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ABSTRACT 
This study examines the indirect effects of job autonomy and job analysis on turnover inten�ons through 
con�nuance commitment, framed by Social Exchange Theory. A cross-sec�onal survey was conducted across 
mul�ple industries, and data were analyzed using Par�al Least Squares Structural Equa�on Modeling (PLS-
SEM). The results demonstrate that job analysis clarity posi�vely predicts con�nuance commitment (β = 0.377), 
while autonomy shows a slight nega�ve rela�onship (β = -0.147). In turn, con�nuance commitment 
significantly reduces turnover inten�ons (β = -0.418), explaining 17.5% of its variance. These findings suggest 
that clear job roles strengthen employees' ra�onal investment in the organiza�on, whereas high autonomy 
may enhance percep�ons of external mobility. The study contributes theore�cally by extending Social Exchange 
Theory and Job Characteris�cs Theory to explain how job design influences not only affec�ve but also 
calcula�ve forms of commitment. Prac�cally, the findings highlight that organiza�ons can improve reten�on by 
providing role clarity and structuring autonomy in ways that develop job-specific exper�se and increase 
employees' perceived value of staying.
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Employee turnover remains a persistent and costly 
challenge globally and in Vietnam, where labor 
mobility has been consistently high in recent years. 
Recent employer-branding surveys in Vietnam 
report an overall voluntary turnover rate around 23 
- 24% across the market, and even higher in key 
sectors such as manufacturing, where turnover can 
reach about 30%, indica�ng a par�cularly acute 
reten�on problem in large-employing industries [1]. 
Such levels of churn create substan�al replacement 
and training costs, weaken organiza�onal 
knowledge con�nuity, and pressure firms to iden�fy 
more sustainable reten�on mechanisms. In this 
context, beyond emo�onal a�achment, or-
ganiza�ons increasingly need to understand 
ra�onal reten�on drivers-why employees stay 
when the perceived costs of leaving are high. 
Therefore, examining con�nuance commitment as 
a cost-benefit-based reten�on mechanism is �mely 
and prac�cally important.

Employee turnover is a persistent challenge across 
sectors. While affec�ve commitment has tra-
di�onally received focus, recent research under-
scores the underappreciated yet crucial role of 
con�nuance commitment  - where employees stay 

because the perceived costs of leaving are high. Job 
design factors such as autonomy and role clarity not 
only enhance job sa�sfac�on but also strengthen 
con�nuance commitment, thereby discouraging 
turnover. For instance, autonomy significantly 
predicts higher commitment and lower turnover 
inten�on by empowering employees and increasing 
psychological ownership [2]. Clarity in role 
expecta�ons also reduces ambiguity and improves 
organiza�onal commitment among professionals 
like faculty and telecom workers. In healthcare and 
educa�on se�ngs, con�nuance commitment was 
strongly associated with reten�on, especially where 
external job alterna�ves are limited or family 
obliga�ons are pressing [3, 4]. These findings 
collec�vely support the strategic value of enhancing 
role design and perceived costs of exit to effec�vely 
mi�gate employee turnover.

While the exis�ng literature extensively explores 
emo�onal and a�tudinal predictors of employee 
reten�on - such as job sa�sfac�on, affec�ve 
commitment, and engagement - it offers com-
para�vely limited insight into the ra�onal, 
calcula�ve dimension of organiza�onal a�achment, 
namely con�nuance commitment. This form of 
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commitment, which reflects an individual's 
assessment of the costs associated with leaving an 
organiza�on, has been underu�lized in theore�cal 
development and empirical tes�ng [3].

Despite extensive research on turnover inten�on, 
two gaps remain unresolved. First, the dominant 
explana�ons rely on affec�ve routes - such as job 
sa�sfac�on, engagement, and affec�ve com-
mitment - while con�nuance commitment (the 
perceived cost of leaving) has received less 
systema�c a�en�on, especially in emerging 
economies where ra�onal cost-benefit con-
sidera�ons o�en drive labor mobility. Second, job 
design factors like autonomy and job analysis clarity 
are usually treated as antecedents of sa�sfac�on or 
affec�ve commitment, which leaves unclear 
whether and how they shape turnover inten�on 
through a calcula�ve commitment pathway. 
Consequently, the literature lacks a clear account of 
how job design builds - or poten�ally weakens - 
employees' perceived exit costs. Addressing these 
shortcomings, the present study integrates Job 
Characteris�cs Theory and Social Exchange Theory 
to test con�nuance commitment as a media�ng 
mechanism linking autonomy and job analysis 
clarity to turnover inten�on in Vietnam. This 
contributes original evidence on a neglected 
commitment pathway and clarifies why the same 
job-design feature can simultaneously empower 
employees yet alter their cost-based a�achment to 
the organiza�on.

Research objec�ve: This study aims to inves�gate 
the indirect effect of job autonomy and job clarity 
on turnover inten�ons, mediated by con�nuance 
commitment, within the framework of Social 
Exchange Theory (SET), with specific objec�ves:

RO1. Examine the effects of autonomy and job 
analysis clarity on con�nuance commitment.

RO2. Test the effect of con�nuance commitment on 
turnover inten�on.

RO3. Assess the impact of con�nuance commitment 
on turnover inten�on.

By doing so, the research seeks to extend the 
understanding of how ra�onal cost-benefit 
evalua�ons rooted in job structure influence 
employees'  decis ions  to  stay,  offering  a 
complementary perspec�ve to exis�ng affec�ve-
based reten�on models.

The research focuses on three key ques�ons:

RQ1. To what extent do autonomy and job analysis 

clarity enhance con�nuance commitment?

RQ2. Does con�nuance commitment nega�vely 
predict turnover inten�ons?

RQ3.Does con�nuance commitment affect 
turnover inten�ons?

2. LITERATURE REVIEW AND METHODOLOGY
2.1. Literature review
2.1.1. Social exchange theory 
Social Exchange Theory (SET), introduced by Blau 
[5], explains that human rela�onships, par�cularly 
within organiza�ons, are based on mutual 
exchanges of valuable resources. These resources 
can be tangible, like salary and job security, or 
intangible, such as respect, autonomy, and trust. In 
the workplace, when organiza�ons offer posi�ve 
condi�ons - such as allowing employees job 
autonomy (freedom to make decisions) and job 
clarity (clear roles and expecta�ons) - employees 
recognize these as important benefits.

SET suggests that such posi�ve exchanges create a 
feeling of mutual obliga�on. Employees, in turn, feel 
mo�vated to stay loyal and contribute to the 
organiza�on as a way of reciproca�ng. Moreover, 
when employees see the costs of leaving - like losing 
benefits, seniority, or job stability - as significant, 
this strengthens their con�nuance commitment, 
meaning they remain a�ached to the organiza�on 
based on a ra�onal calcula�on.

Therefore, con�nuance commitment is not merely 
a passive response to sunk costs. Instead, it reflects 
a though�ul, ongoing evalua�on of the exchanges 
between employee and employer, considering both 
the economic and psychological impacts of leaving. 
SET thus offers a valuable framework for under-
standing how specific job characteris�cs influence 
employee a�achment.

2.1.2. Job characteris�cs
Job characteris�cs such as autonomy and job 
analysis play a founda�onal role in shaping posi�ve 
employee outcomes like engagement, per-
formance, and organiza�onal commitment. 
Autonomy - defined as the freedom to make 
decisions and control one's work - has consistently 
been shown to increase intrinsic mo�va�on and 
employee engagement. It empowers individuals to 
feel a sense of ownership and investment in their 
tasks, which in turn boosts their enthusiasm, 
crea�vity, and performance [6 - 8]. Similarly, clarity 
in job analysis - clearly defined roles, expecta�ons, 
and responsibili�es - reduces ambiguity, enabling 
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employees to accumulate job-specific knowledge 
and confidently perform their tasks. Although 
specific studies on “job analysis” are less frequent 
than autonomy, it is o�en embedded within 
broader constructs such as role clarity and job 
resources, which have also been linked to improved 
engagement and performance [9, 10]. Collec�vely, 
these job characteris�cs foster an environment that 
supports employee investment, reduces stress, and 
cul�vates high levels of mo�va�on and output.

2.1.3. Rela�onship between autonomy and 
con�nuance commitment
Con�nuance commitment, as described by Meyer 
and Allen [11], represents an employee's calculated 
a�achment to an organiza�on based on the 
perceived costs of leaving, such as loss of benefits, 
tenure, and accumulated job-specific skills. Unlike 
affec�ve commitment, which is driven by emo�onal 
a�achment, con�nuance commitment is more 
about ra�onal cost-benefit analyses.

The rela�onship between job autonomy and 
con�nuance commitment is mul�faceted. While 
job autonomy is strongly linked to affec�ve 
commitment by enhancing employees' emo�onal 
connec�on and sa�sfac�on, its  effect on 
con�nuance commitment is more complex. Some 
research indicates that high autonomy can actually 
reduce con�nuance commitment because 
employees with greater freedom and responsibility 
may perceive more alterna�ve employment 
opportuni�es and feel more confident about their 
external mobility, making them less likely to feel 
“trapped” in their current role for instrumental 
reasons [12]. In this context, autonomy poten�ally 
diminishes the “cost of leaving” calcula�on.

However, other studies reveal that autonomy might 
indirectly bolster con�nuance commitment, 
par�cularly when it helps employees develop 
unique, role-specific exper�se and accumulate 
organiza�onal investments that would be forfeited 
by departure - a pa�ern observed notably among 
long-tenured employees [11]. In such cases, 
employees are reluctant to lose these specialized 
resources and knowledge, thereby heightening 
con�nuance commitment.

Importantly, empirical evidence consistently shows 
that con�nuance commitment, unlike affec�ve or 
norma�ve commitment, is typically unrelated or 
even nega�vely correlated with posi�ve work 
outcomes like job performance, engagement, and 
organiza�onal ci�zenship behaviors. This reinforces 

the idea that while con�nuance commitment may 
prevent turnover, it does not ac�vely foster higher 
mo�va�on or performance.

Hypothesis H1: Autonomy has an impact on 
con�nuance commitment.

2.1.4. Rela�onship between job analysis and 
con�nuance commitment 
According to Meyer and Allen's [11] three-
component model, con�nuance commitment 
reflects an employee's awareness of the costs 
related to leaving the organiza�on, such as loss of 
job-specific skills, tenure-based benefits, and other 
investments. This form of commitment is largely 
calcula�ve and instrumental, focusing on the 
economic and social consequences of exit [11].

Regarding job analysis - defined as a clear 
understanding of one's roles, responsibili�es, and 
expecta�ons - its influence is more strongly linked 
to affec�ve commitment (emo�onal a�achment) 
than to con�nuance commitment. Research shows 
that role clarity reduces role ambiguity and 
enhances employee sa�sfac�on and engagement, 
which supports affec�ve commitment, but it has 
minimal or non-significant effects on con�nuance 
commitment. For instance, Karim and Noor [13] 
found that role clarity significantly predicted 
affec�ve commitment but not con�nuance 
commitment; similarly, Meyer et al. [14] reported 
that con�nuance commitment tends to be 
unrelated or even nega�vely related to posi�ve job 
characteris�cs like sa�sfac�on and clarity. 

This dis�nc�on follows from the nature of 
con�nuance commitment being grounded in a cost-
benefit analysis, rather than in posi�ve emo�ons or 
clarity. While job clarity fosters be�er understanding 
and engagement, it does not by itself increase the 
perceived costs of leaving, which drive con�nuance 
commitment. Instead, con�nuance commitment is 
influenced by factors such as lost benefits, tenure, 
and specialized skills acquired [11, 12].

Addi�onal valida�on studies have confirmed the 
general structure and dis�nc�ons of Meyer and 
Allen's three components of commitment, 
including con�nuance commitment's unique 
rela�ons to antecedents and outcomes (e.g., 
commitment relates differently to turnover 
inten�ons and job performance) [11]. For example, 
con�nuance commitment o�en shows weaker or 
no posi�ve correla�on with job performance or 
engagement compared to affec�ve commitment, 
which is more mo�va�onal and adap�ve.
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Figure 1. Proposed framework
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2.2. Methodology
2.2.1. Research design
This study adopts a cross-sec�onal, quan�ta�ve 
research design, aiming to examine the rela�onships 
between job characteris�cs (autonomy and job 
analysis), con�nuance commitment, and turnover 
inten�ons at a single point in �me. Data is collected 
through structured ques�onnaires to capture 
par�cipants' percep�ons and experiences regarding 
their workplace environment and organiza�onal 
commitment.

To analyze the data and test the proposed 
hypotheses, the study employs Structural Equa�on 
Modeling using Par�al Least Squares (PLS-SEM). 
PLS-SEM is suitable for exploratory research, 
especially when the theore�cal model is complex or 
when the study includes latent constructs 
measured through mul�ple indicators. It allows for 
simultaneous analysis of mul�ple dependent 
rela�onships and is robust even with smaller 
sample sizes and non-normally distributed data, 
making it an appropriate choice for this study.

2.2.2. Sample
The target popula�on for this study comprises 

employees from diverse industries and job levels, 
ensuring a broad representa�on of organiza�onal 
contexts and work experiences. This diversity 
enhances the generalizability of the findings across 
different sectors and hierarchical posi�ons.  Data 
will be collected through a self-administered 
survey, which may be distributed in either online or 
paper-based format, depending on par�cipants' 
accessibility and preference. This mixed-mode 
approach increases response flexibility and 
inclusivity. To ensure adequate sta�s�cal power for 
PLS-SEM analysis, the study aims for a minimum 
sample size of 200 respondents, which meets the 
commonly recommended threshold for models 
with mul�ple constructs and indicators.

This study primarily uses quan�ta�ve approaches, 
such as demographic and Likert-scale statement 
surveys, to fully capture factors with who work in 
businesses in Vietnam. The ques�onnaire is designed 
based on five ra�ng levels, including "strongly agree", 
"agree", "neutral", "disagree", and "strongly 
disagree". These ra�ng levels were u�lized to facilitate 
respondents in providing feedback conveniently.

A convenience sampling approach was employed to 

Hypothesis H2: Job analysis clarity has an impact on 
con�nuance commitment.

2.1.5. Rela�onship between con�nuance com-
mitment and turnover inten�ons
Con�nuance commitment, as defined by Meyer and 
Allen [11], reflects an employee's decision to stay in 
an organiza�on based on the perceived costs of 
leaving, such as loss of tenure, financial benefits, or 
career investments. Its rela�onship with turnover 
inten�on is complex and somewhat inconsistent 
across studies. Several studies confirm that 
con�nuance commitment is nega�vely related to 
turnover inten�on, meaning employees with high 
con�nuance commitment are less likely to consider 
qui�ng due to the high perceived cost of leaving [5, 
14]. However, this effect tends to be weaker 
compared to the influence of affec�ve or norma�ve 
commitment on turnover inten�ons. For example, 
affec�ve commitment (emo�onal a�achment) is 

typically the strongest predictor of staying, while 
con�nuance commitment may prevent leaving but 
not enhance engagement or job sa�sfac�on. 
Addi�onally, Wang (2007) found that con�nuance 
commitment did not significantly predict turnover 
inten�on among university staff in China, sugges�ng 
cultural or contextual differences in its impact [15].

Hypothesis H3: Con�nuance commitment has an 
impact on turnover inten�ons.

2.1.6. Conceptual model
From the above arguments, this study focuses on 
tes�ng the model with the following hypotheses:
Hypothesis H1: Autonomy has an impact on 
con�nuance commitment.

Hypothesis H1: Autonomy has an impact on 
con�nuance commitment.

Hypothesis H3: Con�nuance commitment has an 
impact on turnover inten�ons.
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No Item 
Frequency  
(N = 250) 

Percentage  
(Total = 100%) 

Age 
18-20 years (2003 - 2005) 162 64.8 

21-25 years (1998 - 2002) 88 35.2 

Work posi�on  

Intern (less than 1 year of experience) 169 67.6 
Employee (1 - 3 years of experience) 34 13.6 
Specialist (3 - 5 years of experience) 45 18.0 
Manager (5 - 10 years of experience) 2 0.8 

Gender 

Male 178 71.2 
Female 72 28.8 
Other 0 0.0 

Company size 

Micro Enterprise (less than 10 employees) 22 8.8 
Small Enterprise (10 to 50 employees) 140 56.0 
Medium Enterprise (50 to 200 employees) 67 26.8 
Large Enterprise (over 200 employees) 21 8.4 

Region 

Central Region 178 71.2 
Northern Region  71 28.4 
Southern Region 1 0.4 

Marital status 

Single 178 71.2 
Married 70 28.0 
Divorced 2 0.8 

Educa�on 

Intermediate, College 12 4.8 
University 234 93.6 
Postgraduate 4 1.6 

Informa�on 
technology skills 

Basic 210 84.0 
Advanced 35 14.0 
Expert 5 2.0 

Tenure 

Less than three months 24 9.6 
Three to six months 113 45.2 
Six to twelve months 67 26.8 
One to three years 23 9.2 
More than three years 23 9.2 

Table 1. Demographics sta�s�cs

3. RESULTS
3.1. Measurement model
All constructs were modeled as reflec�ve and 

measured using established mul�-item scales on a 
5-point Likert scale (1 = strongly disagree, 5 = 
strongly agree). Job autonomy was adapted from 

recruit par�cipants from mul�ple industries in 
Vietnam. The target popula�on consisted of working 
individuals who were currently employed in 
organiza�ons and had direct experience with their job 
design and task requirements. To ensure that 
respondents were suitable for the study, two 
screening criteria were applied: (1) par�cipants had to 
be at least 18 years old, and (2) they had to be working 
either full-�me or on a formal internship/contract 
basis at the �me of the survey. 

In total, 262 ques�onnaires were returned. A�er the 
ini�al screening and data-cleaning process, 12 

responses were removed due to invalid pa�erns, 
including substan�al missing values, straight-lining 
behavior (selec�ng the same scale point for nearly all 
items), and inconsistent answers in control ques�ons. 
The final valid sample therefore, comprised 250 
respondents, yielding a usable response rate of 
95.42%. This sample size is adequate for PLS-SEM 
analysis, exceeding the commonly recommended 
“10-�mes rule” for models with three structural 
paths directed at the most complex endogenous 
construct, and providing sufficient sta�s�cal power to 
test both direct and media�ng effects (Table 1).
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Cronbach's alpha rho_A Composite Reliability 
Average Variance 
Extracted (AVE) 

AT 0.719 0.776 0.831 0.625 

CC 0.921 0.923 0.944 0.809 

JAN 0.824 0.847 0.874 0.582 

TI 0.836 0.924 0.894 0.739 

 AT CC JAN TI 

AT     

CC 0.200    

JAN 0.125 0.419   

TI 0.433 0.424 0.177  

Criteria Saturated model Es�mated model 

SRMR 0.076 0.090 

d_ULS 0.701 0.974 

d_G 0.252 0.270 

Chi-square 375.688 393.828 

NFI 0.801 0.792 

Table 2. Construct reliability and validity metrics

Table 3. Heterotrait-monotrait ra�o (HTMT) for discriminant validity

3.2. Structural model
Table 4. Model fit indices

prior Job Characteris�cs research (e.g., autonomy 
items capturing decision freedom and work 
scheduling). Job analysis clarity (role clarity) was 
measured through items assessing clarity of 
responsibili�es and performance expecta�ons. 
Con�nuance commitment used Meyer and Allen's 

cost-based commitment items, reflec�ng perceived 
losses associated with leaving. Turnover inten�on 
was measured using widely applied inten�on-to-
quit items (e.g., thoughts of qui�ng, ac�ve search). 
Items were translated into Vietnamese and back-
translated to ensure seman�c equivalence.

Table 3 reports the Heterotrait-Monotrait ra�o 
(HTMT) to assess discriminant validity among the 
latent constructs. HTMT compares the correla�ons 
between indicators of different constructs 
(heterotrait-heteromethod) with correla�ons of 
indicators within the same construct (monotrait-
heteromethod), and it is considered a more sensi�ve 
criterion than Fornell-Larcker for detec�ng lack of 

discriminant validity. In this study, all HTMT values 
between AT, CC, JAN, and TI are below the 
recommended threshold of 0.85 (or the more lenient 
0.90), indica�ng that each construct is empirically 
dis�nct and captures a unique aspect of the model. 
Therefore, discriminant validity is established, and 
the structural rela�onships can be interpreted 
without concern that constructs overlap excessively.

Table 2 presents the construct reliability and validity 
metrics for the four latent variables used in the 
study: Autonomy (AT), Con�nuance Commitment 
(CC), Job Analysis (JAN), and Turnover Inten�ons 
(TI). All constructs demonstrate acceptable levels of 
internal consistency reliability, with Cronbach's 
alpha values exceeding the threshold of 0.70, 
indica�ng reliable scale measurement. Similarly, 
rho_A and Composite Reliability values for each 
construct are well above the recommended 0.70 
benchmark, further confirming reliability. In terms 

of convergent validity, all constructs exhibit Average 
Variance Extracted (AVE) values above 0.50, 
signifying that a substan�al propor�on of variance 
is explained by the indicators of each construct. 
Among these, Con�nuance Commitment (CC) 
shows the highest reliability and validity scores 
(e.g., Cronbach's alpha = 0.921; AVE = 0.809), 
indica�ng par�cularly strong measurement quality. 
Overall, the results confirm that the measurement 
model is both reliable and valid for subsequent 
structural analysis.
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Original sample 
(O) 

Sample mean 
(M) 

Standard devia�on 
(STDEV) 

T sta�s�cs 
(|O/STDEV|) 

P values 

AT -> CC -0.147 -0.158 0.045 3.235 0.001 

CC -> TI -0.418 -0.424 0.043 9.795 0.000 

JAN -> CC 0.377 0.379 0.045 8.471 0.000 

3.3. Results
Table 5. Bootstrapping results for structural model path coefficients

Figure 2. Regression result

The diagram illustrates the structural model 
showing the rela�onships among Autonomy (AT), 
Job Analysis (JAN), Con�nuance Commitment (CC), 
and Turnover Inten�on (TI). The results indicate 
that Autonomy has a slightly nega�ve effect on 
Con�nuance Commitment (β = -0.147), sugges�ng 
that employees with greater autonomy may feel 
less dependent on the organiza�on due to 
increased confidence in external opportuni�es. In 
contrast, Job Analysis has a stronger posi�ve effect 
on Con�nuance Commitment (β = 0.377), in-
dica�ng that clear job roles and expecta�ons 
enhance employees' sense of investment in the 
organiza�on. Addi�onally, Con�nuance Com-
mitment nega�vely influences Turnover Inten�on 
(β = -0.418), meaning that employees who perceive 
higher costs of leaving are less likely to consider 
qui�ng. The model explains 17.4% of the variance 
in Con�nuance Commitment and 17.5% in Turn-
over Inten�on, reflec�ng a moderate level of 
explanatory power.

The hypothesis tes�ng results revealed a nuanced 
rela�onship among the studied variables. H1, which 
proposed that job autonomy posi�vely predicts 
con�nuance commitment, was supported; instead, 

autonomy showed a slight nega�ve effect on 
con�nuance commitment (β = -0.147). This finding 
suggests that employees who enjoy greater 
autonomy may perceive higher external job 
opportuni�es and thus feel less “locked in,” 
reducing their calcula�ve a�achment to the 
organiza�on. In other words, autonomy can 
empower individuals but simultaneously lower the 
perceived costs of leaving because they feel more 
confident in their marketability.

In contrast, H2 was supported, indica�ng that job 
analysis clarity posi�vely predicts con�nuance 
commitment (β = 0.377). This result underscores 
the importance of clear role defini�ons: When 
employees understand their responsibili�es and 
performance expecta�ons, they develop role-
specific exper�se and recognize that leaving the 
organiza�on would result in losing these 
accumulated investments, thereby increasing their 
con�nuance commitment.

Finally,  H3 was supported,  showing that 
con�nuance commitment nega�vely predicts 
turnover inten�ons (β = -0.418). This aligns with 
Social Exchange Theory, as employees who perceive 
higher costs of leaving (financial, professional, or 

Table 4 presents the model fit indices for both the 
saturated and es�mated models, providing 
evidence for the adequacy of the structural model in 
PLS-SEM. The SRMR values are 0.076 (saturated) 
and 0.090 (es�mated), both falling below the 
acceptable threshold of 0.10, indica�ng a good fit 
between the observed and predicted data. The 
discrepancy indices d_ULS (0.701 and 0.974) and 
d_G (0.252 and 0.270) are within acceptable ranges, 

sugges�ng no significant model misspecifica�on. 
Although the Chi-square values are rela�vely high 
(375.688 and 393.828), this metric is less cri�cal in 
PLS-SEM due to its sensi�vity to sample size. The NFI 
values of 0.801 (saturated) and 0.792 (es�mated) 
are close to the recommended cutoff of 0.80, 
reflec�ng an acceptable level of model fit. Overall, 
these results support the adequacy of the structural 
model for hypothesis tes�ng.
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social) are less likely to contemplate qui�ng.

4. DISCUSSION
4.1. Theore�cal contribu�ons
This study makes several important theore�cal 
contribu�ons by re-examining con�nuance 
commitment through the lenses of Social Exchange 
Theory (SET) and Job Characteris�cs Theory. 

First, the finding on the autonomy-con�nuance 
commitment rela�onship diverges from the 
dominant view in prior job design research that 
autonomy is uniformly beneficial for organiza�onal 
a�achment. Grounded in Job Characteris�cs Theory, 
many studies report that autonomy strengthens 
posi�ve work a�tudes and commitment - 
par�cularly affec�ve commitment - because it 
enhances intrinsic mo�va�on, perceived control, 
and psychological ownership [6 - 8]. From this 
perspec�ve, autonomy empowers employees and 
deepens emo�onal connec�on to the organiza�on. 
However, the present study does not replicate this 
posi�ve pa�ern for con�nuance commitment. 
Instead, autonomy shows a small but significant 
nega�ve associa�on with con�nuance commitment, 
suppor�ng the argument that autonomy may 
increase employees' perceived external mobility and 
alterna�ves, thereby reducing the perceived cost of 
leaving [13]. At the same �me, earlier work suggests 
autonomy could increase con�nuance commitment 
when it fosters firm-specific investments that 
employees would lose upon leaving [14]. By 
reconciling these two streams, this study contributes 
a dimension-specific refinement: autonomy may 
enhance affec�ve “want-to-stay” a�achment as 
prior studies suggest, yet weaken calcula�ve “cost-
based” a�achment when employees feel more 
transferable and less constrained. This nuance - 
autonomy's differen�ated effects across com-
mitment components - has been underemphasized 
in earlier literature.

Second, the supported posi�ve effect of job analysis 
clarity on con�nuance commitment is broadly 
consistent with role clarity research, which shows 
that clear expecta�ons reduce ambiguity, enhance 
confidence in task execu�on, and strengthen 
commitment. Yet, much of the prior literature 
indicates that role clarity tends to predict affec�ve 
commitment more strongly, while its influence on 
con�nuance commitment is o�en weak or non-
significant [12, 14]. The present study extends this 
line of work by interpre�ng con�nuance com-
mitment through Social Exchange Theory as a 

ra�onal investment mechanism. Con�nuance 
commitment reflects employees' awareness of 
what they would lose by leaving - such as 
accumulated role-specific knowledge, tenure-
based benefits, and organiza�onal investments [11, 
16]. When job analysis clarity is high, employees 
can more easily accumulate specialized exper�se 
and perceive their roles as valuable and costly to 
replace, thereby increasing the calcula�ve cost of 
exit. Thus, this study advances prior role clarity 
findings by demonstra�ng that clarity strengthens 
not only emo�onal a�achment but also cost-
benefit-based con�nuance commitment, especially 
within the Vietnamese mul�-industry context.

Third, the nega�ve rela�onship between con-
�nuance commitment and turnover inten�on 
reinforces classic commitment-turnover models 
and aligns with earlier empirical and meta-analy�c 
evidence that higher switching costs reduce 
employees'  inten�ons to  leave [14,  17] . 
Nevertheless, prior studies also highlight that this 
rela�onship can be context-dependent; for 
example, Wang (2007) reported a non-significant 
link in a Chinese university se�ng, implying 
boundary condi�ons �ed to sectoral or cultural 
factors [15]. Moreover, con�nuance commitment 
has o�en been s�gma�zed as an undesirable form 
of a�achment, associated with staying out of 
necessity and some�mes linked to weaker 
performance or engagement compared with 
affec�ve commitment [17]. The present results offer 
a more nuanced implica�on. When considered 
alongside H1 and H2, con�nuance commitment in 
this model is not purely coercive or fear-based; 
rather, it can be shaped by construc�ve job features 
such as role clarity. This challenges the simplis�c 
dichotomy between “wan�ng to stay” (affec�ve 
commitment) and “needing to stay” (con�nuance 
commitment) and suggests that employees may 
ra�onally choose to remain because they perceive 
long-term investments and benefits in their roles, 
not solely because they feel trapped.

4.2. Prac�cal implica�ons
The findings of this study offer several ac�onable 
insights for human resource management and 
organiza�onal prac�ce. First, HR strategies should 
move beyond using autonomy and job clarity solely 
as tools to enhance job sa�sfac�on or engagement. 
Instead, these job design elements should be 
inten�onally structured to foster meaningful 
psychological and skill-based investments that 
translate into stronger con�nuance commitment. 
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Prac�cally, this means that autonomy should not be 
“free-floa�ng,” but embedded in roles where 
decision rights are �ed to the development of 
organiza�on-specific exper�se (e.g., control over 
workflow decisions that require mastery of the firm's 
internal systems, clients, or produc�on rou�nes). 
Likewise, job analysis clarity should go beyond 
generic job descrip�ons by specifying measurable 
task boundaries, inter-role dependencies, and 
success standards, reinforced through structured 
onboarding, role-expecta�on check-ins, and periodic 
task audits. When employees are given autonomy to 
make decisions within clearly defined role 
architectures, they are more likely to accumulate 
role-specific know-how, internal networks, and 
credibility that are harder to transfer elsewhere. This 
increases perceived personal investment and exit 
costs (e.g., loss of accumulated firm-specific skill, 
internal status, or career momentum), making 
turnover inten�on less a�rac�ve.

Second, the study underscores that con�nuance 
commitment can be a legi�mate and posi�ve form 
of reten�on, par�cularly when it is built through 
suppor�ve, non-coercive job design rather than 
fear-based mechanisms (such as job insecurity or 
puni�ve contracts). Instead of trea�ng con�nuance 
commitment as a “second-best” alterna�ve to 
affec�ve commitment, organiza�ons can strate-
gically cul�vate it by increasing the perceived 
benefits of staying through transparent internal 
career ladders, skill-deepening programs, and 
recogni�on systems that reward firm-specific 
contribu�ons. For example, HR can pair autonomy 
with mentoring tracks, internal cer�fica�ons, or 
project ownership that builds portable confidence 
but primarily strengthens internal career value; 

similarly, role clarity can be linked to promo�on 
criteria so employees see a predictable growth 
trajectory con�ngent on staying. Recogni�on 
prac�ces should emphasize employees' unique 
organiza�onal mastery (e.g., exper�se in pro-
prietary processes, key client handling, or internal 
problem-solving leadership), reinforcing the idea 
that con�nued tenure yields increasing returns. In 
this way, reten�on becomes a balanced system of 
ra�onal, emo�onal, and structural a�achment: 
autonomy and clarity help employees want to stay 
by making work meaningful, and simultaneously 
choose to stay because leaving entails visible 
opportunity costs. Over �me, this dual pathway 
enables organiza�ons to build a more resilient 
workforce - one that is commi�ed not only through 
emo�on, but also through credible long-term value 
embedded in the job itself.

5. CONCLUSION
The findings indicate that autonomy and job 
analysis clarity posi�vely influence con�nuance 
commitment, which in turn reduces turnover 
inten�ons. This highlights the importance of 
though�ul job design not only in promo�ng 
sa�sfac�on and mo�va�on but also in cul�va�ng 
ra�onal investment and psychological a�achment 
to the organiza�on. When employees feel em-
powered and clearly understand their roles, they 
are more likely to recognize the personal value of 
staying, making departure less desirable. Thus, by 
designing jobs that support both emo�onal 
(affec�ve commitment) and ra�onal (con�nuance 
commitment) forms of a�achment, organiza�ons 
can strengthen reten�on and build a more resilient 
and commi�ed workforce.
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Ảnh hưởng của quyền tự chủ và phân �ch công việc đến 
ý định nghỉ việc: Vai trò trung gian của cam kết gắn bó

Trần Thị Cương
ABSTRACT 
Nghiên cứu này phân �ch tác động gián �ếp của quyền tự chủ trong công việc và phân �ch công việc đến ý 
định nghỉ việc thông qua cam kết duy trì, dựa trên Lý thuyết trao đổi xã hội. Dữ liệu được thu thập bằng khảo 
sát cắt ngang trên nhiều ngành nghề và phân �ch bằng mô hình phương trình cấu trúc PLS-SEM. Kết quả cho 
thấy phân �ch công việc rõ ràng làm tăng cam kết duy trì ( ó tác động âm β = 0.377), trong khi quyền tự chủ c
nhẹ ( 0.147). Cam kết duy trì có vai trò quan trọng trong việc giảm ý định nghỉ việc (  = 0.418), giải thích β = - β -
17.5% sự biến thiên của biến này. Điều này cho thấy việc xác định rõ vai trò công việc giúp nhân viên củng cố 
quyết định ở lại tổ chức, còn mức tự chủ cao có thể làm tăng cảm nhận về cơ hội nghề nghiệp bên ngoài. Về lý 
thuyết, nghiên cứu mở rộng Lý thuyết trao đổi xã hội và đặc điểm công việc, làm rõ tác động của thiết kế công 
việc đến cả cam kết cảm xúc và �nh toán. Về thực �ễn, kết quả gợi ý tổ chức nên tăng sự rõ ràng của mô tả 
công việc và thiết kế quyền tự chủ hợp lý để phát triển kỹ năng và nâng cao giá trị cảm nhận khi ở lại.

Keywords: cam kết duy trì, quyền tự chủ trong công việc, phân �ch công việc, ý định nghỉ việc, lý thuyết trao 
đổi xã hội
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