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This quantitative study investigated the retention of county-level employees within the Arkansas Cooperative Extension Service (CES) using Job Embeddedness Theory (JET) as the theoretical framework. The research aimed to describe levels of job embeddedness, job satisfaction, and intent to stay, and to examine the relationships among these variables. A census of 328 CES employees was conducted, yielding a 53% response rate. Data were collected through a validated online survey and analyzed using descriptive statistics, correlation analysis, and multiple regression. Results indicated high scores in organizational fit and sacrifice dimensions, while links to organization and community were comparatively lower. Age and job satisfaction were positively associated with intent to stay, whereas years of employment negatively predicted retention. Job embeddedness approached statistical significance as a predictor. These findings suggest that perceived organizational fit and satisfaction are more influential than tenure in predicting employee retention. Targeted interventions, including structured mentorship, enhanced supervisor communication, and expanded professional development, were recommended to strengthen embeddedness and satisfaction across career stages. Implications for practice include investing in personnel dedicated to workforce development and tailoring retention strategies to diverse employee roles. 
Introduction
The Morrill Land Grant Act of 1862 (7 U.S.C. § 301) established colleges in each state to teach agriculture and mechanical arts. The Cooperative Extension Service was created in 1914 by the Smith-Lever Act as a partnership between the United States Department of Agriculture and the land-grant universities (Smith-Lever Act, 1914). The mission of the Cooperative Extension Service is to “aid in diffusing among the people of the United States useful and practical information on subjects relating to agriculture concerning agriculture, home economics, and rural energy, and to encourage the application of the same" (Smith-Lever Act, 1914, Chapter 79, Section 2). Extension is the largest adult and youth non-formal educational organization in the world (Fiske, 1989). 
Unlike traditional academic institutions focused on formal classroom instruction, CES delivers educational content through informal, community-based settings (Seevers & Graham, 2012). As part of the land-grant university system established by the Morrill Act of 1862, CES fulfills the Extension mission—one of three core functions alongside teaching and research. Extension refers to the process by which universities engage with the public to address societal needs through non-credit, non-formal educational programs.
Through collaborative efforts with local stakeholders, CES facilitates problem-solving, evaluates educational strategies, and identifies community priorities. County agents serve as key facilitators in this process, leveraging established relationships to build trust and deliver effective programming. Currently, the Arkansas Cooperative Extension provides non-formal education in each state. 
Throughout Arkansas, the mission of Extension comes to life in local communities and serves as the link between the university and the community to disseminate research-based information to the citizens of their communities. Arkansas Cooperative Extension offers an array of programming in four main program areas: Agriculture and Natural Resources, Community and Economic Development, Family and Consumer Sciences, and 4-H Youth Development (University of Arkansas n.d.). Extension programming focuses on educating the public. County extension agents serve as educators, facilitators, and coordinators of volunteer efforts within their communities. They provide support to individuals seeking information, guidance through specific processes, assistance in forming local partnerships, or resources to initiate community improvements. These agents are trained professionals embedded within the counties they serve, offering accessible expertise tailored to local needs.
Retention of County Extension Agents (CEAs) has been a persistent challenge across all program areas within the Extension service (Safrit & Owen, 2010). As early as 2005, the National Association of State Universities and Land-Grant Colleges' Extension Committee on Organization and Policy's Leadership Advisory Council (ECOP LAC) identified agent retention as a major concern, citing factors such as low salaries, organizational downsizing, and increased workloads as contributors to employee turnover (ECOP LAC, 2005). Subsequent research reinforced these concerns. Strong and Harder (2009) reported that agents continued to leave the Cooperative Extension Service (CES) prematurely, despite the growing body of research aimed at improving retention. Siegelin et al. (2021) found that Montana State University Extension experienced 16% workforce turnover in a 25-month period from 2016-2018. This level of turnover disrupts program continuity and raises questions about the factors that influence Extension professionals' career commitment. A 2022 dissertation (Sexton, 2022) examining county-level 4-H agents in the Southern region found that perceived organizational support, including supervisor support, significantly impacts job satisfaction and turnover intentions. Similarly, a recent study (Hwang, 2023) conducted at Clemson University found that Extension agents continue to experience high levels of burnout and turnover, with workload, perceived fairness, and organizational support influencing retention outcomes. 
[bookmark: _Toc212745053][bookmark: _Toc212745145][bookmark: _Toc212746390]Theoretical Framework
Job embeddedness theory (JET) focuses on understanding the forces that keep an individual in a job (Mitchell et al., 2001) and can be divided into two subtypes: on-the-job embeddedness (organizational job embeddedness) and off-the-job embeddedness (community job embeddedness) (Mitchell et al., 2001). Job embeddedness has become a major player in retention research and has great predictive power regarding turnover (Mitchell et al., 2001). 
Overall, the primary purpose of the JET is to provide insights into the factors that contribute to employee retention and turnover decisions (Young et al., 2007). By understanding the concept of job embeddedness, organizations can enhance the factors that make employees feel more embedded in their jobs, thereby increasing employee retention and reducing turnover (Mitchell et al.,2001). JET was applied in CES contexts to show that retention was shaped by both organizational and community forces (Young et al., 2013; Parks, 2021). Across studies, employees reported strong community fit and perceived sacrifice but weaker organizational links and only moderate intent to stay, indicating ongoing risks for long-term retention and the need for additional organizational supports (Parks, 2021; Longo, 2025). 
Purpose and Objectives
[bookmark: _Hlk208166596]The purpose of this research was to describe the levels of job embeddedness, job satisfaction, and intent to stay and the relationship between these variables among county level Arkansas Cooperative Extension employees to better understand the reasons they remain in their positions. County level participants were described as County Extension Agents, Staff Chairs, Program Assistants and Administrative Support staff. The following objectives guided the study:
[bookmark: _Hlk211772852]Objective 1: To describe selected Arkansas Cooperative Extension employees’ demographic characteristics of age, gender, job title, appointment, and length of time employed in their position. 
Objective 2: To describe the level of Job Embeddedness dimensions, job satisfaction, and intent to stay for selected Arkansas Cooperative Extension employees.
Objective 3: To describe the relationships between demographic characteristics, Job Embeddedness dimensions, job satisfaction, and intent to stay for selected Arkansas Cooperative Extension employees.
Objective 4: To determine if a single or linear combination of demographic characteristics, Job Embeddedness dimensions, or job satisfaction can explain a significant (p < .05) portion of the variance in intent to stay for selected Arkansas Cooperative Extension employees.
Methods/Procedure
This study employed a quantitative design utilizing an adapted version of the Job Embeddedness instrument developed by Mitchell et al. (2001), Job Satisfaction instrument developed by Luthans et al. (2007), and a modified Intent to Stay instrument developed by Hoisch (2001).
A cross-sectional survey methodology was used as it allows researchers to construct quantitative descriptions of a population by gathering information from members of that population at a specific point in time (Groves et al., 2009). Furthermore, surveys are appropriate when seeking to measure attitudes, perceptions, and self-reported behaviors (Dillman et al., 2014). Job Embeddedness Theory, which examines why employees stay rather than why they leave an organization, is well-suited to measure through survey methodology, as it requires assessment of employee perceptions regarding fit, links, and sacrifice in relation to both organization and community (Mitchell et al., 2001).
[bookmark: _Toc212745095][bookmark: _Toc212745165][bookmark: _Toc212746411]Population and Sample
The population for this study consisted of all county-level employees (N = 328) of the University of Arkansas Cooperative Extension Service (Arkansas CES) employed as of July 15, 2025. This included individuals with the job classifications of county Extension agents (n = 129), staff chairs (n = 75), administrative staff (n = 99), and program assistants (n = 25). A census of this defined population was conducted, meaning that every eligible individual was included in the study.
Although the study encompassed the entire population of interest at a specific point in time, inferential statistical methods were employed to support generalization beyond this group. Specifically, the findings are intended to inform Arkansas CES leadership and management and potentially similar CES systems in other states or regions. This broader group constituted the target population, and the use of inferential statistics was justified by the assumption that the current population was representative of this wider context. Alexander (2015) argued that inferential statistics are appropriate in whole-population studies when the study population is considered representative of a broader group, referred to as a superpopulation. 
[bookmark: _Toc212745106][bookmark: _Toc212745169][bookmark: _Toc212746415]Data Collection Procedures
Data collection was conducted through a Qualtrics survey to enable efficient distribution and data management. The survey was distributed to all identified Arkansas CES employees through their University of Arkansas email addresses. The researcher obtained a list of those within the target population (i.e., Extension employees) from the university-managed email distribution lists. 
On July 16, 2025, an initial invitation email was sent by the Arkansas CES Director to all potential participants. The email explained the purpose of the study, emphasized the voluntary nature of participation, described confidentiality protections, and provided a direct link to the survey. It also included contact information for the researcher and listed the Institutional Review Board (IRB) approval number.
To maximize response rates, reminder emails were sent weekly from the initial notice until the end of the four-week data collection period. This approach followed best practices in survey research, as multiple contacts have been shown to be an effective method of increasing response rates (Dillman, 1991; Schaefer & Dillman, 1998). The total data collection period lasted four weeks, allowing sufficient time for participants to respond while maintaining a manageable timeline for the research project. After individuals completed the study, their participation was considered finished. No records were kept beyond the initial list of invited participants. All data were reported in aggregate and not linked to any individual.
For those who consented, every effort was made to keep responses confidential. Access to the individual data was limited to the study researcher, graduate research advisor, and if requested, the IRB at the University of Arkansas. Responses were confidential, but not anonymous. Given the nature of the research and potential perception from the target population, emphasis was made that data collected will not be shared or used beyond the scope of the research study to which they have consented. An individual’s decision to participate in this research was voluntary. 
[bookmark: _Toc212745107][bookmark: _Toc212745170][bookmark: _Toc212746416]Survey Distribution and Response Rates
[bookmark: _Toc212745108][bookmark: _Toc212745171][bookmark: _Toc212746417]The survey was distributed to a total of 328 county-level Cooperative Extension Service (CES) employees across four role categories: county extension agent (n = 129), staff chairs (n = 75), support staff (n = 99), and program assistants (n = 25). Of those invited, 174 individuals responded, resulting in an overall response rate of 52%. This response rate was consistent with organizational survey norms (Baruch & Holtom, 2008). Response rates by category were as follows: CES county extension agent employees (n = 74, 57.3% response rate), staff chairs (n = 40, 53.3% response rate), support staff (n = 52, 52.5% response rate), and program assistants (n = 8, 32.0% response rate). 
To test for nonresponse bias, early respondents (n = 117 for Intent to Stay; n = 120 for Job Satisfaction) were compared to late respondents (n = 51 for Intent to Stay; n = 52 for Job Satisfaction) on the variables Intent to Stay and Job Satisfaction, using two-tailed independent t-tests at the .10 alpha level. For Intent to Stay, early respondents (M = 33.56, SD = 8.38) did not differ significantly from late respondents (M = 32.04, SD = 9.47), t(166) = 1.04, p = .30. For Job Satisfaction, early respondents (M = 12.60, SD = 1.93) did not differ significantly from late respondents (M = 12.06, SD = 2.43), t(170) = 1.56, p = .12. Thus, the results were generalized to the target population (Armstrong and Overton, 1977; Lindner et al., 2001). 
Across the respondent’s gender distributions varied by role. Among staff chairs, 39 (52.0%) were male and 36 (48.0%) were female; county extension agents included 31 (25.4%) males and 91(74.6%) females; program assistants comprised 4 (12.5%) males and 28 (87.5%) females; and support staff included 2 (2.1%) males and 95 (97.9%) females. 
Data Analysis
Due to the research being conducted via the Qualtrics platform, data was electronically stored in Qualtrics. Qualtrics is an Arkansas CES provided platform that meets their requirements for security and accessibility for the creation and distribution of online surveys and related services. Only the investigators had access to individual data collected; all other data was reported in aggregate form. Data analysis for this study was conducted using IBM SPSS version 28 Statistics software. For data analysis, SPSS Statistics was utilized on a university-managed password protected computer. Data was exported from Qualtrics and directly imported to SPSS version 28 to run appropriate statistical analysis. Analyses were structured to align with each of the four research objectives. Descriptive and inferential statistical procedures were selected based on the level of measurement of the variables and the specific nature of each research objective. The data met the statistical assumptions of normality, linearity, homoscedasticity, independence of errors, and absence of multicollinearity. All analyses were conducted using a significance level of p < .05.
Results/Findings
The first objective was to describe Arkansas Cooperative Extension county employees’ demographic characteristics of age, gender, job title, program area, and length of time employed in their position. Table 1 outlines the demographics of Arkansas CEAs. Frequencies and percentages were calculated for categorical variables (gender, job title, and program area). For continuous variables (age and years employed), measures of central tendency and variability, including mean, standard deviation (SD) were reported. 
The final sample included 174 respondents. Gender was analyzed across professional titles and program areas. Among CEAs (n = 74), 14.3% identified as male, 73.0% as female, and 14.3% preferred not to disclose. Staff Chairs (n = 40) included 45.0% male and 55.0% female. All Program Assistants (n = 8) identified as female (100.0%). Support Staff (n = 52) consisted of 9.6% male, 82.7% female, and 7.7% who preferred not to disclose. Across all titles (N = 174), 19.0% of participants identified as male, 73.0% as female, and 8.0% preferred not to disclose their gender identity. In Family and Consumer Sciences (n = 58), 1.7% of participants identified as male and 98.3% as female. Agriculture (n = 45) included 60.0% male, 28.9% female, and 11.1% who preferred not to disclose. The 4-H program area (n = 30) consisted of 93.3% female and 6.7% who preferred not to disclose, with no male participants. Support Staff (n = 32) included 9.4% male, 84.4% female, and 6.2% who preferred not to disclose. The Other category (n = 9) comprised 22.2% male, 55.6% female, and 22.2% who preferred not to disclose. Across all program areas (N = 174), 19.0% of participants identified as male, 74.7% as female, and 6.3% preferred not to disclose their gender identity.
[bookmark: _Hlk212723733]Table 1
Descriptive Statistics for Demographic Characteristics of Arkansas Cooperative Extension Employees

	Variable
	Male
	Female
	Prefer not to disclose
	Total

	
	n
	%
	n
	%
	n
	%
	n

	Appointment
	
	
	
	
	
	
	

	County Extension Agent
	10
	14.3
	54
	73.0 
	10
	14.3
	74

	Staff Chair
	18
	45.0
	22
	55.0
	0
	0
	40

	Program Assistant
	0
	0
	8
	100.0
	0
	0
	8

	Support Staff
	5
	9.6
	43
	82.7
	4
	7.7
	52

	Total:
	33
	19.0
	127
	73.0
	14
	8.0
	174

	Program Area
	
	
	
	
	
	
	

	Family and Consumer Sciences
	1
	1.7
	57
	98.3
	0
	0
	58

	Agriculture
	27
	60.0
	13
	28.9
	5
	11.1
	45

	4-H
	0
	0
	28
	93.3
	2
	6.7
	30

	Support Staff
	3
	9.4
	27
	84.4
	2
	6.2
	32

	Other
	2
	22.2
	5
	55.6
	2
	22.2
	9

	Total:
	33
	19.0
	130
	74.7
	11
	6.3
	174



Objective 2 aimed to describe the levels of job embeddedness, job satisfaction, and intent to stay among selected Arkansas CES employees. These constructs were measured using validated multi-item scales, and composite scores were calculated by averaging responses to items within each construct. All summed scales were treated as interval-level data, consistent with established practices in social science research (Carifio & Perla, 2008; Lindner & Lindner, 2024).
Descriptive statistics and internal consistency reliability estimates (Cronbach’s alpha) were calculated for each construct. Measures included mean (M), standard deviation (SD), possible scale range, and coefficient alpha reliabilities. The job embeddedness construct was operationalized across six dimensions: fit–organization, fit–community, links–organization, links–community, sacrifice–organization, and sacrifice–community. In addition, job satisfaction, affective commitment, employee engagement, and intent to stay were assessed. As shown in Table 2, descriptive statistics and internal consistency reliability coefficients were calculated for each construct across employee roles. The means for the major constructs were generally consistent across employee roles, indicating a fair degree of homogeneity among county Extension employees. The largest differences were the links-organization where they mean for staff chairs was noticeably higher than for the other three employee roles. Importantly, means for intent to stay were consistent across employee roles. 
[bookmark: _Hlk212723770]Table 2
Descriptive Statistics and Reliability for Job Embeddedness, Job Satisfaction, and Intent to Stay

	[bookmark: RANGE!A1]Construct
	n
	Scale Range
	α
	Staff Chair
	County Extension Agent
	Program Assistant
	Support Staff
	Overall 

	
	
	
	
	M (SD)
	M (SD)
	M (SD)
	M (SD)
	M (SD)

	Job Satisfaction
	171
	5-15
	.851
	12.94 (1.57)
	12.50 (9.55)
	12.94 (1.57)
	11.90 (2.73)
	12.57 (3.86)

	Fit-Community
	171
	5-25
	.857
	21.10 (3.57)
	19.73 (3.80)
	20.25 (3.19)
	19.64 (4.06)
	20.18 (3.65)

	Fit-Organization
	168
	13-50
	.911
	40.79 (6.07)
	39.27 (6.77)
	37.37 (8.07)
	38.98 (8.39)
	39.10 (7.32)

	Links-Community
	125
	8-27
	.528
	21.06 (3.50)
	20.23 (3.13)
	18.00 (2.65)
	19.80 (4.25)
	19.77 (3.38)

	Links-Organization
	150
	5-25
	.588
	16.03 (3.31)
	12.35 (4.40)
	10.50 (4.21)
	14.30 (4.70)
	13.30 (4.16)

	Sacrifice- Community
	169
	8-25
	.772
	20.50 (3.60)
	19.71 (3.51)
	18.62 (3.25)
	18.86 (3.22)
	19.42 (3.40)

	Sacrifice - Organization
	171
	14-50
	.884
	38.60 (6.68)
	36.01 (6.83)
	34.75 (8.01)
	36.34
(7.68)
	36.42 (7.30)

	Employee Engagement
	165
	37-85
	.956
	71.90 (9.13)
	72.97 (9.55)
	71.90 (9.13)
	69.10 (10.84)
	71.47 (9.66)

	Intent to Stay
	167
	14-50
	.911
	33.81 (7.85)
	33.42 (8.64)
	33.81 (7.85)
	32.67 (9.74)
	33.43 (8.52)





To address Objective 3, correlation analyses were conducted to examine the relationships between demographic variables (age, years of employment), job embeddedness dimensions, job satisfaction (JS), employee engagement (EES), and intent to stay (ITS) among selected Arkansas CES employees. Seven constructs were significantly (p < .05) correlated with intent to stay (Table 3), with associations (Akoglu, 2018). ranging from low (Sacrifice-Community, r = .16) to very strong (Sacrifice-Organization, r = .72). Intercorrelations between potential predictor variables ranged from negligible to very strong. 
[bookmark: _Hlk212723820]Table 3
Inter-correlations between Variables
	[bookmark: _Hlk212741353]Variable
	X1
	X2
	X3
	X4
	X5
	X6
	X7
	X8
	X9
	X10
	X11
	X12
	X13

	Age (X1)
	1.0
	-.02
	.44**
	.17*
	.10
	.28**
	.13
	.30**
	.09
	.31**
	.15
	.25**
	.37**

	Gender (X2)a
	
	1.0
	-.09
	-.16
	-.09
	-.13
	-.14
	-.24
	-.09
	-.17
	-.03
	-.11
	-.14

	Years employed (X3)
	
	
	1.0
	.39**
	.15
	.17*
	.13
	.17*
	.19*
	.23*
	-.03
	.120
	.05

	LO (X4)
	
	
	
	1.0
	.22*
	.16*
	.21**
	.13
	.17*
	.42**
	.04
	.11
	-.01

	LC (X5)
	
	
	
	
	1.0
	.11
	.28*
	0.09
	.53*
	.52**
	.18*
	.19*
	.03

	FO (X6)
	
	
	
	
	
	1.0
	.38**
	.78**
	.36**
	.78**
	.62**
	.80**
	.68**

	FC (X7)
	
	
	
	
	
	
	1.0
	.26**
	.69**
	.60**
	.37**
	.35**
	.12

	SO (X8)
	
	
	
	
	
	
	
	1.0
	.31**
	.75**
	.44**
	.66**
	.72**

	SC (X9)
	
	
	
	
	
	
	
	
	1.0
	.63**
	.41**
	.37**
	.16*

	JE Total (X10)
	
	
	
	
	
	
	
	
	
	1.0
	.58**
	.69**
	.49**

	EES (X11)
	
	
	
	
	
	
	
	
	
	
	1.0
	.66**
	.41**

	JS (X12)
	
	
	
	
	
	
	
	
	
	
	
	1.0
	.58**

	ITS (X13)
	
	
	
	
	
	
	
	
	
	
	
	
	1.0


Note. LO = Links-Organization; LC = Links-Community; FO = Fit-Organization; FC = Fit-Community; 
SO = Sacrifice-Organization; SC= Sacrifice-Community; JE = Job Embeddedness; EES = Employee Engagement Scale; 
JS = Job Satisfaction; ITS = Intent to Stay. 
a Coded as male = 0 and female = 1.
*p < .05. **p < .01.

To address Objective 4, a multiple linear regression analysis (Table 4) was conducted to examine the predictive value of job embeddedness dimensions, job satisfaction, and demographic characteristics with intent to stay. The model included demographic characteristics (age, years of employment, program area, job title, gender), job embeddedness dimensions, and job satisfaction as independent variables. These predictors were entered simultaneously to assess their individual and combined contributions to explaining variance in intent to stay. Multiple regression was widely recognized as a statistical method for evaluating the relative influence of multiple predictors on a single outcome variable, particularly in behavioral and workforce research (Cohen et al., 2003; Nathans et al., 2012). 
Prior to conducting the regression analysis, assumptions for multiple regression, including linearity, independence of errors, homoscedasticity, absence of multicollinearity, and normality of residuals, were evaluated using scatterplots, variance inflation factors (VIF), tolerance values, and the Shapiro-Wilk test. The dependent variable (intent to stay) and independent variables (job embeddedness, job satisfaction, age, years employed) were measured at a continuous level. Program area was treated as nominal. Scatterplots and correlation matrices indicated linear relationships between predictors and the dependent variable. No significant outliers were detected during assumption testing as two outliers were removed during data cleaning and included an individual who reported working with 100 team members and serving on 100 committees within the SO scale. 
Independence of observations was assumed based on study design and homoscedasticity was evaluated using residual plots which indicated consistent variance across predicted values. Residuals were evaluated using the Shapiro-Wilk test and Q-Q plots, which confirmed approximate normality which confirmed approximate normality (W = 0.986, p = 0.084). Variance inflation factor (VIF) values ranged from 1.091 to 1.499, indicating no multicollinearity concerns (Field & Miles, 2010). All linear regression assumptions were met, suggesting that regression analysis was appropriate. 
When demographic characteristics (age, gender, years employed, and program area), job embeddedness dimensions, and job satisfaction were regressed on intent to stay, the overall model was statistically significant, F(4, 92) = 15.49, p < .001, indicating that a linear combination of predictors explained a significant portion of the variance in intent to stay. As shown in Table 4, the model yielded an R value of .643, suggesting a moderate to strong correlation between the observed and predicted values of the dependent variable. The R² value was .413, indicating that approximately 41.3% of the variance in intent to stay was explained by the regression model. The adjusted R² was .386, providing a more conservative estimate of model fit in the population. The standard error of the estimate was 6.55, reflecting the average distance that the observed values fell from the regression line. This indicated that data points were tightly clustered around the regression line, generally within +/- two standard deviations, indicating the model was a good fit. 
As shown in Table 4, among the predictors, job embeddedness approached significance, β = .228, t(88) = 1.89, p = .061, suggesting a potential positive relationship with intent to stay scores, though this effect did not reach conventional levels of statistical significance. Age was a statistically positive predictor of intent to stay scores, β = .347, t(88) = 3.57, p < .001, indicating that older individuals tended to report higher intent to stay scores. Job satisfaction was also a significant positive predictor, β = .311, t(88) = 2.64, p =.010, suggesting that higher job satisfaction was associated with higher Intent to Stay scores. However, years employed with Extension was a significant negative predictor, β = –.296, t(88) = –3.09, p =.003, indicating that longer tenure was associated with lower intent to stay scores. 
[bookmark: _Hlk212723868]Table 4
Regression of Potential Predictor Variables on Intent to Stay
	Construct
	β
	Std. Error
	t
	p
	Partial r

	Job Satisfaction 
	.311
	.537
	2.636
	.010
	.270

	Job Embeddedness 
	.228
	.058
	1.896
	.061
	.198

	Age
	.347
	.071
	3.568
	<.001
	.355

	Year employed with Extension 
	-.296
	.067
	-3.088
	.003
	.313



The intent to stay variable was not time-referenced (i.e., variable was not measured with items that would bias an individual closer to retirement to select responses indicating less intent to stay), so the negative regression coefficient for years employed with Extension was somewhat counter-intuitive. In an attempt to determine if the negative regression coefficient was a result of interaction(s) with the other predictor variables, bivariate regression was used to regress years employed with Extension on intent to stay; the resulting regression model was statistically significant (p < .05), and the regression coefficient remained negative. To further investigate this finding, respondents were grouped into quartiles based on years employed with Extension and a one-way ANOVA determined there were no significant (p > .05) differences between employment quartiles for the variable intent to stay. 
Conclusions/Recommendations/Implications
This study examined job embeddedness, job satisfaction, and intent to stay among county-level employees of the Arkansas CES. Results showed that employees reported high levels of fit and sacrifice, which are strong predictors of retention. However, scores for organizational and community links were lower, suggesting weaker relational ties. Job satisfaction was a significant predictor of intent to stay, especially among older employees. These findings highlight the importance of supportive supervision, meaningful work, and professional development in shaping employee engagement and retention. The study also emphasized the need for tailored support across career stages and job roles.
The study revealed a workforce with diverse career stages, averaging 48 years in age and 11.63 years of tenure, indicating a need for differentiated retention strategies. For early-career employees, structured mentorship and onboarding programs were recommended to enhance organizational fit and long-term commitment (Freel, 2020). Mid- to late-career employees face increased retention risks as job embeddedness declines after a decade of service (Ghosh & Gurunathan, 2015; McLellan, 2014; Parks, 2021). Strategies such as peer mentoring, recognition programs, and community engagement can help sustain motivation and reduce turnover. Job embeddedness emerged as a predictor of retention, supporting Mitchell et al.’s (2001) framework emphasizing organizational fit, links, and sacrifice. Additionally, job satisfaction was strongly correlated with intent to stay (r = .578, p < .01) and remained a significant predictor in multivariate analyses (β = .311, p = .010), consistent with prior research linking satisfaction to turnover intentions (Judge et al., 2017; Mobley, 1977; Spector, 2022). Enhancing job satisfaction through feedback, professional growth, and recognition programs is critical for improving retention outcomes.
Variation in job embeddedness and job satisfaction across roles indicates that a uniform retention strategy may be ineffective. Role-specific interventions are needed to address unique challenges and motivators for different employee groups. For example, Program Assistants may benefit from clearer career pathways, while Support Staff may require greater recognition and inclusion in decision-making. Peine (2023) found that agent retention was influenced by professional development access, supervisory relationships, and organizational culture, which vary by role, tenure, and local unit structure. These findings underscore the importance of tailoring retention strategies to the realities of each position and context. Job embeddedness, defined by fit, links, and sacrifice, also varies across demographics, with early-career employees reporting fewer organizational links and veteran staff showing higher sacrifice scores due to accumulated benefits and relationships (Mitchell et al., 2001; Parks, 2021; Young, 2012). Gender differences were noted, with male employees reporting higher embeddedness despite females being the majority (Parks, 2021). These patterns suggest that onboarding and relationship-building are critical for new staff, while recognition and community engagement are effective for long-tenured employees.
To improve job embeddedness, satisfaction, and retention within CES, strategies should address both intrinsic and extrinsic factors. Fostering connectivity among employees through social interaction, peer support, and collaborative learning strengthens organizational links and reduces turnover (Fleming & Asplund, 2007; Rath, 2006). Authentic recruitment practices that clearly communicate job responsibilities, organizational culture, and expectations help align candidate expectations with organizational realities (Church & Pals, 1982; St. Pierre, 1984). Matching tasks to employees’ strengths and providing comprehensive onboarding enhances engagement and satisfaction (Branham, 2005; Brown et al., 2008). Strengthening supervisor relationships through effective communication and feedback builds trust and reinforces organizational ties (Peine, 2023; Windon, 2019). A dual-focus approach that supports employee growth while aligning with organizational priorities, coupled with expanded access to professional development, is critical for retention (Harder et al., 2014; Boxall & Purcell, 2003). Onboarding and engagement strategies should balance compliance content with intrinsic motivators such as autonomy, purpose, and recognition, while maintaining hygiene factors like fair compensation and clear policies (Siegelin et al., 2021; Strong & Harder, 2009). Although compensation reduces dissatisfaction, motivation factors—such as achievement, recognition, and meaningful work—are more influential in sustaining engagement and intent to stay (Herzberg et al., 1959; Ellison & Harder, 2022). Recognition programs and transparent communication further enhance belonging and embeddedness (Narvekar & Sharma, 2024; Rahaman, 2023). Finally, stay interviews offer a proactive retention tool by fostering trust and providing actionable insights, aligning with job embeddedness theory (Bell, 2024; Mitchell et al., 2001).
Future research should explore workforce dynamics and retention in CES through longitudinal studies tracking age, tenure, and job satisfaction over time, as well as comparative studies across state Extension systems to identify national trends. Low reliability in organizational and community link dimensions suggests a need to examine how relational ties form, barriers to link development, and the effectiveness of strategies like mentorship and community engagement. Research should also assess whether higher job embeddedness correlates with performance or innovation and develop retention strategies tailored to career stages, including onboarding for new hires and succession planning for senior staff. 
Further studies should also examine organizational practices that enhance job satisfaction and engagement, especially for younger or less tenured employees. Although job embeddedness was not a significant predictor of intent to stay, its near significance indicates the need for refined measures and exploration across career stages. Psychological and organizational factors—such as perceived support, value alignment, and recognition—may be more influential than gender or program area. Generational differences in work values and retention strategies also merit attention. Qualitative research could provide deeper insights into fit, sacrifice, and engagement. Finally, applying life stage development theory, such as Erikson’s psychosocial framework, may clarify why mid- and late-career employees prioritize legacy-building or retirement planning, weakening the satisfaction–retention link (Erikson, 1982). Finally, additional research should be conducted to better understand the negative relationship between years employed with Extension and intent to stay.
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