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Abstract

This study aimed to adapt and validate the Organizational Embeddedness (OE) scale for
Chinese hotels. An expert validation was carried out to evaluate the content validity, and a
guestionnaire was utilized to collect quantitative data from 132 frontline hotel employees in
order to assess the content validity, construct validity, and reliability. The adapted scale
demonstrated good content validity, and exploratory factor analysis revealed three factors:
"Link," "Sacrifice," and "Fit," explaining 83.26% of the variance. The analysis confirmed high
internal consistency, 0.931. The adapted OE scale exhibited good construct validity and
reliability, making it a valuable tool for assessing employee engagement and commitment in
Chinese hotels. The findings contribute to the existing literature on organizational
embeddedness and offer practical implications for enhancing employee engagement in
Chinese hotels.

Keywords: Organizational Embeddedness, Frontline Employees, Chinese Hotel, Validity,
Reliability

Introduction

The issue of "high turnover" poses significant challenges to hotel management in China (Wen
et al., 2020). Organizational embeddedness plays a significant role in understanding the
factors that influence employee retention within an organization (Mitchell et al., 2001). The
concept of organizational embeddedness (OE) highlights how individuals become deeply
interconnected with organizations, primarily driven by a diverse range of links, investments,
and evaluations. These elements intertwine to create a complex web of compelling factors
that keep individuals engaged and connected to the organization (Mitchell et al., 2001;
Peltokorpi et al., 2015).
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The importance of organizational embeddedness has been emphasized in recent
literature on organizational behavior, as it explains variations in critical work outcomes such
as turnover, affective commitment, citizenship behavior, and task performance (Owusu-
Ansah, et al.,, 2022; Yu et al, 2020). However, the investigation of organizational
embeddedness in localization studies faces certain limitations. Research has examined the
influence of cultural factors on organizational embeddedness(OE), indicating that diverse
cultures interpret and apply the components of OE, such as fit and sacrifice, differently
(Ramesh & Gelfand, 2010). The original conceptualization and research on job embeddedness
by Mitchell et al. were primarily based on a Western cultural background. Given the
disparities in cultural backgrounds, individual behaviors, thought processes, and values, it
becomes necessary to examine the suitability of the organizational embeddedness concept
and its content structure for Chinese enterprises within the context of China's national
conditions. Consequently, localized research on organizational embeddedness becomes
imperative.

In any field of research, developing and validating a measurement scale is considered a
crucial step (DeVellis, 2016). However, Chinese scholars predominantly rely on the
organizational embeddedness scales developed by Mitchell and Crossly, which do not account
for Chinese cultural characteristics. Furthermore, while organizational embeddedness scales
that consider Chinese cultural aspects for the new generation of farmers (Ting-ang & Wen-
qguan, 2013; Yunchuan & Yi, 2014), these scales have not been validated for use in the hotel
industry. Hence, this study aims to utilize Chinese-specific scales and improve existing mature
scales to create a measurement scale specifically tailored to evaluate organizational
embeddedness among Chinese hotel employees.

Literature Review

Organizational Embeddedness

The theory of "job embeddedness" explains the factors that motivate employees to join an
organization (Holtom et al., 2006; Mitchell et al., 2001). It consists of two dimensions:
organizational embeddedness and community embeddedness. However, in the Chinese
context, the lack of employee migration can be attributed to the influence of national
concepts and the cultural value of stability. Chinese individuals who own a house within a
community experience a relatively stable living environment, which provides them with a
sense of stability and belonging, even without strong community ties. Consequently, the role
of community in facilitating work integration for Chinese employees is somewhat diminished.
Additionally, it should be noted that the community system in China is still developing, and
the concept of community embeddedness may not be applicable. Therefore, this study
focuses on analyzing organizational factors rather than community factors in the Chinese
context.

Organizational Embeddedness (OE) refers to the factors that keep employees in their
current jobs (Mitchell et al., 2001; Ng & Feldman, 2007). It consists of three components: fit,
links, and sacrifice (Mitchell et al., 2001). "Fit" relates to how well an employee's values and
abilities align with the organization's culture and demands (Ng et al., 2023). "Links" involve
the employee's social connections with colleagues and involvement in workplace activities
(Ng et al., 2023). When employees leave an organization, they face certain costs, known as
"sacrifices," which include the things they would give up by switching to another job (Ng et
al., 2023).
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Measurement for Organizational Embeddedness

Initially, Mitchell et al (2001) developed measurement items for organizational
embeddedness, consisting of three dimensions: fit, links, and sacrifices. Later, Holtom et al
(2006) refined the scale, creating a shorter version with 9 items (Ampofo, Owusu-Ansah, et
al., 2022; Mitchell et al., 2001). Additionally, perceived organizational embeddedness is a
complex cognitive process influenced by individual factors that vary among employees
(Crossley et al., 2007). To account for this, Crossley et al (2007) introduced a global measure
of organizational embeddedness. Currently, there are two main approaches for assessing
organizational embeddedness: a global perceptual measure (Crossley et al., 2007; Ng, 2016),
and a measurement of the three dimensions (Holtom et al., 2006; Mitchell et al., 2001). Both
scales have been validated and demonstrated reliability and validity through empirical studies
(Ampofo & Karatepe, 2022; Muehlhausen et al., 2023; Ng, 2016; Zhang et al., 2012).

In this study, the focus is primarily on measuring organizational embeddedness through
multiple dimensions. Although scales targeting migrant workers in the Chinese cultural
context have been developed (Yunchuan & Yi, 2014), there is a lack of validated scales
specifically designed for employees in the Chinese hotel industry, taking into account Chinese
cultural characteristics.

By developing a multi-dimensional assessment scale for organizational embeddedness,
future researchers can empirically examine the status of different dimensions of
embeddedness among hotel employees and understand the influence of these dimensions
on factors such as turnover intention. Ultimately, this knowledge can contribute to identifying
strategies and interventions that enhance organizational embeddedness and effectively
reduce employee turnover (Chan et al.,, 2019), which is significant importance in China's
hotel industry.

Methods

Population and Sampling

This study specifically focused on frontline employees working in star-rated hotels in China.
Star-rated hotels are significant within the hospitality industry due to their adherence to
standardized operational practices. A common guideline suggests that the sample size should
be at least 10 times the highest number of links directed at any latent variable in either the
inner or outer model (Goodhue et al., 2012). In this study, each construct had 3 to 5 indicators,
resulting in the estimation of 6 to 10 parameters. Following the recommended ratio of a
sample size to estimated parameters of 10:1, a sample size of 60 to 100 responses was
considered sufficient.

Using a convenient sampling method, this research selected a hotel management college
from universities in China, where students are employed in various star-rated hotels
nationwide. The researcher contacted the college administrator, explained the research plan,
and assured the confidentiality of graduate information. With the school's permission, the
researcher obtained email addresses of 400 graduates working in hotels. The questionnaire
and instructions were sent to the respondents via email. Ultimately, 132 valid questionnaires
were collected. The data collected from these respondents played a vital role in identifying
potential issues and errors in the questions, allowing for necessary adjustments to ensure
more accurate and meaningful data.

Scale Construction
This study used a three-dimensional scale from Holtom et al (2006) to measure how
embedded employees feel within an organization. Taking into account Chinese cultural values
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like "face" and "guanxi," the study incorporated the organizational embeddedness scale
developed by YANG Ting-fang (2013) for the new generation of Chinese migrant workers
(Ting-ang & Wen-quan, 2013). Two new items were added: "My colleagues (including
superiors) in the hotel show great respect for me" and "I have good interpersonal
relationships in the hotel." Table 1 provides the specific measurement items for evaluating
fit, links, and sacrifice. Respondents could choose from a scale of 1 = "strongly disagree" to 5
= "strongly agree".

Table 1

Instrument for Organizational Embeddedness

Measures and ltems Adapted/Adopted | Authors

Fit

F1.My job utilizes my skills and talents well. Adopted Holtom et
F2. feel like | am a good match for my | Adopted al.2006, Mitchell
organization. et al.2001

F3.If | stay with my organization, | will be able to | Adopted

achieve most of my goals.

Link

L1. am a member of an effective work group. Adopted Holtom et
L2.I work closely with my co-workers. Adopted al.2006, Mitchell
L3.0n the job, | interact frequently with my work | Adopted et al.2001

group members.

L4.The colleagues (including superiors) in my | Adapted YANG Ting-
hotel respect me very much. fang.2013

L5.1 have good interpersonal relationships in the | Adapted

hotel

Sacrifice

S1.I have a lot of freedom on this job to pursue my | Adopted Holtom et
goals. al.2006, Mitchell
S2.The prospects for continuing employment with | Adopted et al.2001

this organization are excellent

S3.1 would sacrifice a lot if | left this job. Adopted

Methods for Validity and Reliability Analysis

Content validity is a study that determines how effectively each item in a measuring tool
measures the intended concept (Enas Almanasreh et al., 2019; Sirici & MaslakCl, 2020).
Experts are essential in assessing content validity by providing their expertise and opinions
(Almanasreh et al., 2019). To ensure accuracy, an expert validation was conducted, gathering
feedback on item comments, clarity, and quality. The content validity index (CVI) is commonly
used to quantify content validity. It involves expert ratings on a 4-point scale, indicating the
relevance or representativeness of each item. The CVl s calculated by dividing the number of
experts who rated an item as 3 or 4 by the total number of experts, representing the level of
agreement on content validity (Polit et al., 2007).
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Construct validity can be divided into convergent and discriminant validity (Messick,
1989). It refers to how well a test or measurement tool accurately assesses the theoretical
construct it intends to measure (Flake et al., 2022). Factor analysis is commonly used to
evaluate construct validity, considering both convergent and discriminant aspects (Henseler
et al., 2015). Reliability measures how consistently a measurement scale is used to assess
internal consistency (Henseler et al., 2015). It indicates whether all items in a reliability test
measure the same concept (Lechien et al., 2020). In this study, Cronbach's alpha was used as
a measure of internal consistency, with a threshold of 0.7 considered as a good reliability
indicator (Taber, 2018).

Results
Participant Demographics
According to the data presented in Table 2, a total of 132 valid responses were collected from
frontline hotel employees in this study. The gender distribution of the participants indicated
that 62% were female, while 38% were male. Additionally, the age distribution of the
participants showed that the majority fell within the 18-39 age range. In terms of work
experience, the majority of participants had been working in the hotel industry for three years
or less. Moreover, a significant number of the participants were employed in high-star-rated
hotels.
Table 1
Demographic characteristics of frontline employees in hotels (n = 132)
Details N (%)
Gender Male 50 (37.8) Female 82 (62.1)
Age 18-29 years 52 (39.4)
30-39 years 68 (51.5)
>40 years 12 (24.2)
Your hotel level Five-star 48 (36.4) Four-star 46 (34.8)
Three-star 28 (21.2) 1-2 stars 11 (8.3)

How long have lessthan 3 years 63(47.7)
you been working 3-10vyears 49 (37.1)

at the current More than 10 years 20 (15.2)
hotel?

Content Vlidity

The selection of the appropriate number of experts for content validity depends on factors
such as the desired level of expertise, the knowledge range within the panel, and the
methodology employed (Fernandez-Gémez et al.,, 2020). Almanasreh (2019) suggested
involving 5 to 10 experts in the validation process for content validity (E. Almanasreh et al.,
2019). In line with these recommendations, the revised questionnaire was distributed to a
panel of five Chinese scholars who specialize in teaching and conducting research in the field
of hotel management, specifically in the domain of Organizational Embeddedness.
Additionally, two industry experts from the hotel industry were included in the panel (Table
3).

1196



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 13, No. 9, 2023, E-ISSN: 2222-6990 © 2023

Table 3

Panel of Experts

NO. Code Position of Experts

1 El Professor (Hospitality Management), PingDingShan University, China
2 E2 Professor (Hospitality Management), PingDingShan University, China
3 E3 Professor (Tourism Management), Sichuan Tourism College, China

4 E4 Professor (Business Management), Zhengzhou University, China

5 ES Lecturer (Tourism Management), Zhengzhou University, China

6 E6 Human Resources Manager, Five-star hotel, China

7 E7 Front Office Manager, Five-star hotel, China

The items with a CVI slightly lower than .78 (Polit et al., 2007) would be potential candidates
for revision. The Content Validity Index (CVI) for each item was calculated based on
evaluations from seven experts. As indicated in Table 4, all CVI values were within an
acceptable range, indicating that the questionnaire demonstrated good content validity.

Table 4

The CVI of Items

ltems El E2 E3 E4 ES E6 E7 Content Validity
Index (CVI)

F1 4 4 3 3 3 3 3 1

F2 3 4 3 3 3 2 3 0.86

F3 3 4 4 4 3 3 3 1

L1 3 4 3 4 3 4 3 1

L2 3 4 4 4 4 3 4 1

L3 4 4 2 3 3 4 4 0.86

L4 3 4 4 4 4 3 4 1

L5 3 4 2 4 4 3 4 0.86

S1 3 4 3 4 4 3 4 1

S2 3 4 4 4 4 3 4 1

S3 3 4 4 4 4 3 4 1

Construct Validity

The provided data underwent exploratory factor analysis. The Kaiser-Meyer-Olkin (KMO) test
results for OE yielded a satisfactory value of 0.878 (Table 5), indicating adequate sampling
adequacy. Additionally, the Bartlett's test of sphericity showed a highly significant p-value of
0.000***, supporting the presence of intercorrelations among the variables and validating
the appropriateness of the factor analysis. These findings confirm that the factor analysis was
well-suited for the given data.

Table 5
KMO and Bartlett 's Test for OF
Kaiser-Meyer-Olkin Measure of Sampling Adequacy .878
Bartlett's Test of Sphericity ~ Approx.Chi-Square 1211.882
Df 55
Sig .000
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The researchers conducted principal component analysis using varimax rotation and
applied an eigenvalue criterion greater than 1 to extract two factors in OE. These factors
explained a cumulative variance of 78.2%. However, these results deviated from the original
guestionnaire's intention of measuring OE through three dimensions. Upon conducting factor
analysis using SPSS, it was observed that the items pertaining to the "fit" and "link"
dimensions in the original questionnaire merged into a single dimension. This likely occurred
due to the high correlation between the items in these two dimensions, making it challenging
to separate them with an eigenvalue threshold of 1. In factor analysis, it is essential to
consider the amount of variance in the dataset that needs to be explained. Typically,
eigenvalues below 1 are considered as noise (Peng et al., 2019), and factors with eigenvalues
greater than 1 are retained following the widely used criterion introduced by (Kaiser, 1974).
Ivanenko (2004) suggested that during principal component analysis, it is acceptable to
consider eigenvectors with corresponding eigenvalues greater than 0.5 to avoid disregarding
significant factors (lvanenko et al., 2004).

This study recognizes that "fit" and "link" dimensions are distinct and both have
significant impacts on organizational embeddedness (OE). Consequently, the researcher
decided to reduce the eigenvalue threshold to 0.5 during the principal component analysis.
By applying this threshold, the analysis revealed three factors, which aligned with the original
design. Moreover, these three factors exhibited an enhanced cumulative variance explained
of 83.26%. As indicated in Table 6, Factor 1 represents 36.52 percent, Factor 2 contributes
27.463 percent, and Factor 3 contributes 19.292 percent to the overall variance.

Table 6

Results of Total Variance Explained for OE(eigenvalues > 0.5)

COM Initial Eigenvalues Extraction Sums of Rotation Sums of Squared
Squared Loadings Loadings

Total % ofVar Cum% Total %ofVar Cum% Total %ofVar Cum%
1 6.56 59.67 59.67 6.56 59.67 59.67 4.01 36.50 36.50

2 2.03 18.52 78.20 2.03 18.52 78.20 3.02 27.46 63.96
3 .55 5.05 83.25 55 5.05 83.25 2.12 19.29 83.26

Note: Com=Component, Var=Variance, Cum=Cumulative

Table 7 presents the findings of the exploratory factor analysis (EFA) conducted to
evaluate Organizational embeddedness (OE). Three factors were identified and utilized for
the assessment. Factor 1, named "Link," encompassed five items (L1, L2, L3, L4, and L5)
without any suggested relocations. The factor loadings for the "Link" items on Factor 2 were
found to be 0.899, 0.836, 0.804, 0.731, 0.920, and 0.671. These results indicate that the items
"L4. The colleagues (including superiors) in my hotel respect me very much" and "L5. | have
good interpersonal relationships in the hotel," developed by YANG Ting-fang (2013)
specifically for the Chinese context, effectively capture the aspect of "Link" between
employees and the hotel. Factor 2, labeled as "Sacrifice," comprised three items (S1, S2, and
S3) with no recommendations for removal or relocation. These items demonstrated loadings
of 0.885, 0.832, and 0.892 on Factor 2. Similarly, Factor 3, referred to as Factor 1, consisted
of three items associated with "Fit" (F1, F2, and F3), and no changes in item placement were
suggested. The factor loadings for the "Fit" items on Factor 3 were observed to be 0.755,
0.729, and 0.692.
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Table 7
Results of Rotated Component Matrix (OE)
Factorl Factor2 Factor3
F1 .755
F2 729
F3 .692
L1 .899
L2 .836
L3 .804
L4 731
L5 .920
S1 .885
S2 .832
S3 .892

Extraction method: Principal Component Analysis.
Rotation method: Varimax with Kaiser normalization.

a. The rotation has converged after 5 iterations.

The exploratory factor analysis (EFA) revealed that the three factors, namely "Fit,"
"Link," and "Sacrifice," along with their associated items, were deemed satisfactory.
Particularly, the factor "Link" demonstrated the highest explanatory power for boundary-
spanning behavior. Overall, the EFA confirmed the acceptability of all three factors and the
11 associated items, indicating that the Organizational embeddedness scale employed in this
study possesses sound construct validity.

Reliability Analysis

The analysis of reliability revealed that all constructs had alpha (a) values above 0.7, indicating
good internal consistency. This suggests that the survey instrument as a whole is reliable and
satisfactory, as the data shows a high level of reliability. Moreover, since no confusions or
issues were observed with the questionnaire, no modifications were required. The obtained
values further support their reliability and can be confidently utilized.

Table 8

Cronbach 's Alpha of each construct

Construct

Number of items

Cronbach’ alpha

Organizational embeddedness (OE)

Fit
Link
Sacrifice

9

3
3
3

0.931
0.914
0.933
0.905
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Discussion

The findings provide valuable insights into the measurement instrument and its
applicability in the Chinese context. The study employed various analyses, including content
validity, exploratory factor analysis (EFA), and reliability analysis. The content validity
assessment involved expert validation, which confirmed the accuracy and relevance of the
guestionnaire items. The questionnaire demonstrated good content validity, indicating that
it effectively measured the intended construct of OE. EFA was conducted to assess construct
validity. Initially, using a criterion of eigenvalues greater than 1, two factors were extracted.
However, these results were inconsistent with the original design, as the "fit" and "link"
dimensions merged into a single dimension. To address this, the researchers lowered the
eigenvalue threshold to 0.5, revealing three factors that aligned with the original design. The
study's findings are consistent with the research results of Ampofo (2022), which indicate that
the three factors, namely "Link," "Sacrifice," and "Fit," effectively capture various aspects of
OE in hotel industry (Owusu, et al., 2022).

Furthermore, reliability analysis was conducted to evaluate the internal consistency of
the measurement scale. The constructs exhibited high internal consistency, as indicated by
alpha (a) values exceeding 0.7. This suggests that the survey instrument is reliable and
consistent in measuring the intended construct of OE. Overall, the study's findings support
the adaptability of the Organizational Embeddedness Scale to Chinese hotels. The adapted
scale demonstrated good construct validity and reliability. By examining the dimensions of
"Link," "Sacrifice," and "Fit," the scale provides a comprehensive understanding of OE in the
Chinese hotel industry. Overall, the measurement scale developed and validated in this study
provides a reliable tool for assessing organizational embeddedness among Chinese hotel
employees.

Conclusion

This study provides a rigorous examination of the validity and reliability of the adapted
Organizational Embeddedness Scale in Chinese hotels. These results contribute to the existing
literature on organizational embeddedness and its impact on outcomes in the hospitality
sector. By considering the dimensions of fit, link, and sacrifice, organizations can gain insights
into the factors that influence employee retention and develop strategies to enhance
organizational embeddedness, ultimately reducing turnover rates.

The findings support the use of the scale as a valuable tool for measuring and
understanding OE in the Chinese hospitality industry. The findings can inform future research
and serve as a valuable tool for practitioners in understanding and enhancing employee
engagement and commitment within Chinese hotels. However, it is important to
acknowledge the limitations of this study. The research sample consisted of graduates from
a hotel management college, which may limit the generalizability of the findings. Future
studies should consider expanding the sample size and including a more diverse range of hotel
employees. Additionally, further research could explore the predictive validity of the adapted
scale by examining its relationship with other relevant variables in the Chinese hotel context.
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