co-worker

* significant at p < 0.05

and used Hackman and Oldham (1975)
instrumentsas proxy of sense of responsi-
bility to other individuals. Here in this
study, we define sense of responsibility as
asymmetric concern to organization and
used the Hackman and Oldham (1975) as
proxy of such concern to organization.
Besides, Pearce and Gregersen (1975)
measured only oneform of OCB; whichis
atruistic behavior. Inour study, however,
we took a broader form of citizenship
behavior, which involved not only behav-
ior to other individual s, but also behaviors
targeted at organi zation. Our inconsistency
with Pearceand Gregersen (1991) study is
perhaps because the instruments we used
in this study are unable to capture the
phenomenon of OCB. This is shown by
the weak correlation between sense of
responsibility andall formsof OCB (Table
1). Future research should use a different
and better conceptualization of sense of
responsihility inorder to captureall forms
of OCB, and al so the phenomenon on both
job embeddedness and OCB.
Asmentioned previously, thecurrent
study presents preliminary evidence con-
cerning the relationship between job
embeddedness and OCB. Based on the
current results, we recommend future re-
search to test the relationship between job
embeddedness and OCB more compre-
hensively. We suggest the need of includ-
ing other variables that may have impact
on this relationship, and also using more
appropriate conceptualization of sense of
responsibility inorder to capture phenom-
enoninboth OCB and job embeddedness.
The current study has someimplica-
tions for organization as well as for man-
agers. Based on our correlation analysis
results, we recommend the need for man-
agers to pay attention to, and to increase
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employee perceptions of embeddedness
by providing support, not only to on-the-
jobactivitiesbut also off-the-job activities
aswell. Theneedto pay attentiontoissues
of employee’s embeddednessis also sup-
ported by Mitchell et al. (2001) and
Pracimasanti (2004) findingson the effect
of job embeddedness in reducing
employee’ sintention turnover.

Another implication is on OCB is-
sues. This study tested two multidimen-
sional construct with different character-
istic; i.e.jobembeddednessand OCB. The
regression analysis results indicate that
OCB is better conceptualized as latent
multidimensional construct. Thisresultis
inline with LePine et al. (2002) and also
Cardonaand Espejo’ s(2002) suggestions.

Limitation

As previously mentioned in the dis-
cussion section, our model on the role of
sense of responsibility in mediating the
effect of job embeddedness on OCB is
probably not comprehensive enough to
capture all phenomena surrounding the
variables examined in this current study.
Because job embeddedness is relatively
new construct and literatures about it is
relatively very few, especially withregard
toitsrelationshipwith OCB, webeginthis
study by exploring the possible subse-
quent variables that might influence the
relationship between job embeddedness
and OCB. Sense of responsibility, as a
form of employee’ sconcerntoward orga-
nization, is believed to be an appropriate
variable that would become subsequent
consequence of being embedded in orga-
nization, which in turn becomes em-
ployee’'s OCB motivator. However, con-
trary to our expectation, the result failsto
support as OCB predictor. It may be be-
causethere are other variables, e.g. medi-
ating variablesreflectingjudgment rel ated

to outcomes from employee's involve-
ment in extra role activities in relation
between sense of responsibility and OCB
as predicted by Morrison and Phelps
(1999), whicharenactincludedinour study.
Another possibility is perhaps that the
sense of responsibility toward organiza-
tion developing from employee
embeddedness, which is less affective in
nature, is influenced more by respondent
cognitive aspects than their affective as-
pects. These warrant the need to consider
other variablesrel atedto employee’ sjudg-
ment of their work situation that they con-
sider when making a decision to be in-
volved in OCB in future studies on the
relationship between job embeddedness,
sense of responsibility, and OCB.

With regard to the respondents, the
generalization of the current result of the
current study needsto be considered care-
fully, because we tested the prediction
only onhomogenoussamples(i.e. nurses).
Futureresearch shouldtest predictionwith
regard to the relationship between job
embeddedness and OCB with more di-
verse samples.

Another limitation related to respon-
dentsin the current study isthat although
weweretryingtominimizecommonmeth-
ods bias resulting from the use of self-
report methodsby using supervisory-rated
OCB, thereare possihilitiesthat the use of
supervisor could al somakeour result bias.
The first is concerning impression man-
agement (Bolino 1999). Impression man-
agement is a process by which an indi-
vidual attempt to influencetheimage oth-
ershavetoward him or her. Bolino (1999)
suggested that some forms of employees
voluntary behavior are actually image en-
hancing activities, and thistype of behav-
ior is often exhibited in front of superior
with the purpose of enhancing superior’s
evaluation about them. Another possibil-
ity is based on whether supervisors and
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employees have different perception with
regard to OCB-like behaviors. Morrison
(1994) found that supervisorshave differ-
ent perception from their employees in
defining OCB-like behaviorsasin-role or
extrarole. The implication of her finding
for this study is if supervisors and their
subordinates did not have consensus with
regard to OCB like behavior, thenthereis
an ambiguity regarding whether employ-
ees’ OCB asreported by their supervisors
is actually the employee’s extra role or
part of theemployee' sin-roleperformance.
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