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Abstract: This study aimed to investigate the impact of hotel employees’ perceived job embeddedness
on job satisfaction, self-efficacy, turnover intention, job performance, and job commitment. The results
showed that job embeddedness partially increased job satisfaction, while job satisfaction and
self-efficacy reduced turnover intention and increased job performance and job commitment.
Furthermore, job satisfaction and self-efficacy were found to play an important mediating role.
Therefore, the theoretical framework, based on the results of this study, clearly demonstrated the
causal relationship between the given variables, and adequately describes the goals of this study.
The theoretical/practical implications are discussed in detail in the conclusion.

Keywords: sustainable relationship development; organizational psychology; job embeddedness;
job satisfaction; self-efficacy; turnover intention; perceived job performance; work engagement

1. Introduction

After the Asian financial crisis, the information technology bubble decay and financial crises
arising from the U.S. such as the subprime mortgage crisis, the paradigm of jobs for life and job stability
has largely crumbled in Korean enterprises [1]. Such changes led to unstable types of employment
(e.g., temporary, outsourced, seasonal contract and short-term contracts) as well as a new culture of
turnover (e.g., voluntary turnover for career advancement, involuntary turnover through restructuring)
in the hospitality industries. This is an employment characteristic of the hospitality industry in South
Korea at present. At the center of such change, there were employees who are regarded as the new
generation. Individuals of the new generation showed slight differences in individual life priorities
when compared to the older generation. The older generation placed utmost importance on jobs
and work, directly related to survival; moreover, they had a strong inclination towards production,
resulting in a very limited range of needs that mostly relate to survival and stable lifestyles. On the
other hand, the new generation had a diverse range of interests, were influenced by more affordable
economic environments, the globalization experience and the development of popular consumption
culture, and tended to have an individualistic set of values that place importance on what they want to
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do. Since 2008, the proportion of new-generation employees in the Korean labor force reached 20%
and continued to increase [2]. With the increase of new generation employees in a corporation, there
were a range of side effects; a leading side effect was increasing turnover. Therefore, firms strived to
establish strategies to access and maintain human capital to resolve the issue of turnovers [3].

According to Lee et al. [4], the costs that must be absorbed, such as those for training, the search
for a replacement, and opportunity loss by a firm when an employee changes jobs, are equivalent to the
employee’s annual salary. Therefore, studies on employee turnover have been conducted according
to the fluctuations in the turnover level, which exerts various negative effects such as an increase in
firms’ expenses. Early research on turnovers largely focused on exploring the factors that influence
turnover [5]. Many studies focused on attitude factors such as job satisfaction and work engagement [6].
However, they were insufficient in explaining the reason why the employees were leaving. As such,
studies began to take interest in the reason why employees would stay, rather than to leave, resulting
in a new concept relating to turnover, job embeddedness (fit, links, sacrifice). As a result, many studies
provided a diverse range of considerations on human capital management along with the importance
of job embeddedness [7–12].

At the present time, when the number of new-generation employees continues to increase as
a proportion of members of organizations, and especially given the fact that service-oriented firms
such as hotel enterprises are largely composed of new-generation employees, it appears necessary to
research the correlations between job embeddedness, job satisfaction, self-efficacy, turnover intention,
job performance and work engagement, based on the concept of employees’ remaining in the firm.
Given these, this study seeks answers for the following 3 research questions:

1. How does job embeddedness perceived by employees of hotel enterprises influence turnover
intention, job performance and work engagement through job satisfaction and self-efficacy?

2. If such influences exist, which constituents of job embeddedness are the most influential?
3. For the strongly individualistic new-generation employees, do job satisfaction and self-efficacy

work to reduce turnover intention and increase job performance and work engagement?

Following the introduction, this study briefly covers the concepts of constituents of job embeddedness,
job satisfaction, self-efficacy, turnover intention, job performance and work engagement. This is followed
by an introduction to the study methodology, including the measurements of variables and sample
characteristics. Lastly, considerations, limitations and directions of future studies are discussed based on
the statistical results.

2. Literature Review

2.1. Turnover of Hotel Employees

Born around the 1980s, the new generation has matured in an environment of heightened
economic well-being owing to rapid economic growth, an era of internationalization and development
of information technology; they place importance on individual privacy rather than the well-being
of the organization, and place heavy emphasis on work-life balance [2]. This characteristic of
valuing individual privacy found in the new generation manifests itself in increasing turnover rates.
The Kukmin Daily [13] reported that 42% of the new-generation, college-graduate new employees are
preparing to move jobs, with 24% already going through the move and 18% preparing for the move.
Moreover, 56% of the employees responded that they intended to move jobs in the future, with only
2% responding that their current place of work would be their work for the rest of their lives [13].
In Japan, troubled with sourcing human capital, Yonhap News Agency [14] reported that 30% of the
college-graduate new hires had quit their jobs within the first 3 years; in terms of job sectors, hospitality
and food service sectors led the group, at 50.5% of the total.

As the hotel industry is labor-intensive and highly dependent on human resources, human
resource management is an essential function. In addition, effective business performance is best
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achieved when both facilities and services are managed simultaneously. Ramli et al. [15] argued that
employee turnover may have a negative impact not only on the organization, but also on the remaining
employees in the form of costs of hiring and training new employees, lack of motivation, and decreased
productivity. In other words, employee turnover may cause both financial and non-financial losses for
the organization and may even become a broader social problem. Therefore, the hotel industry must
acknowledge the severity of employee turnover and make efforts to minimize it to adequately manage
human resources and services, especially during periods when turnover rates in the industry are high.

2.2. Job Embeddedness

Job embeddedness is a concept demonstrating the individual level of embeddedness within the
firm or their jobs, and refers to the comprehensive influence that induces individuals to stay within the
organization [12]. Job embeddedness refers to continuous retention without leaving the organization,
and thus may closely link the employees with the organization and their duties. In the literature,
job embeddedness is characterized as a web. In other words, employees are connected in networks
to related organizations, other employees, groups and situations, and such connections may limit
turnover [8,12].

Mitchell et al. [12] classified the sub factors of job embeddedness as fit, links, and sacrifice, based
on the concept of “Why remain?” instead of “Why change jobs?” First, fit refers to an employee’s
perceived compatibility with the organization and surrounding environment. Fit appears when an
employee’s personal values, goals and future plans match the firm’s culture and the job, and this
increases the possibility that the employee remains in the organization [16]. Moreover, one may feel
satisfied and committed to the job, and may exert a positive impact on organizational development.
Overall, fit is likely to develop into organizational attachment [12]. Second, links refer to the formal or
informal connections between the organization and the individual [12]. Links become more important
when an employee is connected more to the organization, the others, and the job [8], and employees
with a greater number and intensity of connections are less likely to make a turnover decision that may
break or rearrange the connections [16]. Third, sacrifice is defined as an opportunity cost of material
or psychological benefits that may be forfeited by leaving the organization [12]. Opportunity cost in
sacrifice includes clear costs that the employee must bear when changing jobs, such as loss of wages,
promotion opportunities, relationships with colleagues, and job-related reputation. The construct of
job embeddedness not only predicts turnover and turnover intention, but also explains the key change
beyond job satisfaction. Therefore, by developing the concept of job embeddedness and using it as an
active concept to increase organizational performance instead of merely using it as a passive concept
to encourage employees to remain with the firm, job embeddedness may be a highly effective and
useful tool for firms.

2.3. Job Satisfaction

Job satisfaction refers to the happy and positive state of emotions regarding their place of work
and their jobs perceived by members of the organization [17], constitutes cognitive, emotional response
towards their jobs and manifests itself through the comparison of actual results and expected results [18].
As the experience and satisfaction obtained through their job tend to transfer to the satisfaction levels
towards life perceived by the individual, it influences the individually perceived level of satisfaction
towards life and the growth of the firm [19]. The positive/negative emotions perceived by the members
of the organization can manifest itself in individual tendencies, emotions, job characteristics and work
environments [20]; when needs such as salary, promotion opportunities, welfare and benefits, work
conditions, relationships with co-workers and organizational policies are sufficiently met, they may
lead to positive attitude towards work such as engagement, excitement and interest towards the work
they perform [21].

Karatepe and Uludag [22] utilized overall satisfaction towards work, satisfaction towards one’s
superiors and colleagues, organizational policies, support, salary, achievement opportunities and
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customer relationships as variables to measure job satisfaction; Messersmith et al. [23] utilized the
variables of task satisfaction, employer satisfaction and overall satisfaction towards the job. Therefore,
this study measured the wages, achievement opportunities, pleasure, and overall job satisfaction to
measure the job satisfaction levels of hotel employees based on the studies of Hartline and Ferrell [24]
and Kim et al. [25]. However, existing studies explore the role of variables to identify the relationships
between standard leading variables and job satisfaction; there is a limited number of studies on the
influence on job embeddedness, job satisfaction and turnover intention, all of which are important
factors determining voluntary turnover. Specifically, there is even less research that simultaneously
explores the positive and negative factors of hotels and job embeddedness with hotel enterprises.

2.4. Self-Efficacy

Self-efficacy is the belief or conviction of ability that can effectively execute actions to achieve
tasks [26], and constitutes a self-evaluation on the overall ability to execute the required actions when
faced with a specific situation [27]. This concept of self-efficacy displays the individual conviction
of ability required to obtain results desired by the organization, and can be an important variable
to understand the attitude and actions of an individual [28,29]. Job competency, self-confidence,
and expertise, which can maximize one’s job performance, were used in previous studies in order to
measure self-efficacy [30,31].

According to social cognitive theory, there are 3 types of self-efficacy (i.e., magnitude, or the level or
size of the job, strength, or the certainty that one can carry out a job at a difficult level, and generality,
or standardization of all jobs or situations) [29]. Moreover, according to Pygmalion leadership, self-efficacy
is explained based on the following 4 constituents of (1) enactive mastery experience: the direct influence
of self-confidence in forming self-efficacy [26,32], (2) vicarious experience: observing the job processes
of skilled employees, others can build self-confidence, obtain future-oriented information and enhance
their own skills [33], (3) verbal persuasion: the positive encouragement and persuasion of a leader based
on knowledge and trust can maximize self-efficacy [29,34], and, (4) psychological and affective states:
evaluating one’s own skills and continuous efforts can change actions and attitudes [26,35].

As the main idea behind the social cognitive theory, self-efficacy is not formed devoid of one’s own
efforts; it may be formed through learning, experiencing and vicarious effects within the organization,
and tends to be strongly influenced by the presence/lack of experience of a certain issue or the resulting
performance. According to empirical studies on the relationship between self-efficacy and various
performances, they have continuously proven that self-efficacy is a strong predictor of individual
performance [32,36–38]; these individual performances can be very closely related to corporate
performance. Hence, firms need to train employees with high degrees of self-efficacy who are able to
effectively carry out their job duties and are not easily influenced by internal or external environments.

2.5. Turnover Intention

Turnover intention represents a stage prior to the actual action of turnover, and refers to a
psychological state where the member of the organization wishes to forfeit their role and leave the
organization [39]. Turnover can be divided into voluntary turnover (i.e., due to causes such as salary,
welfare, work environment, immigration, marriage or illness) and involuntary turnover where the
employee leaves the organization resulting from corporate decisions (i.e., layoffs, dismissals, regular
retirements and forced retirements). In organizational management, turnovers can result in financial
losses such as job advertisements, marketing for new hires, educating and directing the new hires) [40],
and may also lead to lower morale and hinder organizational engagement for members remaining
within the organization. In particular, turnover occurring in the labor-intensive hotel industries can be
regarded as being even more destructive. For such reasons, minimizing turnovers have been of critical
importance for researchers and practitioners. Existing literature has claimed that turnover intention is
the most important variable predicting turnover, by conducting meta-analysis [6,41,42]. Furthermore,
many previous studies have used measurement items such as turnover intention, turnover plan,
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and turnover preparation to assess the turnover intentions of employees [43]. In other words, turnover
intention is the leading variable and strong predictor of actual turnovers; as such, it is a variable that
successfully explains employee turnover.

2.6. Perceived Job Performance

Job performance refers to the level of attainment of work of employees, and often depicts the
achievement of organizational goals [44]. Job performance can be evaluated using criteria such as job
competency, efficiency, ability and speed in handling tasks, accuracy, and goal attainment. Therefore,
this study used and measured the degree of understanding, degree of skill acquisition, and degree
of development of job skill and competency to measure job performance. However, there may be a
gap between the appraiser and the appraised in terms of the criteria used to evaluate job performance.
Since performance is a comprehensive concept that contains various meanings, there are limitations
to clearly defining performance in a service industry like the hotel business. However, the concept
of performance is a wide-reaching, construct concept that generally refers to positive effects, and is
regarded from a positive perspective of attaining organizational objectives, despite some theoretical
ambiguities [45].

Service companies like hotels have a distinct character in which interactions between employees
and customers are face to face. In other words, there may be a gap in how job performance is evaluated
between more general business enterprises and service companies like hotels. That is, while general
business enterprises evaluate job performance from a financial perspective such as productivity or
profitability, hotels evaluate it from a non-financial perspective such as customer feedback (e.g., letters
of thanks, praise). This implies that there is a clear difference between the methods of evaluating job
performance for ordinary companies and for service companies such as hotels.

2.7. Work Engagement

Work engagement refers to accepting the goals and values of the organization, and the attitude
of doing the utmost for the organization. It can be defined in terms of positivity, fulfilling, passion
related to the job, and dedication [46]. Vigor refers to high levels of energy and mental resilience while
working, and the willingness to invest effort in one’s work. Dedication refers to experiencing a sense of
significance, enthusiasm, inspiration, pride, and challenge in attainment of the organization’s goals [46].
Employees with a higher work engagement more accurately perceive their work and participate more
actively and enthusiastically in their jobs. Moreover, looking beyond current tasks, they set challenging
goals, have an adventurous spirit, and advance toward the fulfillment of goals. Work engagement
performs a significant role in increasing employee enthusiasm and providing quality work atmosphere.
Those with attachment to and enthusiasm for their jobs can contribute to organizational performance.
Moreover, work engagement has become a measure of an organization’s investment in human
capital [47]. Therefore, the importance of work engagement is constantly increasing

2.8. Relationships among Study Variables

Work embeddedness is an important factor that explains why employees remain within an
organization, and provide important considerations on the employees’ affinity towards the organization.
Due to such reasons, job embeddedness has been defined as a concept focusing on the choices of
employees to remain, and numerous studies have proven correlations with turnover and turnover
intention since related indicators have been presented [7,11,48]. Moreover, variables that have been
most frequently studied as predictors of turnover intention are job satisfaction and organizational
engagement, with many studies presenting the positive influence of job embeddedness on job
satisfaction [5,12,49]. Specifically, Jiang et al. [49] showed that the correlation between job satisfaction
and cognitive engagement was the most significant through meta-analysis. Given these, this study has
set the following hypotheses:
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Hypothesis 1 (H1). Fit has a positive influence on job satisfaction.

Hypothesis 2 (H2). Links have a positive influence on job satisfaction.

Hypothesis 3 (H3). Sacrifice has a positive influence on job satisfaction.

Many researchers have studied the influence of job satisfaction on self-efficacy, turnover intention,
job performance and job engagement. Judge and Bono [50] performed a meta-analysis on the
correlations between 4 variables (i.e., job satisfaction, self-worth, self-efficacy and emotional stability),
and concluded that self-efficacy showed the highest correlation with job satisfaction. Jang and
George [51] and Moshin et al. [52] researched the influence of job satisfaction on turnover intention with
hotel employees (609, 884 employees, respectively). The results indicated that higher job satisfaction
led to lower turnover intention. Arnett et al. [53], in their study on the influence of job satisfaction on
positive employee behavior, concluded that employees satisfied with their jobs led to an overall rise in
job performance, such as better customer service, better relationships with colleagues and improved
organizational engagement. Furthermore, Chen and Wang [54] asserted that turnover intention
decreases when the job satisfaction of hotel employees improves. Lu and Gursoy [55] explained
that job satisfaction is a factor that can reduce turnover intention, which has a negative effect on the
performance of an organization. Thus, it can be asserted that job satisfaction prevents the departure of
employees, and is highly relevant in improving organizational profitability and productivity through
job performance and engagement. Based on these, the present study has set the following hypotheses:

Hypothesis 4 (H4). Job satisfaction has a positive influence on self-efficacy.

Hypothesis 5 (H5). Job satisfaction has a negative influence on turnover intention.

Hypothesis 6 (H6). Job satisfaction has a positive influence on job performance.

Hypothesis 7 (H7). Job satisfaction has a positive influence on work engagement.

Self-efficacy can be defined as the belief in one’s capacity required to attain the goals assigned to
an individual [26]. Many existing studies have concluded that self-efficacy is a determining variable of
behavioral changes, and an important predictor of various forms of job performance [38]. Specifically,
according to studies by Steers [56] and Mathieu, [57], self-efficacy refers to positive energy to attain
one’s goals and facilitates job satisfaction and work engagement, ultimately resulting in higher job
performance and lower turnover intention. These results indicate that higher self-efficacy in employees
lead to higher satisfaction towards their job, affinity towards the organization and work engagement,
ultimately having a positive influence on organizational productivity [50,58]. Accordingly, this study
has set the following hypotheses:

Hypothesis 8 (H8). Self-efficacy has a negative influence on turnover intention.

Hypothesis 9 (H9). Self-efficacy has a positive influence on job performance.

Hypothesis 10 (H10). Self-efficacy has a positive influence on work engagement.

2.9. Proposed Model

Based on the evidence presented by the existing literature, this study has proposed 10 hypotheses
that pertain to its purpose. The 10 hypotheses and proposed study model is shown in Figure 1.
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3. Methods

3.1. Measurement and Questionnaire Development

The survey questions of this study were largely divided into 3 types (details on the study, questions
regarding variables and demographic information). All measurement items had proven validity in
previous literature, and were items that were common in studies regarding job embeddedness and
turnover intention. In addition, the commonly used 5-point Likert and multi-item scales were utilized
when measuring the variables in this research. Specifically, among the 10 job embeddedness questions
with proven validity from existing studies, 4 items pertained to fit, 3 items pertained to links and 3 items
pertained to sacrifice; 4 items were utilized each for the variables of job satisfaction, self-efficacy, perceived
job performance and work engagement; 3 items were utilized for turnover intention. The first version of
the survey utilized in this study was subject to a pretest with 3 groups (e.g., 1. College professor whose
expertise is human resource management in hotel enterprises, 2. Manager-level employee working at a
luxury hotel, 3. Graduate students majoring in hotel management). Pretests were conducted with these
3 groups, and survey items were modified based on the results.

3.2. Data Collection and Sample Profile

A self-reported questionnaire survey was conducted to collect data for the empirical analysis
(please see the Appendix A). The 11 5-star hotels located in Seoul, the capital of South Korea, and the
surrounding capital region were selected for the survey. A total of 450 questionnaires were distributed
to employees of the room, food and beverage, sales and marketing, finance, and human resources (HR)
divisions in the hotels. A total of 324 questionnaires (response rate = 72%) were collected through
these methods. 6 outliers deemed to be inappropriate for the empirical analysis of this study were
excluded. Empirical analysis was conducted using the 318 samples that were ultimately collected
for this research. A total of 44.7% (142) of the respondents were male and 55.3% (176) were female.
The majority of the respondents (87.2%, 277) were in their 20s and 30s, while the remainder (12.9%, 41)
were in their 40s and 50s. A total of 73% (232) of the employees had less than 7 years’ experience,
while the remainder (27%, 86) had over 7 years’ experience; 33.6% of the respondents were in Rooms
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(n = 107), 37.4% in Food and Beverages (n = 119), 24.8% in Sales and Marketing (n = 79), 2.2% in
Finance (n = 7), 0.9% in Human Resources (n = 3) and 0.9% in other departments (n = 3). The job titles
of the respondents were as follows: Staff 64.8% (n = 206), Supervisor 26.1% (n = 83), Assistant Manager
6.3% (n = 20), Manager 2.5% (n = 8), Senior Manager 0.3% (n = 1). When the salaries of the respondents
were denoted in U.S. currency from Korean currency, the salary range with the highest proportion was
$20,000–$29,999 (49.1%), followed by $30,000–$39,999 (19.2%), below $20,000 (17.3%), $40,000–$49,999
(8.5%) and more than $50,000 (6%). The majority of the respondents were single (72%), and 28% of the
respondents were married. Lastly, in terms of educational attainment, 266 respondents had college
degrees (83.6%), with 52 respondents with graduate degrees (16.4%).

4. Results

4.1. Confirmatory Factor Analysis

This study conducted an empirical analysis using SPSS 22 and Amos 22. Confirmatory factor
analysis (CFA) was conducted using the maximum likelihood estimation method to test the
unidimensionality of the scale and validity of the measurement model. CFA is an analytical method
used most effectively to test the reliability and validity of the scale [59,60]. The analysis results are as
follows. The goodness of fit of the model was statistically acceptable (X2 = 731.472 (df = 244, p < 0.001),
RMSEA = 0.79, CFI = 0.919, IFI = 0.920). There is convergent validity if AVE that tests convergent
validity is higher than 0.5 and CR that tests internal consistency is higher than 0.7 [61]. The results of
the empirical analysis showed that AVE ranged from 0.569 to 0.790, and CR ranged from 0.757 to 0.917.
Therefore, the variables used in the empirical analysis were proven to have internal consistency and
convergent validity. Moreover, all correlation coefficients in Table 1 were 0.8 or lower, and AVE was
greater than the square of the correlation coefficient among latent variables, thereby showing that there
was nothing wrong with discriminant validity as well [61].

Table 1. Correlation, mean, standard deviation (SD), average variance extracted, and reliability.

FIT LINK SAC JS SE TI PJP WE

FIT 0.890 a

LINK 0.546 b

(0.298) c 0.757

SAC 0.562
(0.315)

0.519
(0.269) 0.794

JS 0.612
(0.374)

0.401
(0.160)

0.666
(0.443) 0.839

SE 0.196
(0.038)

0.375
(0.140)

0.154
(0.23)

0.206
(0.042) 0.868

TI −0.471
(0.221)

−0.200
(0.040)

−0.398
(0.158)

−0.561
(0.314)

0.076
(0.005) 0.878

PJP 0.346
(0.119)

0.425
(0.180)

0.277
(0.076)

0.281
(0.078)

0.541
(0.292)

−0.082
(0.006)

0.917

WE 0.445
(0.198)

0.371
(0.137)

0.358
(0.128)

0.538
(0.289)

0.483
(0.233)

−0.323
(0.104)

0.498
(0.248) 0.856

Mean 3.400 3.372 2.937 2.729 3.614 3.154 3.588 3.391
SD 0.859 0.879 0.979 0.966 0.869 1.136 0.672 0.740

AVE 0.732 0.610 0.569 0.567 0.622 0.706 0.790 0.667

Note 1. FIT = fit, LIN = links, SAC = sacrifice, JS = job satisfaction, SE = self-efficacy, TI = turnover intention,
PJP = perceived job performance, WE = work engagement. Note 2. Goodness-of-fit statistics: χ2 = 731.472, df = 244,
p < 0.001, χ2/df = 2.998, RMSEA = 0.079, CFI = 0.919, IFI = 0.920, TLI = 0.903. a Composite reliability, b Squared
correlations, c Squared correlations.



Sustainability 2020, 12, 7168 9 of 15

4.2. Structural Model Results and Hypotheses Testing

Maximum likelihood estimation was used to verify the fit of the proposed research model.
The results indicated that model fit (χ2 = 777.032, df = 258, p < 0.001, χ2/df = 3.035, RMSEA = 0.080,
CFI = 0.914, IFI = 0.914, TLI = 0.899) was satisfactory. In addition, the variables of turnover intention
(R2 = 0.444), perceived job performance (R2 = 0.372), and job commitment (R2 = 0.471) were shown to
have appropriate explanatory power within the theoretical framework. Therefore, it can be concluded
that the model presented herein is very appropriate for predicting turnover intention. The detailed
results are presented in Table 2 and Figure 2.

Table 2. Coefficient, t-value, total impact, indirect impact, R2, and hypotheses testing.

Independent
Variable

Dependent
Variable

Standardized
Estimates t-Values

H1 FIT → JS 0.412 4.890 **
H2 LIN → JS −0.076 −0.939
H3 SAC → JS 0.593 8.221 **
H4 JS → SE 0.225 3.644 **
H5 JS → TI −0.0679 −10.561 **
H6 JS → PJP 0.131 2.415 *
H7 JS → WE 0.323 5.680 **
H8 SE → TI 0.231 4.552 **
H9 SE → PJP 0.567 10.050 **
H10 SE → WE 0.537 9.240 **

Total impact on TI
β FIT = −0.258 **
β LIN = 0.048

β SAC = −0.372 **
Total impact on PJP
β FIT = 0.106 **
β LIN = −0.020
β SAC = 0.153 **
β JS = 0.258 **

Total impact on WE
β FIT = 0.183 **
β LIN = −0.034
β SAC = 0.263 **
β JS = 0.444 **

Total variance explained (R2):
R2 for JS = 0.738
R2 for SE = 0.051
R2 for TI = 0.444

R2 for PJP = 0.372
R2 for WE = 0.471

Goodness−of-fit statistics:
χ2 = 777.032, df = 258, p < 0.000,
χ2/df = 3.035, RMSEA = 0.080,

CFI = 0.914, IFI = 0.914,
TLI = 0.899

Indirect impact:
β FIT – JS – SE = 0.093 **
β LIN – JS – SE = −0.017
β SAC – JS – SE = 0.134 **

β FIT – JS – SE – TI = −0.258 **
β LIN – JS – SE – TI = 0.048

β SAC – JS – SE – TI = −0.372 **
β FIT – JS – SE – PJP = 0.106 **
β LIN – JS – SE – PJP = −0.020
β SAC – JS – SE – PJP = 0.153 **
β FIT – JS – SE – WE = 0.183 **
β LIN – JS – SE – WE = −0.034
β SAC – JS – SE – WE = 0.263 **

* p < 0.05, ** p < 0.01

Note. FIT = fit, LIN = links, SAC = sacrifice, JS = job satisfaction, SE = self-efficacy, TI = turnover intention,
PJP = perceived job performance, WE = work engagement. * p < 0.05, ** p < 0.01.

Hypotheses 1–3 were tested. The results indicated that fit (H1: β = 0.412, p < 0.01) and sacrifice
(H3: β = 0.593, p < 0.01) had a significant influence on job satisfaction, while Link (H2: β = −0.076,
p > 0.05) did not have a significant influence on job satisfaction. Therefore, hypotheses 1 and 3 were
accepted, and hypothesis 2 was rejected. This result also rejected null hypotheses 1 and 3, but failed to
reject null hypothesis 2. Then, the relationships of job satisfaction with self-efficacy, turnover intention,
perceived job performance and work engagement (Hypotheses 4–7) were tested. The results indicated
that job satisfaction had significant influences on self-efficacy (H4: β = 0.225, p < 0.01), turnover
intention (H5: β = −0.679, p < 0.01), perceived job performance (H6: β = 0.131, p < 0.05), and work
engagement (H7: β = 0.323, p < 0.01). Thus, hypotheses 4–7 were all accepted. These results also
succeed in rejecting null hypotheses 4–7. Lastly, the results of testing the relationships of self-efficacy on
turnover intention, perceived job performance and work engagement (Hypotheses 8–10) are as follows.
The influence of self-efficacy on various factors were found to be turnover intention (H8: β = 0.231,
p < 0.01), perceived job performance (H9: β = 0.567, p < 0.01), and work engagement (H10: β = 0.537,
p < 0.01), respectively. These results indicated the reverse of what Hypothesis 8 had presented earlier.
In other words, the influence was found to be statistically meaningful; however, higher self-efficacy
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had led to higher turnover intention, instead of a lower turnover intention. Therefore, hypothesis 8
was rejected, and hypotheses 9 and 10 were accepted. These results also rejected null hypotheses 9 and
10, but failed to reject null hypothesis 8.
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Generally, it is known that using a mediating framework within a theoretical model can assist
with understanding the complex relationships in study structures [59]. Verification of indirect effects
of the sub factors of job embeddedness (i.e., fit, links, and sacrifice) on self-efficacy, turnover intention,
perceived job performance, and job commitment was conducted. The results indicated that fit
(β FIT – JS – SE = 0.093, p < 0.01; β FIT – JS– SE – TI = −0.258, p < 0.01; β FIT – JS – SE – PJP = 0.106, p < 0.01;

β FIT – JS – SE – WE = 0.183, p < 0.01) and sacrifice (β SAC – JS – SE = 0.134, p < 0.01; β SAC – JS – SE – TI =−0.372,
p < 0.01; β SAC – JS – SE – PJP = 0.153, p < 0.01; β SAC – JS – SE – WE = 0.263, p < 0.01) had significant indirect
influences on turnover intention, perceived job performance and work engagement. These results
indicate that job satisfaction and self-efficacy have shown important mediating effects within the
proposed conceptual framework.

5. Discussion and Implications

The most important discovery of this study is that an employee’s voluntary attitude towards
voluntarily remaining rather than leaving the organization improves organizational performance measures
such as employee satisfaction, attachment, and work engagement. In other words, job embeddedness,
which comprises fit, links, and sacrifice, is a variable that improves active employee and is an important
means to improve an organization’s financial and non-financial performance. Numerous previous studies
have investigated the damage to companies caused by voluntary or involuntary turnover due to external
environmental factors. Unlike previous studies, however, this study drew the conclusion that a firm’s
performance can be further maximized when employees do not leave the company and stay voluntarily.
These results are different and significant when compared to those from previous studies. Therefore,
job embeddedness may provide meaningful implications in that it both creates and aids in understanding
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its positive effects on hotel organizations. Embeddedness also minimizes employee turnover, which
causes great loss to the organization.

According to the data analyzed in this study, among the constituents of job embeddedness, fit and
sacrifice were found to have a significant influence on all dependent variables presented in the study.
However, the link variable did not have significant influence on the dependent variable. The results
of verifying total effect sizes are as follows. First, the largest total effect size on turnover intention
was from sacrifice. Second, the largest total effect sizes on perceived work performance and work
engagement were from job satisfaction. In other words, variables that directly link the employees
themselves with the organization such as fit, sacrifice and job satisfaction had the most significant
influences. These results are notable, especially given that 87% of the study participants are in their
20s and 30s. Employees in their 20s and 30s, referred to as the new generation, have grown and
matured in environments characterized by higher economic prosperity owing to rapid economic
growth, internationalization and development of information technologies. Thus, they tend to value
themselves over putting the organization at the forefront. In other words, individuals in the new
generation have stronger individualistic tendencies. As such, the will to stay within an organization
and the will to engage in proactive work can be maximized when the employee considers themselves
and the organization to be a great fit, and when they expect large sacrifices to be made when they leave
the organization.

Hypothesis 8 shed light on such individualistic attitudes of the new-generation employees.
The hypothesis presented in this study stated that self-efficacy had a negative influence on turnover
intention. However, the proposed hypothesis was rejected, and it was found that self-efficacy had a
positive influence on turnover intention. In other words, with higher confidence in their own abilities,
employees can leave the organization in search of better conditions (i.e., salary, work environment,
welfare, employee-centric attitudes of the organization and social reputation). This is in contrast
to existing studies that have asserted that the will to remain within an organization is due to the
relationships with colleagues, and affinity towards related networks and their activities. In other
words, individuals in the new generation can be seen has having higher interest in their physical
benefits when compared to members of the old generation. These results indicate that the members of
the new generation desire self-development and better work environments, and engage in voluntary
efforts to develop their own skills to seek out better workplaces. Ultimately, it can be concluded that
the concept of work-for-life workplaces perceived by the older generation is now defunct.

Turnover intention, defined as employees wanting better conditions and engaging in seeking
out such conditions, leads to negative influences on the organization (i.e., expenses incurred in the
hiring process of new employees, training, psychological confusion of other employees and lower
affinity towards the organization). Hence, organizations require efforts to reduce turnover intention
of employees. As such, the results of this study can provide practical considerations in reducing the
turnover phenomenon that is common in hotel enterprises. First, an acceptable level of materialistic
rewards (i.e., incentives, special vacations) should be offered. This is backed by the fact that sacrifice has
the largest total effect size on turnover intention among the constituents of job embeddedness. Thus,
providing adequate rewards is the most effective method in increasing proactive attitude towards work
and reduces turnover intention. Second, the work and personal lives of individuals must be clearly
separated to guarantee sufficient individual privacy and leisure time for employees. Employees are
constantly exposed to work-related emails, SMS, and text messages via smart devices outside of
working hours. Therefore, they are directly or indirectly linked to work even outside of working
hours. This indicates that employees are connected either directly or indirectly to work even outside
of work hours. Therefore, it is necessary to refrain from contacting the employees with work-related
issues outside of regular work hours to protect the privacy of individuals. Third, organizations must
make efforts to create a culture that can boost employees’ loyalty to the company. For example,
if the organization provides fair administrative processes (i.e., promotions, bonuses, processes and
correlations), employees could learn to appreciate the company and stay true to their roles.
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The concept of voluntary turnover, in tune with the changing times, is morphing though methods of
employee self-development. Turnover can result in losses for the organization and lead to psychological
burdens where employees must adapt themselves to new environments. Thus, it may have negative
impacts on both the organization and the employee. As such, firms must lead the employees to strive
to be satisfied and choose to remain within the current organization. Given this, it can be concluded
that this study has presented meaningful results where both the firm and the employee can both
be satisfied.

6. Limitations and Future Research

The results of this study provided important clues that determine active work attitude and turnover
intention of hotel employees; however, the study has a few limitations. First, most respondents (87%) are
from the generation of those in their 20s and 30s. The concept of turnover may be perceived differently
across generations even if they work in the same organization. Therefore, further research must examine
the generational differences in job embeddedness and turnover intention perceived by the new generation
and the older generation. Second, the data of this study were obtained from employees with South Korean
citizenship working in a luxury hotel located in South Korea. Thus, the results cannot be generalized
to employees in other countries or continents. Accordingly, it is necessary to promote generalization by
expanding the scope of sampling. Third, all those who participated in this survey were employees of
5-star hotels located in Seoul and the capital region. This highlights the need to classify the hotels into
various types (luxury, upscale, midscale, economy) for further research.
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agreed to the published version of the manuscript.
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Appendix A

Table A1. Job embeddedness.

Fit
- My job utilizes my skills and talents well.
- I fell I am a good match for this organization.
- My hotel highly evaluates my ability.
- I fit with this organization’s working style.

Links
- I have a good relationship with other employees in this hotel.
- I have a good communication with employees in other teams.
- I am a member of many social clubs in this hotel.

Sacrifice
- This hotel provides lots of well-being benefits to employees.
- I am well compensated for my level of performance.
- I will sacrifice many things if I leave this hotel.

Job satisfaction
- I like my salary or wages.
- I like my opportunities for advancement with this hotel.
- I feel satisfied with my overall job.
- I find real enjoyment in my work.
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Table A1. Cont.

Self-efficacy
- I have all the skills needed to perform my job very well.
- I have confidence in my ability to do my job.
- I am an expert in my job.- I am very proud of my job skills and abilities.

Turnover intention
- It is likely that I will actively look for job next year.
- I often think about quitting.
- I will probably look for a new job next year.

Perceived job performance
- I have learned how to perform successfully at my job in an efficient manner.
- I have mastered the required tasks of my job.
- I have fully developed the appropriate skills and abilities to work efficiently.
- I understand all the duties that my job includes.

Work engagement
- At my work, I feel bursting with energy.
- I find the work that I do full of meaning and purpose.
- When I am working, I forget everything else around me.
- When I get up in the morning, I feel like going to work.
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