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This fundamental-applied research aims to design and test the
organizational embeddedness model based on the knowledge
application with a mixed approach using grounded theory (GT). In
the qualitative section, data is derived from in-depth interviews
conducted with 25 high-ranking and experienced managers of the
Central Bank, who were selected based on snowball sampling. In
the quantitative section, according to Cochran's formula, 346 out
of 3500 people were selected by stratified random method.
Qualitative data analysis was done using the grounded theory
analysis method and quantitative data was analyzed by
confirmatory factor analysis method with AMOS and SPSS
software. The results showed that the dimensions and components
of organizational embeddedness in the Central Bank can be
classified into 24 main dimensions and 51 components, which
include 6 main groups: causal conditions, core category, strategies,
consequences, contextual conditions, and intervening conditions.
Each group has 4 dimensions: individuals, group, organizational
and environmental. The results indicated that paying attention to
the financial needs of employees in order to create motivation,
maintain their job position, and encourage families can be
considered as a general solution. ©authors
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1. Introduction

Globalization and restructuring towards
information and knowledge society are
driving forces that have changed business
structures in the 21st century (Gong et al,
2021). Knowledge has become important
due to the new environmental conditions that
affect organizations, and traditional factors
of production are placed in the background
(Kong et al, 2018). Today's organizations are
dealing with changing customer needs,
shorter product life cycles, and complex
systems and processes (Lee et al, 2014).

All  these things force people and
organizations to constantly think, innovate
and perform better. It seems that
organizations have turned to a knowledge-
based economy by giving more importance
to their knowledge than other traditional
resources and assets (Ng et al, 2014). In the
meantime, banks, which play a remarkably
significant role in the economy of any
country, have shown special attention to
knowledge management and have realized
the necessity of using their experience and
intellectual assets to respond better to the
changes in the business environment
(Permarupan et al, 2020).

Application of knowledge in the banking
industry is similar to other industries, but the
increasing  complexity of the banking
environment makes its implementation more
difficult (Rathert et al, 2020). Although the
importance  of knowledge application in
organizations is  increasingly  recognized,
there is no single framework that can guide
organizations in formally implementing a
knowledge management process (Schermuly
et al, 2016).

Any knowledge management framework
adopted by a specific organization can be
successful only if it is appropriate for that
organization, otherwise, it must be modified
and developed by users (Simonet et al,
2015).

As one of the most vital organizations in
the country, the Central Bank has an
influential and prominent role in promotion
of country’'s economy and industrial growth
goals (Tajarlo & Khodabakhsh, 2022). The
Department of Economic Statistics is one of

the branches of this bank, which reports on
the economic development data by collecting
accurate  statistics  from  the  given
community. It reports the monthly and
annual inflation rates based on the and the
economic and inflation indicators and
presents them to the senior officials of the
country. It can be viewed as a full-length
mirror against the economic measures of the
statesmen (Zhou & Chen et al, 2021). A
common concern in all industries is
employee retention. Although various factors
may contribute to employee turnover, recent
research may shed light on practical ways to
improve  retention and  reduce  costs
associated with excessive employee
turnover. Experienced and skilled employees
in this department and the central bank in
general play a significant role in providing
correct and accurate statistics (Baybordi et
al, 2022). This cannot be achieved except in
the presence of motivated and efficient
human resources who have a sense of
belonging to the organization and perform
their duties with love and passion, and gain
experience in the few years serving in the
central bank and perform his specialized
work optimally and not think about moving
or leaving his job (Singh et al, 2018).

Job Embeddedness is a set of forces that
influence employee retention. It is different
from turnover; because its emphasis is on all
the factors that keep an employee on the job,
rather than on the psychological process that
the individual goes through while having the
job.In the other words, it is referred to
staying in the job or in an organization
(Bahrainian, 2015).

Banks should pay attention to the key
competitive components and effectiveness in
the market. They should fulfill their
obligations and social contributions, create
value for society and themselves, integrate
existing services, create and provide new
services faster than competitors. Of course,
in relation to customers, they should also pay
attention to  satisfying the  customer's
demands and needs and provide them with
unique values.

Banks also need to invest in making
customers loyal and creating a positive
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mindset for them. So that they can eventually
enter into the market and increase and satisfy
their customers in order to develop their
financial ~ performance. Achieving  the
appropriate  knowledge application in the
banking industry provides opportunities for
learning and developing new practices. In
addition, the knowledge application in banks
increases communication and cooperation
between people, and this communication
leads to the flow of knowledge among
employees. It makes employees cooperate,
learn and share information. In fact,
knowledge application in the banking
industry will support the knowledge flow
among bank employees (Lee et al, 2022).
Also, when customer relationship
management is implemented, the knowledge
management  program can expand the
knowledge flow related to the customer.
Knowledge management provides tools,
processes, and databases to share knowledge
with customers and employees. Therefore,
knowledge flow is necessary for any
organization to survive and have dynamism
of that organization (Furstenau et al, 2019).

The banking industry is no exception to this
rule; therefore, knowledge management and
knowledge flow can enhance organizational
vitality in the banking system, which in turn
can lead to  customer  satisfaction.
Consequently, the banking system can
achieve a stable competitive advantage in
communication of information and
knowledge (Baybordi et al., 2022).

The term “embeddedness" is sometimes
used instead of "retention” (Chen & Shaffer,
2017). Human resource professionals can
gain a lot of insight from the best retention
practices by learning about job retention and
its outcomes (Mehdad et al., 2018). A more
nuanced approach to employee retention than
the traditional measures such as employee
job satisfaction, job retention theory is a
multifaceted  tool for identifying and
addressing challenges that can potentially
lead to unwanted turnover in  their
organization (Wihler et al, 2017).

In fact, embeddedness can be a kind of
force that keeps working people in their
current job that have no desire to leave their
job or change jobs (Rubenstein et al, 2020).

Increasing  organizational ~ loyalty  and
strengthening the sense of duty among
employees will lead to employees becoming
established in their current jobs (Boxu et al,
2022).

The absence of three effective factors
which are appropriateness, communication,
and dedication can be observed in an
organization (Amankwaa et al, 2022). The
goal of knowledge acquisition is to achieve
radical innovation through the accumulation
of new and non-overlapping knowledge,
while the goal of exploitation is to use the
bulk of knowledge in order to achieve
greater efficiency and improvements that
mainly lead to incremental innovation. This
is because companies with an ambidextrous
orientation are more likely to succeed in
overcoming the trade-off between retention
and organizational persistence through better

management of external and internal
knowledge. This process improves
organizational sustainability. Therefore,
through the construction and development of
knowledge  networks and  knowledge
application procedures, organizations gain
access to resources and competencies such as
employee retention, loyalty, and

organizational stability.
The main research objective is developing

a suitable model for the organizational
embeddedness  based on  knowledge
application in the Central Bank of the
Islamic Republic of Iran.
2. Literature Review
Knowledge Application
To gain a competitive  advantage,
organizations are required to effectively

manage their knowledge resources (Vaghefi
et al 2018). In general, knowledge
application is a process through which
organizations generate value from their
intellectual capital and knowledge-based
assets (Lendzion, 2015). The purpose of the
knowledge management process is to
support innovation and encourage the free
flow of ideas throughout the organization.

The most important activity in the
application of knowledge is to ensure the
transfer  of  knowledge  within  the
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organization and also between organizations.
Therefore, knowledge transfer is considered
one of the main components of knowledge
application processes. A successful transfer
is recognized as the most necessary and best
way to use organizational knowledge (to
create core competencies and develop
strategic advantages in the organization)
(Chauwel, 2016). However, the
implementation of knowledge transfer in
organizations can be challenging for
managers. For the effective transfer of
knowledge, there is a need to better identify
the factors and obstacles that affect the flow
of knowledge exchange. In fact, it is claimed
that we are facing a lack of a systematic
approach to understand the factors and
mechanisms  influencing knowledge transfer
(Ayad et al, 2020).

Organizational embeddedness

In the field of social sciences, Karl Polanyi
is usually regarded as the "father" of the
concept of embeddedness. However, many

theorists  (for example, Marx, Weber,
Schumpeter, and Parsons) tried to use
broader and more comprehensive

frameworks to introduce embeddedness in

economics and sociology (Kwiringira et al,
2021). Granovetter's classic article titled ‘a
stimulus  for  modern  research  on
sustainabilityis regarded as an economic
agent in the ongoing patterns of social
relations (Mohan et al, 2021), and instead of
settling down, he argues about the primacy
of both individual and social characteristics.
The author emphasizes attention to the
interaction between social structures and
economic activity in industrialized societies
(Firstenau et al, 2019). According to
Parsons, entrenchment can still be usefully
and accurately viewed as a broad effort to
expose and correct the shortcomings of the
neoclassical economic tradition and to
eliminate the desire of economists and others
to modernize or determinizz the market
system. These definitions were formed in
opposition to the specific market concepts
that exist in  neoclassical economics.
Embeddedness can also refer to the
continuous exchange of economic activities
in social structures (Gemici, 2008). Some of
the studies conducted on the subject of the
research and its background are shown in
Table No. 1.

Table 1. An overview of the background ofthe research

effect of contract violations on nurses' job

paisal (2022) stability and their job attitudes

Researcher Title Results
Boxuet al The effect oforganizational embeddednesson | Organizational and structural embeddedness has a positive effect
(2022) innovation performance on innovation performance
- - . - - T he existence of 4 latent profiles of communication-based job
Ramaite et al \Ijv:tohf 'SIS Sg:\)izg re mobsggﬁg?aeci?bae?é?ﬁrlﬁ embeddedness, balanced?h igh jobembeddedness, modera{e-
(2022) P érjnhusiasm ' communication-based, fit-based jobembeddedness, and
dedication-based job embeddedness was discovered.
Engaging informal institutions through Some organizations subtly involve themin theiractivities
Balyohere & | corporatepolitical activism: Organizational through communication with non-official institutions and cause
Lowton embeddedness capabilities in emerging these institutions to support the company's employees and
economies increase theirembeddedness.
- - Contract violations havea negative effect on the three
Dechawatana Isit important tonot keep the promise? The dimensionsoforganizationzgl commitment (fitness,

communication, and dedication). And they weaken
organizational embeddedness.

T he effect of job quality insecurity, burnout

In conditions of weak organizationalsupport, the impact of low

Dg?&”&g‘g? e on hotel employees' job retention: therole of job quality on employees' mental and emotional burnout is
' perceived organizational support greater
The Teader-supervisor relationshipandthe support ofthe
Ak . : employeesat its highest level increase the job embeddedness and
gunduz et Howthe leader-follower relationship affects - -
al (2022). | employeeretentionthrough employee support, | J0Pcommitmentof the employees. Andemployee support hasa
’ " | moderatingrole in influencing the leader-follower relationship on
jobsatisfaction.
Job persistence has an effect on the relationship between the four
Stewart et al Isthe supervisors gender, the moderating role _ dimensions of the leader-follower relationshipand job
(2021) of job embedde_dnes§ effecylve in _the Ie_ader— satlsfa_ctlon,_but thesupervisor's gender hasr_10 eff.ect on_thefour
follower relationship and job satisfaction? dimensions of the leader-follower relationshipand job
embeddedness.
Harmonious and normal enthusiasmhas no effect on job
YuTengetal | Doeswork trainingincrease persistence? Job retention, but intense and crazy enthusiasm has a positive effect
(2021) passion model and mismanagement on retention, and both normal and intense types have an effect on

retention through the employee's interest in work.




Majidian Dehkordi et al./Organizational Embeddedness Model Based on Knowedge Application

Researcher Title Results
o - Devotingyourselftowork has a positive effect on joband family
Yang & Chen retznht"ao‘;f'f'?'%ts :)crl\glg;l;:;qllc?\f\llgpkoc?r%?' ds conflicts,and these conflicts havea negative effect on job
(2021) lon: and'obflexiblil):t : stability, and job compatibility has a positive relationship with
) y jobstability.
Dechawatana There isadirect relationship betweenthe leader-follower
aisal Effects of leader-follower relationship on relationship and job persistence and job commitment. Also, in
SOZOa work attitudes difficult working conditions, organizational stability strengthens
( ) the effect of bilateral relationships with job commitment
. . - . Meaningful work and job satisfactionare related to each other
DecQ:;/Sv:ltana m'\gg?f? ér&%m (;,(\:I) g; ?onbjgr?wsbztdlggcr]tgg-aﬁ d due to organizational commitment. Knowing about the support of
N : the supervisorand colleagues has a positive effect on meaningful
(2020b) work-based social support work and jobstability
T he results showthat transformational leaders increase perceived
Al-Ghazali T ransformational leadership, job adaptability, career success. In addition, transformational leadershipand
(2020) jobembeddedness and perceived job success perceived careersuccess are related to job adaptability and job
embeddedness.
first 7 interviews, the initial conceptual
3. Methodology framework was framed and by conducting
This research is applied in terms of its subsequent interviews new codes were

objectives and follows a descriptive and
fundamental-exploratory ~ approach.  Data
were collected using library and field studies
(using  semi-structured  interviews  and
questionnaires) it uses a mixed methods
approach that employed the grounded theory
(GT) in the qualitative part and exploratory
factor analysis in the quantitative one. The
population in the qualitative part comprises
high-ranking and long-term managers of the
Central Bank of Iran. Which were recruited
through purposive sampling.

In the qualitative section, the statistical
population included the senior managers of
the Central Bank of Iran, recruited using the
snowball method. Twenty five experts were
identified as the statistical sample of the
qualitative section and participated in the
interview process. In this way, by coding the

obtained that were used to further develop
the framework. Data were analyzed using the
grounded theory techniques which includes
three main stages of open coding, central
coding, and selective coding. The initial
findings  provided the  possibility  of
formulating  hypotheses and how the
variables of the organizational
embeddedness model are influenced. In
order to assure validity and reliability, 4
criteria  including  believability, reliability,
transferability, and verifiability ~ were
considered (Lincoln & Guba,1985).

The  demographic  information of the
interviewees is displayed in table2. The table
shows that the work experience of all the
interviewees is above 14 years indicating
enough experience of the participants in this
field.

Table 2. Interviewees ‘demographic information

No | gender | Education work No | gender | Organizational | Education | O rganizational work
experience position position experience

1 Man Ph.D. 18 14 Man Head Director M.A Head Director 21

2 | Woman M.A 21 15 Man Head Director M.A Head Director 18

3 Man M.A 15 16 | Woman | HeadDirector B.A Head Director 13

4 Man Ph.D. 13 17 Man Deputy B.A Head Director 12

Director

5 | Woman M.A 16 18 Man Head Director B.A Head Director 18

6 Man B.A 22 19 | Woman | HeadDirector Ph.D. Head Director 22

7 Man B.A 16 20 Man Head Director B.A Head Director 27

8 | Woman M.A 19 21 Man Deputy M.A Head Director 20

Director

9 Man M.A 18 22 [ Woman | HeadDirector Ph.D. Head Director 19

10 | Woman M.A 24 23 Man Head Director M.A Head Director 14

11 Man Ph.D. 25 24 Man Head Director B.A Head Director 16

12 | Woman M.A 21 25 [ Woman | HeadDirector B.A Head Director 21

13 | Woman Ph.D. 19 No Head Director

In this research, using Strauss and Corbin’s  phenomenon with explanation of causal

strategy in the qualitative section, the conditions, contextual conditions,
phenomenon of organizational  intervening conditions, strategies and finally
embeddedness was as the  central
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consequences of embeddedness in the central
bank were determined.

The coding validity of 0.79was obtained
using Cohen's kappa index.,

Table3 presents an example of the
identified codes from the interviews based
on the GT analysis.

Causal conditions

Causal conditions of events are events and
happenings that lead to the occurrence or
expansion of the desired phenomenon.

Causal conditions in data are often
expressed with words such as when, while,
since, because of, and due to. Even when
there are no such identifiers, the researcher
can find the causal conditions by considering
the phenomenon itself and by regularly
looking at the data and reviewing the events
that precede the phenomenon in terms of
time.

Table 3. Identified causal conditions

Dimensions Concepts (Axial Coding) Category (selective coding)

Fanatic - automatic work bias
. Good financial situation - no need Financial needs
Individual - - - .
Job with class - good image job prestige
Good mood - career motivation M ental and psychological strengthening
Friendship of colleagues - interaction A sense of friendship and connection
Group Work vitality - healthy competition Anincrease in cheerfulpeople

Honesty - flawless work
Preference of colleagues

Raisinghonesty
Raisingthe sense of sacrifice

Organization

Successful organization - welfare superiority
Associate manager - popular manager
Orderly organization - fixed rules
Equal vision - proportional rights

A sense of organizational superiority
Encourage managers
Law-abiding
No discrimination

Environment

Persuasion of the family - a positive view
Agreeingparties-
Prosperous people - richcountry
Information - people'sawareness

Encouragingpersistenceenvironment
The political environment
The economic situation of the environment
Reportingon social media

Central Category

selected. As it was said,

traces of this

category can be seen throughout the data and

In this research, the central category of they are almost mentioned in all the
organizational ~ embeddedness has been interviews and play a central role.
Table 5. Identified categories
Dimensions Concepts (Axial Coding) Category (selective coding)
Worthy manager - associate manager M eritocracy
- Specialists - promotiontest talent search
Individual - - -
Timely promation promotion
Incentives - motivation for promation Employeeincentives
mutual understanding Existingof empathy
G Appropriate treatment - respect Reducingtension
roup L
Participation Teamwork culture
Information - legality Explanation oftherules
Education - modeling Improvingthe scientific level
Oraanization Transferof experience-relevant training Experts
% Rating— Create apost Low level classification
Related matters outsourcing
_ Excg!)lgirgl idkLiJI(I:s t_'ﬁﬂ (—)\E)Vrlce)gzsesors Communicationwith the university
Environment . - I Non-occupational training
Encouragingthe mind - a gifted job .
L Family encouragement
Course training - new content

Strategy
Strategies or actions are purposeful actions
that provide solutions for the desired

phenomenon. Strategies are a set of actions

6

that individuals, teams, and organizations
take in response to the causal conditions and
context and considering the intervening
factors in order to achieve a category-
oriented approach.
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Table 6. Identified strategies

Dimensions Concepts (Axial Coding) Category (selective coding)
Official emp loyment - employment provision Job security
. Provisionof livelihood - benefits salary and benefits
Individual . - - L g
Sightseeingand educational facilities welfare amenities
Workingclass - occupational pride job position
Sympathy - solving problems Understanding
Group orienting—team orienting Coordination betweenemployees
Group ; ;
Workinggroup - effort Interaction
Group encouragement-orientation Teamwork motivation
Education - improving knowledge Educatlgn Courses
— - - ; M eritocracy
Organization Adaptation of education and occupation — : .
AT - Suitability of education and job
Specialization - elites > L
trainingspedalist
Urban spaces - parks Environmental vitality
Environment Good treatment - peace De-stressing
Facilities forall - prosperity elimination of discrimination
Encouraging - creatingmotivation M otivate growth

Contextual conditions

Contextual conditions are a set of conditions
that provide the background for the central
phenomenon and influence behaviors and
actions. The background conditions affect
the central category and its results. In other

words, a series of special conditions in which
strategies and mutual actions are carried out
to manage, control, and respond to the
phenomenon. Distinguishing underlying
conditions from causal conditions is difficult
because some factors might play roles in
both conditions.

Table 7. Identified Contextual conditions

Dimensions Concepts (Axial Coding) Category (selective coding)
Willingness to work - self-esteem A_persons genetic |ncI|n_at|on to dowork_
- - Increasingthe academic level in accordancewith the
- Related training - M entoring A
Individual - . current job
Free mind - work enthusiasm
Interestin work - becomingan expert - . Mental health -
Suitability of job and employee and capabilities
Communication- focus group Interaction of employeegroups
Loyalty - group and team Not destroyingand strengtheningrelationships
Group - . o
Hap piness - group and team Group dynamicsand teamworkspirit
Healthy competition - ethics Lack of jealousy and promotion of competition
Appreciation - reward :
Financial well-being - benefits accordingto . Optimal reward sy_stem .
s : - Fundingemp loyees according to society
Organization inflation A ;
L Organizational Justice
Equal opportunity - justice - ; .
; Performance reporting on social media
Peop le'sawareness - performance report
Effectiveness - mutual influence Interaction between organizationand environment
. Support people - commitment Increasing the popularity of the organization in society
Environment - . . . .
Prominentrole - people's awareness Raisingsocial capital
Pleasantness - appropriate treatment Dealingwith the customer properly

Intervening conditions
Intervening  conditions are factors that
facilitate the causal conditions, or interfere

and prevent them due to certain conditions.
In other words, intervening conditions alone
do not lead to behavior, but they can affect
behavior due to causal conditions.

Table 8. Identified intervening conditions

Dimensions Concepts(Coding Axial) Category (selective coding)
Periodic transfer - mandatory transfer Periodic transfer of employees
Individual Prosperity - life for work money worship

Unnecessary pride - selfishness
Not seeinga competitor - lack of competition

selfishness
The superiorself
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Dimensions Concepts(Coding Axial) Category (selective coding)
Complaining- not having hope Negative attitudes

Grou Lack of flexibility - failure torespect co-workers Not understanding the situation

P Non-compliance - objectingtodecisions Unnecessary interference in group decisions
Inap propriatepattern - belittling colleagues Unnecessary comparison
Non-arrival ofinformation - informationaudit classification of information
Organization Incompetent manager - wrong management M ismanagement
favoritism

Inequality - unequal opportunity
Unanswered requests - ignoring

Not payingattention to the demands of lower level employees

Political parties - inflation
A soulless society - a stagnant society
Few relations - lack of help
Small environment - unsuitable environment

Environment

Unsuitable political and economic conditions of the environment
Static and boringenvironment
Lack of space for interaction
Inap propriatep hysical work environment

Consequences

Consequences are results of strategies or
actions. In other words, whenever a person
chooses to perform or not to perform a
certain action in response to an issue or

problem in order to manage or maintain a
situation, consequences  arise. Some
consequences may be desirable but some are
unwanted.

Table 9. Identified consequences

Dimensions Concepts (Axial Coding) Category (selective coding)
Increase attachment-encouragement Increase motivation
- Performance - knowledge of the future Ensuringthe future
Individual . S . -
Happy life - dynamic life Live happily
The desire toexcel - the desire to upgrade Individual development
Group problemsolving - Understanding p roblems Collaborate to solve problems
Group Relations - continuation of friendship Increase interaction
Deepeningfriendship - expanding the range of friendships Increase communication
Teamwork - progress Growthin theshadow of teamwork
Greater efficiency and effectiveness Improvingthe Pr Odl.mlv'ty ofthe
— Reducingthe cost of trainingand emp loyment __organization :
Organization - ; Reducingcostsof leavingthejob
Cultivation of expert-skills o
- - . Job specialization
Gainingexperience - the role of mentoring -
Transferexperience
The effect of the organization - the effect of the environment Interaction between organizationand
Attractingpublic opinion environment
Environment Role transparency - social rank General acceptance
The degree of impact in society - the most important role in the social position
environment The key role of the organization

By analyzing the data collected in the
research, in the initial stage (open coding),
concepts were extracted from the transcribed
content of the interviews. Axial coding and
selective coding were also done. Among the
identified factors, the axial coding paradigm
was performed and based on that, the linear
relationship between the research categories

including causal conditions, central
categories, background conditions,
intervening ~ conditions,  strategies  and
consequences was determined. Figure 1
displays the outline of the coding paradigm

that led to, the model of the qualitative d
process.
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Intervening conditions:
Individual: 1- Forced transfer of employees 2- Desire for job promotion

Group: 1- Selfishness in personal interests 2- Unnecessary interference in group decisions 3-
Unnecessary comparison

Organization: 1- Mismanagement 2- Failure to pay attention to the demands of lower level
employees

Environment: 1- staticand boring environment 2- lack of space for interaction

N

onsequences Strategies Category Casual conditions
ndividual | [ individual | | individual | [indiduai
- Increase motivation 1- Job security 1- Meritocracy 1. Job prestige
- Personal development 2- Job position 2- Promotion 2. Mﬁntlal & |
sychologica
| 3- Employee incentive Etr)éngther?in
rou | Group | 9
L . G
1- Increasing interaction 1- Constructive | 2oup | L_GME
interaction
- Development of 1- Empathy 1- A sense of friendship
ommunication 2- The motivation of 2- Teamwork culture and connection
teamwork

rganization |

| 2- Raising honesty

| | Organization

Organization

- Job specialization rOrganization

1- Improving the
1- Capacity scientific level 1- The feeling of

- transfer of experience . .
improvement period

superiority of the
organization

- 2- Outsourcing
nvironment | 2- meritocracy

Environment | 2- Encouraging the elites

- General acceptance

Environment |

1- Non-occupational | Environment

- The key economic

1- Environmental education
vitality 1- The external

2- Creating an .
: environment encourages
environment proneto -
persistence

stagnation
growth 2- The political situation

..

Individual: 1- Theindividual's genetic tendency to do the current work 2- Mental health

ole of the organization

2- To motivate

Contextual conditions:

Group: 1- Rootedness of working relationships 2- Spirit of team work
Organization: 1- Optimum reward system 2- Honoring clients

Environment: 1- mental background about the organization 2- having proper
relationships between people

Figure 1. The final model of the research
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Quantitative section and finally, the results of the tests were
Using exploratory factor analysis and compared in a table. These results are shown
confirmatory factor analysis, each of the separately in Table No.9.

indicators was checked separately, which

was done by using SPSS and Amos software,

Table 9. Results of exploratory and confirmatory factor analysis Source: SPSS and AMOS software

. Exploratory
Dimensions Variable fConflrmatory factor Questions Result
actor analysis .
analysis
work bias 0.68 0.84 ql confirmation
Financial needs 0.60 0.94 g2 confirmation
Individual job prestige 0.60 0.59 g3 confirmation
Mental and
psychological 0.61 0.82 q4 confirmation
strengthening
A sense of frlequhlp 0.62 0.86 g5 confirmation
and connection
group An increase in cheerful 0.58 0.55 q6 confirmation
people
Raising honesty 0.53 0.78 q7 confirmation
2 Raising th_e'sense of 0.52 0.89 g8 confirmation
=) sacrifice
S A sense of
8 organizational 0.56 0.72 q9 confirmation
z Organization superiority
3 Encourage managers 0.67 0.91 q10 confirmation
© Law-abiding 0.63 0.79 g1l confirmation
No discrimination 0.69 0.45 q12 confirmation
Encouraging
persistence 0.50 0.68 q13 confirmation
environment
. The_polltlcal 0.80 0.78 ql4 confirmation
Environment environment
The economic
situation of the 0.61 0.52 ql5 confirmation
environment
Reporting on social 0.65 0.72 q16 confirmation
media
M eritocracy 0.79 0.83 ql7 confirmation
Individual talent search 0.70 0.84 q18 confirmation
promotion 0.80 0.73 q19 confirmation
Employee incentive 0.49 0.68 g20 confirmation
Theeﬁ]rsgterr]];e of 0.58 0.84 g21 confirmation
Group Reduce tension 0.49 0.76 g22 confirmation
%‘ Teamwork culture 0.43 0.76 923 confirmation
g Explanation of the 050 0.70 q24 confirmation
5] rules
£ '”Tpm.".'”g the 0.64 0.71 g25 confirmation
S scientific level
o . .
@ Organization Low level 0.64 0.71 q26 confirmation
= classification
Experts 0.58 0.56 q27 confirmation
outsourcing 0.55 0.70 g28 confirmation
Communication with 0.65 0.81 929 confirmation
. the university
Environment Non-occupational
Lo 0.75 0.86 q30 confirmation
training
Family encouragement 0.66 0.98 g31 confirmation
Job security 0.57 0.82 g32 confirmation
2 Individual salary and benefits 0.62 0.82 g33 confirmation
> welfare amenities 0.71 0.75 q34 confirmation
IS job position 0.72 0.96 935 confirmation
n Group Understanding 0.43 0.85 q36 confirmation
Coordination between 0.67 0.67 q37 confirmation




Majidian Dehkordi et al./Organizational Embeddedness Model Based on Knowedge Application

) Exploratory
Dimensions Variable Conflrmatory factor Questions Result
factor analysis .
analysis
employees
Interaction 0.61 0.87 g38 confirmation
Teamwork motivation 0.67 0.84 939 confirmation
Education Courses 0.46 0.70 g40 confirmation
Organization Menitocracy 069 093 a1 Sonfirmation
Suitability of . .
education and job 0.62 0.94 q42 confirmation
Environmental vitality 0.54 0.88 g43 confirmation
Environment De-stressing 0.61 0.88 q44 confirmation
el_lml_nat_lon_ of 0.77 0.73 q45 confirmation
discrimination
M otivate growth 0.63 0.95 q46 confirmation
Periodic transfer of 0.51 0.63 q47 confirmation
Individual employees ___
money worship 0.68 0.69 g48 confirmation
selfishness 0.49 0.63 q49 confirmation
The superior self 0.70 0.95 g50 confirmation
Negative attitudes . .
towards the group 0.43 0.86 g51 confirmation
Not ynderstandmg the 0.97 0.81 952 confirmation
conditions of the group
Group
Unnecessary
interference in group 0.51 0.95 g53 confirmation
decisions
2 Unnecessary 0.99 0.96 454 confirmation
= comparison
2 Unnecessary
8 classification of 0.98 0.89 055 confirmation
2 information
§ Organization M ismanagement 0.91 0.85 g56 confirmation
5 favoritism 0.44 0.71 g57 confirmation
= Not paying attention to
the demands of lower 0.51 0.95 g58 confirmation
level employees
Unsuitable political
and economic . .
conditions of the 0.55 0.92 g59 confirmation
environment
Environment Statlc_and boring 098 0.70 q60 confirmation
environment
Lack of space for ) .
interaction 0.94 0.71 g61 confirmation
Inapprop rla_te physical 0.87 0.92 962 confirmation
work environment
. A persons genetic 0.98 0.90 g63 confirmation
inclination to do work
Increasing the
L academic level in . .
Individual accordance with the 0.97 0.96 g64 confirmation
current job
2 Mental health 0.41 0.63 g65 confirmation
S ftability of i
£ Suitability of job and 0.96 0.91 466 confirmation
< emplo_yee
; Interaction of 0.86 0.983 q67 confirmation
= employee groups
o Not destroying and
%” group strengthening 0.92 0.85 g68 confirmation
a relationships
Group dynamics 0.97 0.86 g69 confirmation
Promote competition 0.96 0.73 q70 confirmation
Optimal reward system 0.98 0.83 q71 confirmation
Organization Fundlr_lg employ_ees 0.47 0.82 q72 confirmation
according to society
Organizational Justice 0.45 0.86 q73 confirmation
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) Exploratory
Dimensions Variable Conflrmatory factor Questions Result
factor analysis .
analysis
Performan_ce repqrtlng 0.47 0.92 q74 confirmation
on social media
Interaction between
organization and 0.74 0.69 q75 confirmation
environment
Environment Increasing the
popularity of the 0.96 0.80 q76 confirmation
organization in society
Raising social capital 0.78 0.89 q77 confirmation
Dealing with the 0.67 0.90 q78 confirmation
customer properly
Increase motivation 0.87 0.82 q79 confirmation
Individual Ensu'ring the f_uture 0.73 0.78 q80 conf?rmat?on
Live happily 0.83 0.86 g8l confirmation
d Individual 0.57 0.96 q82 confirmation
evelopment
Collaborate to solve 0.47 0.87 483 confirmation
problems
Increase interaction 0.77 0.86 g8 confirmation
group Increase . .
S 0.82 0.66 g85 confirmation
communication
2 Growthin the shadow 0.49 0.96 486 confirmation
e of teamwork
L Improving the
§ productivity of the 0.69 0.72 q87 confirmation
b= o organization
8 | Organization .
Reducing costs of 0.87 0.99 188 confirmation
leaving the job
Job specialization 0.63 0.85 q89 confirmation
Transfer experience 0.68 0.83 q90 confirmation
Interaction between
Environment organi_zation and 0.62 0.92 q91 confirmation
Dimensions environment
Individual Gener_al acce_p_tance 0.75 0.81 q92 conf@rmat?on
social position 0.47 0.78 q93 confirmation
The key _role_of the 0.68 0.85 q94 confirmation
organization ' )
All factor loadings in both exploratory retention, and existence of these

and confirmatory analyzes are higher than
0.4 and all indicators are confirmed in both
analyses. After checking through exploratory
and confirmatory analyses, the indicators
with the highest loadings were selected and
the final model was formed.

5. Discussion

This research aimed to provide a model for
the organizational embeddedness based on
the application of knowledge in Iran’s
central bank. From a practical point of view,
the present research can be a good solution
for managers to for employee retention and
enhanced productivity. t, and they can
increase the In the proposed model, the
causal conditions refer to the factors that
require the implementation of the human
resource management process in employee
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conditions is the factor that creates the need
to design the model. Background conditions
indicate internal and external factors for
employees to settle in their current jobs.
Conditions must be taken into consideration
to successfully implement the process of
settling in the current job. These conditions
can improve the sustainability of job
employees. On the other hand, interfering
conditions have a negative effect on the
process of embedding and can disrupt the
implementation  of embedding. In this
process, the main factor in creating the
embeddedness model is considered a central
phenomenon. although it may be considered
the most important factor in retention, if not
taken into account, the human resource
management process will face problems in
retaining employees. The strategic factor of
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the model makes it easier to reach a
permanent employee and creates value for
the organization and employees, and finally,
the results provide the expected results of the
implementation of the permanent model in
the organization. Collaborative relationships
can provide access to internal processes used
by other organizations and allow the
company to learn their application in
different contexts. Knowledge extraction can
facilitate  this  collaboration  through the
effective and efficient acquisition of skills
and knowledge to improve sustainability. In

fact, it shows how managers should
recognize that the effort and resources
invested in acquiring knowledge from
outside the company will lead to

organizational embeddedness if they create
appropriate and  effective  knowledge
management tools, platforms, and processes
internally.

6. Conclusion
Considering the role of human resources in
improving  productivity and  transferring

experiences to the next generation and as a
result, increasing accuracy and skill, it is
necessary to  recrut and  encourage
employees with varying experience levels.

In this way, employees with less experience
will have enough motivation to stay in their
current job when they are encouraged to

work along with more experienced
employees.  Although  organizations  vary
greatly across industries, there are many

ways that HR departments can seek to
improve job embedding. It is important to
attend to the common factors that contribute
to employee burnout. Attention should also
be paid to the predictors of employee
retention and how an organization can use

this information to achieve its goals.
Bahrainian (2014) showed that
organizational belonging and organizational

adherence are important consequences of
organizational commitment. Baybordi et al.
(2022)  showed the importance  of
relationships in the organization to improve
organizational stability.

Regarding the recruitment of employees,
indicators  should be considered so that
employees who are fully suited to the job in

terms of knowledge and specialized abilities
are hired and assured that they will get fixed
employed if they keep up to the rating
standards every year. They need to be
provided with sufficient rights and benefits
and suitable services.

Necessary training suitable to the job and
ways to succeed in the current job should be
provided to the employees so that they are
can get promotion in their current jobs
Competent employees should be encouraged

Organizations  should conduct  their
recruitment processes through appropriate
competency assessments and avoid any
discrimination among the applicants.
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