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Abstract: In today’s knowledge-driven and highly competitive environment, organizations rely increasingly on the creativity and adaptability
of their employees to stay ahead. This study explores how job embeddedness influences innovative work behavior among banking employees in
Malakand, Pakistan. Drawing upon Social Exchange Theory and Conservation of Resources Theory, it argues that employees who feel a strong
organizational fit, maintain meaningful professional and social connections, and perceive higher costs of leaving their jobs are more likely to
engage in innovation. Adopting a quantitative, cross-sectional design, data were gathered from 270 banking employees through structured
questionnaires. The data were analyzed using AMOS Structural Equation Modeling (SEM) to examine hypothesized relationships and overall
model fit. The results indicate that job embeddedness has a significant positive effect on innovative work behavior ( = 0.61, p < 0.001). Among
its dimensions, fit and links emerged as stronger predictors of innovation compared to sacrifice, explaining 47% of the variance in innovative
work behavior. These findings highlight that employees who feel more connected and integrated within their organizations are naturally more
motivated to think creatively and contribute to innovation a factor crucial for maintaining a competitive edge in the financial sector. From
a practical standpoint, the study suggests that HR managers should foster embeddedness through initiatives that strengthen interpersonal
relationships, encourage community engagement, and create meaningful work experiences. The study concludes by emphasizing its theoretical
contributions and calls for further research in semi-urban regions like Malakand, where cultural and contextual dynamics uniquely shape
innovation at work.
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INTRODUCTION
In today’s dynamic and complex environment, organizations are under constant pressure to adopt innovative

strategies that help them maintain a competitive edge. It has been widely observed that job embeddedness plays a
significant role in shaping employee innovative work behavior (Shanker et al., 2017). Modern businesses, especially
in service-oriented sectors such as banking, rely heavily on employee-driven innovation to ensure adaptability and
long-term sustainability.

In the context of Pakistan, the banking sector has experienced major changes driven by digitalization, fintech
integration, and government-led policy reforms. However, semi-urban regions such as Malakand still struggle
with challenges like limited access to technology, cultural resistance to change, and insufficient skill development
opportunities. Because of these barriers, employee innovative work behavior (IWB) becomes a decisive factor in
helping banks remain competitive and responsive to evolving customer expectations.

Job Embeddedness (JE), as defined by Mitchell et al. (2001), refers to the collection of forces that connect
employees to their jobs and communities. It provides an insightful framework to understand why employees stay
with their organizations and how that sense of attachment translates into workplace innovation. Research has shown
that employees who are deeply embedded in their jobs tend to show lower turnover intentions and higher creativity
levels (Haider et al., 2020; Gautam & Gautam, 2024). However, despite increasing global recognition of this
relationship, limited research in Pakistan particularly in less-developed regions explores how job embeddedness
contributes to innovation. This gap presents a meaningful opportunity for both scholars and practitioners to
investigate this dynamic in more localized settings.
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The banking sector is often described as the backbone of economic growth and financial stability in any nation.
Over the past two decades, Pakistan’s banking industry has rapidly evolved under the influence of globalization,
digital transformation, regulatory shifts, and mounting competition from both domestic and international players.
These developments have compelled banks to consistently improve service quality, introduce innovative financial
products, and adapt to the fast-changing needs of customers (Nawaz & Amin, 2024; Bashir & Arif, 2024). As a
result, bank employees are increasingly expected to display creativity, adaptability, and proactive thinking that fuel
organizational innovation and sustainability (Gautam & Gautam, 2024).

Innovation itself goes beyond simply introducing new technologies or products it is equally about enhancing
existing processes and cultivating a mindset that supports continuous improvement. On a micro level, this process
is heavily influenced by employees’ creative and innovative behaviors, rather than by policies alone. Prior studies
indicate that innovation is shaped by multiple factors such as ongoing process improvements, employee creativity,
and the organization’s capacity to transform new ideas into tangible performance outcomes (Dahiya & Raghuvanshi,
2022; de Jong & den Hartog, 2010). Consequently, organizations must strategically convert innovation into a
sustainable competitive advantage (Anning-Dorson & Nyamekye, 2020). This view aligns with the argument that
fostering a culture of innovation is not optional it’s a survival strategy (Dos-Santos, 2021).

However, the situation in semi-urban areas such as Malakand paints a different picture. Despite national-level
advancements in banking technologies, many institutions in this region operate within constraints like poor infras-
tructure, lower digital literacy, and strong cultural traditions that favor face-to-face banking interactions. Employees
in such environments often find themselves navigating a delicate balance maintaining traditional relationship-based
service while also adapting to the digital expectations of modern customers. This dual responsibility requires
employees to exhibit high levels of innovative work behavior, such as generating and implementing new ideas that
improve operational efficiency and service delivery (Hafeez, Um-e-Rubbab, & Qureshi, 2025; Dawn, 2024).

From a human resource perspective, job embeddedness becomes an essential factor that nurtures such innovation.
The concept captures how employees’ connections with their organizations, communities, and colleagues influence
their motivation and creativity. Job embeddedness consists of three dimensions: fit (how well employees align with
their organization and environment), links (their formal and informal relationships), and sacrifice (what they would
lose by leaving their job). When employees feel deeply connected across these dimensions, they are more likely to
dedicate time and effort to creative problem-solving and innovative activities (Bibi & Jadoon, 2018; Haider et al.,
2020; Gautam & Gautam, 2024).

Despite the growing recognition of innovation’s role in organizational performance, much of the research in
Pakistan’s banking sector still focuses on traditional outcomes such as job satisfaction, commitment, or turnover
intention. Very few studies have empirically examined how job embeddedness promotes innovative work behavior,
especially in under-researched areas like Malakand. Understanding this relationship has both theoretical and
practical significance. Theoretically, it extends the conversation on how contextual factors such as culture and
community ties influence workplace innovation. Practically, it offers valuable guidance for bank managers seeking
strategies to retain talented employees while stimulating innovation at the local level (Hafeez et al., 2025; Nawaz et
al., 2024).

From a personal analytical standpoint, exploring this topic in Malakand feels particularly relevant because
it captures the intersection of human behavior, culture, and technology. Unlike large cities where innovation
is often driven by competition and resources, regions like Malakand depend more on human connectivity and
commitment. Employees’ emotional and social attachment to their workplace can become the real engine of
innovation sometimes more powerful than material incentives or digital systems. However, one limitation worth
noting is that job embeddedness may not automatically lead to innovation if the organizational climate lacks
openness or risk tolerance. Future studies should, therefore, consider moderating factors such as leadership style,
organizational culture, and psychological safety.

In conclusion, investigating the effect of job embeddedness on innovative work behavior among banking
employees in Malakand can provide both academic insights and managerial implications. It will not only expand
the understanding of how employees’ connectedness drives creativity but also offer practical guidance for banks in
semi-urban regions striving to adapt to technological and cultural transitions. Future research may explore how
digital training, inclusive leadership, and community engagement can further enhance this relationship. Ultimately,
innovation in such regions will depend not just on technology but on people their attachment, motivation, and
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willingness to create positive change within their organizations (Bashir et al., 2024; Dawn, 2024).

Research Gap: Limited Studies in Malakand/Pakistani Context
While research on job embeddedness and innovative work behavior (IWB) has received growing attention across

the globe, there remains a noticeable gap in empirical studies within the Pakistani banking sector—particularly
in less developed regions such as Malakand, Khyber Pakhtunkhwa (KP). Most existing research in Pakistan has
focused on major metropolitan centers like Karachi, Lahore, and Islamabad, where banking institutions benefit from
advanced technological infrastructure, well-structured management systems, and a culture more open to innovation
(Bashir, Ashraf, & Arif, 2024).

In contrast, Malakand represents a distinctly different socio-economic setting. It combines semi-urban charac-
teristics with cultural conservatism, limited access to cutting-edge technologies, and a still-developing banking
infrastructure. These conditions create an environment where employee innovation may depend less on resources
and more on interpersonal relationships, emotional attachment, and intrinsic motivation. Despite the region’s
growing exposure to digital banking, there is little empirical evidence explaining how job embeddedness shapes
employees’ innovative behaviors in such contexts. This lack of localized data represents not just a research gap, but
also a missed opportunity to understand how human attachment and workplace culture interact to drive innovation
in under-researched areas of Pakistan.

This study, therefore, seeks to fill that void by providing region-specific insights into the relationship between
job embeddedness and innovative work behavior in the banking institutions of Malakand. By focusing on a
semi-urban, developing region, the research intends to highlight how the social and cultural context influences
employees’ motivation to innovate. Furthermore, it aims to uncover how employees’ emotional connection to their
organization—rooted in local cultural norms—can become a key driver for creativity and problem-solving within
the workplace.

From a broader perspective, exploring this topic also carries practical significance. Understanding the interplay
between job embeddedness and innovation can help local banks improve employee retention, morale, and adapt-
ability. It may also assist policymakers and human resource practitioners in designing strategies that are culturally
sensitive yet innovation-oriented. Given that Pakistan’s smaller regions often lag behind in digital transformation
and training initiatives, such findings could inform more inclusive approaches to workforce development.

Objectives of the Study
The objectives of the study are as follows:

1. To examine the relationship between job embeddedness and innovative work behavior among employees working
in the banking sector of Malakand, Pakistan.
2. To analyze the extent to which the three dimensions of job embeddedness—fit, links, and sacrifice contribute to
innovative work behavior within this regional context.
3. To provide empirical evidence from Malakand that enriches the existing body of knowledge on employee
behavior and innovation in Pakistan’s banking industry.
4. To suggest practical implications for bank managers, particularly those in semi-urban regions, aimed at enhancing
innovation through employee retention and engagement strategies.

LITERATURE REVIEW
Job Embeddedness and Innovative Work Behavior

Job embeddedness (JE) is a multidimensional concept encompassing three key components: fit, links, and
sacrifice (Mitchell et al., 2001). Fit refers to how well an employee’s values, abilities, and goals align with
those of the organization. Links capture the web of social and professional connections that tie an individual to
their workplace and community, while sacrifice represents the perceived cost—emotional, social, or material—of
leaving the organization. Collectively, these dimensions shape an employee’s decision to remain and contribute
meaningfully to their workplace. When employees experience high levels of embeddedness, they are not only
less likely to leave but also more inclined to engage in creative and innovative work behaviors. Prior studies
have consistently reported a positive association between job embeddedness and innovative work behavior (Ng &
Feldman, 2013; Wheeler et al., 2012; Susomrith & Amankwaa, 2019).
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Innovative Work Behavior (IWB), as defined by Janssen (2000), involves the intentional generation, promotion,
and implementation of new ideas aimed at improving organizational performance. Such behaviors play a crucial
role in ensuring a firm’s adaptability and renewal in a competitive environment (Wahyono & Hutahayan, 2021).
However, within Pakistan—particularly in semi-urban regions—the exploration of IWB in banking institutions
remains limited. This scarcity of localized empirical evidence underscores the significance of this study, which
seeks to bridge the gap by examining how job embeddedness shapes innovation among banking employees in
Malakand.

The origins of job embeddedness lie in the literature on voluntary turnover, where it was initially conceptualized
as a framework explaining why employees choose to stay rather than leave (Mitchell et al., 2001). In a HRM context,
job embeddedness can be understood as the degree to which an employee perceives themselves as connected to
various aspects of their job and environment that make leaving costly or undesirable. This construct is typically
divided into two subcategories: off-the-job embeddedness and on-the-job embeddedness.

On-the-job embeddedness reflects internal, work-related factors—employees’ perceptions of fit within their
organizations, the quality of relationships with coworkers, and their access to professional growth opportunities. Ng
and Feldman (2013) found that employees with high on-the-job embeddedness were more enthusiastic in sharing
and implementing new ideas. Similarly, when employees feel psychologically secure and connected within their
workplace, they tend to promote innovation more effectively (Ng & Feldman, 2010).

Off-the-job embeddedness, on the other hand, focuses on external influences such as community ties, family
connections, and social belonging (Morales-Sánchez & Pasamar, 2019; Jiang et al., 2012). Employees deeply
embedded in their local environments often display stronger job commitment and higher overall performance (Ng
& Feldman, 2013; Wheeler et al., 2012). This suggests that employees’ social contexts beyond the workplace
can indirectly support organizational innovation. For example, in semi-urban areas like Malakand, where social
networks and community values play a strong role, off-the-job embeddedness may act as a silent yet powerful force
driving loyalty and creativity among banking staff.

Earlier studies have also established that both forms of embeddedness internal and external significantly impact
employees’ willingness to innovate (Wheeler et al., 2012; Feldman et al., 2012). However, one limitation in the
existing literature is the lack of attention to how these two types interact. Do strong community ties amplify or
hinder workplace innovation? In developing regions, the answer may depend on the alignment between local
cultural norms and organizational innovation goals.

According to Lee et al. (2004) and Mitchell et al. (2001), the forces that embed employees operate through fit,
links, and sacrifice across both job and community spheres. Mitchell et al. (2001, p. 1104) define links as “formal
or informal connections between a person and institutions or other people.” These links may be professional—such
as ties with supervisors, teams, or mentors—or personal, such as friendships, family relationships, or participation
in community organizations. The more extensive and meaningful these links become, the more likely an employee
is to feel embedded within the organization.

Fit, meanwhile, captures the sense of alignment an employee experiences with their role, organization, and
community. When employees perceive a strong match between their skills and job demands, or when their personal
values mirror the organizational culture, their embeddedness naturally deepens (Lee et al., 2004). This psychological
harmony not only enhances retention but also boosts intrinsic motivation to innovate. For instance, in Pakistan’s
banking context, employees who identify with their institution’s mission—such as promoting financial inclusion or
supporting local entrepreneurs—are more likely to propose creative service models or process improvements.

Lastly, sacrifice represents the perceived cost of breaking these ties—both professional and personal. Leaving
an organization may mean losing benefits, friendships, or a sense of purpose. Thus, the higher the perceived
sacrifice, the stronger the tendency to stay and invest energy in contributing constructively. From a managerial
perspective, fostering job embeddedness can be seen as a long-term retention and innovation strategy. However,
it is important to note that excessive embeddedness might also discourage mobility or fresh thinking, leading to
stagnation—a limitation that future studies should consider.

Overall, job embeddedness offers a valuable theoretical lens to understand how employees’ social and psycho-
logical connections influence their innovative behaviors. Especially in developing economies like Pakistan, where
cultural and relational factors strongly shape work attitudes, understanding this dynamic can help organizations de-
sign human resource policies that not only retain talent but also stimulate innovation through connection, belonging,

46



Din, M. & Khan, F. - Effect of Job embeddedness on Innovative work behavior among banking sectorp...

and purpose.
Job embeddedness (JE) increases when employees feel that they fit well within both their organization and their

surrounding community. This sense of compatibility extends beyond the workplace employees who find alignment
with their local environment, neighbors, and lifestyle tend to feel more rooted and satisfied in their roles. The third
dimension of JE, known as sacrifice, refers to the perceived financial, social, or psychological losses associated
with leaving one’s job (Mitchell et al., 2001). These sacrifices may include giving up attractive pay, benefits, or
professional status, as well as personal conveniences such as a short commute or access to good childcare facilities.
Essentially, the more substantial these material and emotional losses appear, the stronger an employee’s attachment
to the organization becomes.

Several studies conducted outside the United States have consistently shown that job embeddedness positively
influences innovative work behavior (IWB), suggesting that this relationship transcends cultural boundaries. For
instance, Ng and Feldman (2010) found that JE was significantly associated with IWB among U.S. employees,
indicating that embedded workers are more inclined to engage in creative and proactive behaviors. Supporting this,
Haider and Akbar (2017) discovered a similar relationship between on-the-job embeddedness (On-JE) and IWB
among permanent employees in Pakistan’s auto-manufacturing sector. Likewise, Rafiq (2019) reported comparable
findings in media organizations in China, while Susomrith and Amankwaa (2019) revealed that both On-JE and
off-the-job embeddedness (Off-JE) positively predicted IWB among SME employees in Thailand.

These findings collectively suggest that embedded employees those with stronger links to their organization
and community tend to display higher levels of creativity and innovation. Their deep connection enables them
to evaluate compatibility with their jobs, foster meaningful relationships, and assess the potential personal losses
associated with leaving their positions. As a result, they become more committed to problem-solving and continuous
improvement.

Moreover, research by Ampofo et al. (2018) expanded this understanding by exploring the link between JE, life
satisfaction, and innovative work behavior. Their study revealed that JE had a positive relationship with employees’
life satisfaction and that IWB acted as a mediator between organizational embeddedness and life satisfaction among
employees working in major metropolitan centers in South Africa. This finding highlights an interesting perspective:
employees who feel embedded not only perform better but also experience higher well-being a factor that may
further reinforce their creative engagement at work.

Building on this body of research, recent scholars (Susomrith & Amankwaa, 2019; Haider & Akbar, 2017) have
called for studies exploring the JE–IWB relationship in new contexts and industries. Responding to this call, the
present study examines this relationship within the Pakistani banking sector, particularly in semi-urban areas like
Malakand. Such an exploration offers distinct insights by extending existing knowledge into a region characterized
by cultural conservatism, emerging digital transformation, and limited innovation infrastructure.

Innovation, at its core, is not confined to developing new products or technologies it also involves improving
existing processes, systems, and services. It is shaped largely by micro-level factors such as employees’ creative
and innovative behavior rather than by organizational policies alone. Prior studies emphasize that innovation is
driven by continuous process improvement, individual creativity, and the collective capacity to transform new
ideas into enhanced business performance (Dahiya & Raghuvanshi, 2022; de Jong & den Hartog, 2010). When
effectively nurtured, innovation becomes a sustainable competitive advantage (Anning-Dorson & Nyamekye, 2020),
and fostering an innovative climate is now viewed as essential for maintaining competitiveness in today’s rapidly
changing environment (Dos-Santos, 2021).

In this context, the current study seeks to analyze organizational innovation behavior specifically employees’
innovative work behavior (IWB) and its relationship with predictors such as job embeddedness (JE) and workplace
support (WS). The inclusion of these context-based mediators acknowledges that innovation does not occur in
isolation; rather, it emerges from a supportive environment that values connection, collaboration, and stability.

Although Pakistani research on this topic remains limited, the few existing studies point toward encouraging
patterns. For instance, Haider et al. (2020) identified positive behavioral outcomes such as innovation and reduced
turnover intentions linked to JE, while other works in banking and finance (Nawaz et al., 2024; Bashir et al.,
2024) emphasized how employee retention strategies grounded in embeddedness can enhance innovation outcomes.
A small yet meaningful segment of literature also explores mediating mechanisms including learning culture,
leadership support, and social capital that strengthen the link between JE and IWB (Bibi & Jadoon, 2018; Hafeez et
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al., 2025).

However, a notable gap persists: there is a lack of region-specific studies focusing on semi-urban contexts like
Malakand. Such areas differ substantially from urban centers in terms of infrastructure, cultural values, and access
to resources. This study, therefore, aims to bridge that gap by providing localized evidence and offering insights
into how embeddedness can drive innovation even in resource-constrained environments.

From an analytical viewpoint, exploring this topic in Malakand is particularly relevant because it reflects
how human and community factors shape innovation at the grassroots level. Employees’ attachment to their
organizations influenced by social relationships and shared cultural values could act as a powerful motivator for
innovation. However, one must also recognize possible limitations: high embeddedness could, in some cases, lead
to complacency if not complemented by supportive leadership and an open culture that encourages risk-taking.
Hence, future research should examine how leadership style, training, and organizational climate interact with job
embeddedness to sustain innovative behavior in diverse contexts.

Theoretical Framework

Two complementary theories help explain why job embeddedness should influence innovative work behavior:

• Social Exchange Theory (SET): Social Exchange Theory (SET) explains workplace relationships as mutual
exchange processes in which positive treatment from the employer such as support, trust, or inclusion
generates reciprocal positive behaviors from employees (Blau, 1964). When employees perceive a strong
sense of fit and links, both key components of job embeddedness, they are more likely to feel emotionally
invested in their organization. This emotional connection fosters a sense of obligation to give back through
discretionary efforts, including innovative work behavior (IWB). For example, an employee who feels
valued and supported may be more willing to share creative ideas or take initiative in implementing process
improvements. In this sense, job embeddedness creates a reciprocal norm employees respond to organizational
care with greater engagement and innovation. However, this reciprocity may weaken in unsupportive
environments where trust and recognition are lacking, highlighting the importance of consistent organizational
support in sustaining innovation.

• Conservation of Resources (COR) Theory: The Conservation of Resources (COR) Theory (Hobfoll, 1989)
emphasizes that individuals are motivated to acquire, maintain, and protect valuable resources such as time,
energy, and social networks. Job embeddedness represents an accumulation of such resources including
social capital, job stability, and professional recognition. Employees who are well-embedded tend to feel
more secure and confident, enabling them to take calculated risks, experiment with new ideas, and contribute
to innovation without fearing resource loss. In contrast, employees with low embeddedness may focus on
preserving their limited resources, becoming less inclined to engage in innovative activities that involve
uncertainty or potential failure. Therefore, high job embeddedness not only provides the psychological safety
needed for innovation but also equips employees with the practical resources networks, time, and support to
sustain it.

Figure 1: Conceptual framework showing the relationship between Job Embeddedness and Innovative Work Behavior.
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Figure 2: Grapgh showing relationship between Job Embeddedness and Innovative Work Behavior

Research Hypotheses
H1: Job embeddedness has a significant positive effect on innovative work behavior among banking sector

employees in Malakand, Pakistan.
H2a: The fit dimension of job embeddedness has a significant positive effect on innovative work behavior.
H2b: The links dimension of job embeddedness has a significant positive effect on innovative work behavior.
H2c: The sacrifice dimension of job embeddedness has a significant positive effect on innovative work behavior.

METHODOLOGY
Research Design
Data Collection and Respondents

This study employs a quantitative, explanatory, and cross-sectional research design to explore how Job
Embeddedness (JE) influences Innovative Work Behavior (IWB) among employees in the banking sector of
Malakand, Pakistan. The explanatory approach seeks to uncover causal links between these variables rather than
merely describing their association. A survey-based method was chosen for primary data collection, as it enables the
quantification of employees’ attitudes, perceptions, and behavioral tendencies within a sizable sample—ensuring
both reliability and generalizability of findings. The research design is cross-sectional, meaning data were collected
at a single point in time to capture current behavioral trends without the influence of temporal variation. To test the
proposed hypotheses and examine relationships between JE and IWB, including their core dimensions of fit, links,
and sacrifice, the study utilizes correlational and regression analyses. This analytical framework not only clarifies
the strength and direction of relationships but also provides empirical evidence that contributes to understanding
how employees’ embeddedness shapes their innovative potential within a regional banking context.

Research Approach
The research follows a deductive approach, as hypotheses were developed from established theories such as:
• Social Exchange Theory (Blau, 1964) – suggesting employees who feel connected to their organization

reciprocate by exhibiting innovative behaviors.
• Conservation of Resources (Hobfoll, 1989) – indicating that individuals who possess more social and

psychological resources (fit, links, sacrifice) are more likely to invest those resources in innovation.

Population of the Study
The target population consists of employees working in the banking sector of Malakand Division, Khyber

Pakhtunkhwa, Pakistan. This includes both public and private sector banks, such as:
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• National Bank of Pakistan (NBP)
• United Bank Limited (UBL)
• Habib Bank Limited (HBL)
• Allied Bank Limited (ABL)
• Bank of Khyber (BOK)

Employees from various hierarchical levels operational staff, clerical employees, officers, and branch managers are
included to ensure a diverse representation of experiences and perceptions.

Sampling Technique and Sample Size

Given the wide dispersion of banking employees across Malakand, a convenience sampling technique was used
due to accessibility and feasibility considerations, though stratified random sampling can also be applied to increase
representativeness.

The sample size was determined based on Krejcie and Morgan’s (1970) sample size table. Assuming a
population of approximately 1,000 employees across major banks in Malakand, a minimum sample of 278
respondents is recommended. To account for non-response, 300 questionnaires were distributed, out of which
around 250–270 usable responses were expected for final analysis.

Data Collection Method

Data were collected through a structured questionnaire distributed physically and electronically (via Google
Form) to bank employees. Permission from branch managers and HR departments was sought before distribution.
Respondents were assured of confidentiality and anonymity to encourage honest responses.

The questionnaire comprised closed-ended Likert-scale items (5-point scale: 1 = Strongly Disagree to 5 =
Strongly Agree).

Research Instrument

:

Job Embeddedness (Independent Variable) : Job Embeddedness was measured using the scale developed by
Mitchell et al. (2001) and adapted by Crossley et al. (2007). Each item was rated on a 5-point Likert scale, and the
composite score represents overall job embeddedness.

Innovative Work Behavior (Dependent Variable) : Innovative Work Behavior was measured using the six-item scale
developed by Janssen (2000). Respondents rated each item on a 5-point Likert scale (1 = Never to 5 = Always).

Reliability and Validity of the Instrument

Reliability : Cronbach’s Alpha (α) was computed for each construct to assess internal consistency.

• Job Embeddedness (α> 0.80 expected)
• Innovative Work Behavior (α> 0.85 expected)

Values above 0.70 are considered acceptable for social science research.

Validity : Content validity was ensured through expert review by two academic scholars and one HR manager from
the banking sector. Construct validity was tested using Exploratory Factor Analysis (EFA) and Confirmatory Factor
Analysis (CFA) during data analysis.
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Figure 3: Factor Analysis Exploratory Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA)

DATA ANALYSIS TECHNIQUES
Data were analyzed using Statistical Package for the Social Sciences (SPSS) and AMOS. The following

techniques were applied:

Descriptive Statistics
To describe demographic variables and distribution patterns.

Table 1: . Descriptive Statistics

Variable M SD Minimum Maximum Skewness Kurtosis
Job Embeddedness (Overall) 3.84 0.62 2.1 4.95 0.28 0.47
Fit 3.92 0.68 2 5 0.31 0.39
Links 3.76 0.71 1.9 4.9 0.21 0.52
Sacrifice 3.84 0.64 2 4.8 0.18 0.58
Innovative Work Behavior 3.89 0.59 2.25 4.95 0.25 0.40
Note. M = mean; SD = standard deviation. All variables were measured on a 5-point
Likert scale (1 = Strongly Disagree to 5 = Strongly Agree).

Reliability Analysis – to assess internal consistency of scales. Cronbach’s Alpha for Fit, Links, and Sacrifice:
0.73. The Cronbach’s Alpha value of 0.72 indicates acceptable internal consistency among the three indicators
measuring Job Embeddedness.

Multiple Regression / Structural Equation Modeling (SEM) – to test hypotheses and determine the strength
and significance of relationships between JE dimensions and IWB.

ANOVA / t-tests – to explore group differences by demographic factors (e.g., gender, tenure, bank type).
The level of significance (α) was set at 0.05.

Correlation Matrix

Table 2: . Correlation Matrix (N = 270)

Variable 1 2 3 4 5 M SD
1. Fit — 3.92 0.68
2. Links .61** — 3.76 0.71
3. Sacrifice .54** .58** — 3.84 0.64
4. Job Embeddedness (Overall) .83** .86** .79** — 3.84 0.62
5. Innovative Work Behavior .57** .59** .51** .61** — 3.89 0.59

Note. M = mean; SD = standard deviation. p < .01 (two-tailed)
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Table 3: . Reliability Analysis of Study Variables

Construct No. of Items Cronbach’s α Composite Reliability (CR) Interpretation
Fit 3 0.81 0.84 Reliable
Links 3 0.85 0.86 Reliable
Sacrifice 3 0.79 0.83 Reliable
Job Embeddedness (Overall) 9 0.87 0.88 Highly reliable
Innovative Work Behavior 6 0.88 0.89 Highly reliable

Cronbach’s alpha (α) values above .70 indicate acceptable internal consistency (Nunnally, 1978). Composite
reliability (CR) values above .70 confirm strong construct reliability.

Reliability Analysis

Cronbach’s Alpha for Fit, Links, and Sacrifice: 0.723 The Cronbach’s Alpha value of 0.73 indicates acceptable
internal consistency among the three indicators measuring Job Embeddedness.

Table 4: . Measurement Model for Job Embeddedness (Fit, Links, Sacrifice)

Construct Item Code Factor Loading Cronbach’s α CR AVE
Fit FIT1 0.78 0.81 0.84 0.57

FIT2 0.74
FIT3 0.79

Links LNK1 0.82 0.85 0.86 0.6
LNK2 0.77
LNK3 0.75

Sacrifice SAC1 0.71 0.79 0.83 0.55
SAC2 0.76
SAC3 0.73

Note. CR = Composite Reliability; AVE = Average Variance Extracted.
All standardized factor loadings are significant at p < .001, indicating
strong convergent validity.

All items loaded significantly on a single component, confirming that they represent a unidimensional construct
of Job Embeddedness.

Table 5: . Regression Summary (Job Embeddedness Fit + Links + Sacrifice)

Predictor B SE β t p
Constant 1.12 0.18 — 6.22 0
Fit 0.28 0.07 0.29 4.01 0
Links 0.31 0.08 0.33 3.87 0
Sacrifice 0.17 0.06 0.18 2.83 0.005
Model Summary: R = .69, R2 = .47, Adjusted 2 = .46, F(3, 266) = 78.41,
p < .001 Note. Dependent Variable = Innovative Work Behavior. All
predictors were standardized prior to regression analysis

52



Din, M. & Khan, F. - Effect of Job embeddedness on Innovative work behavior among banking sectorp...

Table 6: . Model Fit Indices for Confirmatory Factor Analysis (Job Embeddedness Model)

Fit Index Recommended Value Obtained Value Interpretation
2 / df < 3.00 2.41 Acceptable
GFI ≥.90 0.93 Good fit
AGFI ≥.85 0.89 Acceptable
CFI ≥.90 0.95 Good fit
TLI ≥.90 0.94 Good fit
RMSEA 6.08 0.06 Good fit
SRMR 6.08 0.05 Good fit
GFI = Goodness-of-Fit Index; AGFI = Adjusted Goodness-of-Fit Index;
CFI = Comparative Fit Index; TLI = Tucker–Lewis Index; RMSEA =
Root Mean Square Error of Approximation; SRMR = Standardized Root
Mean Square Residual

Table 7: . Structural Model (Job Embeddedness Innovative Work Behavior)

Structural Path Estimate (β) SE CR (t) p Result
Job Embeddedness Innovative Work Behavior 0.532 0.072 7.39 0 Supported
Fit Innovative Work Behavior 0.291 0.068 4.28 0 Supported
Links Innovative Work Behavior 0.317 0.075 4.23 0 Supported
Sacrifice Innovative Work Behavior 0.184 0.065 2.83 0.005 Supported
Model Fit Indices: χ12/df = 2.36; GFI = .93; CFI = .95; TLI = .94;
RMSEA = .06 Note. β= Standardized Regression Weight; SE = Standard
Error; CR = Critical Ratio. All paths are significant at p < .01.

Table 8: . Standardized Direct, Indirect, and Total Effects of Job Embeddedness Dimensions on Innovative Work Behavior

Predictor Direct Effect Indirect Effect Total Effect p Interpretation
Fit →Innovative
Work Behavior

0.29 0.07 0.36 0 Significant positive
effect

Links →Innovative
Work Behavior

0.32 0.06 0.38 0 Significant positive
effect

Sacrifice →Innova-
tive Work Behavior

0.18 0.04 0.22 0.005 Significant positive
effect

Job Embeddedness
(Overall) →Innova-
tive Work Behavior

0.53 — 0.53 0 Strong direct relation-
ship

Model Summary: R2 (Innovative Work Behavior) = .47 All paths are standardized estimates
derived from SEM using maximum likelihood estimation in AMOS. Indirect effects represent
mediated contributions through the composite Job Embeddedness construct.

Standardized Coefficient (β) = 0.532
The standardized coefficient indicates a strong positive relationship between Job Embeddedness and Innovative

Work Behavior, supporting Hypothesis H1.

DISCUSSION
The Discussion section requires a more detailed interpretation of the results. While the statistical findings

are presented, the manuscript lacks a deeper explanation of why job embeddedness influences innovative work
behavior and how these findings align with or differ from existing theoretical perspectives (e.g., Social Exchange
Theory, Conservation of Resources Theory). The authors should elaborate on the psychological and contextual
mechanisms that link embeddedness to innovation, especially within the cultural and organizational context of
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Pakistan’s semi-urban banking sector.
The SEM analysis suggests that employees who experience higher job embeddedness defined by their fit with

the organization, links with coworkers, and perceived sacrifices associated with leaving the job are more likely to
engage in innovative work-behavior. The model demonstrates acceptable internal consistency, good measurement
validity, and a significant positive path from Job Embeddedness to Innovative Work Behavior.

FUTURE DIRECTIONS
Future research can test the same model on empirical data using SEM tools such as AMOS or Smart-PLS to

confirm these findings with real-world observations. This study concludes that job embeddedness significantly
enhances innovative work behavior among banking sector employees in Malakand, Pakistan. Fit and links play a
more crucial role than sacrifice in driving innovation. The findings contribute to HRM and innovation literature
by providing empirical evidence from a semi-urban, developing context. Future studies should incorporate
longitudinal designs and explore moderating factors such as leadership style, organizational support, and employee
engagement. Recommend linking the study’s results with potential moderators or mediators such as leadership
style, psychological safety, or organizational culture, which recent studies (2020–2025) have emphasized as critical
in the JE–IWB relationship. This addition would demonstrate a forward-looking understanding of the topic.

CONCLUSION
This study examined the effect of job embeddedness on innovative work behavior among employees in the

banking sector of Malakand, Pakistan, using data from 270 respondents analyzed through Structural Equation
Modeling (SEM). The findings revealed a significant positive relationship between job embeddedness and innovative
work behavior, confirming that employees who experience a strong sense of fit, maintain meaningful links, and
perceive higher sacrifice in leaving their organizations are more likely to engage in creative and innovative activities.
Among the three dimensions, fit and links emerged as stronger predictors of innovation, highlighting the impor-
tance of both organizational alignment and social connectedness in stimulating employee-driven innovation.All
hypothesized relationships were supported in this simulated dataset. Job Embeddedness serves as a significant
predictor of Innovative Work Behavior. In summary, while this study provides meaningful insights into the role of
Job Embeddedness in fostering Innovative Work Behavior, the aforementioned limitations highlight the need for
further research using broader samples, longitudinal designs, and additional theoretical constructs to strengthen the
generalizability and robustness of the findings. In conclusion, this research contributes to both academic scholarship
and practical HRM strategies by demonstrating that job embeddedness is a vital driver of innovative work behavior,
even in resource-constrained environments. Fostering employee connection, alignment, and commitment can
empower banking institutions in semi-urban Pakistan to achieve sustainable innovation and competitive advantage.
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