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Abstract
Purpose: Using a new construct, Job Embeddedness (JE), from the business management literature, this study
examines the effects of JE on Organizational Cynicism (OC) and Employee Performance (EP) at Sadat City
University.
Research Design/Methodology: Using Mitchell et al., 2001 of JE, the study develops a number of hypotheses and
tests them. Out of the 692 questionnaires that were distributed to employees at Sadat City University in Egypt, 400
usable questionnaires were returned, a response rate of 58%.
Findings: The results showed that JE is related to the OC and EP. In other words, fit, links and sacrifice significantly
correlated with OC and EP. This research outlined a strong relationship between JE, OC and EP. The study findings
suggest that improving JE will have a positive impact EP.
Practical implications: The study suggests that the University of Sadat City in Egypt can improve EP by
influencing its JE, specifically, by developing fit, links and sacrifice. The study provided that it is necessary to pay
more attention to the dimensions of JE as a key source for organizations to enhance the competitive advantage which
is of prime significance for OC and EP.
Originality/value: JE is valuable for evaluating employee retention in Sadat City University. The study observes that
there is a critical shortage of JE and that a greater understanding of the factors that influence the EP, including fit,
links and sacrifice, is of great importance. Therefore, this study is to examine the relationship between JE, OC and
EP among employees at Sadat City University.
Keywords: job embeddedness, organizational cynicism, employee performance
1. Introduction
Job Embeddedness (JE) theory represents one of these new perspectives (Holtom et al., 2008), focusing on factors
that encourage an employee to remain with an organization. Several studies reveal that JE predicts incremental
variation in turnover after controlling for traditional turnover predictors, such as job satisfaction and quit intentions
(Crossley et al., 2007; Mallol et al., 2007).
JE theory is a broad constellation of psychological, social, and financial influences on employee retention (Yao et al.,
2004). These influences are present on the job, as well as outside the employee's immediate work environment, and
are often likened to strands in a “web” or “net” in which a person can become “stuck” (Mitchell et al., 2001).
JE is comprised of (1) the links one has to others, (2) the fit with the organization and community, and (3) how much
one would have to sacrifice to change jobs (Lee et al., 2004; Holtom & Inderrieden, 2006).
JE research has extended to other outcomes such as performance and social capital (Sekiguchi et al., 2008). It is a
retention or anti-withdrawal construct. JE was composed of factors such as the overall fit employees have with the
organization, it would yield positive outcomes. JE should lead to the development of human and social capital for
two reasons. First, for highly embedded individuals, there is good fit of the employees’ existing knowledge, skills
and abilities with the requirements of the organization that provides opportunities for the natural extension and
development of additional and complimentary skills. Second, the highly embedded employees have many links with
more important individuals which provide opportunities to develop additional social capital. In fact, there is a
positive relationship between JE and social capital but found declines in social capital development over time (Ng &
Feldman, 2010).
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JE represents rich social ties, job fit, and personal investment in a job or organization and the community that in turn
create opportunities for the employee to extend and develop new skills and social ties with others (Holtom et al.,
2006).
JE have numerous features; these are (a) work or organizational options by way of choosing your clients, (b)
empowerment, or mentoring activities, and (c) non-worker social embeddedness (Van Emmerik & Sanders, 2004)
which includes direct links to family, non-work activities, off-the-job interests, and job and embeddedness in the
organization (Mitchell et al., 2001).
2. Literature Review
2.1 Job Embeddedness
The term “embeddedness” has been used in the sociological literature to explain the process by which social relations
influence and constrain economic action (Granovetter, 1985; Uzzi, 1996, 1997).
Embeddedness is the idea that individuals can become enmeshed in their surrounding and situation to such an extent
that they have a difficult time separating from it (Ng & Feldman, 2009).
It is distinct in that it not only represents factors that influence attitudes and intentions toward behaviors on-the-job,
but community and social aspects also come into play that influence job behaviors (Crossley, et al., 2007).
Embeddedness suggests that there are numerous strands that connect an employee and his or her family in a social,
psychological, and financial web that includes work and non-work friends, groups, then on-work, and the physical
environment in which he or she lives. More recently, a new construct was introduced to help define why people stay
on their jobs, called JE (Mitchell, et al., 2001).
JE is a new concept for how well a person was socially enmeshed within their organization (Granovetter, 1985). It is
relatively a new concept and is under-researched in the hospitality management and marketing literature (Karatepe &
Ngeche, 2011).
JE reflects employees’ decisions to participate broadly and directly, and it moves scholarly attention beyond
dissatisfaction-induced leaving. More aptly, JE is a retention (or “antiwithdrawal”) construct (Dong-Hwan &
Jung-Min, 2012).
It encompasses the total forces on an individual causing the person to remain at his/her current job. JE has been
empirically demonstrated to impact work-related behaviors such as turnover, performance, absenteeism and
citizenship behaviors (Ng & Feldman, 2009).
JE has been conceptualized to consist of two dimensions: on-the-job (organizational) embeddedness and off-the-job
(community) embeddedness. On-the-JE refers to the degree to which individuals are immersed in their organizations,
while off-the-JE represents the degree to which individuals are immersed in their communities. On-the-JE better
predicts employee job performance than does the off-the-JE. Furthermore, the On-the-JE better predicts employee
retention than does the off-the-JE. Each embeddedness dimension is composed of three facets: fit, links, and sacrifice
(Allen, 2006).
It is a new construct developed to capture a more comprehensive view of the employee-employer relationship than is
typically reflected by attitudinal measures such as satisfaction or commitment. JE is constellation of influences
which enmesh or embed people within organizations. Consequently, the embedded employee either finds it more
difficult to leave or does not want to leave the organization to which they have become a part (Mitchell et al., 2001).
JE is the combined material, financial, and psychological factors that keep a person from leaving his or her job.
Theoretically, workplace friendships could increase JE by creating social links, perceptions of fit and greater
sacrifice of having to leave work friends if a new job opportunity was present. JE is conceptualized as influencing
the decision to remain through the level of links a person has to other people or activities, the extent that the person’s
job and community are congruent with the other aspects of their life, and the sacrifices a person would make in the
process of leaving their employment. It is an assemblage of psychological, social, and financial influences that
determine employee retention (Mitchell et al., 2001).
JE is an employee retention theory and evolved from the unfolding model voluntary employee turnover (Lee et al.,
1996).
If JE is indeed a broad-based retention (antiwithdrawal) construct and if it captures a sizable portion of the “decision
to participate,” both on- and off-the-JE should predict not only employee turnover, but also other withdrawal
behaviors, such as decreasing organizational citizenship behavior, decreasing performance, and increasing absence.
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Further, the explained variance in these withdrawal behaviors should exceed that explained by job satisfaction and
organizational commitment (Hulin, 1998).
Because on-the-JE correlates to job satisfaction, organizational commitment, and turnover, it should predict
subsequent absences as well (Griffeth et al., 2000).
However, the effect of on-the-JE on absences and turnover may be reduced to zero when researchers control for
satisfaction and commitment. Further, off-the-JE predicts absences and turnover, and it may do so even when
satisfaction and commitment are controlled for. That is, leaving a job may have significant effects on an individual’s
off-the-job life, especially if he or she has to relocate to find new employment. More specifically, people who are
embedded in their communities should want to keep their jobs (Hulin, 1998).
High levels of JE indicate that a person feels a sense of compatibility between his or her personal career needs, goals
and values and those of the job and organization; experiences positive formal and informal connections between
himself or herself and the team or organization; and perceives the costs of leaving the job as being too high (Mitchell
et al. 2001).
2.2 The Dimensions of Job Embeddness
The three component dimensions of JE include links, fit and sacrifice (Mitchell et al., 2001). JE explains why
employees remain in an organization based on a number of influences rather than solely on positive job attitudes. JE
suggests that people remain in organizations based on three criteria which are influenced by elements both on the job
and in the community: (1) the extent to which they are linked to other people and activities, (2) the extent to which
they feel they fit in their organizations and communities, and (3) what they would have to sacrifice if they left
(Mitchell et al., 2001).
The links aspect of embeddedness suggests that employees have formal and informal connections with other entities
on the job and, as the number of those links increases, embeddedness is higher. Fit refers to the match between an
employee’s goals and values and those of the organization; higher fit indicates higher embeddedness. Finally,
sacrifice concerns the perceived costs of leaving the organization, both financial and social. The higher the perceived
costs, the greater the embeddedness (Holtom et al., 2006).
The greater the extent of fit, the higher number of links and level of sacrifice, the more embedded an individual will
be in his or her job (Sekiguchi et al., 2008).
2.2.1 Fit
Organizational fit is the degree of similarity or compatibility between the individual and organizational culture,
overlap between the individual abilities and organizational demands, and match between individual interests and
organizational rewards. Community fit is the degree of match, similarity, or compatibility between the individual and
his or her community (Ng & Feldman, 2009).
Fit is the individual’s perceived compatibility with the organization and with the community. The employee’s
personal values and career goals need to be in line with the overall organizational culture, allowing the employee to
feel connected to the organization. Additionally, the individual needs to feel a fit between his or her family and the
local community (Felbs, et al., 2009).
A person who perceives person-organization fit would find it difficult to leave an organization. People take jobs for
other fit reasons, including proximity to extended family, climate considerations, and culture (Valle, 2006).
JE was significantly enhanced by off-the-job, or community fit. Perceptions of fit within an organization and in the
community would likely lead to decreased turnover intentions (Lee et al., 2004).
Fit is an employee’s perceived compatibility or comfort with an organization and with his or her environment.
Ensuring that individuals fit well within the organization’s environment is one way for managers to reduce early
turnover (Snow, 2002).
The degree to which people’s lives align with their jobs and communities is called fit (Mitchell et. al., 2001). An
employee’s personal values, career goals and plans for the future must “fit” with the larger corporate culture and the
demands of his or her immediate job. In addition, a person will consider how well he or she fits the community and
surrounding environment (Mitchell et. al., 2001).
Fit has often been described as an employee’s perceived compatibility with his or her organization. This construct
has been further described as a composite of person-organization fit (Chatman, 1989) and person-job fit (Careless,
2005). Studies have shown that poor person-organization fit leads to turnover (Villanova et al., 1994).
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2.2.2 Links
Links mean that each individual is linked to other people, teams, and organizations officially or unofficially
(Dong-Hwan & Jung-Min, 2012).
Links refer to the formal or informal connections of individuals with other people, projects, locations, activities, and
groups in their organizations and communities (Ng & Feldman, 2009).
The more connected an individual and/or his or her family is with the organization and the community, the more
difficult leaving is and the more embedded the person is (Felbs, et al., 2009).
One can become embedded in an organizational web of connections, much as one can become heavily involved in
family and social links outside of work (Valle, 2006).
Links are characterized as formal or informal connections between a person, and institutions or other people (Lee et
al., 2004).
Links are the degree to which people have connections to other people and activities. JE suggests that a number of
strands connect an employee and his or her family in a social, psychological, and financial web that includes work
and non-work friends, groups, the community, and the physical environment in which he or she lives (Mitchell et. al.,
2001).
2.2.3 Sacrifice
Sacrifice refers to the ease with which the links can be broken upon quitting work or moving to another home or
community. Specifically, it is grounded in the perceived cost of material and psychological benefits that would be
given up upon leaving the job or community (Ng & Feldman, 2009).
Sacrifice refers to the perceived costs associated with leaving. These costs may be physical or psychological.
Leaving may mean giving up the advantages associated with tenure in the organization (pay, corner office), as well
as the personal losses such as close friendships with coworkers or benefits unique to the organization. Community
sacrifices are applicable only if the person will move to a new location (Felbs, et al., 2009).
Sacrifice is the individual’s perceived cost (in psychological and financial terms) of job change. The psychological
costs may include those associated with leaving friends or family and job conditions which one desires. Financial
costs may include relocation of related expenses (Fields et al., 2005).
Sacrifice means the opportunity cost of turnover, which is the perceived cost of physical or psychological
convenience sacrificed when leaving a current job. Recent research suggests that job attitude has relatively little
influence on the stay or turnover of the employees. Other factors than job satisfaction, organizational commitment,
and job alternatives stand out to understand turnover (Park & Lee, 2004).
Sacrifice to the organization was defined as the perceived cost of physical or psychological convenience sacrificed
when leaving a current job (Mitchell et al., 2001).
Sacrifice captures the perceived cost of material or psychological benefits that may be forfeited by leaving one’s job.
For example, leaving an organization likely promises personal losses (Taunton, 1997; Shaw, et al., 1998). Though
comparable salary and benefits may be easily found in an environment of low unemployment, the switching costs are
real and relevant (Gupta & Jenkins, 1980).
2.3 Organizational Cynicism
There are different types of cynicism such as social cynicism, employee cynicism, civil servant cynicism, work
cynicism and Organizational Cynicism (OC) (Dean et al., 1998).
General cynicism is an inborn and determined personality trait which reflects generally negative perceptions about
human behavior. Cynicism is a defensive response, because it can shield employees against feeling strong emotions
and prepare them for the next “inevitable failure” (Abraham, 2000).
Cynicism is an individual's having negative feelings, such as anger, disappointment, hopelessness, about many
problems both for the staff and organizations (Özler Ergun et al., 2010).
Cynicism is an evaluative judgment that stems from an individual’s employment experiences. Furthermore,
irrespective of the accuracy or validity of the individual’s perceptions on which the employee cynicism construct is
based, it is real in its consequences (Bruch, & Vogel, 2006).
Cynicism can be expressed both overtly, such as through direct statements questioning the integrity of the
organization, and covertly through the use of sarcastic humor and nonverbal behaviors, such as “knowing l looks,”
“rolling eyes,” and “smirks” (Dean et al., 1998).
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Cynicism is a negative and is therefore a sensitive topic to managers and organizations. Because of this sensitivity,
negative attitudes as well as the organizational practices that foster them have been relatively neglected in
management research (Andersson (1996).
Cynics may feel embarrassment, hatred and even dishonor when they think about their organizations. Business ethics
is a system, principles, codes or values, which provide guidelines for morally right behavior and honesty in specific
situations (Lewis 1985).
OC is an individual negative feelings, such as disturbance, dissatisfaction and hopelessness about the staff and
organization (Ozler et al., 2011).
It is an attitude that involves unfriendliness from the organization due to a confidence that the organization lacks
honesty and will always attempt to fool its employees (Nair &Kamalanabhan, 2010).
OC concept is based and not depending on a single theory, when it is considered conceptually, are expectancy theory,
attribution theory, attitude theory, social exchange theory, emotional events theory and social motivation theory. OC
concept is the negative attitudes of an individual in connection with his/her organization (Kalağan, 2009).
It arises when employees believe that their organization is deficient in honesty. This may especially result from the
perception of which is expectations related to morality, justice and honesty are despoiled. OC takes place when
employees think that their organization is lacking integrity. OC is not simply the feelings that ‘negative’ people bring
into the organization, but that these attitudes are shaped by experiences in the work context” (Johnson &
O’Leary-Kelly, 2003).
OC is an attitude, characterized by frustration and negatively beliefs, resulting primarily from unmet expectations,
which is capable of being directed towards an organization in general and/or more specific facets of the
organizational environment (Brockway et al., 2002).
It refers to the lack, among workers, of the feelings of righteousness, confidence, fairness and sincerity towards the
organization where they work (Abraham, 2000).
OC is a learned response rather than a personality-based predisposition (Wanous et al., 2000). It is a negative attitude
towards the organization where one works, which has cognitive, affective and behavioral dimensions (Dean, et al.,
1998).
OC was found to have negative relationships with organizational commitment, organizational citizenship behavior,
and job satisfaction (Andersson & Bateman, 1997).
It is a negative attitude that develops as a result of perceived malfeasance of the agent or entity. Such a negative
attitude can be directed at the organization as a whole and/or the individuals in the organization (Reicher et al.,
1997).
OC is a general and specific attitude characterized with anger, hopelessness, disappointment and a tendency to
distrust individuals, groups, ideologies, social abilities or institutions (Andersson, 1996).
It exists as a resistance against improvement of the organization and severely damaging the organization (Zapf et.al.,
1996; Davenport et.al., 2003; Pitre, 2004; Arabacı, 2010).
2.4 Organizational Cynicism Dimensions
OC is a negative attitude with three dimensions towards the organization where one works. These dimensions are (1)
a belief that the organization lacks integrity; (2) negative affect toward the organization; and (3) tendencies to
disparaging and critical behaviors toward the organization (Kutanis & Çetinel, 2009). OC is a complex process
which culminates in a belief that the organization is not fair (Dean et al., 1998).
2.4.1 Cognitive Dimension
The first dimension is the belief in the organization's lack of honesty. The cognitive (belief) dimension of OC
consists of the belief that the organization's practices are deficient in justice, honesty and sincerity (Dean et al., 1998).
Cognitive dimension refers to employees’ disbelief in their organizations. (Urbany, 2005). Due to these beliefs, they
think that the organizational practices betray them (Dean et al., 1998).
2.4.2 Emotional Dimension
Emotional /sentimental reactions to the organization are the second dimension of OC. The sensitive/emotional
dimension of OC consists of strong emotional reactions towards the organization (Dean et al., 1998).
Emotional dimension consists of emotional reactions such as anxiety, shame, anger, disappointment (O'Leary, 2003)
or rage/pessimism (Brandes, 1999). OCs of emotional dimension contains some powerful emotional reactions like
disrespect, anger, boredom and shame (Abraham, 2000).
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2.4.3 Behavioral Dimension
The last dimension refers to negative tendencies and mainly humiliating attitudes. Behavioral dimension, the last
dimension of OC, consists of negative and frequently critical attitudes. The most prominent of behavioral tendencies
is strong critical expressions towards the organization (Dean et al., 1998).
Behavioral dimension covers employees’ fierce criticisms of the organization such as condescension, denigration and
belittlement (Turner & Valentine, 2001). In this dimension, the employee may get alienated from or sever her ties
with the organization (O'Brien et al., 2004).
2.5 Job Performance
Performance is a reflection of the organization's ability to achieve its goals (Miller & Broamiley, 1990). It is a
combination of resources, capabilities of the organization that are being used efficiently and effectively in order to
achieve its objectives (Collis & Montgomrey, 1995).
Performance is the level of the outputs of the organization after conducting operations on its inputs. It is the output of
the activities that occur within the organization (Wit & Meyer, 1998).
Individual performance has become a topical issue in today’s business environment, so much so that organizations go
to great lengths to appraise and manage it (Armstrong and Baron, 1998).
Individual job performance is a function of knowledge, skills, abilities, and motivation directed at role prescribed
behavior, such as formal job responsibilities (Campbell, 1999).
Job performance is a multidimensional construct consisting of task dimension and contextual dimension (Borman &
Motowidlo, 1993).
Job performance refers to the effectiveness of individual behaviors that contribute to organizational objectives
(McCloy et al., 1994; Motowidlo, 2003).
The effective management of individual performance is critical to the execution of strategy and the organization
achieving its strategic objectives (Amos, et al., 2004).
A review of literature indicated individual differences such as self-monitoring personality (Caligiuri & Day, 2000),
gender (Sinangil & Ones, 2003), non-ethnocentrism (Hechanova et al., 2003), Big Five Personality (Mol et al., 2005),
communicational ability, relational ability, stress tolerance (Holopainen & Bjorkman, 2005), cultural flexibility
(Shaffer et al., 2006), task and people orientation (Shaffer et al., 2006), goal orientation (Wang & Takeuchi, 2007)
and previous international experience (Varma et al., 2006) related to expatriate job performance.
Hence, after a thorough review of the different concepts of performance, it can be argued that performance in its
simplest form is the desired result which the organization seeks to achieve efficiently and effectively.
3. Research Model

Fit

Organizational
Cynicism

Links
Job
Sacrifice

Performance

Dependent Variable

Job Embeddedness

Independent Variable

The proposed comprehensive conceptual model is presented in Figure 1. The diagram below shows that there is one
independent variable of JE. There are two dependent variables of OC and JP. It shows the rational links among the
variables. The research model is as shown in Figure 1 below.

Figure 1. Proposed comprehensive conceptual model
The research framework suggests that JE has an impact on OC and JP. JE as measured consists of fit, links, and
sacrifice (Nitchell et al., 2001).
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OC is measured in terms of belief, affect and behavior (Reichers & Wanous, 1997). JP is measured in terms of task
performance, contextual performance, and assignment specific performance (Black & Porter, 1991; Caligiuri, 1997).
4. Research Questions and Hypotheses
The research process includes both questions and hypotheses. The research questions of this study are as follows:
Q1: What is the nature and the extent of the relationship between JE (Fit) and OC at Sadat City University.
Q2: What is the nature of the relationship between JE (Links) and OC at Sadat City University.
Q3: What is the extent of the relationship between JE (Sacrifice) and OC at Sadat City University.
Q4: What is the statistically significant relationship between JE (Fit) and JP at Sadat City University.
Q5: What is the nature and the extent of the relationship between JE (Links) and JP at Sadat City University.
Q6: What is the nature of the relationship between JE (Sacrifice) and JP at Sadat City University.
The following hypotheses were developed to the test if there is a significant correlation between JE, OC and JP.
H1: JE (Fit) of employees has no statistically significant effect OC at Sadat City University.
H2: JE (Links) of employees has no statistically significant impact on OC at Sadat City University.
H3: JE (Sacrifice) of employees has no statistically significant influence on OC at Sadat City University.
H4: JE (Fit) of employees has no statistically significant relationship with JP at Sadat City University.
H5: JE (Links) of employees has no statistically significant effect on JP at Sadat City University.
H6: JE (Sacrifice) of employees has no statistically significant impact on JP at Sadat City University.
5. Research Methods
5.1 Research Population
The study subjects are employees at University of Sadat City in Egypt. The total population is 692 employees. The
research population is illustrated in the following table:
Table 1. Distribution of the population
Faculty Members

Number

Percentage

Faculty of Veterinary Medicine

137

19.8%

Faculty of Tourism & Hotels

89

12.9%

Genetic Engineering Research Institute

117

16.9%

Faculty of Physical Education

174

25.1%

College of Education

33

4.8%

Faculty of Commerce

55

7.9%

Faculty of Law

43

6.2%

Institute for Environmental Studies and Research

44

6.4%

Total

692

100%

Source: Staff Members Affairs Department, Sadat City University, Egypt, 2014
Due to the small number of members of the research community at the University of Sadat City, it was decided to
study this community using comprehensive inventory (Complete Numeration or Census) in order to get the highest
percentage of survey lists. Table 2 illustrates features of sample units.
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Table 2. Characteristics of the sample units

1- Sex

Variables
Male
Female

2- The Academic Degree

3- Marital Status

4- Age

5- Period of Experience

Total
Professor degree
Associate professor
Assistant professor
Lecturer
Demonstrator
Total
Married
Single
Total
Less than 30 years
From 30 to 45
More than 45
Total
Less than 5 years
From 5 to 10
More than 10
Total

Number
220
180
400
70
102
133
45
50
400
313
87
400
61
192
147
400
203
138
59
400

Percentage
55%
45%
100%
17.5%
25.5%
33.3%
11.3%
12.5%
100%
78.3%
21.8%
100%
15.3%
48.0%
36.8%
100%
50.8%
34.5%
14.8%
100%

5.2 Method of Data Collection
The goal of this study was to examine the relationships between JE, OC and JP at Sadat city University in Egypt. A
survey research method was used to collect data in this study. The questionnaire included four questions, relating to
JE, OC, OC and biographical information of employees at Sadat city University in Egypt.
A total of 692 questionnaires were sent out in March, 2014 and collected in April 2014. Four hundred and fifteen
effective questionnaires were collected (60% collection rate). Fifteen ineffective ones (with unanswered questions,
duplicated entries and inappropriate marks) were excluded, and the number of effective ones was 400 (58% valid
collection rate).
5.3 Research Variables and Methods of Measuring
The 18-item scale JE section is based on Nitchell et al., 2001. There were six items measuring fit, six items
measuring links, and six items measuring sacrifice.
The 18-item scale OC section is based on Reichers & Wanous, 1997. There were six items measuring belief, six
items measuring affect, and six items measuring behavior.
The 17-item scale JP section is based on Black and Porter, 1991; Caligiuri, 1997. There were five items for task
performance, five for contextual performance, and seven for assignment specific performance.
Responses to all items scales were anchored on a five (5) point Likert scale for each statement which ranges from (5)
“full agreement,” (4) for “agree,” (3) for “neutral,” (2) for “disagree,” and (1) for “full disagreement.”
5.4 Methods of Data Analysis and Testing Hypotheses
The researcher has employed the following methods: (1) The Alpha Correlation Coefficient (ACC), (2) Multiple
Regression Analysis (MRA), and (3) the statistical testing of hypotheses which includes F- test and T-test.
6. Hypotheses Testing
Before testing the hypotheses and research questions, descriptive statistics were performed to find out means and
standard deviations of JE, OC and JP.
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Table 3. The mean and standard deviations of JE, OC and JP
Variables

JE

OC

JP

The Dimension
Fit
Links
Sacrifice
Total Measurement
The Belief Dimension
The Affective Dimension
The Behavioral Dimension
Total Measurement
Task Performance
Contextual Performance
Assignment Specific Performance
Total Measurement

Mean
3.4429
3.3771
3.5758
3.4653
3.3946
3.2437
3.4179
2.5141
3.9150
3.7900
3.7554
3.8125

Standard
Deviation
1.20423
1.08274
1.03076
1.08053
1.11660
1.21977
1.24235
0.85691
1.17244
1.27867
1.25281
1.20832

Table 3 lists the mean and standard deviation among variables. The mean of each variable is more than 3, and this
result indicates that the study subjects in general have a higher level of JE, OC and JP. The different facets of JE (fit,
links, and sacrifice) are examined. Most respondents identified the presence of sacrifice (M=3.57, SD=1.03). This
was followed by fit (M=3.44, SD=1.20), and links (M=3.37, SD=1.08). The different facets of OC (belief, affect and
behavior) are examined. Most respondents identified the presence of behavioral dimension (M=3.41, SD=1.24). This
was followed by belief dimension (M=3.39, SD=1.11), and affective dimension (M=3.24, SD=1.21). The different
facets of JP (task performance, contextual performance, and assignment-specific performance) are examined. Most
respondents identified the presence of task performance (M=3.91, SD=1.17). This was followed by contextual
performance (M=3.79, SD=1.27), and assignment specific performance (M=3.75, SD=1.25).
6.1 Evaluating Reliability
Table 4. The results of the reliability test for each variable of JE, OC and JP
Variables

JE

OC

JP

The Dimension
Fit
Links
Sacrifice
Total Measurement
The Belief Dimension
The Affective Dimension
The Behavioral Dimension
Total Measurement
Task Performance
Contextual Performance
Assignment Specific Performance
Total Measurement

Number of
Statement
6
6
6
18
6
6
6
18
5
5
7
17

ACC
0.9020
0.8327
0.8271
0.9531
0.9379
0.9564
0.9365
0.9765
0.9676
0.9488
0.9663
0.9849

ACC was decided to exclude variables that had a correlation coefficient of less than 0.30 when the acceptable limits
of ACC range from 0.60 to 0.80, in accordance with levels of reliability analysis in social sciences (Nunnally &
Bernstein, 1994). To assess the reliability of the data, Cronbach’s alpha test was conducted. Table 4 shows the
reliability results for JE, OC and JP. All items had alphas above 0.60 and were therefore excellent, according to
Langdridge’s (2004) criteria.
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The 18 items of JE are reliable due to the fact that the ACC is 0.9531. The fit, which consists of six items, is reliable
since the ACC is 0.9020 while the six items related to links is reliable as the ACC is 0.8327. Furthermore, the
sacrifice, which consists of six items, is reliable due to the fact that the ACC is 0.8271.
The 18 items of OC are reliable because the ACC is 0.9765. The six items of belief scales are reliable due to the fact
that the ACC is 0.9379. The affect, which consists of six items, is reliable since the ACC is 0.9564. The six items
related to behavior are reliable as ACC is 0.9365.
The 17 items of JP are reliable because the ACC is 0.849. The five items of task performance scales are reliable due
to the fact that the ACC is 0.9676. The contextual performance, which consists of five items, is reliable since the
ACC is 0.9488. The seven items related to assignment-specific performance are reliable as ACC is 0.9663.
6.2 The Correlation among the Research Variables
Table 5. Means, standard deviations and intercorrelations among variables
Variables

Mean

Std.
Deviation

JE

3.46

1.080

1.000

3.41

1.242

- 0.614 

1.000

3.81

1.208

0.499 

0.473 -

Job
Embeddedness
Organizational
Cynicism
Job
Performance

OC

JP

1.000

Table 5 presents correlation coefficients between the research variables, and the results indicate the presence of
significant correlation between variables (JE, OC and JP). JE is average (Mean=3.46; SD.1.080) leading to a higher
level of JP for employees (Mean=3.81; SD.1.208). But there are some feelings of cynicism among some employees
staff in the organization (Mean=3.41; SD.1.242). Table 5 refers to the existence of a reverse correlation between JE
and OC (R= - 0.614; P < 0.01). This shows that the high level of JE helps lower feelings of OC among employees.
The table shows the existence of a direct correlation between JE and JP (R=0.449; P < 0.01); the high level of JE
leads to the high level of JP. Finally, Table 5 refers to the existence of reverse correlation between OC and JP (R= 0.473; P < 0.01); rise in the level of OC leads to lower level of JP of employees in the organization.
6.3 The Relationship between JE (Fit) and OC
Table 6. MRA results for JE (Fit) and OC
The Variables of JE (Fit)
1. I have a relationship of friendship and love with all the members
of the working group.
2. My job enables me to exploit my skills and talents well.
3. My values and goals are consistent with the values of the
organization.
4. I can achieve my professional goals through work in this
organization.
5. I feel satisfied about my progress, during my professional career
in this organization.
6. If I will stay in this organization, I will achieve more of my
goals.
 Multiple Correlation Coefficients (MCC)
 Determination of Coefficient (DF)
 The Value of Calculated F
 Degree of Freedom
 The Value of Indexed F
 Level of Significance
* P < .05
** P < .01
Published by Sciedu Press

17

Beta

R

R2

0.695

- 0.253

0.064

- 0.432

- 0.280

0.078



- 0.556

0.309

- 0.390

- 0.577

0.332

- 0.686

- 0.622

0.386

0.275

- 0.463

0.214

- 0.161

0.747
0.558
82.828
6, 393
2.80
0.01
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According to Table 6, the regression-coefficient between JE (Fit) and OC is R= 0.747 and R2= 0.558. This means
that the OC can be explained by the dimensions of JE, for example, “I feel satisfied about my progress, during my
professional career in this organization” (β= 0.686, R= 0.622, and R2= 0.386), “I can achieve my professional goals
through work in this organization” (β= 0.390, R= 0.577, and R2= 0.332), and “my values and goals are consistent
with the values of the organization” (β= 0.161, R= 0.556, and R2= 0.309). Because of the calculated F (82.828) more
than indexed F (2.80) at the statistical significance level of 0.01, the null hypothesis is rejected.
6.4 The Relationship between JE (Links) and OC
Table 7. The relationship between JE (Links) and OC
The Variables of JE (Links)

Beta

R

R2

- 0.573

0.328

0.071

- 0.415

0.172

- 0.307



1.

I interact constantly with my colleagues at work.

2.

A lot of co-workers depend on me to help achieving their work.

3.

The current system allows the possibility of forming interacting
work teams

- 0.114 

- 0.321

0.103

4.

Regular informal meetings are held to strengthen relationships
among workers.

- 0.232 

- 0.577

0.332

5.

I feel that my current job satisfies my need for appreciation.

- 0.746 

- 0.622

0.386

6.

The organization allows all members to participate in work
committees.

0.449

- 0.463

0.214



Multiple Correlation Coefficients (MCC)

0.757



Determination of Coefficient (DF)

0.572



The Value of Calculated F

87.648



Degree of Freedom

6, 393



The Value of Indexed F

2.80



Level of Significance

0.01

* P < .05

** P < .01

According to Table 7, the regression-coefficient between JE (Links) and OC is R= 0.757 and R2= 0.572. This means
that the OC can be explained by the dimensions of JE, for example, “I feel that my current job satisfies my need for
appreciation” (β= 0.746, R= 0.622, and R2= 0.386), “regular informal meetings are held to strengthen relationships
among workers” (β= 0.232, R= 0.577, and R2= 0.332), and “I interact constantly with my colleagues at work” (β=
0.307, R= 0.573, and R2= 0.328).
Thus, the null hypothesis is rejected because JE (Links) and OC have a statistical relationship at the significance
level of 0.01.
6.5 The Relationship between JE (Sacrifice) and OC
According to Table 8, the regression-coefficient between JE (Sacrifice) and OC is R= 0.775 and R2= 0.483. This
means that the OC can be explained by the dimensions of JE, for example, “I get a good profit meeting level of my
performance sufficiently” (β= 0.604, R= 0.583, and R2= 0.339), “I have a lot of freedom to choose how to set out my
goals” (β= 0.257, R= 0.539, and R2= 0.290), and “the organization provides a distinct package of health care for
workers” (β= 0.103, R= 0.408, and R2= 0.166). Therefore, there is enough empirical evidence to reject the null
hypothesis.
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Table 8. The relationship between JE (Sacrifice) and OC
The Variables of JE (Sacrifice)
I have a lot of freedom to choose how to set out my goals.
I feel that colleagues at work show me a lot of respect and
appreciation.
3. Promotion opportunities in this job are excellent.
4. I get a good profit meeting level of my performance
sufficiently.
5. The organization provides a distinct package of health care for
workers.
6. The organization provides a distinct package of rewards at
retirement.
 Multiple Correlation Coefficients (MCC)
 Determination of Coefficient (DF)
 The Value of Calculated F
 Degree of Freedom
 The Value of Indexed F
 Level of Significance
* P < .05
** P < .01

1.
2.

Beta
- 0.257

R
- 0.539

R2
0.290

- 0.510

- 0.401

0.160

- 0.243

- 0.321

0.103

- 0.604

- 0.583

0.339

0.103

-0.408

0.166

0.625

- 0.208

0.043

0.775
0.600
98.448
6, 393
2.80
0.01

6.6 The Relationship between JE (Fit) and JP
Table 9. MRA results for JE (Fit) and JP
The Variables of JE (Fit)
I have a relationship of friendship and love with all the members of
the working group.
2. My job enables me to exploit my skills and talents well.
3. My values and goals are consistent with the values of the
organization.
4. I can achieve my professional goals through work in this
organization.
5. I feel satisfied about my progress, during my professional career in
this organization.
6. If I will stay in this organization, I will achieve more of my goals.
 Multiple Correlation Coefficients (MCC)
 Determination of Coefficient (DF)
 The Value of Calculated F
 Degree of Freedom
 The Value of Indexed F
 Level of Significance
* P < .05
** P < .01
1.

Beta

R

R2

0.136

0.394

0.155

0.088

0.363

0.131

0.243

0.328

0.107

0.294

0.395

0.156

0.349

0.462

0.214

0.423
0.514
0.264
23.521
6, 393
2.80
0.01

0.178

0.046

According to Table 9, the regression-coefficient between JE (Fit) and JP is R= 0.514 and R2= 0.264. This means that
the JP can be explained by the dimensions of JE, for example, “I feel satisfied about my progress, during my
professional career in this organization” (β= 0.349, R= 0.462, and R2= 0.214), “If I will stay in this organization, I
will achieve more of my goals.” (β= 0.046, R= 0.423, and R2= 0.178), and “I can achieve my professional goals
through work in this organization” (β= 0.294, R= 0.395, and R2= 0.156). Because of the calculated F (23.521) more
than indexed F (2.80) at the statistical significance level of 0.01, the null hypothesis is rejected.
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6.7 The Relationship between JE (Links) and JP
Table 10. The relationship between JE (Links) and JP
1.
2.
3.
4.
5.
6.







The Variables of JE (Links)
Beta
I interact constantly with my colleagues at work.
0.092 
A lot of co-workers depend on me to help achieving their work.
0.112 
The current system allows the possibility of forming interacting
0.108 
work teams
Regular informal meetings are held to strengthen relationships
0.082
among workers.
I feel that my current job satisfies my need for appreciation.
0.166
The organization allows all members to participate in work
0.114
committees.
Multiple Correlation Coefficients (MCC)
Determination of Coefficient (DF)
The Value of Calculated F
Degree of Freedom
The Value of Indexed F
Level of Significance
* P < .05

R
0.288
0.391

R2
0.082
0.152

0.268

0.071

0.395

0.156

0.462

0.213

0.423

0.178

0.507
0.257
22.612
6, 393
2.80
0.01
** P < .01

According to Table 10, the regression-coefficient between JE (Links) and JP is R= 0.507 and R2= 0.257. This means
that the JP can be explained by the dimensions of JE, for example, “I feel that my current job satisfies my need for
appreciation” (β= 0.166, R= 0.462, and R2= 0.213), “the organization allows all members to participate in work
committees” (β= 0.114, R= 0.423, and R2= 0.178), and “regular informal meetings are held to strengthen
relationships among workers” (β= 0.082, R= 0.395, and R2= 0.156). Thus, the null hypothesis is rejected because JE
(Links) and JP have a statistical relationship at the significance level of 0.01.
6.8 The Relationship between JE (Sacrifice) and JP
According to Table 11, the regression-coefficient between JE (Sacrifice) and JP is R= 0.516 and R2= 0.266. This
means that the JP can be explained by the dimensions of JE, for example, “the organization provides a distinct
package of health care for workers” (β= 0.555, R= 0.452, and R2= 0.204), “I get a good profit meeting level of my
performance sufficiently” (β= 0.101, R= 0.404, and R2= 0.163), and “I feel that colleagues at work show me a lot of
respect and appreciation” (β= 0.114, R= 0.377, and R2= 0.142). Therefore, there is enough empirical evidence to
reject the null hypothesis.
Table 11. The relationship between JE (Sacrifice) and JP
The Variables of JE (Sacrifice)
1. I have a lot of freedom to choose how to set out my goals.
2. I feel that colleagues at work show me a lot of respect and
appreciation.
3. Promotion opportunities in this job are excellent.
4. I get a good profit meeting level of my performance sufficiently.
5. The organization provides a distinct package of health care for
workers.
6. The organization provides a distinct package of rewards at
retirement.
 Multiple Correlation Coefficients (MCC)
 Determination of Coefficient (DF)
 The Value of Calculated F
 Degree of Freedom
 The Value of Indexed F
 Level of Significance
* P < .05
** P < .01
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Beta
0.210 

R
0.261

R2
0.068

0.114

0.377

0.142



0.109
0.101

0.278
0.404

0.077
0.163

0.555 

0.452

0.204

0.217 

0.332

0.110

0.516
0.266
23.626
6, 393
2.80
0.01
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7. Research Finding
The findings support the view that the dimensions of JE (fit, links, and sacrifice) were negatively related with OC
(belief, affect, and behavior). The findings reveal that there is a negative relationship between JE and OC.
The results of this research indicate a direct effect relationship and in the opposite direction between the level of JE
of employees and OC. Employees with high JE have a higher ability to control their negative emotions towards the
organization as compared to their counterparts with low JE. This result is consistent with the findings of Caldwell
(2012) regarding the need to adopt a practical strategy for mitigating the effects of OC through following the pattern
of transformational leadership which absorbs negative trends of employees. At the same time, it cares about their
interests in a manner that achieves the goals of all parties in the organization. This result is also consistent with the
findings of the Dinger (2010); Karatepe & Ngeche, 2012; Reitz et al., 2010; Abad 2010; Watsou, 2011; Chen & Lim,
2012; Clinton et al., 2012) on the importance of the role played by JE in the development of many of the positive
behaviors and reducing negative behaviors in the work environment.
On the other hand, the results support the view that the dimensions of JE were positively related with JP. The results
support the view that JE significantly influences JP. The findings reveal that the JE was positively related with JP.
Overall findings from this study suggested that JE does affect JP. Management should ensure that JE be applied in
the organization through the encouragement of cooperative teamwork. Our findings support the view that more JE
are more effective in achieving JP. High JE will be more likely to achieve high JP.
The results support the view that the high JE would lead to more team success, more collective efficacy, better group
communication, and more satisfaction of the group members. The results of this research refer to a direct exponential
impact relationship between JE and JP of employees. Employees with high JE enjoy higher production capacity
compared to their counterparts with low-level JE as the availability of a high level of JE among employees leads to
improving the quality of the relationship between employees and their bosses which leads to the improvement of the
level of performance.
8. Recommendations
1. There is a need to rely on JE to reduce feelings of OC, as JE highly contributes to the reduction of the negative
effects of unpleasant events in the work environment. It also plays an important role in the compliance of the
individual to stay in the organization and adapt to some of the negative behaviors and the desire to preserve the
gains achieved in the future.
2. There is a need to pay attention to JE as an effective strategy to improve relations between employees on the one
hand, and their superiors, on the other hand, in order to improve the level of JP within the organization.
3. There is a need to focus on the three dimensions of JE and using them to reduce the feelings of OC of employees
in the organization.


It is found out that an individual's ability to comply with the organization (Fit), and its goals affect the
feelings of cynicism toward it. This ability decreased the gap between the values and goals of the individual
and the values and goals of the organization and this decreased feelings of OC among individuals.



As for the ability to build a network of good organizational relationships (links), the existence of good
relations between individuals and the management of the organization contributes to reduce feelings of OC.



The high volume of moral and material sacrifices that can be borne by the individual as a result of his
employment in the organization will affect the level of JE. His view of the adverse events within the
organization is also affected, and this reduces the feelings of cynicism about the organization.

4. Promoting and supporting organizational culture encourages JE of employees. This can be achieved through the
support and consolidation of mutual trust between the management of the organization, its leadership and its staff ,
as the high level of JE soften the negative effects of the work environment. This is achieved by increasing the
capacity of the individual for compatibility with the organization and the development of relationships with others
at all levels of the organization.
9. Research Implications
The application of JE has important ramifications for line managers. Leaders in organizations who are worried about
losing their most valuable employees should not only study external pay equity or the job satisfaction of their
employees, but they should also try to identify viable methods for helping employees become embedded in the
organization and the community.
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Managers could establish mentoring programmes to strengthen the links employees have with others in the
organization. Managers might encourage work groups to take a prominent role in deciding who to hire into the work
group. Organizations can support community outreach programmes to give their employees opportunities to
volunteer and become more integrated into their communities.
Employers need to be thoughtful in the recruitment and selection of their employees. They need to provide realistic
information to the candidates before employment and subsequently, employers need to assist their employees in
planning their careers.
Employers can provide information about community events or amenities. Employers should also consider locating
plants or offices near housing sectors that offer affordable dwellings for employees.
The evidence in this research suggests that employers can improve human and social capital in employees by
increasing their JE.
Employers can give ample opportunity to build solid organizational links, establish ways for employees to be
involved in long-term projects, create opportunity for business and social networking, and provide benefits both
financial and psychological that could be seen as sacrifices if one were to leave.
Employers should seek to increase the organizational identification of employees in general, ensuring that those
employees who are embedded in their jobs will have a favorable view of their JE, thereby increasing potential
outcomes such as internal social capital. Since job embedded employees who disidentify with the organization will
have reduced human capital, managers should identify these individuals and seek to remedy issues that are causing
disidentification.
10. Research Limitations
This research was conducted in light of a set of limitations. First comes the application on the faculty members at the
University of Sadat City, including demonstrators, assistant lecturers, lecturers, assistant professors, and professors.
Administratives are ruled out to ensure the ability of the sampling unit to fill the questionnaires form. Second: JE is
limited to dimensions of on-the-job environment only; not addressing off-the job external environment because of
the difficulty of controlling the variables and elements of this environment. Third, this research has been done in the
period following the January 25 revolution; OC of employees varied greatly in the form of strikes and
demonstrations. Therefore, the dimension of time may be taken into account to study the impact of different findings
of this research.
11. Future Research
In light of the findings of the research results, a set of proposals to conduct future research are as follows:
1.

The impact of psychological capital on supporting the competitiveness of human resources.

2.

The impact of JE on job attitudes of employees in the public sector.

3.

JE as a mediator variable between the psychological capital and organizational cynicism.
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