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Abstract 

 

The perception of the relationship between leader-member exchange and good 

organizational support largely determines an employee’s desire to stay in their jobs. This 

study aims to examine the effect of leader-member exchange and perceived 

organizational support on job embeddedness, with self-efficacy as a moderating variable. 

The study was conducted in three Islamic banks in Indonesia, namely Bank Syariah 

Indonesia, Bank Madina Syariah, and Bank Muamalat. This research was quantitative, and 

the sample used comprised 302 respondents obtained through purposive sampling, with 

data collected using a questionnaire. The results of this study indicate that leader-

member exchange and perceived organizational support positively influence job 

embeddedness in employees. Additionally, this study demonstrates the role of self-

efficacy in moderating the relationship between perceived organizational support and job 

embeddedness. However, self-efficacy could not moderate the relationship between 

leader-member exchange and job embeddedness. Based on the results of the study, the 

leaders of Bank Syariah Indonesia, Bank Madina Syariah, and Bank Muamalat must pay 

attention to fostering good relations between leaders and employees, as well as ensuring 

positive support from the organization. 
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1. Introduction 

Companies that experience bankruptcy require 

employee commitment to continue working to advance 

the company so that job embeddedness in employees is 

crucial for the company. Job embeddedness is defined as 

the attitude possessed by employees to stay in their jobs 

[1]. Karatepe & Ngeche [2] said that employees with high 

job embeddedness choose to stay and perform well. 

There are several ways that companies can do to increase 

the job embeddedness of their employees. One of the 

determining factors is the leader-member exchange. 

Leader-member exchange is a relationship of mutual 

influence between superiors and subordinates that 

emphasizes the quality of the relationship from the 

interactions between the two [3]. 

Kharimah & Agus [4] added that leader-member 

exchange is a relationship between leaders and 

employees in an organizational unit. The quality of 

leader-member exchange can be seen in loyalty, 

contribution, professional respect, and feedback 

between employees, leaders, and the team [5–7]. The 

leader-member exchange is expected to make 
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employees feel comfortable with their work [8, 9], since 

the leadership gives great attention and trust to 

employees. Vice versa, leaders with poor behavior can 

reduce commitment and increase employee turnover 

[10, 11]. 

Besides leader-member exchange, another factor that 

may increase employee job embeddedness is perceived 

organizational support [12]. According to Ariarni & 

Afrianty [13], perceived organizational support is defined 

as employees' perceptions of the organization by looking 

at the extent to which the organization values its 

contribution and cares about their welfare. The 

presumption that employees are given support and 

cared for by the organization arises when employees feel 

that the organization is trying to meet their needs. 

Organizations generally provide positive support such as 

awards, care, salaries, health benefits, voting rights, 

comfortable and safe working conditions, and other 

assistance that can support their work and welfare [4]. 

Employees perceive the organization as an important 

source of socio-emotional needs [14]. The more benefits 

or support employees get from the clean and democratic 

organization, the more a sense of job embeddedness is 

fostered, causing employees to prefer to stay in their jobs 

[15–17]. 

Banan's research [18] showed that perceptions of 

organizational support could influence employees' desire 

to stay with the organization where they work. 

Employees' positive perceptions about forms of support 

from the organization, such as paying attention to their 

contributions and the organization's concern for their 

welfare, make employees feel that the organization 

provides positive support for their performance so that 

they choose to remain in the organization where they 

work, which is a representation of job embeddedness. 

This kind of work environment also supports employees 

in improving their performance [19–21]. 

To strengthen the positive influence of leader-member 

exchange and perceived organizational support on job 

embeddedness, moderating variables are necessary. The 

moderating variable in this study is self-efficacy. Self-

efficacy is defined as an individual's belief that arises 

because of his confidence in his ability to complete a job 

[22]. Nuruddin & Sridadi [23] also proposed that high self-

confidence makes an individual more likely to initiate an 

action, pursue it and maintain that persistence because 

they feel confident, they can handle what they want or 

need to do to fulfill the assigned task. Individuals with 

high self-efficacy tend to enjoy the work they have [24]. If 

an employee has self-confidence and knows that he is 

competent, he will be more courageous and will not feel 

reluctant to his superiors to express what he feels that 

the support provided by the organization, such as a good 

relationship with superiors, will increase. With the role of 

self-efficacy, it is hoped that it can moderate the effect of 

leader-member exchange and perceived organizational 

support on job embeddedness. 

Reflecting the important role of banking institutions in 

the Indonesian economy, Islamic banking is expected to 

be able to maintain and improve its performance. 

Performance of Islamic banking amid the Covid-19 

pandemic grew stably and even higher than conventional 

banking [25, 26]. Accordingly, Sharia banking continues to 

play a positive role in maintaining and recovering the 

Indonesian economy, which has fallen due to the 

pandemic. This research was conducted at Islamic banks 

that have implemented the GCG (Good Corporate 

Governance) system according to the regulations set by 

Bank Indonesia. The application of GCG by Bank 

Indonesia has been proven to be able to improve the 

financial performance of Islamic banking [27, 28]. This 

research investigated three Islamic banks: Bank Syariah 

Indonesia, Bank Madina Syariah, and Bank Muamalat. 

Therefore, this research aims to elucidate the 

relationship between leader-member exchange and 

perceived organizational support with job 

embeddedness, with self-efficacy as a moderating 

variable. Through a deeper understanding of these 

dynamics in the Islamic banking environment, it is hoped 

to offer a fresh perspective on human resource 

management strategies that can enhance employee job 

attachment, thereby supporting the stability and growth 

of the Islamic banking sector in aiding Indonesia's 

economic recovery from the impact of the Covid-19 

pandemic. The novelty of this research lies in the holistic 

approach that integrates key factors potentially 

enhancing employee job attachment within the context 

of Islamic banking, contributing to shaping a new 

framework for sustainable and adaptive human resource 

management practices in the future. 

2. Literature Review 

2.1. Social Exchange Theory 

The main theory in this study is the social exchange 

theory pioneered by Thibaut & Kelley [29]. According to 

Asgari et al. [30], social exchange theory is a view of 

employees that after they are treated well by the 

organization, they will tend to repay the organization by 

being positive and behaving. In view of this theory, if 

employees are treated fairly, they will be motivated and 

committed to work and the organization. It can be said 

that social exchange has similarities with leader-member 

exchange (LMX) and perceived organizational support 

(POS), namely analyzing the quality of the relationship 
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between a leader and employees and the quality of a 

good relationship between the organization and 

employees. 

2.2. Social Cognitive Theory 

Social cognitive theory is one of the theories used when 

observing a person's behavior in doing something, as 

introduced by Bandura & Walters [31]. This theory 

emphasizes that most human learning occurs in a social 

environment. By observing others, a person acquires 

knowledge, skills, beliefs, rules, and strategies. Bandura 

developed his theory to see how an individual controls 

events in their life by setting goals, evaluating possible 

outcomes of actions, and self-regulation of emotions and 

thoughts [32]. Self-efficacy is a branch of social cognitive 

theory regarding a person's belief about his ability to 

achieve goals or tasks that have an influence on an 

individual's life. 

2.3. Job Embeddedness 

Granovetter [1] described job embeddedness as an 

attitude possessed by employees to stay afloat and not 

leave their jobs. According to Nafei [33], job 

embeddedness is defined as the extent to which an 

individual feels fit for the job and the company where he 

works, how are the relationships between colleagues 

inside and outside of work, and what will be sacrificed 

when leaving the job. It was concluded that job 

embeddedness is a factor in which the organization can 

influence employees psychologically, socially, and 

financially, influencing the individual's desire to stay or 

leave the job. 

2.4. Leader-Member Exchange  

Zakiy [34] stated that leader-member exchange is a 

dimension that an organization must have to create good 

communication so as to create a harmonious 

relationship between leaders and subordinates. 

Employees with good relationships with their superiors 

will certainly choose to keep their jobs. In line with a study 

conducted by Asmara [35], leader-member exchange 

positively affects job embeddedness, where a good 

relationship between an employee and a boss can make 

the employee stay in the company where he works. Silvia 

& Suryani [36] added that employees with high-quality 

relationships with their superiors tend to have more 

responsibility at work, contribute to the company, and 

perform better. When employees feel comfortable with 

their jobs, they will stick with them as a representation of 

job embeddedness. 

 

 

2.5. Perceived Organizational Support 

Robbins & Coulter [37] defined perceived organizational 

support as employees' perceptions of the organization 

regarding the extent to which they believe that the 

organization values contributions and cares about their 

well-being. Suraya & Nurtjahjanti (2019) stated that there 

is a positive relationship between the influence of 

organizational support and job embeddedness, where 

employees feel that they are getting an appropriate 

salary, feel fairness and that there is an opportunity to 

develop their career within the organization. Employees 

can perceive the importance of POS as organizational 

support for their actions [38]. 

2.6. Self-Efficacy 

Self-efficacy theory was first developed by Albert 

Bandura and is defined as an individual's belief about his 

ability to perform certain tasks successfully [39]. The 

higher the self-efficacy of an individual, the better the 

individual's performance will be since individuals with 

high self-efficacy tend to have good and strong 

motivation, clear goals and stable emotions [40]. 

Employees who feel that the organization provides 

support by valuing their contributions and caring about 

their well-being will make them feel supported and cared 

for, thereby enhancing their self-confidence in 

completing assigned tasks. When an employee has self-

confidence and knows they are competent, they will be 

more courageous and not hesitate to express what they 

feel to their superiors, thus perceiving that the good 

relationship established with their superiors is also 

improving. Gangloff & Mazilescu [41] stated that the 

higher an individual's belief in their abilities, the greater 

their desire to survive in the organization where they 

work. 

Based on the literature review and theoretical framework 

explanation, the hypotheses of this study are as follows: 

H1: Leader-member exchange and self-efficacy has a 

positive influence on job embeddedness 

H2: Perceived organizational support and self-efficacy 

has a positive influence on job embeddedness 

H3: Self-efficacy moderates the positive influence of 

leader-member exchange on job embeddedness 

H4: Self-efficacy moderates the positive influence of 

perceived organizational support on job embeddedness 
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3. Materials and Methods 

3.1. Samples and Procedures 

The data used in this study were primary data obtained 

from distributing questionnaires. The researcher used a 

non-probability sampling technique with purposive 

sampling since this sampling technique establishes 

certain criteria for the target population. The sample 

criteria we used are employees who have been working 

for a minimum of 3 years. The sample in this study 

consists of employees from three Islamic banks in the 

Special Region of Yogyakarta (DIY) and Central Java 

(Jateng), namely Bank Syariah Indonesia, Bank Madina 

Syariah, and Bank Muamalat, with a total of 302 

respondents. The data collection method used in this 

research involved distributing questionnaires through 

Google Forms, collected from November 2021 until June 

2022. 

3.2. Measurement and Analysis 

The questionnaire in this study utilized a Likert scale, 

where a score of 1 indicates "strongly disagree," and a 

score of 5 corresponds to "strongly agree." The 

questionnaire comprises a total of 42 items. For the 

leader-member exchange variable, the measuring tool 

includes 11 questions adapted from a questionnaire 

developed by Liden & Maslyn [42]. One of the questions 

in the questionnaire was, "I am impressed by my 

supervisor's knowledge and competence regarding his 

work." The measuring tool in the variable perceived 

organizational support uses 6 questions that refer to a 

questionnaire developed by Rhoades & Eisenberger [43]. 

One of the questions in the questionnaire was, 

"Organizations provide opportunities for promotion 

when employee performance is good." The measuring 

tool for self-efficacy variables uses 8 questions referring 

to a questionnaire developed by Pinasti [44]. One of the 

questions in the questionnaire was "the success I got 

because I am confident in my ability to complete the tasks 

given." The measuring instrument for the variable job 

embeddedness uses 17 questions that refer to a 

questionnaire developed by Mitchell et al. [45]. One of the 

questions in the questionnaire was, "I have values that 

are in accordance with the values of the organization." 

The data analysis technique employed in this study is 

moderated regression analysis (MRA), and the 

econometric model used is depicted in Equation 1-4. 

𝐽𝐸𝑖 = 𝛽1𝐿𝑀𝑋𝑖 + 𝛽2𝑆𝐸𝑖 + 𝜀𝑖  (1) 

𝐽𝐸𝑖 = 𝛽1𝑃𝑂𝑆𝑖 + 𝛽2𝑆𝐸𝑖 + 𝜀𝑖 (2) 

𝐽𝐸𝑖 = 𝛽1𝐿𝑀𝑋𝑖 + 𝛽2𝑆𝐸𝑖 + 𝛽3𝐿𝑀𝑋 ∗ 𝑆𝐸𝑖 + 𝜀𝑖 (3) 

𝐽𝐸𝑖 = 𝛽1𝑃𝑂𝑆𝑖 + 𝛽2𝑆𝐸𝑖 + 𝛽3𝑃𝑂𝑆 ∗ 𝑆𝐸𝑖 + 𝜀𝑖  (4) 

Where JE represents job embeddedness, LMX stands for 

leader-member exchange, POS denotes perceived 

organizational support, SE represents self-efficacy, 

LMX*SE indicates the interaction between LMX and SE, 

POS*SE represents the interaction between POS and SE, 

𝛽 is the coefficient value, and 𝜀 is the error term. 

4. Results and Discussion 

4.1. Validity and Reliability Test 

Based on the validity test results presented in Table 1, it 

is evident that all indicators from the four variables used 

can be considered valid, as each indicator shows 

significance where rcount < rtable. Similarly, the reliability 

test results, as shown in Table 2, allow us to conclude that 

all variables used in the study are considered reliable, as 

each research variable has a Cronbach's Alpha value > 

0.7. 

4.2. Econometric Results 

This study involved the construction of several models as 

we aimed to establish moderation variables by 

multiplying the independent variables with the 

moderator variable. Specifically, there are two 

independent variables in this study: LMX and POS. To 

derive the first moderation variable, we multiplied LMX 

by SE (LM*SE), and for the second moderation variable, 

we multiplied POS by SE (POS*SE). Following the 

acquisition of moderation variable values, we conducted 

a regression analysis with job embeddedness as the 

dependent variable. 

According to Table 3, the estimation results indicate that 

leader-member exchange significantly influences job 

embeddedness, with a t-statistics value of 12.459 and a 

probability value of 0.000. The significance level is less 

than 0.05, and the positive regression coefficient 

suggests a positive impact of leader-member exchange 

on job embeddedness. Similarly, the estimation results 

for testing the second hypothesis, regarding the effect of 

perceived organizational support on job embeddedness, 

show a t-statistics value of 12.085 with a probability value 

of 0.000, indicating a significance level less than 0.05. The 

positive regression coefficient supports the conclusion 

that perceived organizational support has a positive 

influence on job embeddedness. 

Furthermore, the results of testing the third hypothesis 

indicate that the interaction of leader-member exchange 

with self-efficacy (LMX*SE) on job embeddedness shows 

a t-statistics value of 0.805 with a probability of 0.421. The 

significance value being greater than 0.05 suggests that 

self-efficacy is not able to moderate the positive influence 
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Table 1. Results of validity test. 

VariableVvvvvv Indicator rcount rtable Conclusion 

Leader Member Exchange 

LMX_1 0.660 

0.1381 

Valid 

LMX_2 0.696 Valid 

LMX_3 0.685 Valid 

LMX_4 0.630 Valid 

LMX_5 0.604 Valid 

LMX_6 0.671 Valid 

LMX_7 0.607 Valid 

LMX_8 0.644 Valid 

LMX_9 0.728 Valid 

LMX_10 0.681 Valid 

LMX_11 0.701 Valid 

Perceived Organizational Support 

POS_1 0.755 Valid 

POS_2 0.742 Valid 

POS_3 0.808 Valid 

POS_4 0.850 Valid 

POS_5 0.844 Valid 

POS_6 0.775 Valid 

Job Embeddedness 

JE_1 0.625 Valid 

JE_2 0.489 Valid 

JE_3 0.730 Valid 

JE_4 0.656 Valid 

JE_5 0.619 Valid 

JE_6 0.698 Valid 

JE_7 0.713 Valid 

JE_8 0.605 Valid 

JE_9 0.724 Valid 

JE_10 0.518 Valid 

JE_11 0.726 Valid 

JE_12 0.522 Valid 

JE_13 0.666 Valid 

JE_14 0.757 Valid 

JE_15 0.711 Valid 

JE_16 0.712 Valid 

JE_17 0.751 Valid 

Self-Efficacy 

SE_1 0.772 Valid 

SE_2 0.743 Valid 

SE_3 0.745 Valid 

SE_4 0.856 Valid 

SE_5 0.798 Valid 

SE_6 0.822 Valid 

SE_7 0.847 Valid 

SE_8 0.815 Valid 

Table 2. Results of reliability test.  

Variable Cronbach’s Alpha Conclusion 

Leader-Member Exchange 0.865 Reliable 

Perceived Organizational Support 0.882 Reliable 

Job Embeddedness 0.915 Reliable 

Self-Efficacy 0.919 Reliable 

 

of leader-member exchange on job embeddedness. 

Lastly, the estimation results for testing the fourth 

hypothesis, examining the interaction of perceived 

organizational support with self-efficacy (POS*SE) on job 

embeddedness, reveal a t-statistics value of 2.662 with a 

probability of 0.008, indicating significance as the value is 

less than 0.05. This suggests that self-efficacy can 

moderate the positive effect of perceived organizational 

support on job embeddedness. 

4.3. Discussion 

4.3.1. Leader-Member Exchange Has a Positive Effect on Job 

Embeddedness 

Based on the hypothesis testing that has been done, 

there is a positive effect of leader-member exchange on 

job embeddedness. Where the higher the level of leader-

member exchange, the higher the job embeddedness in 
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Table 3. Results of MRA estimation on JE. 

Model Variable Coefficient t-Statistics Sig. 

Hypothesis 1 LMX 

SE 

0.686 

0.925 

12.844 

10.895 

0.000 

0.000 

  R² = 0.618 | ∆R² = 0.024 

Hypothesis 2 POS 

SE 

1.174 

0.956 

13.025 

11.473 

0.000 

0.000 

  R² = 0.622 | ∆R² = 0.105  

Hypothesis 3 LMX 

SE 

0.331 

0.518 

0.748 

1.012 

0.455 

0.312 

 LMX*SE 0.010 0.805 0.421 

  R² = 0.619 | ∆R² = 0.023 

Hypothesis 4 POS 

SE 

-0.700 

-0.352 

-0.987 

-0.706 

0.325 

0.480 

 POS*SE 0.053 2.662 0.008 

  R² = 0.631 | ∆R² = 0.096 

 

employees. In line with research by [46], leader-member 

exchange has a positive effect on job embeddedness. 

Research conducted by Asmara [35] also added that 

employees with high-quality relationships with their 

superiors tend to have more responsibility at work and 

contribute and perform well for the company. Research 

by Harris et al. [47] also stated that leader member 

exchange has a positive effect on job embeddedness. 

Thus, good relations between employees and superiors 

can increase linkages with each other and employee 

engagement with the company, where this attachment 

has a psychological impact that influences an employee 

to stay at his job. 

In the context of Islamic banking, these findings 

emphasize the significance of fostering strong and 

positive relationships between leaders and employees. It 

highlights the role of leader-member exchange in 

shaping job embeddedness, indicating its relevance 

within the Islamic banking sector. These insights could 

guide strategies within Sharia banking institutions to 

cultivate effective leader-member exchanges, thereby 

contributing to increased job attachment and potentially 

enhancing the sector's stability and growth amidst the 

challenges posed by the Covid-19 pandemic in Indonesia 

[46]. The findings from this research offer significant 

contributions to managers within the Islamic banking 

sector. They shed light on the pivotal role of fostering 

effective leader-member exchange relationships in 

shaping job embeddedness among employees [35, 48]. 

Managers in Islamic banking institutions can utilize these 

insights to strengthen their leadership approaches, 

emphasizing the cultivation of high-quality relationships 

with their teams. By acknowledging the positive impact of 

leader-member exchange on job embeddedness, 

managers can focus on enhancing communication, 

mutual respect, and support within their teams. 

Encouraging an environment where employees feel 

valued and supported by their superiors can foster a 

sense of commitment and attachment to the 

organization. This, in turn, can lead to higher employee 

retention rates and increased performance. 

4.3.2. Perceived Organizational Support Has a Positive Effect 

on Job Embeddedness 

Based on the hypothesis test, perceived organizational 

support has a positive effect on job embeddedness. The 

higher the perceived organizational support, the higher 

the job embeddedness in employees. The results of this 

study align with research conducted by Silvia & Suryani 

[36], which stated that perceived organizational support 

has a positive effect on job embeddedness. Research by 

Nopitasari [49] stated that perceived organizational 

support positively and significantly affects job 

embeddedness. Another study conducted by Zakiy & Aini 

[46] also supported the aforementioned result. This is 

evidenced by the organizational support felt by 

employees who is able to increase job embeddedness in 

employees. Employees' positive perceptions about forms 

of support from organizations, such as paying attention 

to their welfare and the opportunity to develop their 

careers in the organization, make employees feel that the 

organization provides positive support for their 

performance so that they choose to remain in the 

organization where they work, which represents job 

embeddedness [35]. This is what causes employees to 

stay in their jobs because of the good support from the 

organization. 

In the context of Islamic banking, these research findings 

hold particular relevance as they emphasize the crucial 

role of perceived organizational support in influencing 

job embeddedness among employees. For managers 

within the Islamic banking sector, this research provides 
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valuable insights into the significance of fostering a 

supportive organizational culture that prioritizes 

employee welfare and career development. Managers in 

Islamic banking institutions can leverage these findings to 

reinforce the importance of creating an environment 

where employees feel valued, supported, and recognized 

by the organization. By emphasizing perceived 

organizational support, managers can work towards 

providing various forms of assistance, including 

professional development opportunities, welfare 

considerations, and a supportive work environment [38, 

50]. This proactive approach can contribute to enhancing 

employees' perceptions of organizational support, 

thereby strengthening their attachment to their roles and 

the organization. 

4.3.3. Self-Efficacy Is Not Able to Moderate the Positive 

Influence of Leader-Member Exchange on Job Embeddedness 

Self-efficacy cannot moderate the positive effect of 

leader-member exchange on job embeddedness, so 

hypothesis three was not supported. The inability of self-

efficacy to strengthen the influence of leader-member 

exchange on job embeddedness can be made possible 

because the leader-member exchange is not only based 

on one object. However, the leader-member exchange 

can be formed because of the relationship between 

employees and superiors [5]. Kharimah & Agus [4] 

explained that the indicators used to measure leader-

member exchange are good cooperation, close 

relationships, mutual trust between superiors and 

subordinates, recognizing capabilities, and appreciation 

of each other's performance. Therefore, self-motivated 

self-efficacy cannot moderate the positive effect of 

leader-member exchange on job embeddedness, so a 

person's self-efficacy level will neither strengthen nor 

weaken the effect of leader-member exchange on job 

embeddedness. 

In the context of Islamic banking, this research outcome 

holds significant implications, particularly regarding the 

role of self-efficacy in moderating the relationship 

between leader-member exchange and job 

embeddedness. For managers within the Islamic banking 

sector, this finding provides valuable insights into the 

complexity of the relationship dynamics between leaders 

and employees. Managers in Islamic banking institutions 

can draw from this research outcome to understand that 

self-efficacy, despite being a crucial individual attribute, 

might not necessarily amplify or diminish the influence of 

leader-member exchange on job embeddedness. 

Understanding that self-efficacy might not moderate this 

relationship highlights the multi-faceted nature of leader-

member exchange, which is built upon various indicators 

such as cooperation, trust, recognition of capabilities, 

and mutual appreciation [4]. 

4.4.4. Self-Efficacy Moderates the Positive Effect of Perceived 

Organizational Support on Job Embeddedness 

Companies are expected to have human resources with 

good self-efficacy [51]. Employees with high self-efficacy 

tend to perform well and try more optimally to complete 

tasks properly and professionally [23]. Employees with 

good self-efficacy will strengthen various forms of action 

or attention provided by the organization related to 

employee welfare to increase employees' sense of 

comfort in staying at work. In line with social exchange 

theory, there is a norm of reciprocity between employees 

and the organization. Employees who feel that the 

organization provides support by appreciating 

contributions and caring about their welfare can increase 

their confidence in completing the assigned tasks. Having 

good self-efficacy in employees will make these 

individuals believe that their abilities are valued and 

needed by the organization so that they feel comfortable 

and choose to stay at work [52]. 

In the domain of Islamic banking, this research 

underscores the pivotal role of human resources 

characterized by strong self-efficacy in achieving 

organizational objectives. For managers within Islamic 

banking institutions, this finding offers valuable insights 

into the significance of nurturing employees' self-efficacy 

to bolster their performance and commitment to the 

organization. Managers in Islamic banking institutions 

can leverage these findings to prioritize the development 

of employees' self-efficacy, recognizing its direct link to 

improved task performance and dedication. 

Understanding that employees with high self-efficacy 

tend to exhibit better task completion and professional 

behavior, managers can invest in initiatives that cultivate 

and enhance employees' belief in their capabilities. 

Accordingly, MRA test results show that the variable self-

efficacy is able to moderate the positive influence of 

perceived organizational support on job embeddedness. 

With high self-efficacy in employees, it will be able to 

strengthen the form of support provided by the 

organization so that employees choose to stay in the 

company where they work. Figure 1 illustrates that self-

efficacy can moderate the influence of POS on job 

embeddedness. It can be observed that under high self-

efficacy conditions (dashed line), job embeddedness 

tends to be higher compared to low self-efficacy 

conditions (solid line). This scenario can occur within both 

high and low POS conditions. 
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Figure 1. Two-way interaction of self-efficacy with POS on job 

embeddedness 

5. Conclusions, Implications and Limitations 

The research findings indicate a positive effect of leader-

member exchange and perceived organizational support 

on job embeddedness among employees in the Islamic 

banking sector. Both leader-member exchange and 

perceived organizational support significantly contribute 

to the level of employee attachment to their jobs and the 

organizations they work for. However, the study revealed 

that self-efficacy doesn't significantly strengthen or 

weaken the positive impact of leader-member exchange 

on job embeddedness among employees. Nevertheless, 

self-efficacy can moderate the positive influence of 

perceived organizational support on job embeddedness, 

suggesting that a high level of self-efficacy can amplify the 

impact of perceived organizational support on 

employees' job attachment. 

These conclusions provide crucial implications and 

insights for managers in the Islamic banking sector to 

consider the roles of leader-member exchange, 

perceived organizational support, and self-efficacy in 

shaping employee job attachment. This understanding 

can empower management strategies that support 

stability and growth within organizations in the future. 

Despite the valuable findings of this study, it is also 

important to acknowledge the limitations of this 

research, which only focused on three Islamic banking 

sectors. We hope that future studies can expand to 

include a more diverse sample of Islamic banks, providing 

a broader view of the relationships between leader-

member exchange, perceived organizational support, 

self-efficacy, and job embeddedness. 
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