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Covid-19 pandemic and the social distancing regulations 
imposed to control the spread of the virus have been linked 
to increased rates of job insecurity, work-family conflicts, 
and other health-related strains (e.g., Nemteanu et al., 2021; 
Zacher & Rudolph, 2021). The deteriorated working con-
ditions have increased the likelihood of employees facing 
job burnout (Kniffin et al., 2021). Additionally, workplace 
burnout has recently been officially included by the World 
Health Organization (WHO) in the 11th edition of its Inter-
national Classification of Diseases (ICD-11), as an occupa-
tional phenomenon that leads individuals to contact health 
services (Guthier et al., 2020). Therefore, exploring the 
factors affecting burnout may provide both theoretical and 
practical contributions.

This research aims to deepen our understanding of 
employee well-being by applying the Conservation of 
Resources (COR) theory (Hobfoll, 1989) to analyze how 
work locus of control (WLOC) interacts with burnout risk 
within the framework of job embeddedness (JE). This study 
is pioneering in its integration of these three distinct con-
structs into a unified model, thus addressing a significant 
gap in existing scholarship. By employing the foundational 

Introduction

Employee well-being has been a focus of interest in social 
and organizational psychology research mainly because it 
has considerable implications for organizational overall per-
formance and growth (Guthier et al., 2020; Maslach, 2017). 
Dysfunctional well-being has been a predictor of job per-
formance, employee retention, and physical health (Wright 
& Huang, 2012). The findings suggest that personal and 
contextual factors interact with each other and have a dif-
ferential effect on employee well-being. Despite the wealth 
of accumulated knowledge, job stress is growing worldwide 
and is estimated to affect over 50 million individuals in the 
European Union alone (Guthier et al., 2020). Moreover, the 
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formative measure of JE, this study provides a detailed 
examination of how embeddedness components impact 
employee well-being. From a practical standpoint, our find-
ings may serve to create tailored interventions designed to 
enhance embeddedness and minimize burnout risk, while 
adjusting to employees’ levels of WLOC. This innovative 
method of measuring and interpreting the effects of JE 
offers substantial contributions to our understanding of the 
intricate dynamics that affect work-related psychological 
health. The subsequent sections will examine each research 
variable and discuss the principles of COR theory as the 
foundation for formulating the hypotheses of this study.

Theoretical background

Burnout

Burnout represents a state of both psychological and physi-
cal condition characterized by depletion or fatigue, resulting 
from exposure to chronic job stressors (Maslach et al., 2001; 
Maslach & Jackson, 1981). According to Maslach (2017, 
p. 144), “workers who are experiencing burnout are over-
whelmed, unable to cope, and unmotivated, and they dis-
play negative attitudes and poor performance.” Burnout has 
been of particular interest to many stakeholders because it 
impacts both the individual as well as society (Guthier et al., 
2020). Burnout has detrimental effects on mental and physi-
cal well-being and job performance (Guthier et al., 2020; 
Leiter & Maslach, 2003; Lemonaki et al., 2021; Maslach, 
2017; Maslach et al., 2001) and as such results in a consid-
erable economic loss due to an increase in absenteeism and 
turnover rates, low morale, incivility and a rise in healthcare 
costs (Borritz et al., 2006; Maslach, 2017).

Situational, environmental, and personal variables play 
important roles in predicting burnout. More specifically, 
Leiter and Maslach (2003) describe burnout as an outcome 
of person-job incompatibility. The authors identified six key 
areas in which these imbalances may occur and increase 
employee vulnerability to burnout: work overload (both 
physical and emotional), lack of control and autonomy at the 
job, lower than expected rewards (whether monetary, social, 
or intrinsic), lack of support and trust in the workplace, per-
ceived unfairness or inequality, and conflict between orga-
nizational and employee values (Leiter & Maslach, 2003; 
Maslach, 2017).

Burnout comprises three dimensions—interpersonal 
(characterized by cynicism and detachment), self-evaluation 
(involving feelings of reduced personal accomplishment), 
and physical-emotional (marked by emotional exhaustion) 
(Leiter & Maslach, 2003). At the heart of these components 
is emotional exhaustion (EE), which Leiter and Maslach 

(2003, p. 93) describe as “feelings of being overextended 
and depleted of one’s emotional and physical resources.” 
Recognized as the fundamental aspect of burnout, EE is 
often used independently to assess the condition (Guthier et 
al., 2020; Sonnentag et al., 2010). Research has consistently 
shown that EE is closely linked to several critical workplace 
outcomes such as job performance, organizational citizen-
ship behavior, and employee turnover (Cropanzano et al., 
2003; Lee & Ashforth, 1996; Tourigny et al., 2013; Wright 
& Cropanzano, 1998). Considering its pivotal role in the 
burnout syndrome and its established connections with sig-
nificant work-related outcomes, the current study will spe-
cifically address EE as the primary measure of burnout. This 
focus underscores the importance of EE in understanding 
and addressing burnout in the workplace.

Given the significant impact of burnout and EE on both 
individuals and organizations, it is important to examine 
the factors that may contribute to or mitigate these experi-
ences. One such factor that has been consistently linked to 
employee well-being is locus of control.

Locus of control

Locus of Control (LOC) is one of the most frequently stud-
ied individual variables in social research and it effectively 
predicts attitudes, emotions, and behaviors (Ng et al., 2006). 
It can be described as the degree to which people perceive 
having control over the consequences of events that occur 
in their lives (Hernandez et al., 2022). Rotter (1966) dif-
ferentiates internal LOC from external LOC. Individuals 
with an internal LOC (internals) believe that their actions 
and personal qualities lead to results, while individuals with 
an external LOC (externals) perceive that outcomes are 
governed by external forces (Galvin et al., 2018). Internals 
are self-assured, attentive, and take charge while trying to 
influence their external surroundings. Furthermore, they 
frequently see a strong link between their actions and the 
subsequent outcomes. Externals, conversely, perceive them-
selves as playing a passive role in their external environment 
and tend to ascribe personal outcomes to luck or external 
forces (Ng et al., 2006). In the work context, LOC is related 
to many outcomes. Specifically, internal LOC is strongly 
associated with job satisfaction and job performance, job 
motivation, task performance, investment in training, career 
success, social experiences, and interpersonal relationships 
at work (Caliendo et al., 2022; Judge & Bono, 2001; Ng et 
al., 2006; Wang et al., 2010).

The link between perceived control and burnout has been 
well-established in the literature. Numerous studies have 
demonstrated that internal LOC is positively associated 
with individuals’ burnout and general well-being in and out-
side of work (Judge et al., 1998; Spector, 1988; Spector et 
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al., 2002; Spector & O’Connell, 1994; Wang et al., 2010). 
Employees who experience a lack of control or autonomy 
in their work due to role conflicts, inconsistent demands, 
or incongruent values are more likely to experience EE, as 
they struggle to set priorities and fully engage in their work 
(Leiter & Maslach, 2003; Cordes & Dougherty, 1993). LOC 
plays a significant role in this relationship, as individuals 
with an internal LOC (internals) tend to perceive their job as 
offering more autonomy compared to those with an external 
LOC (externals) (Spector, 1982). Consequently, internals 
are less likely to experience role conflicts and the associated 
EE (Ng et al., 2006).

Job embeddedness

Building on the relationship between LOC and burnout, it 
is important to consider other factors that may influence 
this association. One such factor that has gained increas-
ing attention in the organizational psychology literature is 
job embeddedness (JE). The concept of JE (Mitchell et al., 
2001) was originally developed to assess the contextual 
forces that encourage an individual employee to remain 
within an organization. This original model of job reten-
tion included two spheres in which these forces operate: 
organizational (on-the-job) and community (off-the-job). 
The former emphasizes elements within the organizational 
environment that embed the employee (e.g. a good pension 
plan), whereas the latter concentrates on elements within the 
community that embed the individual (e.g. quality of envi-
ronment and presence of recreational opportunities) (Lee 
et al., 2004). These forces are measured across three fac-
tors: Links, Fit and Sacrifice. The “links” component refers 
to the level of individuals’ connections to other people or 
activities, both within their work environment and within 
their community. The “fit” component refers to the extent 
to which the individual’s values, aspirations, and plans fit 
with the organization’s culture or with the surrounding envi-
ronment. The “sacrifice” component refers to the perceived 
material or psychological merits that may be lost by leaving 
the organization or the community. The greater the links, fit 
and sacrifice, the more the person is bound to the organiza-
tion (Lee et al., 2014; Mitchell et al., 2001).

While Mitchell et al. (2001) initially introduced JE as 
a unified concept, subsequent research in organizational 
psychology has predominantly emphasized organizational 
embeddedness to predict work-related outcomes (Burton et 
al., 2010; Lev & Koslowsky, 2012; Ng & Feldman, 2010, 
2011, 2013; Peltokorpi et al., 2022). In line with this focus, 
our study exclusively explores the organizational embed-
dedness component, as we aim to investigate job-related 
factors that may impact well-being.

A sizeable amount of research has demonstrated that (JE) 
is a significant predictor of turnover (Coetzer et al., 2019; 
Crossley et al., 2007; Lee et al., 2004; Mallol et al., 2007; 
Mitchell et al., 2001; Qian et al., 2022), as well as other work-
related outcomes such as job performance(Halbesleben & 
Wheeler, 2008; Lee et al., 2004; Safavi & Karatepe, 2019; 
Sun et al., 2012) and citizenship behavior (Lee et al., 2004; 
Lev & Koslowsky, 2012).

Early research on JE primarily focused on its positive 
impact on organizational outcomes, yet recent studies have 
shifted attention toward its effects on employee well-being. 
Several investigations have identified negative correlations 
between JE and burnout indicators (e.g., Candan, 2016; 
Goliroshan et al., 2021; Zhou et al., 2020, 2022; Zhou & 
Chen, 2021), suggesting that embeddedness may serve as a 
protective factor for well-being.

Despite the extensive focus on the outcomes of JE in 
existing research, there remains much to learn about the 
antecedents of embeddedness, particularly regarding what 
motivates certain employees to become more embedded 
than others. In a pioneering study, Ng and Feldman (2011) 
have demonstrated that individuals with an internal LOC are 
more likely to engage in proactive behaviors that shape their 
work environment, resulting in increased embeddedness.

.

The conservation of resources (COR) theory

The relationships between WLOC, JE, and employee well-
being can be understood through the lens of the Conserva-
tion of Resources (COR) theory (Hobfoll, 1989). The COR 
theory is a motivational theory that explains human conduct 
based on the evolutionary necessity of individuals to obtain 
and safeguard resources to ensure survival. Its core argu-
ment asserts that individuals strive to acquire, preserve, and 
protect things that hold value to them. These may include 
personal, social, and material resources, such as well-being, 
self-esteem, family, and employment. Moreover, obtaining 
and retaining these resources leads individuals to believe 
they can cope with stressful challenges. The core principles 
of the theory argue that individuals view resource loss as 
distressing and that the more resources they have, the more 
they can utilize them in order to defend themselves from 
further resource loss during stressful events in their lives 
(Hobfoll et al., 2018).

Building on this theoretical foundation, Kiazad et al. 
(2015) suggested that the idea of embeddedness and its 
work-related outcomes can be parsimoniously explained 
within the framework of the COR theory. They argued that 
people stay in organizations in order to retain resources and 
acquire more resources. Based on the tenets of the COR 
theory, the authors further posited that resources gained 
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Combining these arguments, we can posit that individu-
als with an internal LOC are more likely to become embed-
ded in their jobs through the acquisition of resources, and 
this increased embeddedness, in turn, provides them with 
the resources needed to maintain their well-being in the face 
of work-related stressors. Hence, based on the COR theory 
and the reviewed literature, the following conceptual model 
is proposed (Fig. 1).

Summary of literature review and research 
aims

As discussed previously, past research has provided empiri-
cal support for the relationships between LOC and JE (Ng & 
Feldman, 2011), and between JE and burnout (e.g., Candan, 
2016; Goliroshan et al., 2021; Zhou et al., 2020, 2022; Zhou 
& Chen, 2021). Through the lens of the COR theory, these 
findings suggest that individuals with an internal LOC are 
more inclined to engage in behaviors that enhance their JE, 
which may subsequently serve as a protective factor against 
burnout.

Despite the growing interest in the associations between 
JE and employee well-being, the number of studies exam-
ining these relationships remains relatively limited. Fur-
thermore, some contradictory findings regarding the 
relationship between JE and EE (e.g., Allen et al., 2016; Pel-
tokorpi, 2022) necessitate a re-examination of the nature of 
this association. Moreover, to the best of our knowledge, no 

from one sphere can be utilized to replace resources lost in 
another sphere. For example, when embedded employees 
experience resource loss such as EE, they can turn to their 
multiple embedding resources (e.g., colleague support or 
feeling valued by others) for a substitute. In other words, 
embeddedness holds a protective effect against stresses, 
given that embedded employees have more resources to 
enable them to confront stressful situations and events com-
pared to their less embedded counterparts. This theoretical 
perspective helps to understand how embeddedness influ-
ences employee well-being by providing individuals with 
the resources needed to cope with work-related stressors 
and challenges.

Similarly, the COR theoretical framework can explain 
the relationship between LOC and JE. embeddedness. As 
mentioned earlier, Ng and Feldman (2011) demonstrated the 
role of LOC in the embedding process. Their study, which 
was based on the COR theory, argued that individuals with 
an internal LOC are more motivated to acquire resource 
surpluses and to avoid resource losses than those with an 
external LOC. These individuals tend to engage in proac-
tive behaviors that help them gain resources such as net-
working, seeking out growth opportunities, and negotiating 
better employment packages. These acquired resources, in 
turn, enhance their perceptions of embeddedness. In con-
trast, individuals with an external LOC may be less engaged 
in such resource acquisition behaviors, resulting in lower 
levels of perceived embeddedness (Ng & Feldman, 2011).

Fig. 1  The conceptual model of the study
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H5: The specific facets of JE (fit, links, and sacrifice) will 
differentially contribute to the relationship between 
WLOC and EE.

These research questions and hypotheses will guide the 
data analysis and interpretation presented in the upcoming 
sections.

Methodology

Measures

The following measures were used in the present study:

Work locus of control (WLOC). Participants completed a 
questionnaire based on Spector’s(1988) Work Locus 
of Control Scale, translated into Hebrew and used by 
Laufer (2004). While the original scale consisted of 16 
items, one item (representing internal WLOC) was omit-
ted from the Hebrew version, resulting in a total of 15 
items. A sample item includes: “A job is what you make 
of it.” The items were scored on a 7-point scale ranging 
from 1 (strongly disagree) to 7 (strongly agree). In line 
with the original scoring system presented by Spector 
(1988), the items were recoded such that a low score 
represented internal WLOC, and a high score represent-
ed external WLOC. The coefficient alpha here was 0.73.

Job embeddedness (JE). The 26-item scale adapted from 
Mitchell et al.’s (2001) job embeddedness scale and 
translated into Hebrew by Lev and Koslowsky (2012) 
was used here. The scale comprises of three subscales: 
links to the organization (an example item: ‘‘How many 
work teams are you on?’’), fit to the organization (an 
example item. ‘‘My job utilizes my skills and talents 
well’’), and organization-related sacrifice (an example 
item: ‘‘The benefits are good on this job’’). The items 
in the links subscale are assessed using an open-ended 
numerical scale. (e.g., number of work teams), and the 
fit and sacrifice items are rated on a 5-point Likert-type 
scale ranging from strongly disagree (1) to strongly 
agree (5). All link items were standardized before com-
bining items. The three subscales (fit, sacrifice, and 
links) were standardized and then summed to create a 
total embeddedness score. The reliability of the compos-
ite scale was 0.87.

Emotional Exhaustion (EE). Nine items representing the 
emotional exhaustion component from the Maslach 
Burnout Inventory (MBI)(Maslach & Jackson, 1981) 
were adopted. The items were translated into Hebrew. 
A sample item: “I feel emotionally drained from my 
work.” The coefficient alpha here was.84.

study to date has investigated the potential mediating role of 
JE in the relationship between LOC and EE. Additionally, 
many studies on JE have relied on reflective measures that 
capture global perceptions of embeddedness (e.g. Dirican & 
Erdil, 2022; Ng & Feldman, 2011; Zhang et al., 2012), rather 
than the original formative measure developed by Mitchell 
et al. (2001), which assesses the specific dimensions of fit, 
links, and sacrifice. The differences in the measurement of 
JE may represent a fundamentally different methodological 
approach (Lee et al., 2014). Similarly, studies have often 
utilized general measures of LOC, as opposed to context-
specific measures of work LOC (WLOC), which have been 
shown to yield stronger relationships with work-related cri-
teria (Wang et al., 2010).

These gaps in the literature highlight the need for fur-
ther research to understand the mechanisms through which 
LOC influences burnout and to provide a more thorough 
understanding of the role of JE and its sub-dimensions in 
this relationship. The current study aims to address these 
gaps by examining the mediating role of JE in the relation-
ship between WLOC and EE, using the original formative 
measure of JE (Mitchell et al., 2001) and the context-spe-
cific measure of WLOC. By employing these measures, this 
study seeks to provide an in-depth understanding of how 
specific facets of JE contribute to the relationship between 
WLOC and EE, thus offering valuable insights for develop-
ing targeted interventions to mitigate the risk of burnout.

Drawing from the literature review and the gaps identi-
fied in the literature, we examined the following research 
questions (a) To what extent is WLOC associated with EE? 
(b) What is the nature of the relationship between JE and 
EE? (c) To what extent WLOC is associated with JE? (d) 
Does JE mediate the relationship between WLOC and EE? 
(e) And to what extent do the specific facets of JE (fit, links, 
and sacrifice) contribute to the relationship between WLOC 
and EE?

Hence, the following hypotheses are proposed:

H1: WLOC will be negatively correlated with EE, such that 
higher levels of internal WLOC will be associated with 
lower levels of EE.

H2: JE will be negatively correlated with EE, such that 
higher levels of JE will be associated with lower levels 
of EE.

H3: WLOC will be positively correlated with JE, such that 
higher levels of internal WLOC will be associated with 
higher levels of JE.

H4: JE will mediate the relationship between WLOC and 
EE, such that WLOC will have an indirect effect on EE 
through its influence on JE.
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23 (14.3%) were professionals, and the rest were managers 
(16.8%) or senior managers (2.5%).

A priori power analyses were conducted using G*Power 
(Faul et al., 2009) for the main multiple regression model 
with 2 predictors and an additional model with 4 predictors, 
representing the examination of the 3 embeddedness factors 
(fit, links, and sacrifice) as mediators. In line with Cohen’s 
(2013) guidelines and the conventions in psychology and 
organizational behavior research, a medium effect size (f² 
= 0.15) was assumed for both analyses. For the main model 
with 2 predictors, α = 0.05, power = 0.80, the power analy-
sis indicated a minimum required sample size of 68 partici-
pants. For the additional model with 4 predictors, using the 
same parameters, the power analysis indicated a minimum 
required sample size of 110 participants. The current study’s 
sample size of 161 exceeds both minimum requirements, 
providing sufficient power to detect medium effects in both 
the main analysis and the analysis of the individual JE fac-
tors as mediators.

Procedure

Before completing the online survey, all participants pro-
vided their consent by agreeing to a digital informed consent 
form. Data were collected in two phases to reduce method 
bias resulting from a single-survey design consisting of self-
reported measures (Podsakoff et al., 2003). The EE ques-
tionnaire was completed one month after the WLOC, and JE 
questionnaires were completed. The scales were presented 
to participants in random order at each phase, which may 
also reduce response bias (Standing & Shearson, 2010).

At Time 1, the link to the survey was distributed to a 
large number of the panel members. A total of 449-panel 
members responded within two days, of which 149 were dis-
qualified before completing the questionnaires because they 
did not meet the inclusion criteria described above. Thus, a 
total of 300 completed questionnaires were received. After 
one month, the link to the second survey was distributed to 
the same 300 respondents, which resulted in 161 complete 
responses. The 139 respondents who did not reply to the 
second survey did not differ significantly from the sample 
that was analyzed in gender χ2(df=1) = 3.20, p =.074, age 
t(298) = -0.06, p =.954, education χ2(df=3) = 2.54, p =.47, and 
hierarchical level in organization t(250) = 3.32, p =.345. There 
was a marginal difference in tenure in a current organization 
(t(294) = -1.94, p =.053) according to which the non-respon-
dent had higher tenure (M = 10.72, SD = 9.49) compared to 
the final sample (M = 8.69, SD = 8.61). In addition, the final 
sample had a higher rate of married participants (79%) com-
pared with non-respondents (60%) (χ2(4, N = 250)p <.001).

In addition to the above measures, participants responded 
to several demographic indicators including gender, age, 
marital status (single, married or has a life partner, divorced, 
widow/er), education (high school or lower, technical/non-
academic, academic), work industry, tenure, and organiza-
tional hierarchical level (employee, professional worker, 
manager, senior manager). As none of these indicators were 
correlated with the dependent variable, EE, they were not 
included in the present analysis.

Participants

A study sample of 161 employees took part in the research. 
The participants were all members of an Israeli online panel 
(“Sekernet”). SekerNet is an internet panel established in 
2007 that offers its services to research institutes and aca-
demic institutions. The panel has tens of thousands of panel 
members segmented by age, sex, area of residence and sec-
tors. The panel members have expressed their agreement to 
participate in various studies and are compensated for doing 
so (as translated from the panel website). The criteria for 
inclusion in the study were a minimum tenure of 1 year, an 
age range between 22 and 67, and a full-time or nearly full-
time (75% and above) position.The current study utilized a 
diverse sample of employees from various industries and 
organizational contexts. This approach is consistent with 
previous research on JE and related constructs, which has 
often relied on heterogeneous samples to increase the gener-
alizability of the findings (e.g., Allen et al., 2016; Peltokorpi 
et al., 2022). The use of an online panel allowed for the 
recruitment of a broad range of participants, enhancing the 
external validity of the study. While the sample contained 
both full-time (84.5%) and nearly full-time (15.5%) employ-
ees, supplementary analyses revealed no significant differ-
ence in the average (standardized) scores for both JE and EE 
scores between these two groups. For JE, full-time employ-
ees had a mean score of 0.01 (SD = 1.02), while nearly full-
time employees had a mean score of − 0.07 (SD = 0.90) with 
no statistical difference between the groups (t(161) = 0.35, 
p =.725). Similarly, for EE, full-time employees had a mean 
score of 0.04 (SD = 1.02), and nearly full-time employees 
had a mean score of − 0.24 (SD = 0.86), again with no sta-
tistically significant difference (t(161) = 1.29, p =.099). These 
findings indicate that including nearly full-time employees 
in the study did not significantly affect the overall results. 
Eighty-five participants (52.8%) were women. Ages ranged 
from 22 to 65 with a mean age of 42.04 (SD = 11.69). Sev-
enty-two participants (44.7%) reported having some aca-
demic education and 127 (78.9%) were married or had a life 
partner. Employees were employed at their organizations for 
1 to 40 years with a mean tenure of 8.69 years (SD = 8.61). 
Hundred and seven participants (66.5%) were line workers, 
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Data were analyzed using IBM SPSS 26 and the media-
tion hypothesis was analyzed using the Hayes PROCESS 
procedure in SPSS (Hayes, 2018).

Results

Table 1 summarizes the means, standard deviations, inter-
correlations, and reliabilities among the study variables. 
The inter-correlations were all in the expected directions 
and significant, with the exception of the links dimension 
which was not found to be significantly correlated with any 
of the study variables, apart from the expected association 
with the composite variable of JE.

Analysis of hypotheses

The results of the mediation analysis, as depicted in Fig. 2, 
provide support for the hypothesized relationships between 
WLOC, JE, and EE. As predicted in H1, WLOC was signifi-
cantly associated with EE (β = − 0.18, p <.01), with individ-
uals having a more internal WLOC reporting lower levels of 
EE. This finding aligns with previous research suggesting 
that an internal LOC is associated with lower levels of job 
burnout (e.g., Ng et al., 2006; Wang et al., 2010).

H2 posits a negative association between JE and EE. As 
predicted, JE was significantly negatively associated with 
EE (β = − 0.46, p <.01), suggesting that more embedded 
employees experience lower levels of EE. This finding 
is consistent with the implications of the COR for JE, as 
discussed by Kiazad et al. (2015). The authors argue that 
embedded individuals have more resources to cope with 
work-related stressors and thus are less likely to experience 
burnout, as they can draw upon their multiple embedding 
resources to replace resources lost in stressful situations.

H3 proposed a positive relationship between WLOC and 
JE. The results supported this hypothesis, with WLOC being 
significantly negatively correlated with JE (β = − 0.25, 
p <.01), indicating that individuals with a more internal 

Data analysis

All variables were standardized and analyzed for normality. 
The analysis showed that most variables met the normal dis-
tribution criteria, with skewness values ranging from − 0.15 
to + 0.32. An exception was the links dimension which 
had a skewness value of 2.17 and a kurtosis value of 7.12 
indicating that the distribution was positively skewed and 
heavy-tailed compared to the normal distribution. Harman’s 
single factor test showed the first factor explained only 
18.01% of the total variance, suggesting common method 
variance was not a substantial issue. Prior to analyzing the 
study hypotheses, the internal consistency of each scale was 
assessed using Cronbach’s alpha. The reliability coefficients 
for all measures demonstrated good internal consistency: 
WLOC, α = 0.73; JE (the composite measure), α = 0.87; and 
EE, α = 0.84. The Fit and Sacrifice dimensions of JE also 
showed good internal consistency (α = 0.89 and α = 0.80, 
respectively). However, the internal reliability for the Links 
dimension was lower (α = 0.65) (see Table 1). This is not 
surprising, as the links dimension is an aggregate of several 
indicators that do not necessarily constitute a single fac-
tor (Cortina, 1993). Additionally, the Kaiser-Meyer-Olkin 
(KMO) measure of sampling adequacy was calculated for 
each scale, yielding values of 0.776 for WLOC, 0.891 for 
JE Fit, 0.814 for JE Sacrifice, 0.684 for JE Links, and 0.863 
for EE. These results suggest that the sampling adequacy 
for most scales was good to excellent, with the exception of 
the JE Links scale, which was acceptable but lower than the 
others. These findings support the reliability of the measures 
used in the study and their suitability for the planned media-
tion analysis using the PROCESS macro (Hayes, 2018).

In addition, before analyzing the study hypotheses sev-
eral demographic variables were examined including, age, 
gender, education, organizational hierarchical level, fam-
ily status, and tenure in the current position. None of these 
variables significantly correlated with the dependent vari-
able and, therefore, they were not included further in the 
analysis.

Table 1 Means, standard deviations, coefficient alphas, and zero-order correlations among the study variables (N = 161)
Scale Range Mean SD 1 2 3 4 5 6

1. WLOCa 1–7 1.87–5.53 3.63 0.64 0.73
2. JEb N/A -6.32–5.45 N/A 2.09 − 0.25** 0.87
3. JE Fit 1–5 1.36–5.00 3.69 0.69 − 0.27** 0.81** 0.89
4. JE Sacrifice 1–5 1.70–4.70 3.20 0.63 − 0.28** 0.80** 0.67** 0.80
5. JE Linksc, d N/A -0.65–3.48  N/A 0.59 0.04 0.44** 0.06 0.03 0.65
6. EE 1–7 1.22–6.56 3.59 1.17 0.18* − 0.46** − 0.46** − 0.39** − 0.12 0.84
Coefficient alphas in bold on diagonal. *p <.05 **p <.01
a Higher score of WLOC refers to external work locus of control whereas lower score refers to internal work locus of control
b The composite variable of JE is the sum of the standardized sub-dimensions of Fit, Sacrifice and Links
c The Links sub-dimension is the sum of six items that were standardized before being summed
d Correlation tests for the Links sub-dimension were analyzed using Spearman’s rho
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skills, values, and career goals and those of their organi-
zation, as well as the perceived material and psychological 
benefits they would have to give up if they were to leave 
their organization.

Discussion

The purpose of the current study was to explore JE as influ-
encing employees’ wellbeing. In particular, by focusing on 
the COR theory we examined JE as a mediator of the asso-
ciation between WLOC and burnout, as measured by EE. 
Moreover, as opposed to previous studies that measured JE 
with a reflective scale that captures perceptions of embed-
dedness, the current study’s uniqueness derives from its 
ability to examine the individual contribution of each of the 
embeddedness components (i.e., fit, sacrifice, and links) to 
the mediation.

The findings showed a negative relationship between 
WLOC and EE, supporting H1. This aligns with previous 
research suggesting that an internal LOC is associated with 
lower levels of job burnout (e.g., Ng et al., 2006; Wang et 
al., 2010). Furthermore, COR theory posits that individuals 
with an internal LOC are more likely to engage in resource 
acquisition and protection behaviors, which can help them 
cope with work-related stressors and prevent EE.

As hypothesized in H2, the findings showed that JE 
predicts burnout such that highly embedded employees 
reported lower rates of EE. This finding supports the role of 
JE as a protective resource against burnout, as suggested by 
COR theory, and aligns with prior research linking embed-
dedness with favorable outcomes concerning the individual 
employee (Ampofo et al., 2017; Candan, 2016; Goliroshan 

WLOC tend to be more embedded in their jobs. This finding 
extends previous research by Ng and Feldman (2011), who 
found a significant association between LOC and perceived 
JE.

The mediation analysis using PROCESS (Hayes, 2018) 
provided support for H4, which proposed that JE would 
mediate the relationship between WLOC and EE. The 
results showed that WLOC and JE together explained a sig-
nificant portion of the variance in EE (R² = 0.22, p <.001). 
Moreover, the indirect effect of WLOC on EE through JE 
was significant (indirect effect = 0.11, 95% CI [0.04, 0.20]), 
while the direct effect of WLOC on EE was non-significant 
(direct effect = 0.07, p =.37), indicating full mediation. 
These findings suggest that the effect of WLOC on EE can 
be largely explained by its impact on JE, with individuals 
with a more internal WLOC being more embedded in their 
jobs, which in turn reduces their EE.

To further investigate the role of JE in the relationship 
between WLOC and EE, we examined whether each indi-
vidual component of embeddedness (fit, links, and sacrifice) 
serves as a mediator. Given that the preliminary analyses 
showed no significant correlation between the links dimen-
sion and either WLOC or EE, this dimension was excluded 
from the mediation analysis.

Using the Hayes PROCESS procedure, we found that 
both fit and sacrifice individually served as full mediators 
of the association between WLOC and EE. The indirect 
effect of WLOC on EE through fit was significant (indi-
rect effect = 0.12, 95% CI [0.05, 0.22]), as was the indirect 
effect through sacrifice (indirect effect = 0.10, 95% CI [0.04, 
0.18]). Thus, addressing H5, the findings suggest that the 
relationship between WLOC and EE can be explained by 
the extent to which individuals perceive a fit between their 

Fig. 2  Results of the mediation analysis. Note(s). Standardized coefficients are presented. **p <.01 ***p <.001
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the differential contributions of the JE facets to the relation-
ship between WLOC and EE.

Theoretical and practical contributions

The present study’s findings have important practical and 
theoretical implications. The findings suggest that employ-
ees with internal WLOC are better capable of obtaining and 
retaining organizational resources, resulting in high embed-
dedness, which further protects them from burnout. This 
supports the COR theory’s proposition that individuals strive 
to acquire and protect resources and that these accumulated 
resources can help them cope with work-related stressors 
and prevent EE. HR managers should consider JE practi-
cal importance for both organizational and employee out-
comes. It is recommended that intervention programs place 
particular emphasis on increasing perceptions of fit with the 
organization’s work, team, and culture, as well as highlight 
the unique advantages and opportunities (social, monetary, 
and career-wise) offered by the company. In addition, pre-
vious research suggested that internal LOC perceptions 
could be increased through interventions and affect positive 
and desired outcomes. More specifically, Huang and Ford 
(2012) demonstrated that after participating in a training 
program, drivers reported higher levels of internality and 
lower levels of externality, predicting an improvement in 
safe driving behaviors. As such, HR managers and practi-
tioners should consider designing intervention programs to 
increase internal WLOC and decrease external WLOC as a 
means to enhance organizational embeddedness and lessen 
burnout among employees.

Limitations and future research directions

It is important to acknowledge several limitations of the 
present study. First, all the measures employed in this study 
were self-reported, which may be susceptible to common 
method biases such as consistency motif and social desir-
ability (Podsakoff et al., 2003). Although we attempted to 
mitigate these biases by introducing a temporal separation 
between the independent and dependent measures and ran-
domizing the order of the scales, future research should 
consider incorporating objective measures or data from 
multiple sources to corroborate our findings.

Second, while our study’s results support the mediat-
ing role of JE in the relationship between WLOC and EE, 
some evidence suggests that EE and embeddedness may be 
inversely related, and that the former can impair embed-
dedness (e.g. Karatepe, 2013). Furthermore, as noted in our 
introduction and discussion, some recent studies argue that 

et al., 2021; Ng & Feldman, 2013; Zhou et al., 2020; Zhou 
& Chen, 2021; Zhou et al., 2022). These results provide 
strong support to the notion that embeddedness benefits the 
employee no less than it benefits the organization. Despite 
some contradictory findings regarding the relationship 
between JE and EE (e.g., Allen et al., 2016; Peltokorpi, 
2022), our study aligns with the majority of research linking 
embeddedness with favorable employee outcomes.

In addition, the results demonstrated a positive relation-
ship between WLOC and JE, thus supporting H3. This find-
ing extends previous findings by Ng and Feldman (2011) 
and aligns with COR theory’s predictions about resource 
acquisition behaviors. Individuals with an internal WLOC 
are more likely to engage in activities aimed at gaining and 
protecting resources, resulting in higher embeddedness.

More importantly, the results showed that JE fully medi-
ated the association between WLOC and EE, supporting 
H4. Building on the COR theory (Hobfoll, 1989; Hobfoll 
et al., 2018), and following Ng & Feldman’s (2011) study, 
we argued that internal workers are more likely to engage in 
activities aimed at gaining and protecting resources, result-
ing in higher embeddedness. Furthermore, the accumulated 
resources help the employee cope with work stresses, thus 
mitigating exhaustion and burnout. This finding highlights 
the role of JE as a resource that mediates the effect of WLOC 
on EE, as predicted by COR theory.

Examining each of the JE dimensions (fit, sacrifice, and 
links) individually, revealed that the fit and sacrifice dimen-
sions were the only contributors to the mediation relation-
ship. The links dimension did not correlate with WLOC or 
EE. It is worth noting that the COR theory emphasizes the 
value or significance that the individual attributes to the 
resources. Strain only occurs when a key resource is threat-
ened, lost, or not achieved after considerable effort (Hobfoll 
et al., 2018). The “links” dimension, as measured by the JE 
composite index, reflects the quantity of the organizational 
connections, not their quality, and as such may not represent 
key resources that the employee values. Indeed, the value 
that the employee gives to social relationships in the orga-
nization may be reflected in the fit and sacrifice dimensions 
(i.e., “I like the members of my work group”; “I feel that 
people at work respect me a great deal”). Moreover, in the 
original Mitchell et al. (2001) study, the links dimension 
was not significantly associated with job satisfaction, and its 
associations with other work-related variables were substan-
tially lower than those of the fit and sacrifice dimensions. 
Taken together, these findings suggest that the components 
of organizational fit and sacrifice better reflect the organiza-
tional resources valued by the individual employee, which 
they will strive to obtain and protect, and which, in return, 
may help them deal with work-related stress and burnout. 
These findings provide partial support for H5, highlighting 
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practical interventions to encourage and increase embed-
dedness and perceptions of internal LOC.
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