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Abstract

Employee turnover affects the stable development of enterprise. It is not only
an urgent problem that leaders need to think about, but also a research topic
that management scholars and economists focus on. Turnover intention can
well predict the turnover behavior of employee. Therefore, this paper investi-
gates 50 enterprises and 305 employees in China and uses a cross-level re-
gression model to test the mechanism between supportive organizational cli-
mate and employee turnover intention based on the organizational support
theory. The results show that the supportive organizational climate can sig-
nificantly reduce employee turnover intention, and job embedding plays a
cross-level partial mediating role, and high commitment work system plays a
cross-level moderating role between them. The research suggests that in the
Chinese context, managers should not only devote themselves to creating a fine
organizational climate for employee, but also actively implement high com-
mitment work system to meet the spiritual needs and material needs of em-
ployee, thus reducing their turnover intention and promoting the long-term
and stable development of the enterprise.

Keywords

Turnover Intention, Supportive Organizational Climate, Job Embedding,
High Commitment Work System

1. Introduction

Generally speaking, employee turnover refers to the termination of the employ-
ment relationship between the employee and the employer, and the employee

leaves the original enterprise. Employee turnover is an important way of em-
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ployee flow, which plays an important role in the rational allocation of human
resources (Nedzelsky, 2016), but frequent or more employees turnover will affect
the sustainable development of enterprise (Zhang, 2016). Studies have shown that
frequent employee flow will have many negative impacts on enterprises (Surji,
2013), which not only involves cost (Loi et al., 2006), but also causes loss of so-
cial capital and human capital, and may reduce corporate performance (Hill,
2009), all of which are unfavorable to the development of enterprises. According
to the investigation and research of the American labor market, about 20% of
employee turnover is inevitable, and the proportion of inevitable turnover in
the whole enterprise is stable and low. The other 80% of turnover are avoidable,
and reducing or even eliminating this part of turnover is the task and value of
management. The average duration of service in Japan is 12.1 years, with a turn-
over rate of 11.3 percent. But in China, the average duration is 22 months, with
a turnover rate of 18.9 percent, and the first job of post-1995 generation lasted
only 7 months. Therefore, employee turnover has always been an important
problem in various industries around the world (Santhanam et al., 2017; Sta-
molampros et al., 2019). Employee turnover is not only a problem that enter-
prise leaders need to worry about, but also a key topic of management scholars
and economists focus on. The analysis results can provide evidence for various
industries to retain excellent talents, and it is also an important contribution of
human resource management to the economic development of the whole socie-
ty.

Before the employee puts forward the formal resignation, the idea of resigna-
tion must appear first. Therefore, it is more important to study the influencing
factors of employee turnover intention, because once the actual turnover beha-
vior occurs, all remedial measures are too late (Ak, 2018). Most scholars study
turnover intention from the individual level of employee, such as salary and
benefits, work pressure and job satisfaction (Porter et al., 1974; Nawab & Bhatti,
2011; Terera & Ngirande, 2014). Some scholars also focus on the organizational
level, including organizational commitment and organizational identity (Allen,
2006; Greenberg & Baron, 2008; Lee & Youngho, 2018; Wee et al., 2020). In re-
cent years, some scholars have found that job embedding can better predict em-
ployee turnover intention than job satisfaction and organizational commitment
(Jiang et al., 2012; Ramesh & Gelfand, 2010; Wheeler et al., 2010; Lee et al., 2004;
Holtom & O’Neill, 2004; Mitchell et al., 2001). In a competitive environment
shaped by evolving organizational considerations, more companies are choosing
to give their staff the autonomy and support they need to implement fresh solu-
tions, express greater accountability, and achieve lasting results. Therefore, or-
ganizational factors are playing an increasingly important role in predicting em-
ployee behavior (Adela et al., 2022). Organizational factors include organiza-
tional culture, organizational climate and leader type, etc.

However, starting from the context of localization in China, few scholars have
considered the possible impact of organizational factors on employee turnover

intention, especially whether working in a supportive organizational climate will
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significantly reduce employee turnover intention. From the perspective of orga-
nizational factors, this paper focuses on the role of supportive organizational
climate and high commitment work system in predicting employee turnover in-
tention. As a dimension of organizational climate, supportive organizational cli-
mate refers to that enterprise or organization attaches importance to the inter-
ests and contributions of employees, support them at work and fully consider
their needs and interests. When employees feel the existence of organizational
support, they will respond to such supportive climate (Bashshur et al., 2011).
High commitment work system, as a human resource management practice
system of organizational commitment to employees, refers to activities such as
training and welfare measures, internal job rotation, employee voice behavior,
profit sharing and job security (Xiao & Tsui, 2007). Then, can supportive orga-
nizational climate have an impact on employee turnover intention? If so, what
are the mechanisms? If not, but why? Does high commitment work system affect
the relationship between them? In order to explore these problems, this paper
tries to test the effect of supportive organizational climate on employee turnover
intention and discover the mechanisms based on organizational support theory
and cross-level regression analysis.

The rest of this paper is arranged as follows. Section 2 puts forward the theo-
retical framework and research hypothesis. Section 3 gives the data and statistic-
al description. Section 4 is the empirical test and results according to the cross-
level regression model. Section 5 shows the conclusions, as well as the marginal
contribution and deficiency of this research on the basis of summarizing the

whole paper.

2. Theoretical Framework and Research Hypothesis

2.1. Theoretical Framework

Organizational support theory suggests that the realization of organizational goals
depends on employers’ generous treatment to employee, while employee who is
supported by the organization may form more emotional commitment to the
organization, and they may even work hard and be willing to respond flexibly
when the organization is in trouble (Kurtessis et al., 2017). Its important signi-
ficance lies in that it emphasizes the organizational support and importance to
employee, because this is an important reason for employee to be willing to work
in the organization and contribute their own value.

This paper suggests that in the Chinese context, when an enterprise creates a
supportive working climate for employee, they will perceive the existence of such
support, thus forming a psychological connection, and better embedding in the
current enterprise or organization, contributing to the realization of the long-term
goals of the enterprise, and thus reducing the turnover intention. In addition,
when the enterprise implements a high level of high commitment work system,
employees will also feel that the organization meets their material and spiritual

needs, and once the needs of employees are met, they will not turnover easily.
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On the contrary, if the high commitment work system implements by the enter-
prise is relatively low and the material or spiritual needs of the employees are not
satisfied, they may be inclined to leave the organization no matter how good the
climate is, and seek another enterprise with higher welfare benefits and better
development prospects.

Therefore, based on the organizational support theory, the following theoreti-
cal model is constructed in this paper, as shown in Figure 1. Supportive organi-
zational climate and high commitment work system are the variables at the or-
ganizational level, while job embedding and turnover intention are the variables
at the employee level. Therefore, this paper uses a cross-level regression model

to conduct research.

2.2. Research Hypothesis

1) The Influence of Supportive Organizational Climate on Employee Turno-
ver Intention

Human resource management is one of the main organizational factors that
affect the employment relationship of organizations (Sophie & Edwards, 2022).
At present, most researches on employee turnover intention are based on indi-
vidual level, but little attention is paid to the influence of organizational factors,
which play an important role in shaping and influencing employees reaction to
psychological contract breach. Porter and Steers (1973) believes that turnover
intention is the withdrawal idea generated by employees who experience job
dissatisfaction. Mobley (1977) believes that turnover intention refers to the psy-
chological idea of having the intention of leaving before the actual turnover be-
havior and looking for and comparing other job opportunities. Based on the
viewpoints of the above scholars, this paper redefines turnover intention that it
refers to the collection of employees attitudes and psychological activities to
leave the organization due to the organization inability to provide work or psy-
chological support for employee. Turnover intention is an important predictor
of turnover and has a significant positive impact on turnover behavior. In the
face of outstanding employees voluntary resignation, managers often expect to
retain them through promotion, salary increase or generous welfare bonus, but it
always backfires and even has the opposite effect. Therefore, from the perspec-
tive of the enterprise, it is necessary to solve the problem fairly and reasonably

within the organization.

Supportive Organizational Climate | ‘ High Commitment Work System ‘
Organizational Level ﬁ
H
Employee Level \
Job Embedding i | Turnover Intention ‘
H2

Figure 1. Theoretical model.
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Supportive organizational climate, as one of the important factors of organi-
zational level, can make enterprise managers focus on the work, life and even
psychological change of employee in many ways, and also can make employees
feel the organization for their support and affirmation, this kind of psychological
feeling of employee turnover intention have negative prediction function (Hayat
& Afshari, 2020). Research shows that supportive organizational climate has a
significant positive impact on organizational citizenship behavior (Sen & Elmas,
2015), can also significantly promote employees’ job satisfaction (Abdus, 2016)
and delay the retirement of the elderly (OudeMulders & Henkens, 2017). And
these can significantly reduce employee turnover intention.

Therefore, based on the above analysis, this paper argues that supportive or-
ganizational climate once formed, it will create a stable and harmonious envi-
ronment within the employees, and who feel the climate, will produce on orga-
nizational commitment and psychological contract and stay in the organization
to continue to work hard, in return for organizations for their support and pay,
and won’t leave the organization easily. Therefore, the following hypothesis is
proposed in this paper.

H1. There is a negative correlation between supportive organizational climate
and employee turnover intention.

2) The Cross-Level Mediating Role of Job Embedding

Some scholars have pointed out that job embedding is an important factor in
predicting turnover intention (Allen, 2006; Crossley et al., 2007; Holtom & In-
derrieden, 2006), and that job embedding can predict turnover intention more
significantly than job satisfaction and organizational commitment (Felps et al,,
2009). Mitchell’s job embedding framework shows that when personal values,
career goals and future plans are aligned with the needs of the job, individuals
will be consistent with the organization culture and able to match with the com-
munity and environment around them. But once leaving the organization, they
will lose the current achievements and make great sacrifices. As a result, an em-
bedded employee is more likely to feel the organization’s commitment to them
and less likely to leave the organization.

In order to make employees embedded in their current work, they cannot do
without the influence of organizational factors. Studies have shown that perceived
organizational support can enhance job embedding (Yilmaz & Sabahat, 2017).
Based on existing research, this paper think that when enterprise creates suppor-
tive organizational climate for employee, which can make people feel the exis-
tence of organizational support, consider themselves with the organizational val-
ues and culture, and so on various aspects of the matching degree. They will link
with colleagues, superiors and organization better in order to avoid the sacrifice
and suffer if they leave the enterprise. Thus, they are willing to stay and fully
immerse themselves in the organization at work and the community outside of
work, further reducing turnover intention. Since supportive organizational cli-
mate is a variable at the organizational level, while turnover intention is a varia-

ble at the employee level, the following hypothesis is proposed in this paper.
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H2. Job embedding plays a cross-level mediating role between supportive or-
ganizational climate and employee turnover intention.

3) The Cross-Level Moderating Role of High Commitment Work System

When employees are highly supported and recognized by the organization,
they will think that their hard work are worthwhile. It is the support of the or-
ganization that makes them psychologically secure and motivated to work that
they will be willing to repay the organization with practical actions, forming the
principle of reciprocity. However, organizational support cannot be a powerful
weapon to bind employee to create profits for them, which may also be closely
related to human resource management practices. Usually employees will be as
the organization of human resource management practice to their important in-
formation, the information is closely related to employees interests, employees
from the understanding of human resource management practices and judgment,
constantly adjust the organizational environmental characteristics on the impact
of their psychological cognitive and emotional tendencies, to seek the rationality
of the employees and organizational relations.

Therefore, this paper argues when the enterprise creates supportive organiza-
tion climate, if the enterprise can also implement high level of high commitment
work system, meet material and spiritual aspects needs of employees, then they
will strengthen the support organization climate the negative influence to the
employee turnover intention. However, if the enterprise fails to meet the needs
of employees, they are still inclined to quit and seek jobs with better benefits, no
matter how favorable the supportive organizational climate is. Based on the
above analysis, and supportive organizational climate is a variable at the organi-
zational level, while turnover intention is a variable at the employee level, the
following hypothesis is proposed in this paper.

H3. High commitment work system plays a cross-level moderating role be-
tween supportive organizational climate and employee turnover intention. And
if high commitment work system is in a higher level, the negative effect is strong-

er, when it is lower, the negative effect is weaker.

3. Data and Statistical Description

3.1. Measurements

A five-point Likert scale, which ranges from 1 (strongly disagreement) and 5
(strongly agreement), is applied to the measurement of identified variables.

Turnover intention. Turnover intention is the main dependent variable. For
the measurement of turnover intention, this paper adopts the 4-item turnover
intention scale, and a reverse item is designed in the questionnaire, that is, “I
plan to make long-term career development in the company”.

Supportive organizational climate. Supportive organizational climate is the core
independent variable. For the measurement of supportive organizational climate,
the 4-item scale developed by Gonza’ Lez-Roma is used and translated into Chi-

nese according to its application in the Chinese context to measure employees in
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different types of enterprises.

Job Embedding. Job embedding is the mediating variable of this paper. For the
measurement of job embedding, this paper adopts the 7-item overall measure-
ment scale developed by Crossley, and translates it into Chinese according to its
application in the Chinese context to measure the degree of job embedding of
employees. Two reverse items are designed in this questionnaire, “I'm tired of
this organization” and “It would be easy for me to leave this organization”.

High commitment work system. High commitment work system is the mod-
erating variable of this paper. For the measurement of high commitment work
system, this paper adopts the 15-item measurement scale developed by Xiao and
Bjorkman.

Control variables. According to the personal characteristics and enterprise
characteristics in the context of localization in China, this paper finally deter-
mines the control variables at the employee level, including gender, age, spouse
status, education level and working years of employees. And control variables at
the organizational level include the company’s industry category, unit type, and

size. The assignment and description of each variable are shown in Table 1.

Table 1. Variables assignment and description.

Variables
Employee level
Turnover intention
Job embedding
Gender

Age

Spouse status

Education level
Working years

Organizational level

Supportive
organizational climate

High commitment
work system

Industry

Unit type

Size

Variables assignment and description

Continuous variable.
Continuous variable.
Dummy variables. 1 = Male, 0 = Female.

Categorical variables. 1 = 18 - 25 years old, 2 = 26 - 30 years old, 3 = 31 - 40 years old,
4 =41 - 50 years old, 5 = above 50 years old.

Dummy variables. 1 = with a spouse, 0 = without a spouse.
Categorical variables. 1 = Junior college or below, 2 = Undergraduate, 3 = Master, 4 = Doctor.

Categorical variables. 1 = 1 year or less, 2 = 1 - 3 years, 3 = 3 - 6 years, 4 = 6 - 10 years,
5 = more than 10 years.

Continuous variable.

Continuous variable.

Categorical variables. Internet industry = 1, Education industry = 2, Transportation industry = 3,
Manufacturing industry = 4, Law = 5, Banking industry = 6, Social welfare industry = 7, Heavy
industry = 8, Media industry = 9, Real estate development industry = 10, Catering industry = 11,
Social service industry = 12, Other industries = 13.

Categorical variables. Others = 1, Private non-enterprises, Associations and other organizations = 2,
Foreign and joint venture enterprises = 3, Private enterprises = 4, State-owned enterprises = 5.

Categorical variables. 1 = less than 100 employees, 2 = 100 - 300 employees, 3 = 301 - 500 employees,
4 =501 - 1000 employees, 5 = more than 1000 employees.
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3.2. Questionnaire Design and Data Collection

The key to the design of the questionnaire in this paper is that it needs to be car-
ried out at the employee level and the organization level respectively for cross-
level analysis. First of all, variables at the employee level include turnover inten-
tion and job embedding, both of which need to be answered and filled in by em-
ployees according to their true thoughts. Secondly, variables at the organization-
al level include supportive organizational climate and high commitment work
system. The supportive organizational climate should be answered and filled in
by the employees according to their self-perception of organizational support,
and the value of supportive organizational climate at the organizational level of
each company is the mean of all employees. The high commitment work system
needs to be answered and filled in by the human resource manager of the com-
pany.

Therefore, two questionnaires are designed in this paper. One is the employee
questionnaire, which is filled in by the employees of all departments of the com-
pany, including the basic information such as ID, gender, age, education level
and working years, as well as the measurement items of turnover intention, job
embedding and supportive organizational climate. The other is the company
questionnaire, which is filled in by the human resource manager, including basic
information such as the ID, industry of the company, unit type and size, as well
as the measurement items of the high commitment work system. The key point
of questionnaire design is to match the employee questionnaire of each company
with the company questionnaire. Therefore, the human resource manager and
employees of each company must fill in the specified ID firstly when filling in
the questionnaire in order to match data and provide accurate and effective in-
formation for data processing. The collection process is carried out in the form
of online link forwarding. The investigators will sent the link to working in do-
mestic enterprise’s classmates, friends or relatives, and tell that they have set a
questionnaire ID (each company uniform with an only ID), then they will sent
the company questionnaire to human resource manager to fill in, and sent the
employee questionnaire to other ordinary clerks (at least five employees) to fill
in, so that the questionnaire matches.

In this paper, data are collected by online questionnaire, which lasted for 3
months from October 2019 to January 2020. The survey covers Changchun,
Harbin, Shenyang, Beijing, Chongging and other cities, and targets employees at
different levels of companies over 18 years old, with different educational back-
grounds and in different industries. Among preliminary investigate, 220 em-
ployee questionnaires are distributed and 205 are recovered, and 40 company
questionnaires are distributed and 38 are recovered. The employee question-
naires recovery rate is 93.18% and the company questionnaires recovery rate is
95%. After dropping the questionnaires with non-standard filling, missing values
and mismatched numbers, the effective questionnaire for preliminary investigate

is obtained. There are 196 valid questionnaires with effective recovery rate of
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95.6% in employee questionnaires and 34 valid questionnaires with effective re-
covery rate of 89.47% in company questionnaires. SPSS and Mplus are used to
test the reliability and validity of the preliminary investigate data. The results
show that Cronbach’s a coefficients of each variable are all larger than 0.8, indi-
cating a high degree of internal consistency of each variable, and confirmatory
factor analysis (CFA) show that the fitting effect is good. Therefore, a large sam-
ple survey can be further carried out.

Therefore, on the basis of preliminary investigate, continue to collect ques-
tionnaires. Finally, a total of 400 questionnaires are distributed to employees and
313 are recovered, 80 questionnaires are distributed to companies and 77 are re-
covered. The employee questionnaires recovery rate is 78.25%, the company ques-
tionnaires recovery rate is 96.25%. Among them, 305 valid questionnaires are
obtained from employee questionnaires with effective recovery rate of 97.44%,
and 50 valid questionnaires are obtained from company questionnaires with ef-

fective recovery rate of 64.94%. The data are in the Table 2.

3.3. Statistical Description

The statistical description of key variables is shown as Table 3. The mean of
turnover intention of the samples is 2.46, and the standard deviation is 0.81. It
can be seen that the turnover intention of employees in the samples investigated
in this paper is relatively low. The mean of supportive organizational climate is
3.62, and the standard deviation is 0.49. The maximum value is 4.65, and the
minimum value is 2.55. Generally speaking, the supportive organizational cli-
mate of the samples is good. The mean of job embedding of the samples is 3.42,
and the standard deviation is 0.68, indicating that the employees in the sample

have a good degree of job embedding. The mean of high commitment work

Table 2. Statistical description of key variables.

Recover Effective
Distribute Recover Y Vali
rate % recovery rate %
Employee questionnaires 400 313 78.25 305 97.44
Company questionnaires 80 77 96.25 50 64.94

Table 3. Statistical description of key variables.

Obs Mean SD Max Min

Employee level
Turnover intention 305 2.46 0.81 5 1
Job embedding 305 3.42 0.68 5 1

Organizational level

Supportive organizational climate 50 3.62 0.49 4.65 2.55
High commitment work system 50 3.56 0.60 5 1.53
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system of the samples is 3.56, with 28 samples above the mean (56%) and 22
samples below the mean (44%).

In the employee level, the number of male samples is 158, accounting for
51.80% of the total number of samples, and that of female samples is 147, ac-
counting for 48.20% of the total number of samples. In the sample, the age of
employees is from 26 to 30 years old, accounting for 43.28%, followed by those
from 18 to 25 years old, accounting for 32.13%, those from 31 to 40 years old,
accounting for 17.38%, and those over 41 years old, accounting for 7.21%. In the
sample, the spouse status of employees without spouses accounts for 68.85%,
while that of employees with spouses is relatively small, accounting for 31.15%.
Among the employees in the sample, master’s degree accounts for the most
(64.59%), followed by Doctor’s degree (20.33%), bachelor’s degree or below
(15.08%). In the sample, employees who have worked for 1 to 3 years account
for 34.10%, followed by those who have worked for 3 to 6 years, accounting for
24.59%, who have worked for 1 year or less account for 18.03%, and those who
have worked for 6 to 10 years or more account for 10.16% and 13.12%, respec-
tively.

In terms of the data at the organizational level, the questionnaire is mainly
filled by the manager of the human resource management department (82%),
and the middle and senior manager are less (18%). Among the industries in
which the companies are located, the Internet industry and manufacturing in-
dustry account for the highest proportion, both accounting for 18%, followed by
banking industry, accounting for 12%, and other industries account for relatively
little. Among the surveyed enterprises, state-owned enterprises account for the
highest proportion (56%), followed by private enterprises, accounting for 28%,
while foreign and joint venture enterprises account for a relatively small propor-
tion (12%). Companies with more than 1000 employees accounted for 52%, fol-
lowed by companies with 100 to 300 employees (24%), and companies with less
than 100 employees (14%). The statistical description of the control variables is
in Table 4.

3.4. Data Test

1) Reliability and Validity Test

Firstly, the reliability test of the sample data is carried out in this paper, and
the results show that Cronbach’s a coefficients of each variable are all larger than
0.8, indicating that the scale has high reliability and meets the measurement re-
quirements. Secondly, validity test is performed on the data. The results show
that KMO are above 0.7, Bartlett sphericity test results are significant, factor load-
ing values are above 0.5, and cumulative interpretation variance is above 50%.
Note the collected data can pass the validity test.

CFA results show that the x* of turnover intention is 2.141, df is 2, although x*
is not significant, but the x*/df is less than 4, CFI is 1.000, SRMR is 0.011, less
than 0.05, RMSEA is 0.015, factor load is above 0.6, except item 3 is close to 0.6.
On the whole, the fitting effect of turnover intention is good. The x* of job
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Table 4. Statistical description of control variables.

Classifications Frequency Percent Mean SD

Employee level

Gender 0.52  0.50
Male 158 51.80
Female 147 48.20
Age 201 0.92
18 - 25 years old 98 32.13
26 - 30 years old 132 43.28
31 - 40 years old 53 17.38
41 - 50 years old 18 5.90
50+ years old 4 1.31
Spouse status 0.31 0.46
With a spouse 95 31.15
Without a spouse 210 68.85
Education level 3.03 0.64
Junior college or below 6 1.97
Undergraduate 40 13.11
Master 197 64.59
Doctor 62 20.33
Working years 2.66 1.26
Less than 1 year 55 18.03
1 -3 years 104 34.10
3 - 6 years 75 24.59
6 - 10 years 31 10.16
10+ years 40 13.12

Organizational level

Industry 6.8 4.48
Internet industry 9 18
Education industry 2 4
Transportation industry 2 4
Manufacturing industry 9 18
Banking industry 6 12
Heavy industry 3 6
Media industry 3 6
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Continued
Real estate development 1 5
industry
Catering industry 2 4
Social service industry 3 6
Other industries 10 20
Unit type 432 098
State-owned enterprises 28 56
Private enterprises 14 28
Foreign and joint venture 6 12
enterprises
Others 2 4
Size 3.58 1.63
Less than 100 employees 7 14
100 - 300 employees 12 24
301 - 500 employees 2 4
501 - 1000 employees 3 6
1000+ employees 26 52

embedding is 99.724 and is significant, df is 14, CFI is 0.896, and SRMR is 0.054,
which is less than 0.08. Except for item 4 and 6, the factor load is small, and the
rest are above 0.6. Overall, the fitting effect of job embedding is acceptable. The
X’ of supportive organizational climate is 0.164, df is 2. Although x* is not signif-
icant, the x’/df is less than 4, CFI is 1.000, SRMR is 0.002, RMSEA is 0.000,
which is less than 0.05, and the factor load is above 0.6. Overall, the fitting effect
of supportive organizational climate is good. CFI of high commitment work sys-
tem is 0.847, SRMR is 0.086, which is greater than 0.08 but less than 0.1, RMSEA
is 0.111, which is greater than 0.1, but its 90% confidence interval is [0.076,
0.145], and the probability of less than 0.05 is 5%. Factor loads are all above 0.6
except for item 1. Generally speaking, the fitting effect of high commitment work
system is acceptable. Therefore, based on the test results of reliability and validi-
ty, it can be seen that the sample data in this paper is credible and can be further
analyzed.

2) Homologous Deviation Test

In order to avoid the influence of homology deviation on the research results,
the questionnaires design and layout have been carried out by using pre-pro-
grammed control in this paper, but the systematic error cannot be completely
eliminated. Therefore, this paper also carried out statistical control, using Har-
man single factor method for homologous deviation test.

Firstly, this paper conducts unrotated principal component analysis on all

item data in the employee questionnaire. Podsakoff and Organ (1986) believes
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Table 5. Correlation analysis results.

that if the single factor explanatory variation obtained by EFA is less than 50%,
the homologous deviation is not serious. Results three factors with eigenvalues
larger than 1 are obtained, and the cumulative explanatory variance of the first
factor is 48.52%, less than 50%. Independent variables, mediating variables and
dependent variables do not have loads in the same factor. Therefore, this paper
considers that the homologous deviation of sample data is not serious. Second,
Iverson and Maguire (2000) pointed out that if the fitting index of the single
factor CFA model is poor, the homologous deviation of sample data is not se-
rious. This paper conducts single factor CFA analysis, the model fitting index
obtained is that x* is 757.3, df is 90, although x’ is significant, x*/df is 8.4, much
higher than the critical value 4, CFI is 0.751, TLI is 0.709, none of them reaches
0.8, SRMR is 0.082, greater than 0.05, RMSEA is 0.156, much higher than 0.05.
In general, the fitting effect of this model is poor, so it is considered that the

homologous deviation is not serious.

3.5. Correlation Analysis

This paper mainly analysis the correlation between turnover intention, job em-
bedding, supportive organizational climate and high commitment work system,
and added the control variables of employee gender, age, spouse status and
working years, as well as the industry category, unit type and size of the enter-
prise. The correlation analysis results among variables are shown as Table 5.

Variables
Employee level
1. Turnover intention
2. Job embedding
3. Spouse status

Organizational level

—0.74%%*

-0.12%*  0.13**

4. Supportive organizational climate —0.44*** 0.45***  0.18

5. High commitment work system

6. Banking industry

7. Real estate development industry

8. Social service industry
9. Private enterprises
10. State-owned enterprises

11. Size

-0.06 0.07  —0.12*%* 0.31***

—0.17%%* —0.16*** —0.00 -0.14** 0.14**

—0.18%*  0.22%**  -0.04 0.24** 0.08 -0.05

—-0.15%%*  0.10* 0.08 0.32¢%* 0.14** -0.09 -0.03

0.16*** —-0.16*** —0.11 -0.13** —0.23*%**-0.25"* -0.09 -0.15**
=0.17%%  0.17%  —0.05 0.13** 0.23°% 0.24** 0.13**  0.05 -—0.73%**

=0.20%%*  0.20** -0.05 0.22*%%* 0.13* -0.07 0.73*** -0.04 -0.12** 0.70***

Note: Since there are too many variables in this paper, only key research variables and control variables significantly related to

turnover intention are given in this table. ***, ** and * in the table represent significant at the level of 1%, 5% and 10% respectively.
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According to the correlation analysis results, turnover intention is significant-
ly negatively correlated with supportive organizational climate (-0.437, P < 0.01),
and with job embedding (-0.736, P < 0.01). There is a significant positive corre-
lation between supportive organizational climate and job embedding (0.445, P <
0.01), and between supportive organizational climate and high commitment
work system (0.309, P < 0.01). After calculation, ICC (1) of supportive organiza-
tional climate is 0.276, much larger than 0.059, ICC (2) is 0.950, larger than 0.6,
internal consistency coefficient rwg is 0.823, larger than the critical value 0.7.
Therefore, this paper can use cross-level model to perform regression analysis on
data.

4. The Empirical Model and Results
4.1. The Empirical Model

Model 1: Test the cross-level main effect of supportive organizational climate

on turnover intention.
Ylj:B0j+Zz'jl'Bj+8y' (1)
Bo‘,’ =Yoo t Y01Xj + E‘;Ym +Ho,; (2)

where i=1,2,---,n, j=12,---,m. ¥, represents the turnover intention of in-
dividual , X, represents the supportive organizational climate of the enterprise
J Zj; is the control variables at the employee level, including age, gender, edu-
cation level, working years, and E] is the control variables at the organization
level, including enterprise industry, unit type and enterprise scale. [3,; is the
random intercept, B, is the control variable coefficient vector. v,, is the fixed
part of the random intercept, v,, is the supportive organizational climate coef-
ficient, vy,, is the regression coefficient vector of organization level variables,
and ¢; istherandom error term, [, is the residual.

Model 2: Examine the cross-level mediating role of job embedding between
supportive organizational climate and turnover intention. On the basis of Model
1, the cross-level effect of supportive organizational climate on job embedding is
tested:

M, =By, +Zp. +e; 3)
Bo; =Yoo Yo X, + EYo + Mo, (4)

where M, is the job embedding of employee level individual / who works in

enterprise /. Then, examine the impact of job embedding on turnover intention:

Y, =B, + B M, + ZiB; + ) ()
ng = Yéo + yngj + E,’-Yéz + ng (6)

Model 3: Examine the cross-level moderating effect of high commitment work
system on supportive organizational climate and turnover intention. Based on
Model 2, the influence of interaction terms between supportive organizational

climate and high commitment work system on turnover intention is tested:
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Y, =Bg, +BiM, + ZiB; + )
B(S)j :’Y(3)0+’Y?)1Xj+’Yl30VVj+’Y13]XjVVj+E;”Y(3)2+u(3)j (8)

where, W, is the high commitment work system of the enterprise /. v, is the
influence of supportive organizational climate on employee turnover intention,
B ; is the mediating effect of job embedding on employee turnover intention,
y;, represents the moderating effect of the interaction between supportive or-
ganizational climate and high commitment work system on employee turnover

intention.

4.2. Estimation Results

According to the regression model in 4.1, this paper uses Mplus for regression
analysis, and the cross-level regression estimation results are shown in Table 6.
First of all, the fitting indexes of model 1 are x*/df = 2.87, RMSEA = 0.078, CFI =
0.627, intra-group SRMR = 0.005, inter-group SRMR = 0.052. The results show
that the data fit model 1 well. It can be seen from the regression results that
supportive organizational climate has a significant negative effect on turnover
intention (—0.719, P < 0.01), which indicates that hypothesis 1 is supported.

Secondly, the fitting indexes of model 2 are x*/df = 1.56, RMSEA = 0.043, CFI =
0.953, intra-group SRMR = 0.032, inter-group SRMR = 0.060. The results show
that the data fit model 2 well. As can be seen from Table 6, supportive organiza-
tional climate has a significant negative effect on turnover intention (-0.181, P <
0.05) and has a significant positive effect on job embedding (0.651, P < 0.01), and
job embedding has a significant negative effect on turnover intention (-0.791, P<
0.01). This result indicates that hypothesis 2 is supported and that job embedding
plays a cross-level partial mediating role between supportive organizational cli-
mate and turnover intention.

Third, the fitting indexes of model 3 are x*/df = 2.24, RMSEA = 0.064, CFI =
0.843, intra-group SRMR = 0.031, inter-group SRMR = 0.087. The results show
that the data fit model 3 well. As Table 6, supportive organizational climate has
a significant negative effect on turnover intention (-0.717, P < 0.01), and the
cross-level interaction between supportive organizational climate and high-com-
mitment work system has a significant negative effect on turnover intention
(-0.278, P < 0.01), indicating that hypothesis 3 is supported. It also shows that
high commitment work system plays a cross-level moderating role between sup-
portive organizational climate and turnover intention.

As for the control variables, the regression results show that, at the organiza-
tional level, company size is significantly correlated with turnover intention.
Among them, the employee turnover intention in enterprises with less than 500
employees is significantly higher than that of other enterprises. Among them,
job embedding of employees in state-owned enterprises is significantly higher
than that of other types of enterprises. At the employee level, age, education
level and working years are not significantly correlated with turnover intention.

On the one hand, the reason for the result is due to the problem of variable
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Table 6. The cross-level regression results.

Turnover intention Job embedding

Modle1l Modle2 Modle 3 Modle 2 Modle 3

Organizational level
Supportive organizational climate —0.719*** —0.181** —0.717*** 0.651*** 0.652***
High commitment work system —-0.142

Supportive organizational

climate*High commitment work —0.278***
system
Industry control  control  control control control
Unit type®
Foreign and joint venture 0079  —0.061 0060 —0.144 —0.146
enterprises
Private and private enterprises 0.092 -0.037 0.079 -0.124 -0.126
State-owned enterprises -0.310 0.188 -0.262  0.615%** 0.616***
Size®
100 - 300 0.274 0.060 0.346*  -0.208 -0.205
301 - 500 0.271 0.031 0.441* -0.335 -0.332
501 - 1000 -0.107 -0.124 0.071 -0.065 -0.062
1000+ 0.124 0.112 0.153 -0.028 -0.028
Employee level
Job embedding —0.791%** —0.793***
Gender -0.021 -0.029 —-0.008
Age 0.075 0.084 0.087
Spouse status* -0.207  -0.095  -0.092
Education level®
Undergraduate -0.040 —-0.028  —0.032
Master 0.049 -0.072 -0.053
Doctor 0.006 -0.012 -0.044
Working years -0.062  -0.006  —0.054

Note: a. Take other unit types as reference group; b. less than 100 employees as reference
group; c. non-spouse as the reference group; d. junior college and below as the reference

group. ***, ** and * in the table represent significant at the level of 1%, 5% and 10% re-
spectively.

measurement. For example, the variables of age and working years are measured
in segments, ignoring the differences within groups. On the other hand, due to

the composition of the samples, the samples in this paper are characterized by
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high education, low age and junior seniority. For example, among the respon-
dents, 92.79% of employees is under 40 years old, 84.92% of employees is with
master’s degree or above, and 76.72% are less than 6 years of service. These sam-
ple characteristics may result in insignificant estimation results of relevant va-

riables.

4.3. The Results Discussed

Based on the regression results, this paper discusses in detail. First, this paper
find that supportive organizational climate have a significant cross-level negative
effect on employee turnover intention, this also shows when company build a
kind of supportive organizational climate for employees, it can significantly re-
duce the idea of employee who wants to leave the company, and then avoid them
leave. As so far, there is no empirical study conducted on supportive organiza-
tional climate as a dependent variable of turnover intention. Based on the orga-
nizational support theory, the results obtained in this paper well support hypo-
thesis 1 and enrich the research on turnover model.

Secondly, the results in this paper show that job embedding plays a cross-level
mediating role between supportive organizational climate and employee turno-
ver intention. The conclusion shows that, when the enterprise can ensure em-
ployees contributions, and provide support and help in the work, employees will
also be able to feel the concern and support from the organization, thus they are
willing to embedded in the current work and organization, and hope that through
hard work in return for organization, they will stay and continue to work in the
enterprises. Although job embedding can predict employee turnover better than
job satisfaction and organizational commitment, it is rare to study employee
turnover intention using job embedding as a mediator. Especially, the cross-level
mediating effect of job embedding as supportive organizational climate and em-
ployee turnover intention has not yet emerged. Therefore, the conclusion of this
paper has enriched the research of cross-level regression model.

Finally, the result is that high commitment work system plays a cross-level
moderating role between supportive organizational climate and employee turn-
over intention. And the level of high commitment work system of the enterprise
is higher, supportive organizational climate has a stronger negative effect on em-
ployee turnover intention. That is, the more it can reduce the turnover intention
of employee. In the new era, high salary is no longer the only tool to retain em-
ployees, while the enterprise can provide employees with development prospects,
material satisfaction and spiritual encouragement, which can also become an
important weapon to reduce the turnover of employee. High commitment work
system can precisely meet these needs. Therefore, the implementation level of
high commitment work system of enterprises is high, which indicates that the
material security and spiritual satisfaction they provide to employees can be
deeply rooted in the hearts of employee. When the supportive organization cli-
mate of enterprises is good, the high level of high commitment work system can

significantly reduce employee turnover intention.
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5. The Research Conclusion

Based on the matching survey data of 50 human resource managers and 305 em-
ployees in Chinese enterprises, this paper adopts a cross-level regression model
to test the effect of supportive organizational climate on turnover intention at
the employee level and its mechanism. And the research conclusions are as fol-
lows. First, supportive organizational climate can significantly reduce employees
turnover intention, and job embedding plays a cross-level partially mediating
role between them. When the enterprise builds a healthy positive work climate
for employees, and provides them with a safe type supportive organizational cli-
mate, employees psychologically feel the support of the enterprise, thus to form
a more emotional commitment, more deeply embedded in the current work of
the department or organization, connect with colleagues, to achieve the goal of
the enterprise and make efforts together, thus reducing the idea of leaving, and
willing to remain in the current organization.

Second, high commitment work system plays a cross-level moderating role be-
tween supportive organizational climate and employee turnover intention. If the
enterprise can provide employee with human resource management practices
such as training, internal promotion opportunities, stock rights or dividends,
and consider employees’ opinions and avoid firing them easily, the negative
impact of supportive organizational climate on employee turnover intention will
be strengthened. Therefore, in order to retain employees, enterprises should not
only provide a supportive organizational climate to meet their needs, but also
need to meet their material and spiritual expectations, and try to meet their var-
ious needs to stay in the enterprise.

This paper makes some suggestions for managers. First of all, enterprises should
be committed to creating a good supportive organizational climate for employees.
Managers must always pay attention to the working status of employees, under-
stand their working and living conditions, try to support them at work and ac-
knowledge their contributions to the enterprise. Secondly, enterprises should ac-
tively implement high commitment work system. Especially human resource de-
partments should carefully plan for the enterprise system. Because a complete set
of human resource management practice is not only to develop compensation
according to the performance or productivity level of employees, should also be
from benefits, such as social security and paid vacation, equity share out bonus
material aspects, such as to satisfy the basic living needs of the employees, as re-
gards the spirit. For example, internal promotion opportunities and rewarding
voice behavior provide employees with a vision of development prospects. It can
make the enterprise not only improve the system of choose and employ persons,
the standard management system, and can also make contributions to normative
development of domestic enterprises, the most important is the ability to work
through high commitment work system, significantly reducing staff in the idea
of retaining talents for the enterprise, enhance competitiveness and achieve the

company under the new economic situation better and faster development.
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Although this paper establishes a cross-level research model of supportive or-
ganizational climate and employee turnover intention, and testes its influence
relationship and mechanism through empirical analysis, which enriches the re-
search on turnover model and provided management enlightenment for enter-
prises, there are still some limitations in this paper. This is mainly reflected in
the under representation of sample size. In the sample data, although the loca-
tion of the company covers nearly 20 cities in China, due to the limitation of
collection cost and human connections, the sample size of the company in each
city is very small, and the company in all industry categories in one city cannot
be included. In addition, there are a large number of young, highly educated and
junior employees in the sample, which may lead to a slight deviation between the
filling information and the actual situation of the company due to the fact that
the general employees are new employees. Therefore, the data sample size needs
to be expanded in future studies. Finally, the investigation time in this paper is
short and the regression method is single. Long-term data and other methods

can be considered for further analysis in the future.
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