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Abstract

Purpose – The motivation for this study is to understand the stressful situations leading to great resignation
and evaluate the cognitions of psychological attachment (PA) and organizational attractiveness (OA) to
mitigate this crisis, using the attachment theory as the theoretical basis.
Design/methodology/approach – A cross-sectional study was conducted on individuals employed in
Indian organizations (Nifty 50) to identify the most impactful cognitions underlying the dynamics between
person–job fit (P-J fit) and the intention to stay (ITS).
Findings – This study highlighted that a serial mediation relationship between PA (specifically
“internalization”) and OA is influenced by the P-J “needs–supplies” fit, particularly during extraordinarily
stressful times. Managers must re-emphasize PA and OA as core organizational resources that must be
prioritized, maintained and refined to reinforce employees’ intent to stay in their organizations.
Originality/value – No research has studied P-J fit, PA, OA, underpinned by the attachment theory to
reinforce the ITS given the context of the great resignation triggered by the pandemic’s extraordinarily
stressful situation.
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The pandemic arguably brought unprecedented complexity, isolation and unimaginable
levels of emotional distress (Sheather and Slattery, 2021), which led to the “great
resignation” (GR) phenomenon characterized by employees quitting their jobs en masse
from 2021 onwards. The GR’s unprecedented scale and speed significantly disrupted
businesses everywhere (Klotz, 2021; Rosalsky, 2022; Kaplan, 2021) across various sectors
(Sull et al., 2022Sull et al., 2022), posing challenges to business leaders who are striving to
comprehend the causes behind employees’ reassessing their career alternatives and opting
to switch jobs or even professions (Newman et al., 2023). This situation has amplified the
importance of understanding the intention to stay (ITS), which encapsulates employees’
desire to maintain their employment within an organization (e.g. Ahmad et al., 2010; Inoue
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and Alfaro-Barrantes, 2015; Leng and Chin, 2016). Consequently, the unravelling dilemma
has caught the attention of 21st-century organizations, pivoting them towards delving into
the psychological elements underlying the ITS to possibly ameliorate the disruptions
caused by the GR (Hom et al., 2012). ITS, recognized as a pivotal indicator for retaining
employees due to its correlation with actual turnover (Griffeth et al., 2000), holds significant
implications for organizational sustainability. Diminished ITS can incur financial burdens,
reduced organizational output, employee turnover, business disruption and lower
productivity and morale among existing employees (e.g. Heavey et al., 2013; Hayes et al.,
2006; VanVianen et al., 2018; Cardy and Lengnick-Hall, 2011). In recent years, the escalating
pressures of globalization and evolving consumer behaviours have imposed new
challenges on organizations, impacting employees’ ITS (Smet et al., 2021), a situation
that was further exacerbated by the GR (Serenko, 2023). This presents an imperative for
organizations to adapt and address the underlying factors affecting ITS to mitigate these
adverse outcomes and foster a conducive work environment amidst the ongoing global
changes. In India, about 40% of the workforce quit since they were no longer interested in
the traditional approach of employers offering inadequate job security, work-life balance
and learning opportunities. Although previous studies have significantly enriched the
literature on the ITS, the challenge for organizations is to understand how to support
individuals in managing and thriving in these stressful circumstances (Stanley et al., 2021)
by exploring the principles that underlie the facets of work, attachment and attractiveness,
that strengthen the ITS of employees amidst the “Great Resignation.”

Prior research suggests a variety of HRM strategies to navigate the challenges of the GR.
Contrary to popular belief, variable work schedules correlated with higher employee
turnover, as highlighted by Chung (2022). This observation resonates with the findings of
Adikaram et al. (2021), emphasizing the need for industry and organization-specific HR
practices. Other HRM strategies recommended for mitigating the GR include implementing
telecommuting to aid work management (Huo et al., 2023) and evaluating leadership roles in
supporting remote work (Gan et al., 2023). Utilizing personal resources like self-goal setting
and self-efficacy, along with providing external and organizational resources, is essential for
maintaining employee well-being, productivity and engagement (Straus et al., 2023).
Additionally, the significance of organizational support during the GR crisis has been
underscored to better address challenges (e.g. Adikaram et al., 2021; Ortiz-Bonnin et al., 2023).
The findings advocate for a multidimensional, context-sensitive HRM approach to mitigate
the adversities of the pandemic-induced GR (Newman et al., 2023).

Despite various organizational attempts and HRM strategies to counter the mass
resignation trend that emerged during the high-stress period from April 2021 onwards, it
remains to be seen why these efforts were insufficient in preventing substantial workforce
disruptions (De Smet et al., 2021). Additionally, the intense stress triggered by the pandemic
could amplify negative cognitive biases such as overgeneralizing, catastrophizing, or
selectively abstracting, thereby heightening stress levels and obstructing effective coping
(Beck, 1976). Hence, this understanding is essential for employers to alleviate the exceptional
stress induced by the pandemic on employees so that it can become an integral component of
their employee retention strategies.

Our study extends prior research in the following ways. First, while previous studies have
established the importance of person–job fit (P-J fit) in predicting employees’ intention to stay
(ITS) (e.g. Trevor, 2001; Cable and DeRue, 2002; Li et al., 2018), our study pushes the discourse
towards a renewed focus on P-J fit (particularly the needs–supplies fit), to ensure that
employees find meaning and alignment in their work roles, particularly when the
organization caters to their core needs during tumultuous times (Van den Broeck et al.,
2008). Unlike normal circumstances, the attachment theory (Bowlby, 2008) parallels the
notion of organizations as attachment figures providing safety and security, similar to the
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supplies in the needs–supplies fit, during stressful times. Second, we examine the serial
mediation role of psychological attachment (PA) and organizational attractiveness (OA) which
can address employees’ psychological needs as well as their needs–supplies fit, thereby
enhancing their perception of OA by rendering the organization as a desirable place to work
amidst external uncertainties (Gomes and Neves, 2011), impacting their ITS. Third, we
explain the applicability of the attachment theory (Bowlby, 2008) as the theoretical
foundation which underpins P-J fit, PA, OA and the ITS by fulfilling the fundamental need of
individuals to form andmaintain close emotional bonds with significant others, provide them
with a sense of security and support (Rhoades and Eisenberger, 2002) which in turn impacts
their attitudes and behaviours (Riketta, 2002). Fourth, we justify the potential benefits of
helping employees forge essential connections (Wake, 2022) by devising retention plans
which focus on the management of the cognitions between PA and OA during stressful times
and mitigate the adverse effects of stress and uncertainty on employees’ ITS, leading to the
following research objectives (ROs):

RO1. To investigate the extraordinary stress resulting from the pandemic’s influence on
the ITS and ascertain why P-J fit employees succumbed to the “great resignation”
phenomenon.

RO2. To devise retention plans based on managing cognitions during stressful times by
leveraging the most relevant theories, constructs and strategies to mitigate the
impact of the “great resignation and strengthen employees” attachment, attraction
and the ITS.

This study provides an extensive literature review on the ITS in the last decade (2012–
22022), emphasizing the importance of P-J fit, PA and OA in the context of the
extraordinary stress experienced during the “Great Resignation” (see Figure 1) – enabled
by a sharply defined methodology was analysed to explore the above-mentioned specific
research objectives.

Literature review
Theoretical background and hypothesis
Attachment theory. The attachment theory (Bowlby, 1988) suggests that individuals seek
psychological shelter and protection from attachment figures during stressful times. It is
deeply rooted in early human interactions, primarily dealing with the way individuals form
bonds and relationships with others, besides being extensively studied and validated in
various human interactions including workplace dynamics (Hazan and Shaver, 1990).
Several factors underscore the attachment theory as a predominant basis for research
within the context of the GR. Attachment theory sheds light on the formation of emotional
bonds between employees and their organizations, as well as the distress triggered by
potential or actual disruption of these bonds (Mikulincer and Shaver, 2007). The GR could
be perceived as a collective re-evaluation of these attachments. During transformative
periods, secure attachments within the workplace act as buffers against stress and
uncertainty, playing a pivotal role in decoding employees’ reactions and decisions amidst
the Great Resignation (Mikulincer and Florian, 1998). As remote and hybrid work models
gain traction, deciphering the formation and sustenance of attachment bonds in these novel
work settings becomes imperative (Davenport et al., 2020). The GR instigated a notable
departure casting light on the needs-supplies aspect of P-J fit, unlike normal circumstances
where both demand–abilities fit and need–supplies fit (Edwards, 1991) play an aggregated
role as the construct of P-J fit (e.g. Cable and DeRue, 2002; Scroggins, 2007). However, under
stressful situations, the attachment theory (Bowlby, 2008) metaphorically reflects
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organizations as secure bases, fulfilling employees’ needs (needs–supplies fit) for this
critical support (resources) from the organization. This symbiosis underlines the criticality
of such support in nurturing employees’ alignment and engagement, particularly when
core needs are addressed during adversities (Van den Broeck et al., 2008), thereby
diminishing stress, and strengthening the ITS. Collectively, the attachment theory, with its
vast empirical foundation and deep-seated implications on interpersonal and
organizational dynamics, furnishes a robust framework for examining the multifaceted
aspects of the Great Resignation, rendering a multidimensional understanding of the
factors propelling this massive labour market shift.

Attachment is motivated by positive perceptions of others, fulfils socioemotional needs of
respect and association (Keller, 2008), strengthens employee bonding and transforms the
organization into a deep-rooted attachment figure (Ng and Allen, 2018) by making employees
personify them (Levinson, 1965). This leads to higher P-J fit, pride, engagement, loyalty and
OA (Kaothan, 2018), thereby developing a feeling of attachment in employees towards
organizations, which in turn triggers their ITS. In summary, the attachment theory best
explains the conceptual framework encompassing P-J fit, PA, OA and the ITS (see Figure 2) in
the context of the “Great Resignation” by fulfilling the fundamental need of individuals to
form and maintain close emotional bonds with significant others, provide them with a sense
of security and support (Rhoades andEisenberger, 2002) which in turn impacts their attitudes
and behaviours (Riketta, 2002).

Source(s): Authors work
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Person–job fit and intention to stay
Initially segregated as demand–abilities fit and needs–supplies fit (Edwards, 1991), P-J fit is
now aggregated as the construct of P-J fit (e.g. Cable and DeRue, 2002; Scroggins, 2007).
Demand–abilities fit the similarity among skills and abilities of individuals compared to the
precise demands of the job (Vogel and Feldman, 2009). Needs–supplies fit happens when the
resources offered by the job are well-matched to the requirements and wishes of individuals
(Sekiguchi, 2004).

ITS is the self-reported willingness of employees to work continuously in an organization
(e.g. Lyons, 1971; Leng and Chin, 2016; Inoue and Alfaro-Barrantes, 2015; Coetzee and Stoltz,
2015; Griffeth et al., 2000), an employee’s ITS is one of the most reliable signs of employee
retention. Several studies have substantiated the relevance of P-J fit in predicting employees’
ITS (e.g. Trevor, 2001; Cable and DeRue, 2002; Li et al., 2018). The GR underscored a shift
towards the needs-supplies facet of P-J fit (Edwards, 1991), accentuating the vital
organizational support during adversities. Unlike typical scenarios, where both demand-
abilities and needs–supplies fit contribute to P-J fit (Cable and DeRue, 2002; Scroggins, 2007),
the attachment theory (Bowlby, 2008) highlights organizations as secure bases meeting
employees’ needs amidst stressful times. This dynamic emphasizes the importance of
addressing core employee needs (needs–supplies fit) during stressful time, to foster alignment
and attachment (Van den Broeck et al., 2008), mitigate stress and bolster the ITS.

Psychological attachment
An individual’s PA to an organization is the psychological bond linking the individual and
the organization and is predicated on three independent foundations: (1) compliance or
instrumental involvement for specific, extrinsic rewards; (2) identification or involvement
based on a desire for affiliation; and (3) internalization or involvement predicated on
congruence between individual and organizational values (Kelman, 1958). Compliance is not
associated with intra-role/extra-role behaviour but with receiving definite rewards and is
negatively associated with the ITS (O’Reilly and Chatman, 1986). Internalization is developed
by encouraging interdependence, providing social support, allaying anxiousness and
creating an increased sense of belonging at work (Yip et al., 2018). It leads to higher intra-role
and extra-role behaviour, which results in a greater desire to stay with the organization.
Identification-based attachment is also connected to extra-role behaviour, longevity in the job
and turnover (O’Reilly and Chatman, 1986).

Organizational attractiveness
OA reflects the perceived level of “attractiveness” of an organization as “an attitude or
expressed general positive affect towards an organization, with which a relationship could be
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Note(s): PJF = Person-job fit, PA = Psychological attachment,
OA = Organizational attachment,ITS = Intention to stay
Source(s): Authors work
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initiated” (Aiman-Smith et al., 2001; Slatten et al., 2019). By extending the attachment theory
mentioned above (Collins and Feeney, 2000; La Guardia et al., 2000), organizations got
perceived as attachment figures who controlled and provided resources, making employees
personify them (Levinson, 1965), leading to higher P-J fit, pride, engagement, loyalty and OA
(Kaothan, 2018).

P-J fit, PA, OA and ITS amidst the great resignation context
The Great Resignation phenomenon has put increased focus on the importance of P-J fit and
its influence on PA, OA and the ITS. P-J fit is based on the correspondence between the
individual’s abilities and the job demands and the alignment of the individual’s needs with
what the job offers.When a good fit exists, individuals will likely feel competent and satisfied,
fostering a more vigorous PA in their jobs (Lofquist and Dawis, 1984). PA represents the
perceived strong bond with the organization, which is a fundamental constituent for the
employee (Ashforth and Mael, 1989; Morrow, 2011) and results in increasing positive
employee perceptions (OA), including the satisfaction of socioemotional needs, leading to the
following:

H1. PA positively relates to OA.

The hypothesis above suggests that employees’ job performance and organizational
attraction are strengthened by a good P-J fit, which enhances their ITS. Organizations known
for offering high P-J fit are seen as more appealing to potential and current employees,
contributing to their decision to remain with the organization. This favourable
organizational attraction (OA) can significantly influence employees” ITS, ultimately
mitigating the effects of the “Great Resignation.” Therefore, it is crucial for organizations,
especially in the current context of the “Great Resignation,” to recognize the importance of
fostering a better P-J fit. By doing so, they can enhance employees’ job performance, improve
organizational attraction and positively impact their ITS. These causal relationships
between P-J fit, job performance, organizational attraction and ITS are strong and reliable.
Organizations should strive to understand and implement strategies that promote a better
P-J fit, thus strengthening job performance, increasing organizational attraction and
ultimately bolstering employees” ITS.

Mediating effect of psychological attachment
The impact of P-J fit is based on job requirements and the ability of employees to perform the
job positively, which impacts the ITS (e.g. Trevor, 2001; Li et al., 2018). However, the adverse
effects of non-fulfilment of needs–supplies fit could reduce career satisfaction and
occupational obligation (Basit and Arshad, 2016). On the other hand, an individual’s PA to
an organization is the psychological bond linking the individual and the organization. It is
predicated on three independent foundations: compliance, identification and internalization
(Kelman, 1958). Internalization is developed by encouraging interdependence, providing
social support, allaying anxiousness and creating an increased sense of belonging at work
(Yip et al., 2018), leading to higher intra-role and extra-role behaviour, which results in a
greater ITS. Under normal circumstances, higher PA helps to accomplish the demand–
abilities fit and makes individuals achieve superior performance to fulfil the standards set by
supervisors (Hunter and Thatcher, 2007; Ng and Allen, 2018). However, during stressful
times, internalization assumes greater importance. It forces individuals to introspect about
what the organization stands for (e.g. Albert et al., 1985) due to activating the behavioural
attachment system (Bowlby, 2008), which stimulates the need for association, autonomy and
financial security. When fulfilled, these needs help accomplish the needs–supplies fit, which
are a significant pre-requisite for employees to experience and establish engagement with
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work (e.g. Latham, 2007) along with higher PA (Vogel and Feldman, 2009). However, the
absence or unsatisfied PA amplifies attrition (O’Reilly and Chatman, 1986; Tziner et al., 2014)
in individuals and might lead to the deprivation of privileges offered due to attachment
(Baumeister and Leary, 1995), making such employees prone to indulging in behaviours to
seek support (Mikulincer and Shaver, 2007), leading to the following:

H2. PA is a mediator in the relationship between P-J fit and ITS.

Mediating effect of organizational attractiveness
Within the context of OA, businesses recognized for facilitating a high P-J fit are deemedmore
desirable by potential and existing workforce members (Turban and Greening, 1997). OA
can, therefore, be seen as a potential pillar of “power that . . .motivates current employees to
retain their positions” (Berthon et al., 2005). This power can substantially impact employees’
ITS (Slatten et al., 2019), and hence an improved P-J fit can boost OA, strengthen the ITS and
mitigate the repercussions of the “Great Resignation.” OA is, therefore, able to significantly
influence employees” ITS (Slatten et al., 2019), leading to the following:

H3. OA is a mediator in the relationship between P-J fit and ITS.

Serial mediation of psychological attachment and organizational attractiveness
PA becomes an outcome of the organizations’ personification by employees (Levinson, 1965)
by providing and controlling resources, thereby fulfilling the needs–supplies fit of employees.
PA represents the perceived strong bondwith the organization, a fundamental constituent for
the employee (Ashforth and Mael, 1989; Morrow, 2011). It leads to increased positive
perceptions (OA), the satisfaction of socioemotional needs and ultimately the ITS. Hence,
higher OA gives employees the resolve to do their jobs and the motivation to work hard (e.g.
Meyer et al., 2004), positively impacting P-J fit, pride, engagement and loyalty (Levinson,
1965). A compassionate managerial stance focusing on fair treatment and employee well-
being elevates PA (Lings, 2004), generating a transference effect demonstrated through OA,
by acknowledging and meeting employee needs (Slatten et al., 2019). This intention
manifestation transcends the static realm of OA, representing a proactive approach towards
job retention and action, contrasting with mere OA attitudes. The discussion suggests a
meaningful connection between employees’ experiences (Tsai, 2011) and their PA
expectations, which closely correlate with their OA attitudes (Slatten et al., 2019), leading
to the following:

H4. PA and OA play a serial mediation part between P-J fit and ITS.

Method
Participants and procedure
We conducted a cross-sectional survey using a structured questionnaire to investigate the
impact of the “Great Resignation” phenomenon in India. Our sample consisted of 351
respondents, who either quit or chose to stay employed between March and May 2021 due to
the highest upsurge in confirmed Covid cases from 46% in March-first week of April 2021 to
82.34% by the end of May 2021 (Sarkar et al., 2021) coupled with the surge in attrition from
15.8% in 2020 to 19.7% in 2021 (Gupta, 2022). We focused on organizations that are part of
the Nifty 50 list, which represents various sectors of the Indian economy. This selection
allowed us to obtain a comprehensive and balanced understanding of the “Great Resignation”
impact and increase the generalizability of our findings. The inclusion of Nifty 50 companies
is significant for several reasons. Firstly, these companies influence labourmarket trends and
employment practices, providing valuable insights into the broader patterns of the “Great
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Resignation” phenomenon. Secondly, the sectoral representation of theNifty 50 index ensures
a diverse snapshot of the Indian economy, enriching our understanding of the impact across
different sectors. Furthermore, cluster sampling was a cost-effective and efficient method due
to the widespread geographic dispersion of the target audience. One advantage of selecting
participants from the Nifty 50 list is their familiarity with participating in research studies,
leading to a higher response rate and increased data reliability.

Additionally, these companies serve as benchmarks within their sectors, allowing for
meaningful comparisons with other companies and industries within and outside India.
Based on a literature review, we identified variables related to the “Great Resignation”
phenomenon, such as P-J fit, job performance (PA), organizational attraction (OA) and ITS.
We used Mplus Version 8.3 for our statistical analysis, specifically examining the indirect
effect of P-J fit on ITS by mediating PA and OA (serial mediation effect). We only used the
Common Latent Factor (CLF) approach, which entails introducing a common latent factor, in
addition to hypothesized factors, in the analysis model to capture the common variance
among the observed variables. However, it is essential to acknowledge that no method can
eliminate common method bias. Our study aimed to gain insights into the “Great
Resignation” phenomenon by investigating the specific variables of interest and
addressing potential biases through appropriate statistical approaches.

Measures
Person–job fit. The construct of P-J fit is an aggregation of the three-item scale of needs–
supplies fit (Cable and DeRue, 2002), with internally consistent reliability varying between
0.76 and 0.96 (e.g. Cable and DeRue, 2002; Duffy et al., 2015; Gabriel et al., 2014; Rehfuss et al.,
2012) and the five-item scale of demand–abilities fit (Abdel-Halim, 1981; Xie and Johns, 1995)
which had a reliability measure of 0.85. Measurement items included “There is a good fit
between what my present job offers and what I am looking for in a job.” Items were assessed
using a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree), with a
Cronbach’s alpha value of 0.88.

Psychological attachment. PA was evaluated using Kelman’s (1958) 12-item scale
encompassing compliance, identification and internalization. Measurement items included
“If the values of my organization were different, I would not be attached to it.” Items were
assessed using a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree),
with a Cronbach’s alpha value of 0.86.

Organizational attractiveness. OA was evaluated using the three-item scale proposed by
Highhouse et al., 2003. Measurement items included “I find my organization a very attractive
company.” Item assessment was done using a 5-point Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree), with a Cronbach’s alpha value of 0.89.

Intention to stay. ITS was evaluated using Price and Mueller’s (1986) four-item scale.
Measurement items included “Under no circumstances will I voluntarily leave my
organization before I retire.” The items were assessed using a 5-point Likert scale ranging
from 1 (strongly disagree) to 5 (strongly agree), with a Cronbach’s alpha value of 0.71.

Control variables. The mediators (i.e. PA, OA) and outcome (i.e. ITS) were measured at the
same time, and the levels of outcomes were controlled for demographic variables. We
controlled for demographic variables, i.e. age, sex, work experience, organization category
and management level (see Table 1). Age was measured using a scale variable; gender was
measured using a dichotomous categorical variable (Male5 1, Female5 2); work experience
was measured using a scale variable; and organization category was measured using a
dichotomous categorical variable (Services5 1, Manufacturing5 2). Management level was
measured using an ordinal scale with three levels (junior 5 , middle 5 2 and senior 5 3).
These covariates’means, standard deviations and correlations have been reportedwith study
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variables in Table 4, whereas the main findings have been reported without these covariates
(see Table 2).

Results
Overview of analysis
Standardized factor loadings for themeasurementmodel.We conducted a confirmatory factor
analysis (CFA) usingMplus Version 8.3 to assess the reliability and validity of the multi-item
scales measuring P-J fit, job performance (PA), organizational attraction (OA) and ITS. The
measurement model demonstrated good reliability, as indicated by Cronbach’s alpha values
exceeding the acceptable threshold (α > 0.6). Convergent validity was established through

Percentage (%)

Gender Male 238 68
Female 113 32

Age Between 20–25 years 14 4
25–40 years 208 59
40–50 years 107 6
Above 50 years 22 6

Work experience Less than 5 51 15
5–15 years 145 41
15–25 years 123 9
Above 25 years 32 9

Management level Senior 122 35
Middle 188 54
Junior 41 12

Organization sector Manufacturing 43 12
Services Sector 308 88

Source(s): Authors work

Indicator PJF PA OA ITS

PJFNS6 0.837*
PJFNS7 0.905*
PJFNS8 0.769*
PAIN2 0.644*
PAIN3 0.914*
PAIN4 0.849*
PAIN5 0.739*
OA1 0.804*
OA2 0.853*
OA3 0.930*
ITS2 0.866*
ITS3 0.620*
ITS4 0.498*
Cronbach’s Alpha (α) 0.88 0.86 0.89 0.71
Average Variance Extracted (AVE) 0.70 0.62 0.74 0.46
Construct Reliability (CR) 0.87 0.87 0.89 0.70

Note(s): *p < 0.05, **p < 0.01, ***p < 0.001
Model Fit: χ2(df 5 78) 5 3506.211, p 5 0.000, CFI 5 0.980, RMSEA5 0.058, SRMR 5 0.029
PJFNS, P-J fit “need supplies”, PAIN, PA “internalization”
Source(s): Authors work

Table 1.
Demographic variables

Table 2.
Standardized factor

loadings for the
measurement model
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composite reliability (CR ≥ 0.70) and average variance extracted (AVE >0.5) values, which
were satisfactory for all variables (Hair et al., 2010). Regarding the validity of ITS, although
the AVE value was slightly below the threshold (0.46), its CR value of 0.70 validated the
underlying constructs. The model fit was assessed using various indices, including
χ2(df 5 78) 5 3506.211, p 5 0.000, Comparative Fit Index (CFI) 5 0.980, Root Mean Square
Error of Approximation (RMSEA) 5 0.058 and Standardized Root Mean Square Residual
(SRMR)5 0.029. These indices indicated a good fit between the data and the proposedmodel.

The CFA results revealed that within the P-J fit construct, only the “need-supplies” fit
factor displayed clear and statistically significant factor loadings, while the “demand-
abilities” fit factor did not. For the PA construct, the factor analysis showed that only the
“internalization” items exhibited substantial factor loadings and reached statistical
significance. These findings indicate the reliability and validity of the measurement model,
with clear distinctions in factor loadings within the P-J fit and PA constructs.

Test for commonmethod bias.The origination of data from a single source made it crucial
to examine common method bias. We only used the Common Latent Factor (CLF) approach,
which entails introducing a common latent factor, in addition to hypothesized factors, in the
analysis model to capture the common variance among the observed variables. This method
assesses the amount of variance that can be accounted for by a common factor, after having
accounted for all the factors, providing insight into the presence of common method variance
(Podsakoff et al., 2003). Following Eichhorn (2014), we tested three models to assess common
method bias. First, unconstrained model was tested (see Table 3), followed by a constrained
model where variance of common latent factor was set to zero, whichwas followed by amodel
wherein variance was assumed to be equal across all items of the common latent factor.
The unconstrained model (χ25 183, df5 51) and constrained model (χ25 145, df5 63) were
not found to be invariant. Using unconstrained model, the common latent factor captured
23% of the variance. However, when we tested for equal variance ((χ2 5 133, df 5 62), the
variance captured was less than 8%, suggesting very little presence of commonmethod bias.

Multiple factor model. Since Table 4 indicated that the four-factor model was the most
relevant, we conducted a CFA to test the hypothesized four-factor measurement structure,
which adequately fit the data: (χ2 5 195.814, df 5 119, p < 0.001, CFI 5 0.978, TLI5 0.973,
RMSEA5 0.043 and SRMR5 0.052) andwere in the acceptable range as defined byHair et al.
(2010). We tested our hypotheses using the path analysis in Mplus Version 8.3.

χ2 df p-value Δχ2 Common variance

Model 1 Unconstrained Model 183 51 0 23%
Model 2 Constrained Model 145 63 0 38 (12, 21.03)
Model 3 Model with Equal Variance assumed 133 62 0 8 (1, 3.84) 8%

Source(s): Authors work

Model Parameters χ2 df p-value

One factor 39 860 65 0
Two factors 51 534 53 0
Three factors 62 214 42 0
Hypothesized four factors 72 62 32 0.001

Note(s): *p < 0.05, **p < 0.01, ***p < 0.001
Model Fit for four factor measurement structure: χ2 5 195.814, df5 119, p < 0.001, CFI5 0.978, TLI5 0.973,
RMSEA 5 0.043 and SRMR 5 0.052)
Source(s): Authors work

Table 3.
Common method bias
results

Table 4.
Multiple factor model
for factor analysis
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Descriptive statistics and correlations among factors. The results indicate no exact or
strong correlation among the variables (see Table 5). Thus, our research is free of multi-
collinearity problems, and the coefficient is also in the supposed direction. For instance, we
found a statistically significant positive association of P-J fit needs–supplies, i.e. PJF-NS and
ITS (0.554*, p < 0.01), PJF-NS and PA” internalization,” i.e. PA–IN (0.597*, p < 0.01); PJF-NS
and OA (0.663*, p < 0.01); PA–IN and ITS (0.548*, p < 0.01), OA and ITS (0.586*, p < 0.01).
Moreover, a significant positive association is found between PA–IN and OA (0.689*,
p < 0.01). CFA was performed to ascertain the construct validity.

Hypotheses testing
Our conceptual model was tested via path analysis by employing amaximum likelihood (ML)
estimation combined with a bootstrap simulation encompassing 10,000 replications to
construct 95%confidence intervals (CIs) encompassing our indirect effects. In alignmentwith
established guidelines (Preacher and Hayes, 2008), we integrated the direct effects on each
outcome variable into the mediation testing. The outcomes of the path analyses are
documented in Table 6 and represented in Figure 3.

Hypothesis 1. The results reported in Table 4 showed that PA has a statistically significant
positive impact on OA (β 5 0.463*, p 5 0.000); CI [0.335, 0.594]. Thus, Hypothesis 1 is
validated.

Hypothesis 2. The results reported in Table 6 showed that the indirect (mediation) effect of
PA between P-J fit and ITS is (β5 0.155*, p5 0.007); 95% CI [0.067, 0.251] is significant, and
the direct effect of P-J fit on ITS is (β 5 0.343*, p 5 0.000); 95% CI [0.199, 0.481]) is also
significant. However, since β (indirect) is less than β (direct), partial mediation of PA between
P-J fit and ITS is substantiated. Thus, Hypothesis 2 is validated.

Hypothesis 3. The results reported in Table 6 showed that the indirect (mediation)
effect of OA between P-J fit and ITS is (β 5 0.121**, p 5 0.020); 95% CI [0.048, 0.215] is
significant, and the direct effect of P-J fit on ITS is (β5 0.343*, p5 0.000); 95% CI [0.199,
0.481]) is also significant. However, since β (indirect) is less than β (direct), partial
mediation of OA between P-J fit and ITS is substantiated. Thus, Hypothesis 3 is
validated.

Hypothesis 4. Statistically significant full serial mediation of PA and OA is established
(β 5 0.088*, p 5 0.005); 95% CI [0.044, 0.148]). Therefore, Hypothesis 4 is validated. In
addition, the direct and indirect effects are also specified in Figure 3.

H4 [0.088* (0.005)]

H3 [0.121** (0.020)]H2 [0.155* (0.007)]

H1 [0.343* (0.000)]

PA

PJF ITS

OA

Note(s): PJF = Person-job fit, PA = Psychological attachment,
OA= Organizational attachment, ITS = Intention to stay.
Numbers in parentheses are [Estimate (β), p]
Source(s): Authors work

Figure 3.
Direct and indirect

effects
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Discussion
Our study empirically demonstrates P-J fit, PA andOA as antecedents of the ITS in situations
of extraordinary stress, when employees experience a greater need for connection,
independence and financial security triggered by the influence of P-J “needs-supplies” fit
on the relationship between PA (specifically “internalization”) and OA, thereby stimulating
the attachment behavioural system (Bowlby, 2008). When met, these needs lead to higher job
satisfaction and organizational commitment (Vogel and Feldman, 2009), strengthening
“internalization” over time and making PA associate positively with the ITS. Moreover, our
study integrates P-J fit, PA and OA underpinned by the attachment theory, representing a
substantial contribution since previous research on antecedents of ITS are yet to be
adequately and empirically explored, especially in the context of extraordinary stress.

Theoretical implications
By dissecting the serial mediation of PA and OA between the relationship between P-J fit and
ITS, grounded by the established framework of the attachment theory (Keller, 2008; Ng and
Allen, 2018), our proposedmodel demonstrates fulfilment of the critical resources required by
employees by their respective organizations. This is because the attachment theory (Bowlby,
2008) metaphorically reflects organizations as secure bases, which fulfil employees’ needs–
supplies fit by providing critical support (resources) amidst stressful scenarios. The fulfilment
of these needs fosters attachment (PA), from which attractiveness (OA) stems and
consequently influences the ITS amidst the Great Resignation era. Therefore, by

Path

95% CI
Estimate

(β) SE. t p LL UL

Control
variables

OrgCat → OA �0.022 0.045 �0.480 0.631 �0.098 0.049
MgmtLvl → OA �0.030 0.041 �0.748 0.455 �0.098 0.036
Sex → OA �0.005 0.037 �0.131 0.896 �0.065 0.056
Age → OA �0.075 0.067 �0.123 0.262 �0.188 0.034
WkExp → OA 0.062 0.078 0.799 0.424 �0.077 0.181

Direct
effects

a PJF → PA 0.665* 0.045 14.772 0.000 0.585 0.734
b PA → OA (H1) 0.463* 0.079 5.880 0.000 0.335 0.594
c PJF → OA 0.424* 0.081 5.222 0.000 0.286 0.554
d OA → ITS 0.286* 0.096 2.969 0.003 0.123 0.436
e PA → ITS 0.233* 0.085 2.729 0.006 0.095 0.372
f PJF → ITS 0.343* 0.086 3.994 0.000 0.199 0.481

Indirect
effects

a*e PJF → PA → ITS (H2) 0.155* 0.057 2.715 0.007 0.067 0.251
c*d PJF → OA → ITS (H3) 0.121** 0.052 2.327 0.020 0.048 0.215
b*d PA → OA → ITS 0.408* 0.074 5.496 0.000 0.286 0.554
a*b*d PJF → PA → OA → ITS

(H4)
0.088* 0.031 2.805 0.005 0.044 0.148

Total
indirect

f PJF → ITS 0.364* 0.067 5.459 0.000 0.265 0.485

Direct
effect

PJF → ITS 0.343* 0.086 3.994 0.000 0.199 0.481

Total
effect

PJF → ITS 0.707* 0.039 18.216 0.000 0.641 0.768

Note(s): aSE, standard error. CI, confidence interval. LL, lower limit. UL, upper limit
bStandard error and confidence intervals for indirect effects are bootstrap estimates
cOrgCat, Organization Category, MgmtLvl, Management Level, WkExp, Work Experience
*p < 0.05. **p < 0.01. ***p < 0.001
Source(s): Authors work

Table 6.
Standardized

summary statistics for
the serial

mediation model
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amalgamating this theoretical basis with the mediation model, our study offers a
comprehensive framework that intertwines attachment theory with stress, thereby
offering a robust analytical structure to interpret the complex phenomena occurring
during the Great Resignation. Moreover, the systematic unveiling of the serial mediation
process in the model uncovers strategic interventions that could enhance ITS, thereby
providing organizations with actionable insights to mitigate employee turnover and enhance
organizational effectiveness amidst the challenges of the Great Resignation.

The application of attachment theory in understanding the dynamics of the Great
Resignation offers a theoretically rich and nuanced approach. The core of attachment theory,
as espoused by Bowlby (2008), and its validation in various human interactions including
workplace dynamics (Hazan and Shaver, 1990), provide a foundational base for exploring the
emotional and relational dimensions of the ongoing massive workforce exits. The theory
illuminates how the quality of emotional bonds between employees and their organizations
can significantly impact job satisfaction, retention and overall organizational commitment
(Mikulincer and Shaver, 2007). This examination presents an opportunity to understand the
interplay of attachment orientations and the stress-coping mechanisms amidst
organizational transformations, as observed during the Great Resignation. Furthermore,
the renewed analysis of P-J fit (specifically needs–supplies fit) in conjunction with the
attachment theory has shifted the paradigm from a mere demand-abilities fit (during normal
circumstances), where the focus is on matching job demands with individual abilities, to a
more human-centric needs-supplies fit (during stressful times). This shift in the fulfilment of
employee’s needs-supplies fit integrated within a serial mediation process as proposed (Keller,
2008; Ng and Allen, 2018), unveils a layered understanding of how personal and
organizational factors coalesce to influence the ITS, thereby enriching the theoretical
discourse surrounding employee retention and organizational effectiveness.

Practical implications
The exploration of the Great Resignation through the lens of attachment theory yields actionable
insights for organizational leaders and HR practitioners. Firstly, the understanding that insecure
attachments and unsatisfactory P-J fit contribute to higher turnover intentions can guide the
development of targeted HR interventions aimed at enhancing employee engagement and
organizational attachment. This includes revisiting leadership practices to foster secure
attachments and evaluating job designs to ensure a better alignment between employee
competencies and job requirements. The recognition of the significant impact of leadership styles
on employee satisfaction and retention is a call to action for leadership development and training,
particularly focused on enhancing secure attachment relationships within the organization.

Secondly, the transition to remote and hybrid work models (Davenport et al., 2020)
necessitates a re-evaluation of how attachment bonds are nurtured in these new work
settings. Organizations could explore virtual team-building exercises, regular check-ins and
other engagement activities to maintain a sense of connection and support among remote
employees. Furthermore, the identification of the stressors and the coping mechanisms
amidst the Great Resignation could aid organizations in developing better employee wellness
programs and crisis management strategies. By doing so, organizations are better positioned
not only to navigate the ongoing challenges of the Great Resignation but also to foster a work
environment that promotes employee well-being, job satisfaction and ultimately,
organizational effectiveness and resilience in the face of future adversities.

Lastly, the practical application of this theoretical exploration could potentially provide a
roadmap for organizations to mitigate the adversarial impacts of the “Great Resignation”
through strategic HRM practices, thereby ensuring continuity, stability and sustainability in
a highly competitive and evolving labour market landscape.
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Limitations and directions for future research (DFR)
DFR 1. Our study used a cross-sectional design, whereas future studies can use longitudinal
designs to examine the change over time, establish temporal order, capture individual
differences, address reverse causality, enhance statistical power and refine theoretical
models.

DFR 2. This study explored just one effect of PA and OA: ITS. Future research can also
include other potential factors like organizational culture, which could help further
understand the drivers of OA among employees.

DFR 3. The adverse effects of non-fulfilment of needs-supplies fit, study outcomes besides
OA, and theories like psychological climate (Hassan et al., 2012) and psychological capital
(Zhou et al., 2018) can be explored as mediators between P-J fit and ITS.

DFR 4.Researchers could also consider various attachment types besides PA and conduct
similar studies in other countries and additionally ascertain whether the results apply to
other populations or contexts.

Conclusion
The pandemic highlights the imperative shift towards a renewed understanding of P-J fit,
emphasizing the needs-supplies fit to improve job satisfaction, engagement and address
employee retention challenges during theGR.Managers can play a pivotal role in fostering an
environment to promote PA, which in turn impacts OA and the ITS among employees.
Furthermore, this research corroborates that managerial initiatives can encourage
interdependence, internalization, social support and foster a sense of belonging among
employees to contribute significantly towards enhancing their ITS (Yip et al., 2018; Slatten
et al., 2019), thereby making workplaces more appealing during times of uncertainty. In
conclusion, our study advocates for a renewed focus towards managerial strategies that can
enhance PA, attractiveness and ultimately lead to sustained employee retention even in
challenging circumstances.
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