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Abstract
This study ascertained the impact of high performance work
practices (HPWS) on employee innovative behavior (EIB) through
mediating role of job embeddedness (JE) of front line service employees
in Pakistan hospitality sector. Data for this study were gathered from
Front Line Service Employees (FLSEs) employed in four and five-star
hotels in two waves with two weeks’ time lag. The hypothesis and
relationships were tested through Partial Least Squares (PLS). The results
suggest that job embeddedness mediates the relationship between high
performance work practices and employee innovative behavior. In
particular, front line service employees in presence of high performance
work practices display high job embeddedness, and exhibit innovative
behaviors at work. Findings of this study are likely to guide service firms
regarding the impact of performance enhancing human resource practices
on job embeddedness which in turn will motivate those employees to
produce innovation related behaviors at work.
Keywords: High Performance Work Practices (HPWPs), Job
Embeddedness (JE), Employee Innovative Behavior (EIB), Front Line
Service Employees (FLSEs)
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1. Introduction
The world’s advanced and emerging economies have shifted their
focus from products to services (Thakur & Hale, 2013) as almost twothird of the global GDP contribution comes from service sector only
(Ostromet al., 2010). This growing service economy also brings certain
serious challenges to the service firms. For instance, growing competition
in services sector has resulted in a highly competitive market where
service firms are fighting for their market share (Ostrowski et al.,1993).
To survive this intense competition, service firms need to constantly
innovate (Kindstrom et al., 2013) as innovation has become a strategic
priority for many firms and countries (Slater et al., 2014). Among various
innovation levels, employee innovative behavior (EIB) is a cornerstone
of organizational innovation (Janssen et al., 2004).
EIB is defined as initiatives taken by employees for introducing
and implementing new products, services, markets and problem solving
techniques or combinations of such into the firm (Amo & kolvereid,
2005).Scholars have affirmed the importance of EIB in facilitating firms
to attain competitive edge and enhancing individual job performance
(Janssen et al., 2004; Kanter, 1988; Yuan & Woodman, 2010). Thus,
maximizing the employees’ innovative potential in current knowledgedriven economy has become major goal of every service firm (Johnston
& Bate, 2013).
Owing to the importance of EIB for service organizations (Hu et
al., 2009), there has been a burgeoning interest by academicians in
understanding the predictors of employee’s innovative work behavior
(Park et al., 2014). Despite the increased literary focus on studying EIB
and its antecedents (Cerne et al., 2017), still very little is known
regarding what fosters innovation at the individual level particularly
among frontline service employees (FLSEs) (Bos-Nehles et al., 2017;
Janssen, 2000). Present study has, therefore, been designed to address
this gap.
Human resource (HR) practices play crucial role in motivating
workforce to exhibit creative job outcomes (De Saá-Pérez &Díaz-Díaz,
2010; Cooke&Saini, 2010) by identifying, developing, assessing, and
compensating EIB (Ramamoorthy et al., 2005; Veenendaal &
Bondarouk, 2015).Following this theme, high performance work
practices (HPWPs) which constitute the bundle of workforce
performance enhancing HR practices (Becker &Huselid, 1998; Guthrie,
2001; Huselid, 1995) are expected to enhance EIB among FLSEs.
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HPWPs include staffing selectivity, employment security,
employment security, internal career/promotion opportunities, training,
teamwork, rewards, work-family balance and empowerment (Cho et al.,
2006; Tang & Tang, 2012). These practices have been found to affect
FLSEs work-related behaviors and performance (Karatepe, 2013) and
employees perceive the existence of HPWPs as organizational
seriousness and commitment towards developing human capital
development essential for enhancing productivity and service
capacity(Tang & Tang, 2012).
In highly competitive market environment, managers at hospitality
firms try to focus on acquiring and retaining high performing FLSEs
which are crucial for quality services delivery. Job embeddedness (JE) as
an employee retention strategy can play central role in this regard. It
comprises of three dimensions: ﬁt, sacriﬁce and links (Mitchell et al.,
2001).JE has its importance in organizational settings as it contains
features that motivate an employee to continue their jobs (Karatepe,
2012) and stay with their current organization (Holtom et al.,
2008).Employees with high JE exhibit innovative behaviors (Coetzer et
al., 2018; Ng & Feldman, 2010).Also, research has found JE’s mediating
role between HPWPs and employee outcomes (Karatepe, 2016; Ferreira
et al., 2017). Therefore, this study attempts to test whether JE is a
mediator of the relationship between HPWPs and EIB.
The current study offers following key contributions. First, this
study intends to examine the link between HPWPs and EIB of the FLSEs
employed in hotels by focusing on important role of HPWPs in fostering
innovation related behaviors among employees. Second, this study
intends to examine mediating role of JE in the relationship between
HPWPs and EIB. Third, there is a dearth of knowledge regarding JE
antecedents in comparison with its consequences (Collins et al., 2014;
Holtom et al., 2012; Karatepe, 2013; Ng& Feldman 2011).Fourth,
hospitality industry has been researched extensively in developed
countries, however, in developing countries like Pakistan it is still
relatively unexplored (Alasttal & Burdey, 2017). Besides enhancing
current knowledge base, this study results will offer useful managerial
implications regarding acquisition and retention of quality FLSEs who
are expected to exhibit innovative behaviors.
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2. Literature Review and Hypothesis Development
Employee innovative behavior (EIB) comprise of behavioral tasks
like generating, promoting and realizing idea (Janssen, 2001; Kanter,
1988; Scott & Bruce, 1994).Idea generation involves generating useful
and novel ideas and considered to be the first phase of innovation process
(Woodman et al., 1993).Whereas idea development phase is the one in
which employees try to acquire management approval and mobilize
support in favor of new ideas (Kanter, 1988).In idea realization phase,
individuals try to transform approved ideas into valuable applications
(Kanter, 1988).These different phases of EIB collectively produce
behaviors that lead to improved process, product or services in markets
(Orfila-Sintes & Mattsson, 2009).
Job Embeddedness (JE) has its importance in organizational
settings as it contains features that motivate an employee to continue
their jobs (Karatepe, 2012) and stay with their current organization
(Holtom et al., 2008). It serves as a mechanism to connect employee with
their job, organization, and society (Wilson, 2010) and as result
employees feel socially involved within their organizations (Granovetter,
1985). It has become an important aspect of employee retention (DongHwan & Jung-Min, 2012). JE is having three crucial dimensions: fit,
links, and sacrifice. Felps et al., (2009) has described fit as an
individual’s perception regarding his compatibility with the community
and organization. Links are the connections (informal or formal) linking
or bridging people, institutions, or other persons (Lee et al., 2004;
Mitchell et al., 2001).The number and importance of the links make an
employee bound to his job, supervisor and organizational entities like
teams (Lee et al., 2004; Mitchell et al., 2001).Sacrifice describe the
extent of the personal ease with which one can break links with institutes
or persons by quitting current job or work and shifting to new job or
community.
High Performance Work Practices (HPWPs) has a growing
literary focus on strategic HRM research has highlighted the use of
performance enhancing HR practices to improve employees’ skills,
knowledge, motivation, abilities, and opportunity which produces needed
individual as well as organizational consequences such as better financial
performance (Gong et al., 2009), better service performance (Chuang &
Liao, 2010),lower turnover (Sun et al., 2007) and individual creativity
(Chang et al., 2014).Adoption and implementation of HPWPs has started
to benefit western nations by providing sustainable competitive
advantage (Combs et al., 2006). Recently, Pakistani firms have also
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shifted their focus on adopting high performance HR practices to attain
sustainable competitive advantage and tackle the global competition
(Ahmad & Allen, 2015). Particularly HPWPs positively and significantly
determine the employee performance (Akhtar et al., 2016). Three HR
practices namely rewards, training and empowerment have been selected
as indicators of HPWPs in current study. Few justifications can be put
forward for their selection. First, hospitality industry consider training,
rewards and empowerment to be the most effective HRM practices (Cho
et al., 2006; Enz and Siguaw, 2000; Tang & Tang, 2012). Moreover,
these practices were found detrimental for employee retention at RitzCarlton (Kotler et al., 2006). The simultaneous emphasis on these
practices shows management commitment for improved service quality
(Karatepe, 2013;Daskin et al., 2015).Moreover, very few studies have
tested their effects on JE (Bergiel et al., 2009).
High Performance Work Practices and Job Embeddedness
Modern-day firms focus on utilizing human-specific practices to cultivate
JE in employees (Mitchell et al., 2001). Previous research has suggested
that training FLSEs in behavioral and functional skills enhance their
potential to manage disgruntled and dissatisfied customers (Boshoff&
Allen, 2000) by handling customer requests promptly leading to develop
quality relationships customers (Cheng et al., 2008). Well-crafted
training programs also enables employees in dealing with their own
emotions while handling customers’ requests and presenting solution to
their problems (Moon et al., 2013). Training employees contribute
towards their job stability (Shaw et al., 1998), improve fit between job
and individuals, and also represent a sacrifice or significant loss if
employee decides to change employer (Mitchell et al., 2001). Thus,
provision of training opportunities develops a sense of job and
organization attachment in employees and they normally stay in their
current organizations and don’t leave.
FLSEs can’t provide quality services to customers without being
empowered as its impossible to identify the exact tasks in advance
desired to enhance customer satisfaction (Babakus et al., 2003).The
FLSEs feel freedom in dealing customers’ expectations, distant needs,
wants and complaints (Lashley, 1995) and this empowerment can give
them chances to become more creative at work (Milliman et al.
(1999).Empowering FLSEs in their jobs will enhance their attachment
with organization. Similarly, offering rewards and compensation to
employees enhances their attachment and motivation with the
organization (Appelbaum et al., 2000).Well defined performance based
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rewards encourage employees to exhibit behaviors and attitudes
mandatory in service delivery and complaint-handling process (Wirtz et
al., 2008). Performance based rewards have been found to enhance
employees desire to stay in their current organizations (Park et al., 1994).
The firms in hospitality settings (e-g., Ritz-Carlton)employ
training, empowerment and rewards to retain quality FLSEs (Kotler et
al., 2010). When FLSEs get training to enhance their abilities, knowledge
and skills, receive authority to manage guest complaints and requests
swiftly, and get both financial as well as non-financial rewards fairly,
they usually stay at their current organizations and reciprocate with high
levels of JE. Similar findings have been reported in recent studies where
above mentioned HPWPs stimulated JE among FLSEs in Romanian
(Karatepe & Karadas, 2012) and Iranian (Karatepe, 2013) hotels. Based
on the foregoing discussion it is argued that HPWPs can increase JE of
FLSEs. Consequently, it can be hypothesized:
H1. High Performance Work Practices are positively linked to
Job Embeddedness
High Performance Work Practices and Employee Innovative
Work Behaviour & EIB
The role and effective management of HR has become more vital
in helping organizations to find ways in predicting EIB (Shipton et al.,
2006). Employees contribute towards organizational innovative capacity
through their intelligence, imagination and creativity (Mumford, 2000),
following this it is argued that specific human resource practices can
identify, develop, assess, and compensate EIB (Ramamoorthy et al.,
2005; Veenendaal & Bondarouk, 2015). Thus, Human resource practices
play an important role in motivating workforce to exhibit creative job
outcomes (Cooke &Saini, 2010). Previous studies have highlighted the
link between compensation (Alice & Hon, 2014), training (Dhar, 2015)
and employee creativity. Following this theme, HPWPs are expected to
enhance EIB among FLSEs. These practices have been found to affect
FLSEs work-related behaviors and performance (Karatepe, 2013) and
employees perceive the existence of HPWPsas organizational seriousness
and commitment towards developing human capital development
essential for enhancing productivity and service capacity (Tang & Tang,
2012). Based on the foregoing discussion it is argued that HPWPs can
increase JE of FLSEs. Consequently, it can be hypothesized:
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H2. High Performance Work Practices are positively linked to
Employee Innovative Work Behaviour.
Job Embeddedness and Employee Innovative Work Behaviour
EIB
Research has suggested the crucial role of JE in influencing
employee attitude, behavior, and performance. For example, JE has been
found to influence job satisfaction and performance (wheeler et al., 2012)
and workplace deviance (Avey et al., 2015; Crossley et al., 2007; Holtom
et al., 2012). In addition, employees' JE proved to influence employee
innovative behaviors (EIB) positively (Coetzer et al., 2018; Ng &
Feldman, 2009) because of the following reasons. First, they develop
favorable thoughts regarding their relationship with organization (fit).
For instance, when employees feel themselves to be the part of the
organizational culture and are treated in similar way as their fellow
beings they usually reciprocate by sharing new ideas for service
improvement and develop a habit of giving constructive feedback on
regular basis for the betterment of service provision (Kwantes et al.,
2007). Second, such employees develop strong social ties (links) in
various firm networks which force them to come up with better job
performance in comparison with their colleagues and meeting the
expectations of the other members in networks. Moreover, close
connections and links might help firm to spread innovative ideas with
more ease among embedded employees.
Employees with high JE are expected to be engaged in innovative
behaviors because creativity is often considered base for getting rewards
(Welbourne et al., 1998). To avoid possible sacrifices connected with job
loss, employees with high JE tend to exhibit innovation related behaviors
to ensure organizational survival in highly competitive service
environment. By doing this they want to secure their own jobs as well
(Ng & Feldman, 2007).Thus, employees with high JE exhibit more inroles and extra-roles(Lee et al., 2004). Following the above mentioned
discussion, current study suggests that elevated levels of JE can make
employees intrinsically motivated and they can come with exhibiting
innovative behaviors. Consequently, it can be hypothesized:
H3.Job embeddedness is positively associated to Employee
Innovative Work Behaviour
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Notable scholars (Karatepe, 2013; Wheeler et al., 2010) have
suggested the mediating effect of JE in organizational factors and job
outcomes relationship. Similarly, research has also suggested its
mediating role in HPWPs and employee behavioral outcomes
relationship (e.g.,Karatepe, 2013).JE has been found to mediate the
relationship between HPWPs and turnover intention (Afsar et al., 2017;
Bambacas&Kulik, 2013; Bergiel et al., 2009; Karatepe, 2013), extra role
performance (Karatepe&Vatankhah, 2014).Regardless ofthe empirical
evidence linking HPWPs to JE, and in turn to EIB which has been
discussed above, scholars have yet to propose that JE is one of the
mechanisms whereby provision of HPWPs enable employees to exhibit
innovative behaviors at work.
This mediating mechanism can find theoretical support from social
exchange theory (SET) (Blau, 1964).HPWPs are supposed to positively
influence the social exchange relationships and make employees more
willing to put extra effort into their job (Godard, 2001). The presence of
HPWPs may foster JE which is line with the SET which involves social
exchange relationships as a base for exchanging socio-emotional
benefits. These types of benefits are open-ended and more personal
obligations (Cropanzano et al., 2003) which are long-term and trust based
(Konovsky & Pugh, 1994). Employees with high JE find that their
current organization is meeting their all human resource needs and they
are well fit into the job and organizational culture. In such situation, it is
very less likely that they can switch by sacrificing organizational
opportunities and benefits. Following this, employees become greatly
embedded in their jobs and as a result theses employees are expected to
exhibit innovative behaviors which will benefit not only service firms
and employees themselves but also customers. Therefore it can be
hypothesized that:
H4. Job embeddedness mediates the relationship between High
Performance Work Practices and Employee Innovative Work
Behaviour.
3. Methodology
Judgmental sampling technique has been used to specify study
sample which is consistent with previous hospitality management
literature studies (Karatepe & Karadas, 2015; Wang, 2013). The
researcher approached the management of four and five-star hotels
through a formal letter explaining the study objective and seeking data
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collection permission. After getting formal permission from hotel
management, concerned managers were requested to help in distribution
of questionnaires to a broad range of FLSEs including customer / guest
relation representatives, sales people, hotel front desk employees, waiters
or waitresses etc. who were having everyday personal interaction with
customers and spend their maximum time in customer dealings like
receiving customer requests, selling them new services, solving different
issues. Seven hundred questionnaires were distributed to FLSEs. Four
hundred and sixty eight were returned. Out of these returned
questionnaires thirty four were not completely filled thus they were
excluded and making the usable response of four hundred and thirty four
respondents (62 % response rate).
Based on the previous literature we adopted three HPWPs namely
empowerment, training and rewards. This study adopted five items scale
developed by Hayes (1994) to measure empowerment while rewards (5
items) and training (6 items) were measured by adopting scales
developed by Boshoffand Allen (2000).JE was measured by a seven item
scale developed by Crossley et al., (2007). Finally, for measuring EIB, a
scale comprising of six items developed by Hu et al., (2009) was used in
this study. The FLSEs were asked to respond on a five point likert scale.
It is pertinent to mention that HPWPs was operationalized as second

order reflective-reflective construct while all the other variables were
operationalized as first order reflective constructs.
Figure 1: Model of the Study
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Methodology of Analysis
The current study has used SmartPLS 3 for conducting statistical
analysis and estimating proposed relationships. PLS-SEM is a nonparametric, multivariate approach used to estimate path models with
latent variables (Avkiran, 2017; Hair et al., 2017; Richter et al., 2016;
Rigdon, 2016). There are several reasons for selecting this method. First,
current research is of exploratory nature where the prime objective is to
investigate the interrelationship among EIB, JE and HPWPs, a topic least
discussed in the published research literature. Second, the PLS-SEM can
handle complex frameworks (Hair et al., 2017; Ramayah et al., 2016;
Richter et al., 2016), and is recommended for the mediating models
(Cepeda et al., 2018; Nitzl et al., 2016; Real et al., 2014). Given the
present research has an incremental character (JE as mediator), the PLSSEM approach was suitable for the study. The Partial Least Squares
technique is a powerful component-based method widely used in prior
studies Farrukh, Khan, et al., 2017; Farrukh, Chong, Mansori, & Ravan
Ramzani, 2017; Farrukh, Wei Ying, & Abdallah Ahmed, 2016; Farrukh,
Ying, & Mansori, 2016, 2017; Riaz, Farrukh, Rehman, & Ishaque, 2016).
In terms of analysis, PLS-SEM involves two steps (Andersen &
Gerbing, 1988). In the first step measurement model is evaluated by
examining discriminant validity (DV), convergent validity (CV)and
internal consistency reliability (Hair et al., 2017). Internal consistency
reliability is measured through composite reliability (CR) scores. The
current results indicate that the CR scores of all constructs exceeded the
recommended criterion of 0.7 (Avkiran, 2017; Nunnally, 1978),
demonstrating high internal consistency or the appropriateness of the
scales used in this study. Next, constructs CV was measured through
factor loadings and average variance extracted (AVE) (Hair et al., 2017).
A factor loading should be 0.708 or higher, and, 0.70 considered close
enough to be acceptable (Hair et al., 2011). However, indicators with
weaker factor loadings (i.e., 0.40 to 0.70) can be retained if other
indicators possess high loadings, and overall construct should explain at
least 50% variance (AVE = 0.50) (Hair et al., 2017).
DV was assessed through Heterotrait-Monotrait ratio of
correlations (HTMT) approach (Henseler et al., 2015). To achieve DV,
the HTMT value should not be greater than the HTMT.85 value of 0.85
(Clark and Watson, 1995; Kline, 2011), or the HTMT.90 value of 0.90
(Gold et al., 2001; Teo et al., 2008). Results presented in table 2 are
indicating that each construct in the model measures a unique subject and
captures phenomena not presented by other constructs in the model.
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Table 1. Measurement Model Evaluations
2nd
Order
HPWPs

1st
Order

Items

Loadings

AVE

CR

Cronbach’s’
α

TRA

TRA1
TRA2
TRA3
TRA4
TRA5
TRA6

0.7229
0.7399
0.6896
0.7679
0.6441
0.7453

0.5069

0.8037

0.7583

EMP

EMP1
EMP2
EMP3
EMP4
EMP6

0.7662
0.8365
0.8284
0.6195
0.8044

0.5345

0.8129

0.7696

REW

REW1
REW2
REW3
REW4
REW5

0.7128
0.7781
0.8632
0.7453
0.7654

0.5564

0.8316

0.7349

JE

JE1
JE2
JE3
JE4
JE5
JE6
JE7

0.7204
0.7797
0.7775
0.8471
0.7117
0.7564
0.7965

0.5638

0.8853

0.8437

EIB

EIB1
EIB2
EIB3
EIB4
EIB5
EIB7

0.7405
0.8196
0.8858
0.8735
0.8476
0.8245

0.649

0.8753

0.8481
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Table 2: Discriminant Validity
Constructs
TRA
EMP
REW
JE
EIB

TRA
0.7125
0.1969
0.5256
0.1679
0.2231

EMP

REW

JE

EIB

0.7782
0.2551
0.0875
0.3323

0.7252
0.0776
0.4462

0.7841
0.2341

0.8764

To check the existence of normal relationship between the research
variable a structural model was used to assess. The determination coefficient (R2 values) and co-efficient of path (beta values) were used as
parameters to find out the performance of data maintained the
relationship hypothesized (Hair et al., 2014). With 5000 interactions a
start-up procedure was conducted to find the common errors common
errors and t-values to endorse statistical importance (Hair et al., 2014;
2011). R2 assesses proposed model correctness (Ang et al., 2015). The
change of degree in the dependent variable is highlighted by the path coefficient for every single independent variable (Hair et al., 2010; Hair et
al., 2006; Pallant, 2007). Table 3 is showing the outcomes of the
hypothesis checking by the start-up purpose of Smart PLS. It is also
presented in Table 3 that path co-efficient was statistically important for
both relations.
Table 3: Hypothesis Testing
Hypothesis

Statement

Beta

T
Decision
statistics
0.267 5.585
Supported

Hypothesis 1

HPWPs is positively associated
with JE

Hypothesis 2

HPWPs is positively associated
0.295 2.1285
with EIB
JE is positively associated with 0.314 3.43
EIB

Hypothesis 3

Supported
Supported

Mediation Analysis
Hair et al (2017) recommendations were adopted for operating the test
for mediation. Table 4 presents the outcomes of test whereby giving
support to H4 which means that JE facilitated the association between
HPWPs and EIB
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Table 4: Mediation Analysis
Indirect Path
HPWPs ->JE ->EIB

Path coefficient
0.36

T Statistics (|O/STDEV|)
4.77

P Values
0.00

4. Findings and Discussions
The result suggests that provision of HPWPs to FLSEs positively
influences their JE.FLSEs working in HPWPs enrich environment
develop informal and formal links with other employees and fit well with
organization and the job. It becomes difficult for such employees to
sacrifice valued things in their current job and they normally remain
attached with their employer. Moreover, HPWPs (training, empowerment
and rewards) presence gives strong message to FLSEs that management
consider them their most important and crucial asset, invest heavily to
develop and motivate them and work for their well-being through
HPWPs. HPWPs also help service firms to make FLSEs emotionally and
cognitively attach with job and organizational culture. Under these
circumstances, FLSEs will feel that they are well fit with their jobs and
organization and will not sacrifice benefits by leaving the organization.
Leading service firms (e.g. Ritz-Carlton, Southwest Airlines) employ
HPWPs like rewards, career opportunities and training to retain talented
employees with them (Solnet et al., 2010).
Moreover, current study found that FLSEs with high JE are full of
motivation and use their motivation to bring novel ideas for enhancing
service level, display creative behavior at work and put maximum effort
in presenting innovative solutions to customer problems. Finally, the
findings recommend JE’s mediating effect in HPWPs and EIB
relationship. In presence of HPWPs, FLSEs perceive that their current
organization is meeting their all human resource needs and they are well
fit into the job and organizational culture. In such situation, it is very less
likely that they can switch by sacrificing opportunities and benefits
offered by the service firms and will exert their maximum energies in
exhibiting innovative behaviors.
Theoretical implications
The present study contributes theoretically in numerous ways. First,
present study empirically investigated the mechanism through which
HPWPs can influence EIB. Second, with regards to HPWPs, current
study suggested employing crucial mediating role of JE in HPWPs and
EIB relationship by demonstrating the importance of strategic HRM to
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services management literature. Third, very few studies have been
conducted in exploring and determining EIB potential antecedents (BosNehles et al., 2017; Rank et al., 2004).Thus, this study also contributed in
this regard by investigating the relationship of EIB with JE and HPWPs
which will enable the scholar to highlight crucial EIB antecedents that
shape employee innovative behavior, rather than merely focusing on the
outcomes of this behavior.
Fourth, present study also respond to earlier calls for inquiring
potential antecedents of JE as very less studies have examined
antecedents of JE (Holtom et al., 2012; karatepe, 2013) and scholars like
Ng and Feldman (2011) expressed the need to investigate what factors
enhances employees JE. Fifth, tourism industry has been researched
extensively in developed countries, however, in developing countries like
Pakistan it is still relatively unexplored (Alasttal & Burdey, 2017). This
study can provide valuable insights to services marketing scholars in
studying EIB concept in developing countries like Pakistan who has got a
lot potential in terms of tourism.
Practical recommendations
The current study offers several practical implications to
practitioners and firms in tourism settings. First, hotel managers should
give significant importance to training and development programs. The
training programs equip FLSEs with required skills, knowledge and
abilities, enabling them to deal with customers current and future needs
efficiently. Managers should train these front line employees in dealing
customers with courtesy and efficiently resolving their complaints, as
research has highlighted courtesy to be the most important hospitality
dimension (Nameghi & Arifﬁn, 2013).
Second, service firms can retain quality FLSEs by rewarding
them through fair performance appraisal mechanism. Hotel management
should work on recognizing and rewarding those FLSEs who actively
respond to customers’ requests, answer their queries, suggest best
possible solution to customer problems and contribute to teamwork
successfully. Third, empowering FLSEs to take best possible decision to
satisfy customers will help service firms to achieve competitive
advantage in hospitality sector as FLSEs will be in a position to exhibit
innovative behaviors. Fourth, managers should consider the simultaneous
implementation of rewards, empowerment and training which will
enhance JE.
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Limitations and future research directions
Although, the current study offers valuable insights to the existing
body of knowledge, still there exist few limitations which suggest
possible future research prospects. First, because of time and resource
constraints, data has been collected at single point of time. The
respondents’ condition and state is likely to change and fluctuate over
time. Therefore, conducting future studies with repeat observations over
longer periods of time from same respondents and performing
longitudinal analysis is suggested which will help to arrive at more
accurate assessment. Second, incorporating other potential HPWPs like
career opportunities, selective staffing and job security into the
conceptual model may provide useful insights to both literature as well as
hospitality managers.
Third, in future, studies incorporating mediators like psychological
capital, work engagement and organizational commitment in the indirect
relationship of HPWPs and EIB should be done. Fifth, future research
should identify and explore the role of some potential moderators like
organizational context which may give strength and add extra value to
the proposed relationships. Lastly, current study is conducted in Pakistan,
a developing South Asian country. The existence of cross cultural
differences in the hotel industry (Verbeke et al., 1996) may raise
generalizability issue which can be solved by conducting cross-national
studies (e.g. Turkey, China, Malaysia).
References
Anjum, T., Ramzani, S. R., & Farrukh, M. (2018). Entrepreneurial
Intentions of Pakistani Students : The Role of Entrepreneurial Education ,
Creativity Disposition , Invention Passion & Passion for Founding. Journal
of
Management
Research,
10(3),
76–100.
https://doi.org/10.5296/jmr.v10i3.13253

Ahmad, M., & Allen, M. (2015). High performance HRM and
establishment performance in Pakistan: an empirical analysis. Employee
Relations, 37(5), 506-524.
Alasttal, M. N. M., & Burdey, M. B. (2017). An Exploratory Analysis Of
Pakistan Tourism Market: Its Present Scenario, Issues, Challenges And
Future Prospects. Grassroots, 50(3).Amo & kolvereid, 2005).
Appelbaum, E., Bailey, T., Berg, P. B., Kalleberg, A. L., & Bailey, T. A.
(2000). Manufacturing advantage: Why high-performance work systems

78

Ansari et. al. / The Effect of High Performance Work Practices on Employee Innovative
Behavior: The Mediating Role of Job Embeddedness
www.ijceas.com

pay off. Cornell University Press.Avey et al., 2015;
Babakus, E., Yavas, U., Karatepe, O. M., & Avci, T. (2003). The effect of
management commitment to service quality on employees' affective and
performance outcomes. Journal of the Academy of marketing
Science, 31(3), 272-286.
Bambacas, M., & Kulik, T. C. (2013). Job embeddedness in China: How
HR practices impact turnover intentions. The International Journal of
Human Resource Management, 24(10), 1933-1952.
Bergiel, E. B., Nguyen, V. Q., Clenney, B. F., & Stephen Taylor, G.
(2009). Human resource practices, job embeddedness and intention to
quit. Management Research News, 32(3), 205-219.
Blau, P. (1964). Power and exchange in social life. New York: J Wiley &
Sons, 352.
Bonesso, S., & Tintorri, S. (2014). Bridging the Fields of Innovative
Behavior and Human Resource Management: A Systematic Review and
Future Research Directions (working paper). In IX International Workshop
on Human Resource Management.
Boshoff, C., & Allen, J. (2000). The influence of selected antecedents on
frontline staff’s perceptions of service recovery performance. International
Journal of Service Industry Management, 11(1), 63-90.
Bos-Nehles, A., Renkema, M., & Janssen, M. (2017). HRM and
innovative work behaviour: a systematic literature review. Personnel
review, 46(7), 1228-1253.
Černe, M., Hernaus, T., Dysvik, A., & Škerlavaj, M. (2017). The role of
multilevel synergistic interplay among team mastery climate, knowledge
hiding, and job characteristics in stimulating innovative work
behavior. Human Resource Management Journal, 27(2), 281-299.
Chang, S., Gong, Y., & Shum, C. (2011). Promoting innovation in
hospitality companies through human resource management
practices. International Journal of Hospitality Management, 30(4), 812818.
Cheng, J. H., Chen, F. Y., & Chang, Y. H. (2008). Airline relationship
quality:
An
examination
of
Taiwanese
passengers. Tourism
management, 29(3), 487-499.
Chi, C. G., & Gursoy, D. (2009). Employee satisfaction, customer
satisfaction,
and
financial
performance:
An
empirical

79

International Journal of Contemporary Economics and
Administrative Sciences
ISSN: 1925 – 4423
Volume :8, Issue: 2, Year:2018, pp. 64-88

examination. International Journal of Hospitality Management, 28(2), 245253.
Chiang, F. F., & Birtch, T. A. (2008). Achieving task and extra-taskrelated behaviors: A case of gender and position differences in the
perceived role of rewards in the hotel industry. International Journal of
Hospitality Management, 27(4), 491-503.
Cho, S., Woods, R. H., Jang, S. S., & Erdem, M. (2006). Measuring the
impact of human resource management practices on hospitality firms’
performances. International Journal of Hospitality Management, 25(2),
262-277.
Chuang, C. H., & Liao, H. U. I. (2010). Strategic human resource
management in service context: Taking care of business by taking care of
employees and customers. Personnel psychology, 63(1), 153-196.
Coetzer, A., Inma, C., Poisat, P., Redmond, J., & Standing, C. (2018). Job
embeddedness and employee enactment of innovation-related work
behaviours. International Journal of Manpower, 39(2), 222-239.
Collins, B. J., Burrus, C. J., & Meyer, R. D. (2014). Gender differences in
the impact of leadership styles on subordinate embeddedness and job
satisfaction. The leadership quarterly, 25(4), 660-671.
Collins, C. J., & Smith, K. G. (2006). Knowledge exchange and
combination: The role of human resource practices in the performance of
high-technology firms. Academy of management journal, 49(3), 544-560.
Combs, J., Liu, Y., Hall, A., & Ketchen, D. (2006). How much do high‐
performance work practices matter? A meta‐analysis of their effects on
organizational performance. Personnel psychology, 59(3), 501-528.
Cooke, F. L., & Saini, D. S. (2010). (How) Does the HR strategy support
an innovation oriented business strategy? An investigation of institutional
context and organizational practices in Indian firms. Human Resource
Management: Published in Cooperation with the School of Business
Administration, The University of Michigan and in alliance with the
Society of Human Resources Management, 49(3), 377-400.
Cropanzano, R., Rupp, D. E., & Byrne, Z. S. (2003). The relationship of
emotional exhaustion to work attitudes, job performance, and
organizational
citizenship
behaviors. Journal
of
Applied
psychology, 88(1), 160.
Crossley, C. D., Bennett, R. J., Jex, S. M., & Burnfield, J. L. (2007).
Development of a global measure of job embeddedness and integration

80

Ansari et. al. / The Effect of High Performance Work Practices on Employee Innovative
Behavior: The Mediating Role of Job Embeddedness
www.ijceas.com

into a traditional model of voluntary turnover. Journal of Applied
Psychology, 92(4), 1031.
Daskin, M., Arasli, H., & Kasim, A. (2015). The impact of management
commitment to service quality, intrinsic motivation and nepotism on frontline employees' affective work outcomes. International Journal of
Management Practice, 8(4), 269-295.
De Jong, J., & Den Hartog, D. (2010). Measuring innovative work
behaviour. Creativity and innovation management, 19(1), 23-36.
De Saa-Perez, P., & Díaz-Díaz, N. L. (2010). Human resource
management and innovation in the Canary Islands: an ultra-peripheral
region of the European Union. The International Journal of Human
Resource Management, 21(10), 1649-1666.
Dotzel, T., Shankar, V., & Berry, L. L. (2013). Service innovativeness and
firm value. Journal of Marketing Research, 50(2), 259-276.
Engel, R. J., & Schutt, R. K. (2012). The practice of research in social
work. Sage.
Enz, C. A., & Siguaw, J. A. (2003). Revisiting the best of the best:
Innovations in hotel practice. Cornell Hotel and Restaurant Administration
Quarterly, 44(5-6), 115-123.
Farrukh, M., Chong, W. Y., Mansori, S., & Ravan Ramzani, S. (2017).
Intrapreneurial behaviour: the role of organizational commitment. World
Journal of Entrepreneurship, Management and Sustainable Development,
13(3), 243–256. https://doi.org/10.1108/WJEMSD-03-2017-0016
Farrukh, M., Chong, W. Y., Mansori, S., & Ravan Ramzani, S. (2017).
Intrapreneurial behaviour: the role of organizational commitment. World
Journal of Entrepreneurship, Management and Sustainable Development,
13(3), 243–256. https://doi.org/10.1108/WJEMSD-03-2017-0016
Farrukh, M., Khan, A. A., Shahid Khan, M., Ravan Ramzani, S., &
Soladoye, B. S. A. (2017). Entrepreneurial intentions: the role of family
factors, personality traits and self-efficacy. World Journal of
Entrepreneurship, Management and Sustainable Development, 13(4), 303–
317.
Farrukh, M., Wei Ying, C., & Abdallah Ahmed, N. O. (2016).
Organizational commitment: Does religiosity matter? Cogent Business &
Management, 3(1), 1–10. https://doi.org/10.1080/23311975.2016.1239300
Farrukh, M., Ying, C., & Mansori, S. (2016). Intrapreneurial behavior : an

81

International Journal of Contemporary Economics and
Administrative Sciences
ISSN: 1925 – 4423
Volume :8, Issue: 2, Year:2018, pp. 64-88

empirical investigation of personality traits Research issue. Management
& Marketing. Challenges for the Knowledge Society, 11(4), 597–609.
https://doi.org/10.1515/mmcks-2016-0018.Introduction
Farrukh, M., Ying, C. W., & Mansori, S. (2017). Organizational
commitment: an empirical analysis of personality traits. Journal of WorkApplied Management, 9(1), 18–34.
Riaz, Q., Farrukh, M., Rehman, S. U., & Ishaque, A. (2016). Religion and
entrepreneurial intentions : an empirical investigation. International
Journal of Advanced and Applied Sciences, 3(9), 31–36.
Feldman, D. C., & Ng, T. W. (2007). Careers: Mobility, embeddedness,
and success. Journal of management, 33(3), 350-377.
Felps, W., Mitchell, T. R., Hekman, D. R., Lee, T. W., Holtom, B. C., &
Harman, W. S. (2009). Turnover contagion: How coworkers' job
embeddedness and job search behaviors influence quitting. Academy of
Management Journal, 52(3), 545-561.
Godard, J. (2001). High performance and the transformation of work? The
implications of alternative work practices for the experience and outcomes
of work. ILR Review, 54(4), 776-805.
Gong, Y., Huang, J. C., & Farh, J. L. (2009). Employee learning
orientation, transformational leadership, and employee creativity: The
mediating role of employee creative self-efficacy. Academy of
management Journal, 52(4), 765-778.
Granovetter, M. (1985). Economic action and social structure: The
problem of embeddedness. American journal of sociology, 91(3), 481-510.
Guchait, P., Kim, M. G., & Namasivayam, K. (2012). Error management
at
different
organizational
levels–frontline,
manager,
and
company. International Journal of Hospitality Management, 31(1), 12-22.
Guthrie, J. P. (2001). High-involvement work practices, turnover, and
productivity: Evidence from New Zealand. Academy of management
Journal, 44(1), 180-190.
Hayes, B. E. (1994). How to measure empowerment. Quality Progress, 27,
41-41.
Heskett, J. L., Jones, T. O., Loveman, G. W., Sasser, W. E., & Schlesinger,
L. A. (1994). Putting the service-profit chain to work. Harvard business
review, 72(2), 164-174.
Holtom, B. C., Burton, J. P., & Crossley, C. D. (2012). How negative

82

Ansari et. al. / The Effect of High Performance Work Practices on Employee Innovative
Behavior: The Mediating Role of Job Embeddedness
www.ijceas.com

affectivity moderates the relationship between shocks, embeddedness and
worker behaviors. Journal of Vocational Behavior, 80(2), 434-443.
Holtom, B. C., Mitchell, T. R., Lee, T. W., & Eberly, M. B. (2008). 5
turnover and retention research: a glance at the past, a closer review of the
present, and a venture into the future. The Academy of Management
Annals, 2(1), 231-274.
Hur, W. M., Won Moon, T., & Jun, J. K. (2013). The role of perceived
organizational support on emotional labor in the airline
industry. International
Journal
of
Contemporary
Hospitality
Management, 25(1), 105-123.
Huselid, M. A. (1995). The impact of human resource management
practices on turnover, productivity, and corporate financial
performance. Academy of management journal, 38(3), 635-672.
Jansen-Verbeke, M. (1996). Cross-cultural differences in the practices of
hotel managers: a study of Dutch and Belgian hotel managers. Tourism
Management, 17(7), 544-548.
Janssen, O. (2000). Job demands, perceptions of effort‐reward fairness and
innovative work behaviour. Journal of Occupational and organizational
psychology, 73(3), 287-302.
Janssen, O. (2001). Fairness perceptions as a moderator in the curvilinear
relationships between job demands, and job performance and job
satisfaction. Academy of management journal, 44(5), 1039-1050.
Janssen, O., Van de Vliert, E., & West, M. (2004). The bright and dark
sides of individual and group innovation: A special issue
introduction. Journal of Organizational Behavior, 25(2), 129-145.
Jiang, K., Liu, D., McKay, P. F., Lee, T. W., & Mitchell, T. R. (2012).
When and how is job embeddedness predictive of turnover? A metaanalytic investigation. Journal of Applied Psychology, 97(5), 1077.
Johnston, R. E., & Bate, J. D. (2013). The power of strategy innovation: a
new way of linking creativity and strategic planning to discover great
business opportunities. AMACOM Div American Mgmt Assn.
Kanter, R.M. (1988). When a thousand flowers bloom: Structural,
collective, and social conditions for innovation in organizations. In B.M.
Staw, & L.L. Cummings (Eds.), Research in organizational behavior (vol.
10, pp. 169–211). Greenwich, CT: JAI Press.
Karatepe, O. M. (2011). Do job resources moderate the effect of emotional

83

International Journal of Contemporary Economics and
Administrative Sciences
ISSN: 1925 – 4423
Volume :8, Issue: 2, Year:2018, pp. 64-88

dissonance on burnout? A
Turkey. International
Journal
Management, 23(1), 44-65.

study
of

in the city
Contemporary

of Ankara,
Hospitality

Karatepe, O. M. (2013). High-performance work practices, work social
support and their effects on job embeddedness and turnover
intentions. International
Journal
of
Contemporary
Hospitality
Management, 25(6), 903-921.
Karatepe, O. M. (2016). Does job embeddedness mediate the effects of
coworker and family support on creative performance? An empirical study
in the hotel industry. Journal of Human Resources in Hospitality &
Tourism, 15(2), 119-132.
Karatepe, O. M., & Agbaim, I. M. (2012). Perceived ethical climate and
hotel employee outcomes: an empirical investigation in Nigeria. Journal of
Quality Assurance in Hospitality & Tourism, 13(4), 286-315.
Karatepe, O. M., & Vatankhah, S. (2014). The effects of high-performance
work practices and job embeddedness on flight attendants' performance
outcomes. Journal of Air Transport Management, 37, 27-35.
Karatepe, O. M., & Vatankhah, S. (2015). High-performance work
practices, career satisfaction, and service recovery performance: a study of
flight attendants. Tourism Review, 70(1), 56-71.
Khan, N. A. (2008). Tourism and Development in India: Myths and
Realities. Johar, 3(2), 101.
Kindström, D., Kowalkowski, C., & Sandberg, E. (2013). Enabling service
innovation: A dynamic capabilities approach. Journal of business
research, 66(8), 1063-1073.
Konovsky, M. A., & Pugh, S. D. (1994). Citizenship behavior and social
exchange. Academy of management journal, 37(3), 656-669.
Kotler, P., Bowen, J. T., Makens, J. C., Xie, Y. & Liang, C. (2006).
Marketing for hospitality and tourism, Prentice hall New Jersey.
Kotler, P., Bowen, J.T. and Makens, J.C. (2010), Marketing for Hospitality
and Tourism, 5th ed., Pearson Education, Upper Saddle River, NJ.
Kwantes, C. T., Arbour, S., & Boglarsky, C. A. (2007). Organizational
culture fit and outcomes in six national contexts: An organizational level
analysis. Journal of Organizational Culture, Communications and
Conflict, 11(2), 95.
Lashley, C. (1995). Towards an understanding of employee empowerment

84

Ansari et. al. / The Effect of High Performance Work Practices on Employee Innovative
Behavior: The Mediating Role of Job Embeddedness
www.ijceas.com

in hospitality services. International Journal of Contemporary Hospitality
Management, 7(1), 27-32.
Lee, T. W., Mitchell, T. R., Sablynski, C. J., Burton, J. P., & Holtom, B. C.
(2004). The effects of job embeddedness on organizational citizenship, job
performance, volitional absences, and voluntary turnover. Academy of
Management Journal, 47(5), 711-722.
Milliman, J., Ferguson, J., Trickett, D., & Condemi, B. (1999). Spirit and
community at Southwest Airlines: An investigation of a spiritual valuesbased model. Journal of organizational change management, 12(3), 221233.
Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M.
(2001). Why people stay: Using job embeddedness to predict voluntary
turnover. Academy of management journal, 44(6), 1102-1121.
Nameghi, E. N., & Ariffin, A. A. M. (2013). The measurement scale for
airline hospitality: Cabin crew's performance perspective. Journal of Air
Transport Management, 30, 1-9.
Ng, T. W., & Feldman, D. C. (2009). Occupational embeddedness and job
performance. Journal of Organizational Behavior: The International
Journal of Industrial, Occupational and Organizational Psychology and
Behavior, 30(7), 863-891.
Ng, T. W., & Feldman, D. C. (2010). The impact of job embeddedness on
innovation‐related behaviors. Human Resource Management, 49(6), 10671087.
Ng, T. W., & Feldman, D. C. (2011). Affective organizational
commitment and citizenship behavior: Linear and non-linear moderating
effects of organizational tenure. Journal of Vocational Behavior, 79(2),
528-537.
Ng, T. W., & Feldman, D. C. (2013). Changes in perceived supervisor
embeddedness: Effects on employees’ embeddedness, organizational trust,
and voice behavior. Personnel Psychology, 66(3), 645-685.
Ng, T.W.H. and Feldman, D.C. (2011), “Locus of control and
organizational embeddedness”, Journal of Occupational and
Organizational Psychology, 84 (1), 173-190.
Noefer, K., Stegmaier, R., Molter, B., & Sonntag, K. (2009). A great many
things to do and not a minute to spare: Can feedback from supervisors
moderate the relationship between skill variety, time pressure, and
employees' innovative behavior?. Creativity Research Journal, 21(4), 384-

85

International Journal of Contemporary Economics and
Administrative Sciences
ISSN: 1925 – 4423
Volume :8, Issue: 2, Year:2018, pp. 64-88

393.
Orfila-Sintes, F., & Mattsson, J. (2009). Innovation behavior in the hotel
industry. Omega, 37(2), 380-394.
Ostrom, A. L., Bitner, M. J., Brown, S. W., Burkhard, K. A., Goul, M.,
Smith-Daniels, V., ... & Rabinovich, E. (2010). Moving forward and
making a difference: research priorities for the science of service. Journal
of service research, 13(1), 4-36.
Park, H. Y., Ofori-Dankwa, J., & Bishop, D. R. (1994). Organizational and
environmental determinants of functional and dysfunctional turnover:
Practical and research implications. Human Relations, 47(3), 353-366.
Park, Y. K., Song, J. H., Yoon, S. W., & Kim, J. (2014). Learning
organization and innovative behavior: The mediating effect of work
engagement. European Journal of Training and Development, 38(1/2), 7594.
Poulston, J. (2008). Hospitality workplace problems and poor training: a
close relationship. International Journal of Contemporary Hospitality
Management, 20(4), 412-427.
Ramamoorthy, N., Flood, P. C., Slattery, T., & Sardessai, R. (2005).
Determinants of innovative work behaviour: Development and test of an
integrated model. Creativity and innovation management, 14(2), 142-150.
Rank, J., Pace, V. L., & Frese, M. (2004). Three avenues for future
research
on
creativity,
innovation,
and
initiative. Applied
psychology, 53(4), 518-528.
Robinson, R. N., Kralj, A., Solnet, D. J., Goh, E., & Callan, V. (2014).
Thinking job embeddedness not turnover: Towards a better understanding
of frontline hotel worker retention. International Journal of Hospitality
Management, 36, 101-109.
Scheidegger, E. (2006). Can the state promote innovation in tourism?
Should it?. Innovation and growth in tourism, 11-16.
Schneider, S. K., & George, W. M. (2011). Servant leadership versus
transformational leadership in voluntary service organizations. Leadership
& Organization Development Journal, 32(1), 60-77.
Schuhmacher, M. C., & Kuester, S. (2012). Identification of lead user
characteristics driving the quality of service innovation ideas. Creativity
and Innovation Management, 21(4), 427-442.
Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behavior:

86

Ansari et. al. / The Effect of High Performance Work Practices on Employee Innovative
Behavior: The Mediating Role of Job Embeddedness
www.ijceas.com

A path model of individual innovation in the workplace. Academy of
management journal, 37(3), 580-607.
Shaw, J. D., Delery, J. E., Jenkins Jr, G. D., & Gupta, N. (1998). An
organization-level
analysis
of
voluntary
and
involuntary
turnover. Academy of management journal, 41(5), 511-525.
Slater, S. F., Mohr, J. J., & Sengupta, S. (2014). Radical product
innovation capability: Literature review, synthesis, and illustrative
research propositions. Journal of Product Innovation Management, 31(3),
552-566.
Shahzad, I. A., Farrukh, M., Kanwal, N., & Sakib, A. (2018). Decisionmaking participation eulogizes probability of behavioral output; job
satisfaction, and employee performance (evidence from professionals
having low and high levels of perceived organizational support). World
Journal of Entrepreneurship, Management and Sustainable Development.
Solnet, D., Kandampully, J., & Kralj, A. (2010). Legends of service
excellence: The habits of seven highly effective hospitality
companies. Journal of Hospitality Marketing & Management, 19(8), 889908.
Son, J. M. (2012). Job embeddedness and turnover intentions: an empirical
investigation of construction IT industries.
Sun, L. Y., Aryee, S., & Law, K. S. (2007). High-performance human
resource practices, citizenship behavior, and organizational performance:
A relational perspective. Academy of management Journal, 50(3), 558577.
Tajeddini, K. (2010). Effect of customer orientation and entrepreneurial
orientation on innovativeness: Evidence from the hotel industry in
Switzerland. Tourism management, 31(2), 221-231.
Tang, T. W., & Tang, Y. Y. (2012). Promoting service-oriented
organizational citizenship behaviors in hotels: The role of highperformance human resource practices and organizational social
climates. International Journal of Hospitality Management, 31(3), 885895.
Thakur, R., & Hale, D. (2013). Service innovation: A comparative study of
US and Indian service firms. Journal of Business Research, 66(8), 11081123.
Tongco, M. D. C. (2007). Purposive sampling as a tool for informant
selection. Ethnobotany Research and applications, 5, 147-158.

87

International Journal of Contemporary Economics and
Administrative Sciences
ISSN: 1925 – 4423
Volume :8, Issue: 2, Year:2018, pp. 64-88

Veenendaal, A., & Bondarouk, T. (2015). Perceptions of HRM and their
effect on dimensions of innovative work behaviour: Evidence from a
manufacturing firm. Management revue, 138-160.
Walumbwa, F. O., Peterson, S. J., Avolio, B. J., & Hartnell, C. A. (2010).
An investigation of the relationships among leader and follower
psychological capital, service climate, and job performance. Personnel
Psychology, 63(4), 937-963.
Wang, Y. F. (2013). Constructing career competency model of hospitality
industry employees for career success. International Journal of
Contemporary Hospitality Management, 25(7), 994-1016.
Welbourne, T. M., Johnson, D. E., & Erez, A. (1998). The role-based
performance scale: Validity analysis of a theory-based measure. Academy
of management journal, 41(5), 540-555.
Wheeler, A. R., Harris, K. J., & Harvey, P. (2010). Moderating and
mediating the HRM effectiveness—intent to turnover relationship: The
roles of supervisors and job embeddedness. Journal of Managerial Issues,
182-196.
Wheeler, A. R., Harris, K. J., & Sablynski, C. J. (2012). How do
employees invest abundant resources? The mediating role of work effort in
the job‐embeddedness/job‐performance relationship. Journal of Applied
Social Psychology, 42, E244-E266.
Wilson, J. D. (2010). Examining job embeddedness survey items for an
adventure education population.
Woodman, R. W., Sawyer, J. E., & Griffin, R. W. (1993). Toward a theory
of organizational creativity. Academy of management review, 18(2), 293321.
Yuan, F., & Woodman, R. W. (2010). Innovative behavior in the
workplace: The role of performance and image outcome
expectations. Academy of Management Journal, 53(2), 323-342.
Zhang, Y. C., & Li, S. L. (2009). High performance work practices and
firm performance: evidence from the pharmaceutical industry in
China. The
International
Journal
of
Human
Resource
Management, 20(11), 2331-2348.

88

