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Abstract 

The total annual separation rate for the accommodations and food services industry for 

2021 was 86.3%. Food service leaders care about high turnover intentions as it leads to 

increased turnover, negatively impacting service, and profitability. Grounded in job 

embeddedness theory, the purpose of this quantitative correlational study was to examine 

the relationship between fit, sacrifice, link, professional identity, and turnover intentions. 

The participants were 122 food service workers from New England colleges and 

universities who were 20 years and older with operational, supervisory, and managerial 

roles in college dining services and holding various levels of education. The results of the 

multiple regression analysis were significant, F(4,117) = 13.98. p < .001, R2 = .32. In this 

full model, sacrifice was the only significant predictor, p < .001, ß = -.57.  A key 

recommendation for food service leaders is to design food service workers' job duties to 

enhance job freedom to encourage employees to pursue career goals. The implications for 

positive social change include the potential to lower the turnover rate by enhancing job 

embeddedness can provide a positive work environment and financial stability to food 

service workers contributing to community development.  
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Section 1: Foundation of the Study  

Background of the Problem 

The accommodation and food service sector is a part of the leisure and hospitality 

super-sector, which accounted for over 2.9 million employees in 2020 (Bureau of Labor 

Statistics, 2021b). Food service leaders must understand the relationship between job 

embeddedness, professional identity, and employee turnover intentions. I addressed the 

need to understand the impact in this study by examining the relationship between job 

embeddedness and the constructs links, fit, sacrifice, and professional-identity to 

employee turnover intentions.  

College dining is a subset of the hospitality industry that deserves more attention. 

In 2018, USA Today reported that college dining has resulted in a profitable role for 

higher education, with approximately $18.9 billion in profits for the college food service 

industry, compared to just $1.89 billion in 1972 (Williams, 2019). The crucial impact the 

college food service industry has on institutional finances supports further examination. It 

was critical to explore the higher education dining sector related to employee turnover 

intentions and the associated impacts.  

Problem and Purpose 

Identifying the factors that lead to turnover intentions is an imperative for 

organizations (Haider et al., 2020). In 2019, the accommodation and food service 

industry's annual total turnover rate was 78.6%, significantly higher than the 45% 

average across industries (Bureau of Labor Statistics, 2020). The general business 

problem was that higher turnover intentions lead to high turnover, which negatively 



2 

 

impacts service quality and profitability. The specific business problem was that some 

food service leaders do not understand the relationship between job embeddedness, 

professional-identity, and employee turnover intentions. 

The purpose of this quantitative correlational study was to examine the 

relationship between job embeddedness, professional-identity, and employee turnover 

intentions in higher education food service operations. The independent variables of the 

study include the dimensions of job embeddedness: link, fit, and sacrifice, as well as 

professional identity. The dependent variable was employee turnover intentions. The 

participants included employees from New England university food service operations. 

The implications for positive social change included identifying strategies to reduce 

employee turnover intentions; employment stability positively impacting surrounding 

communities by improving service to customers and business performance. Improved 

profitability will contribute by increasing the economic welfare of the community 

through increased employment and community contributions.  

Population and Sampling 

The population for this study included food service workers from New England 

universities. I included all job level types, including dishwasher, server, cook, supervisor 

or manager, and director or above. Participants were required to have been food service 

workers for a minimum of three months to be eligible to participate. I used contacts from 

a professional organization to reach my target sample. The described population aligned 

with the research questions because the research questions for this study were to 
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determine if any the relationship between job embeddedness or professional-identity and 

employee turnover intentions. 

Nature of the Study 

The three research methodologies include quantitative, qualitative, and mixed-

method (Saunders et al., 2015). I chose to use a quantitative research methodology for 

this study. In a quantitative study, the researcher examines the relationship between the 

independent and dependent variables analyzed using a range of statistical tests (Saunders 

et al., 2015). The quantitative method was appropriate for this study because the purpose 

of this study was to examine the relationship between job embeddedness, professional-

identity, and employee turnover intentions. I did not choose a qualitative method. The 

objective of a qualitative research method is to explore strategies and provide thorough 

descriptions of the researched phenomena (Saunders et al., 2015). I did not choose a 

mixed-methods approach because it was not the best fit. A mixed-methods approach is 

the combination of quantitative and qualitative data collection and application techniques 

that a mixed-method design uses (Saunders et al., 2015). The objective of this study was 

to examine to what extent, if any, a relationship existed between variables; therefore, 

using a quantitative research method was most applicable.  

There are three quantitative research designs which include correlational, quasi-

experimental, and experimental (Saunders et al., 2015). I chose a correlational research 

design for this study. I did not choose either of the two experimental designs because the 

purpose of the research designs was not fitting. The focus of quasi-experimental research 

is on manipulating the independent variables in a controlled environment and the 
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objective of experimental research is to examine both control and experimental groups 

(Saunders et al., 2015). With a correlational research design, the researcher measures the 

relationships between the variables, calculated and, in turn, indicates the direction and 

strength of the connection (Mertler, 2019). The main objective of this study was to 

examine the relationship between variables, thus choosing a quantitative correlation study 

over other quantitative research designs was the most appropriate for this research. 

Research Question  

RQ1: What is the relationship between the dimensions of job embeddedness, 

professional-identity, and employee turnover intentions in higher education food service 

operations? 

RQ2: What is the relationship between professional-identity and employee 

turnover intentions in higher education food service operations? 

Hypotheses 

Based on the research questions, the following hypotheses were developed: 

Null Hypothesis (H01): There is no statistically significant relationship between 

job embeddedness, and employee turnover intentions in higher education food service 

operations. 

Alternative Hypothesis (H11): There is a statistically significant relationship 

between job embeddedness, and employee turnover intentions in higher education food 

service operations. 



5 

 

Null Hypothesis (H02): There is no statistically significant relationship between 

professional-identity and employee turnover intentions in higher education food service 

operations. 

Alternative Hypothesis (H12): There is a statistically significant relationship 

between professional-identity and employee turnover intentions in higher education food 

service operations. 

Theoretical Framework 

I chose to use the job embeddedness theory as the theoretical framework for this 

study. Mitchell et al. (2001) first introduced using job embeddedness to predict turnover. 

Mitchell et al. explained that employee turnover intentions are not due to turnover 

decisions linked to an individual’s attitude or opportunities in the market but rather job 

embeddedness. In this theory, job embeddedness includes three main factors: link, fit, and 

sacrifice (Mitchell et al., 2001). Job embeddedness theory incorporates the distinction 

between specific on and off the job factors and employee turnover (Mitchell et al., 2001). 

Researchers have found the three factors of job embeddedness theory to be strong 

predictors of both voluntary turnover and turnover intentions. (Mitchell et al., 2001). 

Employee turnover intentions have been found to be a reliable indicator of actual 

voluntary turnover (Wu et al., 2017). The job embeddedness theory provided a 

framework to examine the relationship between the independent variables (link, fit, and 

sacrifice) and the dependent variable employee turnover intentions as illustrated in Figure 

1. 
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Figure 1 

Depiction of Model 

 

Operational Definitions 

I used the following terms throughout this study: 

Off-the-job embeddedness: Off-the-job embeddedness is the attachment of an 

employee to their life outside of work (Treuren & Fein, 2018).  

On-the-job embeddedness: On-the-job embeddedness is formal and informal 

connections to other people in the organization (Sender et al., 2018).  

Assumptions, Limitations, and Delimitations 

The following section explains the assumptions, limitations, and delimitations in 

this study.  

Assumptions 

Researchers must acknowledge underlying assumptions or statements made that 

are understood to be true (Kirkwood & Price, 2013). This study is based on several 

Independent 
Variables

Link

Fit

Sacrifice

Dependent 
Variable

Employee 
Turnover 
Intentions
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assumptions. First, I assumed respondents read the survey thoroughly and understood 

what was asked of them. Second, because the survey was online and the respondents 

could complete it at their leisure, I assumed they completed it within the appropriate 

timeframe. Lastly, I assumed that the participants completing the survey would answer 

honestly. Assuming honesty from the participants was a reasonable assumption because I 

guaranteed confidentiality. Chapter 3 includes a presentation of all reliability and validity 

information. 

Limitations 

Limitations refer to potential weaknesses of the study as well as weaknesses that 

are unavoidable and acceptable. Maula and Stam (2020) explained a need for more rigor 

in quantitative research, and mitigating limitations is a broad concern about the 

reproducibility of prior findings. Any research attempt unavoidably has limitations 

(Theofandis & Fountouki, 2018). There are a few limitations to this study. 

The first limitation was the research methodology of this study. Quantitative 

research has limited outcomes because it includes a structured questionnaire with closed-

ended questions, which leads to limited outcomes (Chetty, 2016). On the other hand, the 

qualitative methodology would support a researcher in resulting in a more thorough 

understanding of phenomena. As a researcher, this was an acceptable tradeoff to execute 

because, with quantitative research, I was able to provide generalizable findings. 

The second limitation was the use of an online survey. I sent the survey out to 

participants via an email invitation; therefore, participants completed the survey from any 

location and any device that allowed the completion of the survey. Therefore, potential 
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limitations include a participant’s technical capabilities, familiarity, and comfortability to 

complete the online survey (Jäckle et al., 2019). Using an online survey allowed me as 

the researcher to reach a broader population, therefore, resulting in a favorable tradeoff. 

Delimitations 

The delimitations are the intentional constrictions the research has placed on the 

study (Ellis & Levy, 2010). The delimitations of this study were the factors I, as the 

researcher, had control over. The delimitations serve as boundaries. The first boundary 

was the sample, food service workers restricted to the New England region of the United 

States, which was necessary to keep because of practical limitations. The geographic 

boundary of this study did not hinder the generalizability of findings because, regarding 

the variables of this study, any differences among states in culture and business practices 

are not relevant. The second delimitation was to allow all job levels of food service 

workers to participate in the survey. Allowing all job levels gave me the researcher to 

examine the impact demographics have on the dependent variable. I have placed the 

discussed parameters in place for this study as I thought necessary. 

Significance of the Study 

As a result of this study, food service leaders may positively impact business 

practices and societal change. The study may be valuable in supporting organizations in 

limiting employee turnover intentions, which will increase profitability. The results of 

this study may also benefit other service industries challenged by turnover. The study 

may help promote positive outcomes related to the relationship between job 

embeddedness, professional-identity, and employee turnover intentions. The results of 



9 

 

this study can support leaders in understanding how to retain skilled workers while 

increasing job embeddedness. Positively impacting social change will occur through the 

community’s economy and support a more stable workforce.  

Contribution to Business Practice  

Leaders within the hospitality industry’s food service sector may apply the 

information from the study to improve job embeddedness to reduce turnover intentions. 

Understanding and addressing the relationships may provide managers with the resources 

to maintain skilled employees. Food service leaders may cultivate job embeddedness 

while lowering employee turnover intentions with a deeper understanding of the 

components and the relationship to employee turnover intentions. Business leaders will 

be better able to identify the routes through which job embeddedness can reduce food 

service employees’ turnover intentions to increase profitability. 

Implications for Social Change 

The implications for positive social change include the potential for a stabilized 

workforce, improvements in services offered, and increased business performance that 

will positively impact long-term growth within the community. Vasquez (2014) 

discussed how economic stabilization is vital to sustaining a good economy, where 

employee retention is critical to support a strong workforce. The impact of turnover is a 

ripple effect where one factor can influence other aspects; reducing turnover would 

positively impact social change through its impact on employment stability and 

profitability. Galbreath (2010) explained how firms that offer outstanding care for 

employees or communities might be in the best position to diminish turnover. This 
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correlation study may benefit food service leaders because turnover impacts employees, 

families, communities, and the economy due to the ripple effect. At the community level, 

profitable organizations provide stable employment opportunities and increase local 

purchasing (Boles et al., 2012). Food service leaders who understand job embeddedness 

can impact a positive social change with the reduction of costs associated with turnover 

and increased profitability to contribute to the community’s economy. 

A Review of the Professional and Academic Literature 

In the literature review, I examined research findings regarding the constructs of 

job embeddedness, professional-identity, and the relationship between job embeddedness 

constructs and employee turnover intentions. Understanding the relationship is critical for 

organizational leaders. The literature review contains current research from primarily 

peer-reviewed journal articles, seminal works, and non-peer-reviewed journal articles 

within the last five years. In addition, this academic and professional literature review 

includes a discussion of the theoretical framework, rival theories, and factors causing and 

resulting in employee turnover intentions due to job embeddedness. 

The purpose of this quantitative correlational study was to examine the 

relationship between job embeddedness, professional-identity, and employee turnover 

intentions. The specific business problem was that some food service leaders do not 

understand the relationship between job embeddedness, professional-identity, and 

employee turnover intentions. The focus of this study was to examine strategies regarding 

university food service employees’ turnover intentions. The literature review will include 
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the search strategy, discussion of independent and dependent variables, methods-specific 

literature, and a conclusion with a rationale for the study. 

Search Strategy 

Job embeddedness theory constructs are links, fit, and sacrifice between the 

employee and organization, and links, fit, and sacrifice between the employee and the 

community (Mitchell et al., 2001). Possible relationships between dimensions of job 

embeddedness, professional-identity, and employee turnover intentions were revealed by 

analyzing the literature. The literature review expands knowledge of the relationship 

between job embeddedness, professional-identity, and employee turnover intentions.  

The data inquiry involved using the following databases: Google Scholar, 

ScholarWorks, Ulrich’s, Emerald Insight, SAGE Journals, ScienceDirect, and 

EBSCOHost. I also accessed government websites to acquire specific statistical 

information. Search terms included employee turnover intention, hospitality industry, 

food service, leadership, organizational culture, professional-identity, and job 

embeddedness. To identify what literature was available, I searched a wide range of 

databases. I obtained peer-reviewed literature sources to analyze and synthesize findings 

of scholars and experts in various industries and disciplines regarding employee turnover 

intentions. I narrowed the search results down to the sources I used in this literature 

review by ensuring the use of thorough and relevant resources. 

The following section is a review of literature for the research study. The review 

includes insights regarding scholars’ studies of the impact of job embeddedness and 

employee turnover. The total number of references in the literature review is 86, of which 
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97% were from peer-reviewed sources and 81% were published between 2017 and 2021. 

References include journal articles, government websites, and books (see Table 1).  

Table 1 

Literature Review Sources  

Reference Type 

Total 

References 

2017      

and Newer 

2016  

and Older 

 % 2017 

and Newer  

Peer Reviewed References 83 70 13 81% 

Government References 1 1 0 100% 

Non–peer Reviewed 

References 2 2 0 100% 

Total References 86 70 16 81% 

 

Application to the Applied Business Problem 

The aim of this study was to examine the relationship between the dimensions of 

job embeddedness, professional-identity, and employee turnover intentions in higher 

education food service operations. The null hypothesis was that there is no statistically 

significant relationship between link, fit, sacrifice, and employee turnover intentions in 

higher education food service operations. The first alternative hypothesis was that there is 

a statistically significant relationship between link, fit, sacrifice, and employee turnover 

intentions in higher education food service operations. The second null hypothesis was 

that there is no statistically significant relationship between professional-identity and 

employee turnover intentions in higher education food service operations. The first 
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alternative hypothesis is that there is a statistically significant relationship between 

professional-identity and employee turnover intentions in higher education food service 

operations. 

Theoretical Foundation Framework Section 

Job Embeddedness Theory 

The framework for this study derives from the theory of job embeddedness. The 

three constructs of job embeddedness theory do not necessarily work in isolation; instead, 

they form a web of influence where certain factors influence one employee more than 

another (Holtom et al., 2020). Links, fit, and sacrifice are the three constructs of job 

embeddedness. Individuals can use the job embeddedness theory to understand why an 

employee would stay or leave an organization.  

The job embeddedness theory includes a framework to explain employees’ 

intention to search for new work. Job embeddedness means immersion in or attachment 

to the job (Lyu & Zhu, 2019). Contextual factors and the surrounding environment affect 

the degree to which an individual is rooted in their job and whether they choose to stay or 

leave (Mitchell et al., 2001). The more embedded an employee is in their organization or 

immediate external environment, the more likely they will exhibit positive behavior 

(Mitchell et al., 2001). If employees perceive misalignment between their motivations 

and attitudes, they may decide to leave their job when surroundings send unfavorable 

signals that they are unfit in the organization. Commitment to the organization occurs via 

multiple factors.  
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The three components of job embeddedness are subdivided internally within the 

organization and externally in the community (Mitchell et al., 2001). Also, the theory 

divides into three categories: links, fit, and sacrifice. Table 2 highlights the dimensions of 

job embeddedness both on and off the job.  
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Table 2 

Dimensions of Job Embeddedness 

 On the Job Off the Job 

Links Formal and informal 

connections and support 

among the person and 

colleagues, work groups, 

supervisors, and the 

organization as a whole 

Connections in a social 

and familial web, 

including non-work 

friends, spousal 

employment, groups, 

churches and community 

organizations 

Fit Degree to which the 

person’s personal values, 

career goals and future 

plans fit with the 

organization culture, 

experienced job and 

career realities 

Fit with preferences for 

the general culture of the 

location of residence, 

including weather, 

amenities, political and 

religious climates and 

the arts 

Sacrifice What the person would 

sacrifice if she left the 

Organization. Perceived 

costs of leaving the 

organization include 

giving up colleagues, 

perks, projects, benefits, 

job stability and 

advancement  

What the person would 

sacrifice if she left the 

community. Perceived 

potential of loss of 

desirable community 

attributes, including 

school quality, 

neighborhood safety and 

feeling of belonging 

Note: Job embeddedness dimensions. Reprinted from “Job Embeddedness: A Ten-year 

Literature Review and Proposed Guidelines,” by D. Ghosh and L. Gurunathan, 2015, 

Global Business Review, 16(5), 856–866. Copyright 2021 by International Management 

Institute, New Delhi. Reprinted with permission.  

https://doi.org/10.1177/0972150915591652
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Links. Links can be formal and informal connections. Organizational links 

include connections to individuals and groups within the organization (Coetzer et al., 

2017). The on-the-job links can be between colleagues, supervisors, groups, or the 

organization. Link is the extent to which an employee has connections to other people or 

activities. 

Social capital can contribute to an organization’s success. More links give 

workers more significant social capital to obtain resources and information and enhance 

job performance (Cheng, 2014). On-the-job inks are the connections between individuals 

and the organization. Employees become more embedded by the quantity and importance 

of links. 

The passion an employee has towards the work and people within the company 

can positively impact the employee's intent to leave or stay. Teng et al. (2021) sampled 

278 hotel employees and found that obsessive passion positively correlated with work 

engagement and job embeddedness. An employee's link to other individuals or the 

organization's undertakings is a primary construct of the job embeddedness theory. Fang 

et al. (2020) found a significant correlation between both harmonious and obsessive work 

passion and turnover intentions. The link construct is a crucial component of the theory, 

and the impact that aspects of this construct have is essential to examine. 

An employee's link can be associated with their relationship with a supervisor. 

Afsar et al. (2018) explained how job embeddedness increases by establishing relations 

with more lateral and vertical work associates when an employee trusts their supervisor. 
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Afsar et al. collected data from 343 frontline employees to confirm that high-performance 

work practices and trust in supervisors affect turnover intentions through on-the-job 

embeddedness. Further, an employee's job embeddedness increases when they perceive 

that their interests are accepted and considered valuable as the organization's interests, 

while their turnover intentions decreases (Akgunduz & Sanli, 2017). An employees' 

relationship and trust in their supervisor increase their on-the-job embeddedness.  

It is essential to understand what keeps an employee connected to their job and 

strategies to strengthen the bond. An employee's link includes the formal and informal 

connections between coworkers and the organization (Yam et al., 2018). Employee 

retention is beneficial to organizations because of the high costs associated with 

employee turnover. Therefore, fully understanding the impact of job embeddedness 

related to the employee and the organization and the employee and the community is 

vital.  

The level of trust between an employee and a supervisor plays an essential role in 

impacting an employee's link to the organization. An employee's increased link within an 

organization can be a product of trustworthy supervisors (Afsar et al., 2018; Alola et al., 

2019). On the other hand, Alola et al. (2019) found that when employees lose trust in 

their organization, they become less committed. Positive outcomes will result when an 

employee feels a connection to their supervisor. Establishing a solid understanding of 

trust and connection to supervisors is crucial to fostering links between employees and 

supervisors. 
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An attachment, also referred to as connection, is beneficial to examine. An 

employee's attachment or constituent attachment is related to the job embeddedness 

dimension of links. Ellingson et al. (2016) discovered that if the development of social 

bonds that constitute constituent attachment can actively mitigate daily, on-the-job 

challenges for workers, such bonds represent a compelling reason to stay. The off-the-job 

link is critical as well. Karatepe (2016) found that the presence of a coworker and family 

support fosters employees' job embeddedness. High embeddedness means an employee 

has many solid and close attachments, while low embeddedness will feature few, distant 

and weak connections with factors on the job or off the job (Oladeji & Ayinde, 2018). 

When employees feel a bond with other individuals and activities, the strength of their 

bond supports embeddedness. 

Fit. The definition of fit is an employee’s perceived compatibility within the 

organization or community (Mitchell et al., 2001). Specific aspects of fit between an 

employee and the organization include an individual's career goals, personal values, 

skills, and job knowledge. The particular fit components between the employee and the 

community include location, climate, and political environment (Ma et al., 2018). The 

better the fit, the stronger the association. 

The relationship between the employee and their supervisor is critical to the 

construct of fit. Afsar et al. (2018) explained how employees who trust their supervisor 

experience comfort and fit with their supervisor and the organization. Employees should 

feel they fit within the organization, and the employer realizes a fit with the employee. 

The employee and employer relationship needs a mutual bond.  
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Fit is essential to the employee and the organization. An employee's perceived 

compatibility with the organization and surrounding community increases their fit 

(Mitchell et al., 2001). To increase employee retention within organizations, leaders must 

evaluate an employee’s fit through the recruitment process, starting with hiring people 

who fit the organization (Ma et al., 2018). Fit starts at onboarding an employee and must 

be fostered and evaluated throughout one's tenure. Zhang et al. (2012) discussed that 

organizational fit is when an employee's knowledge, skills, and ability are compatible 

with the organizational culture and job requirements. The better the fit with the 

organization and the community, the stronger the connection with the job.  

The fit construct indicates adaptability to or compatibility with the surroundings 

(Mitchell et al., 2001). To increase the degree of fit, managers could observe newcomers' 

compatibility with their work contexts and regularly ask them to share their experiences 

to confirm the adequacy of resources (Cheng, 2014). Job embeddedness increases when 

an employee's abilities and responsibilities match professional interests and their 

organization's opportunities and rewards (Coetzer et al., 2017). The extent to which a job 

and community fit are compatible with other aspects of the employee's living space is 

essential (Cheng, 2014). If employees perceive that they fit well into their organization, 

where there is compatibility, and adapt smoothly, their job embeddedness will be higher. 
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An examination of the positive impact of job embeddedness was completed 

regarding an employee's intent to stay with an organization. Ribeiro et al. (2020) 

discussed that when employees have a high level of a strong sense of identity and 

belonging, they express less turnover intentions. On the other hand, Martdianty et al. 

(2020) found that the lack of fit was not an important turnover determinant because 

individuals perceived work as a duty or obligation, not a personal choice. With a lower 

level of turnover intentions, an employee will be less likely to leave an organization. 

Weis and Rosendale (2019) concluded that the hiring department manager must ensure 

that the individual fits the establishment and the position or will not make it long-term. In 

this manner, an employee's perception of fitting into the organization will positively 

impact turnover intentions.  

Sacrifice. The third construct of the job embeddedness theory is the concept of 

sacrifice. Sacrifice can be the psychological, social, or material cost of leaving one's 

organization or community (Mitchell et al., 2001). When an employee leaves an 

organization, they must sacrifice a meaningful and effective relationship with their 

supervisor, which results in psychological sacrifice (Afsar et al., 2018). Losses with the 

organization could be familiar colleagues or benefits, and the community losses could be 

an easy commute or a good school district (Zhang et al., 2012). Organizational losses and 

community losses are measured as they relate to the amount of sacrifice an employee is 

willing to make. Zhang et al. (2012) explained how sacrifice could be a family-based 

work ethic, where working overtime is self-sacrifice made for the benefit of the family 

rather than a sacrifice of the family for the selfish pursuit of one's career development. 
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Dechawatanapaisal (2018) found that career development and rewards influence 

employee intention to leave through organizational job embeddedness. Subsequently, 

employees with high organizational support perception have higher positive attitudes 

toward their job, resulting in decreased turnover intentions (Akgunduz & Sanli, 2017). 

What the employee will be sacrificing reflects their perception. 

Employees' feelings of sacrifice towards their job and society increase their job 

embeddedness (Akgunduz & Sanli, 2017). Sacrifice refers to what an individual would 

give up if they chose to leave. Sacrifice represents the potential cost of leaving the job 

(Mitchell et al., 2001). It describes the sacrifice they would experience in forfeiting their 

employment and associated social links (Cheng, 2014). An employee’s impact of 

sacrifice can range. Therefore, job embeddedness is improved if the perceived amount an 

employee will sacrifice on leaving outweighs the perceived costs of staying (Mitchell et 

al., 2001).  

Employees will consider the physical and psychological sacrifices of leaving an 

organization. An employee's sacrifice can increase based on the strength of fit and 

established links (Afsar et al., 2018). When the link and fit are low, they are more apt to 

sacrifice their job's physical or psychological benefits. An employee puts the cost of the 

sacrifice of leaving an organization (Sun & Wang, 2017). Leaders and organizations must 

improve and ensure that the cost of going would outweigh an employee staying and what 

they must do to encourage the employee not to intend to leave.  
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Contrasting Theories 

Through the initial phase of this study, examining various theories relevant to 

employee turnover intentions was necessary. However, even with the plethora of theories, 

the job embeddedness theory was the best option to use as a theoretical framework to 

examine the relationship between higher education food service operations and employee 

turnover intentions. Therefore, this section includes a review and explanation of each 

alternative theory and why I did not choose a theory different from the job embeddedness 

theory.  

The three contrasting theories examined are servant leadership theory, social 

exchange theory, and social identity theory. Servant leadership theory has weaknesses 

that make this theory, not the best choice for this study, specifically, how servant 

leadership behaviors have posed challenges for managers with less experience in 

perspective taking (Liao et al., 2021). Second, social exchange theory does not provide as 

much depth as a theoretical framework because it is a theory that researchers use to 

understand reciprocal behaviors that strengthen interpersonal relationships (Kim & Qu, 

2020). Lastly, social identity theory suggests that individuals place themselves in groups 

or categories (Mangum & Block, 2018). All three theories can be used as lenses to 

understand employee turnover intentions but were not best suited for this study.  

Servant Leadership Theory 

Greenleaf (1970) developed the servant leadership theory, which emphasized how 

leaders prioritize the needs of followers. A servant leader is someone who wants to serve 

first, not someone who is a leader first. Needham (2019) examined the impact of two 
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behavior characteristics of servant leadership theory on employee turnover intentions in 

fast-casual dining restaurants. By utilizing a sample of supervisors in fast-casual 

restaurants, multiple regression analysis results did not predict turnover. This theory is 

similar to transformational leadership. 

Leaders take an ethical approach to initiate servant leadership behaviors. Gandolfi 

and Stone (2018) said leaders could use servant leadership with followers to maximize 

their potential, encouraging the best of themselves. All managers cannot implement 

servant leadership behaviors because of the increase in perspective-taking skills required 

(Liao et al., 2021). I did not choose this theory because it involves supervisor and 

leadership styles rather than employees and organizations.  

Social Exchange Theory 

The social exchange theory is a lens to explain behavior. George Homans (1958) 

developed the framework that was grounded in the idea of an exchange between parties. 

Akgunduz and Eryilmaz (2018) explained how an employee’s perception that their 

coworkers or managers support them might lead them to display positive behaviors based 

on the social exchange. One can better understand this theory from the perspective of 

cost-benefit trade-offs. In reaction to positive initiating actions, targets reply in kind by 

engaging in more positive reciprocating responses (Cropanzano et al., 2017). Cropanzano 

et al. (2017) said the approach was too general and imprecise because of the theory's 

general behavioral predictions. The social exchange theory is a broad framework; 

therefore, the breadth of the theory comes at a cost because it can describe almost any 

reasonable pattern of findings.  
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I did not choose the social exchange theory because it incorporates social norms 

and context. Wu and Lee (2017) said the social exchange theory was a theory that 

involves employees’ perceptions that leaders give them empowerment; they are therefore 

more willing to share knowledge as a reciprocal behavior. Similarly, Kim and Qu (202) 

studied the consequences of customer-employee exchange at work based on the social 

exchange theory. The authors of the study found that the more employees have social 

exchange with customers, the more they tend to show customer service behaviors within 

and beyond their role requirements. This research requires more depth on the employees’ 

relationship with the organization and themselves; therefore, the social exchange theory 

does not align best with this study.  

Social Identity Theory  

Tajfel (1979) developed the social identity theory to explain how belonging to a 

group can provide its members with a sense of pride and self-esteem. The social identity 

theory relates to an employee’s identification with an organization. The social identity 

theory is similar to aspects of the job embeddedness theory. One of the primary principles 

of the social identity theory involves how a person categorizes themselves into groups 

where they feel belongingness (Paruzel et al., 2020). The concept of inclusion related to 

the social identity theory is similar to the job embeddedness constructs of link and fit. 

Social identity theory constructs are similar to job embeddedness, where the 

social identity has similarities to the fit construct. The constructs of social identity theory 

are social categorization, social identification, and social comparison (Mangum & Block, 

2018). Trepte and Loy (2017) said individuals categorize themselves as belonging to 
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various groups, and they feel they belong to an in-group or do not consider themselves 

members of an outgroup. The social identity theory is more about a reward system due to 

feelings of inclusion or lack thereof. Due to the social identity theory's primary focus on 

the individual, I did not choose to use this theory as the theoretical framework to examine 

employee turnover intentions.  

Key Variables 

In this section, I explain the key variables and concepts of the study. The key 

variable of this study is job embeddedness. The constructs of this variable are link, fit, 

and sacrifice. The second variable is professional-identity. The third variable is employee 

turnover intentions. I also elaborate upon the central notions of job embeddedness, 

professional-identity, and the antecedents and consequences of employee turnover 

intentions. 

Job Embeddedness 

The theory of job embeddedness offers industry leaders the potential to 

understand why people choose to stay in their organizations. Job embeddedness has three 

essential dimensions, which are fit, link, and sacrifice, under two separate sub-

dimensions: organizational and social dimensions (Mitchell et al., 2001). The 

examination of each dimension can determine how devoted an employee is to the 

organization and society (Akgunduz & Sanli, 2017). Job embeddedness positively 

impacts an employee’s commitment to an organization. Bibi and Jadoon (2018) extended 

the work on job embeddedness. The authors studied how job embeddedness fosters an 

employee’s sense of belonging to the organization and translates into positive work 
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behaviors and outcomes. Bibi and Jadoon (2018) and Coetzer et al. (2017) also examined 

how job embeddedness was negatively related to turnover intentions. An employee’s 

depth of embeddedness positively contributes to their commitment to the organization. In 

this sense, employees with job embeddedness are more likely to display a commitment to 

their organization and less likely to intend to turnover (Shehawy et al., 2018). Thus, 

leaders of organizations that understand the components of job embeddedness can 

improve an employee’s experience and ultimately support the company. 

On-the-job embeddedness refers to an employee’s link, fit, or sacrifice within the 

organization. Shehawy et al. (2018) found that organizational support leads to employees 

more likely to show higher levels of job embeddedness, the more employee advocacy, the 

more likely employees will show higher levels of job embeddedness, the more job 

embeddedness, the more likely employees will show lower levels of intention to leave, 

and the more job embeddedness, the more likely employees will show higher levels of 

commitment. Jiang et al. (2012) found that high levels of job embeddedness first reduce 

employees’ turnover intentions, which subsequently relates to actual turnover. The 

researchers conducted a meta-analytic study that examined the relationship between job 

embeddedness and turnover. Jiang et al. found that a person with high job embeddedness 

is 48% less likely to leave than a person with low embeddedness. Understanding the 

relationship between job embeddedness, organizational commitment, and intent to leave 

is crucial in understanding the overall impact of job embeddedness.  
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Antecedents of Job Embeddedness.  

Understanding the antecedents of job embeddedness is crucial in understanding 

the topic in totality. Work-life balance, work hours, supervisor support, and employee 

advocacy are determinants of job embeddedness synthesized below. This examination 

reveals the precursors to the variable used in the study. 

Work-life balance practices are a precursor to job embeddedness. Thakur and 

Bhatnagar (2017) found that the accessibility, current utilization, and perceived future use 

of work-life balance practices fostered job embeddedness. Through a structured 

questionnaire collected from diverse industries, the authors of the study used regression 

analysis to measure the direct effects of the relationship. Thakur and Bhatnagar reiterated 

the importance of work-life balance practices and their usage that encourages employee 

embeddedness in the organization.  

Employees' level of control over work hours is another antecedent to job 

embeddedness. Chan et al. (2019) used self-administered questionnaires from 163 paired 

responses from frontline employees and their supervisors in 16 hotels with four and five-

star ratings in Malaysia. Level of control over work hours and felt obligation have 

significant relationships with on-the-job embeddedness (Chan et al., 2019). Employees 

who control work hours are more likely to be comfortable with the environment and other 

employees, strengthening job embeddedness.  

Two additional factors that increase an employee's job embeddedness are 

supervisors' support and employees' advocacy. Shehawy et al. (2018) found that both 

supervisors' support and employees' advocacy significantly impacted job embeddedness. 
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Shehawy et al. collected 870 questionnaires from frontline employees operating in the 

Egyptian airline industry and analyzed responses using structural equation modeling. The 

findings showed supervisor support and employee advocacy could reduce turnover 

intentions and increase the positive impacts of an employee’s embeddedness.   

Consequences of Job Embeddedness.  

Job embeddedness has the potential to be both positively and negatively impactful 

on employees. Researchers Park et al. (2021), Jia et al. (2020), Ng and Feldman (2010), 

and Ng and Feldman (2012) conducted studies to examine the positive and negative 

consequences of job embeddedness. The analysis of both negative and positive impacts 

of job embeddedness assists in better understanding the variable. Negative consequences 

of job embeddedness include work-family conflict or an employee investing less in 

themself, whereas positive effects include proactive work behaviors and service 

behaviors.    

An individual's family life is potentially negatively impacted by embeddedness. 

Ng and Feldman (2012) studied the relationship between changes in organizational and 

community embeddedness and changes in work-to-family and family-to-work conflict. 

The researchers collected data from 250 married United States and 165 Chinese managers 

and professionals, revealing that increases in organizational embeddedness are associated 

with more significant conflict between work and family areas over time. Family life can 

be an essential component of an employee's values, and understanding the consequence 

that embeddedness can have on it is crucial.  
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Another negative implication of job embeddedness is the employee's 

disinvestment in self. Self-development or improvement could be critical to an 

individual's career success or advancement opportunities. Employees who have higher 

levels of internal social capital development behaviors have higher levels of human 

capital development behaviors (Ng & Feldman, 2010). When highly embedded, 

managers tend to engage in fewer behaviors that build internal social capital, decreasing 

their opportunities to build human capital. Social and human capital development 

positively impacts an individual's career success.  

Further, an employee's on-the-job embeddedness can positively impact service 

behaviors. Park et al. (2021) investigated the factors that organizations can control to 

predict the forecasted job outcome of service behavior. The authors found that job 

embeddedness positively impacts employees' service behaviors through affective 

commitment. Employees who perceive they are connected and attached to their job are 

more likely to commit more to their company. Therefore, organizations can assist 

employees in enhancing their attachment by offering them the tools and resources.  

Proactive work behaviors are a positive consequence of job embeddedness. Jia et 

al. (2020) examined the effects of employees' job embeddedness by collecting data from 

206 respondents from 50 work units in China with a three-wave survey. Hierarchical 

regression analysis revealed a significantly positive relationship between job 

embeddedness and proactive work behaviors resulting from the study (Jia et al., 2020). 

An employee who displays and executes proactive work behaviors is self-initiated. Job 
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embeddedness can positively impact an employee's execution of proactive work 

behaviors. 

The factors of job embeddedness, developed by Mitchell et al. (2001), can be used 

as a guideline for managers to keep employees integrated with their surroundings where 

the connection leads employees to stay with an organization (Ma et al., 2018). Mitchell et 

al. suggested that employees work harder toward achievement with greater 

embeddedness, thus enhancing performance and reducing turnover. A highly linked 

employee will lose much if terminated; therefore, an employee will have high levels of 

motivation to perform well (Cheng, 2014). Having strategies as a leader to reduce 

turnover and recognize the signs is important.  

Professional-Identity 

Professional identity develops over time. The development of an individual's 

professional identity occurs as an organic by-product of progression through career 

phases (Dobrow & Higgins, 2005). Previous research has found that the level of guidance 

an individual receives throughout their career influences their professional identity. 

Individuals should develop a clearer sense of their own professional identity through 

examination and variation. 

Improving and adapting ones’ professional identity is beneficial to achieving 

positive career outcomes. Gorbatov et al. (2019) found that personal branding leads to 

greater career satisfaction, resulting in the importance of personal branding as a career 

technique in promoting one’s professional identity. Gorbatov et al. provided quantitative 

evidence that personal branding plays an individual’s career success. Organizational 
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leaders should devote time to understanding what personal identity means to the 

employee and organization.  

Employee Turnover Intentions 

Wombacher and Felfe (2017) defined turnover intentions as the intensity of an 

individual's desire to leave the organization or team. Employee turnover is critical 

because a high level can significantly affect organizations. Turnover intentions is a 

prerequisite for an employee to leave a job or organization (Belete, 2018). Many 

researchers, such as Akgunduz and Sanli (2017), Coetzer et al. (2017), and Treuren and 

Fein (2018), have explored the relationship between job embeddedness and turnover, 

concluding that the more embedded an employee is in the organization, the less likely it 

is that turnover will occur. Afsar et al. (2018) empirically found that turnover intentions 

equate to approximately 25% of turnover. Employee turnover intentions lead to turnover, 

a challenge leader must know how to mitigate. 

Reducing turnover intentions is vital as turnover occurs throughout all industries 

worldwide. Asimah (2018) conducted a cross-sectional survey among 80 hospitality 

employees and found six statistically significant factors that predicted employee turnover 

intentions. The antecedents of turnover intentions analyzed include job insecurity, job 

dissatisfaction, lack of organizational commitment, poor working conditions, better job 

options, and job stress and unfair treatments.  

Managers must understand an employee’s intent to leave due to the cost of 

employee turnover. Turnover costs can equate to one-and-a-half times an employee’s 

annual salary (Ma et al., 2018). Employee turnover can negatively impact employees and 
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organizations and lead to internal and external customer dissatisfaction (Vasquez, 2014). 

Additional factors such as co-worker relationships, extra work given to other employees, 

and the knowledge that the individual takes with them are also critical (Ma et al., 2018). 

The impact caused by turnover can occur both internally and externally in an 

organization. 

Employee turnover issues occur throughout different industries, resulting in high 

rates of turnover, which are relevant for varying reasons. DeConinck et al. (2018) studied 

turnover among business-to-business salespersons and found turnover intentions were 

related negatively to turnover. A commonality found within the research is that many 

explore ways to decrease turnover intentions and increase employees' job satisfaction 

(Chiat & Panatik, 2019). An employee's turnover intentions is relevant and necessary to 

businesses and leaders due to the negative impact on the business.  

Leaders of organizations must develop strategies and practices to retain their 

employees (Ma et al., 2018). After conducting a literature analysis, the following effects 

emerged: employee satisfaction, productivity, compensation, job stress, off-the-job-

related factors related to employees' intentions to leave. Organizations are impacted, 

directly and indirectly, resulting in increased hiring and training costs, lost production, 

reduced profits, and lower employee morale (Hayward et al., 2016). With such problems 

associated with turnover, leaders must understand the potential impact. 

Antecedents of Turnover Intentions 

Leadership Style. Leadership style can play a role in an employee’s turnover 

intentions. Ribeiro et al. (2020) found that authentic leadership positively affects 
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customer orientation and negatively impacts turnover intentions. Motivation is a 

component that can impact turnover intentions. Shareef and Atan (2019) found that 

ethical leadership was negatively related to turnover intentions and intrinsic motivation 

fully mediated the relationship between ethical leadership and turnover intentions. A 

supervisor’s leadership style during specific periods of an employee’s tenure can adapt. 

Demirović Bajrami et al. (2020) specified how the leadership style should consist of 

informing, caring, and enabling decision making if an employee finds themselves in a 

situation such as a pandemic. Motivation can play a critical role as most leaders are vital 

in motivating their employees. 

A leader’s support impacts an employee’s turnover intentions. A manager can 

manage tasks and employees, but the leadership style can encourage a supportive 

environment. Gordon et al. (2019) found that employees who perceive a higher level of 

support from their supervisor are less likely to leave their organization. Additionally, a 

supervisor’s support positively affects subjective well-being, which reduces turnover 

intentions. Cho and Song (2017) found that emotional labor increases turnover intentions, 

whereas trust reduces it. Priarso et al. (2019) found that a transformational leadership 

style significantly influenced job satisfaction. The stronger the transformational 

leadership style found in the company, the higher the level of satisfaction felt by 

employees. 

Similarly, Khalid et al. (2021) found a significant impact of transformational 

leadership for shaping organizational job embeddedness. An organization with a high 

level of organizational support will make employees feel obligated to their organization 
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(Jabeen et al., 2020). A supervisor’s ability to increase satisfaction while increasing 

employee performance can reduce employee turnover intentions.  

Employee Professional Development. Through research, employee development 

has been found to impact an employee’s intent to leave and relates to the job 

embeddedness constructs. Career opportunities are essential for employees to feel 

prepared for future advancement (Rasheed et al., 2020). Specifically, employee 

development relates to the fit and link dimensions of the theory of job embeddedness and 

turnover intentions. Nerstad et al. (2018) explored whether congruence between 

perceived employee development practices influences turnover intentions. The authors 

found through a quantitative study that a lack of internal alignment of human resource 

practices with organizational factors can be detrimental in terms of work effort, work 

quality, and turnover intentions. Included in the development are training and career 

advancement, which result in organizational embeddedness. 

To manage turnover intentions, leaders of organizations must recognize 

employees’ developmental perceptions. Rasheed et al. (2020) found that career 

adaptability was negatively related to an employee’s turnover intentions due to happiness 

orientation. Career opportunity was determined to be an essential condition required to be 

satisfied in the study. Jerez-Jerez and Melewar (2020) explored how employees focused 

on their occupation rather than their work institution could lead to higher employee 

turnover. Researchers Jerez-Jerez and Melewar found that participants who valued a 

favorable professional identity noted that waiters’ perceptions of the role and 

organization team influenced retention. Leaders within organizations should focus on 
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organizational fit constructs to embed employees (Shah et al., 2020). The fit and link 

constructs of job embeddedness are related to employee development and can assist 

leaders in what may lead to an employee’s intent to leave an organization. 

Organizational Culture. An antecedent of turnover intentions is organizational 

culture, a recurring theme throughout the literature regarding an employee's turnover 

intentions. Changes to the environment within the organization tend to make employees 

dissatisfied and frustrated (Kim, 2018). The environment defines the organization's 

culture, impacting employees' work-life balance, burnout, and stress. Organizational 

culture has an influential effect on job satisfaction (Priarso et al., 2019). The culture is a 

critical component to why an employee searches for new work or leaves an organization.  

An organizational culture where internal support is encouraged and fostered is 

beneficial to the employee. Shi et al. (2020) emphasized how hospitality employees deal 

with stressful work events and nonstandard positions, resulting in employees 

experiencing higher turnover intentions than individuals in standard work positions. 

Interestingly, Treuren and Fein (2018) explained how employees with a more active life 

outside of work could better cope with work and life conflicts. The hospitality industry is 

dynamic, with job demands and resources most likely fluctuating. The employee's 

perception of organizational support and culture is critical to understand. Importantly, 

managers need to understand better and evaluate an employee's feelings more frequently 

and address them. 
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Consequences of Turnover Intentions 

Turnover. An organization should make every effort to retain employees. 

Vasquez (2014) explained that if a skilled employee departs an organization to move to a 

new firm, the departure would have a negative impact on the former company and a 

positive effect on the new organization. Turnover is a negative outcome that 

organizations face, and leaders must have strategies to maintain their workforce.  

A successor of turnover intentions, employee turnover, is a prevalent issue and 

challenge for employers in the hospitality industry worldwide (Rehman & Mubashar, 

2017). Many other job-related outcomes such as job satisfaction, employee commitment, 

job stress, and the well-being of employees result from an employee’s intention to quit 

(Rehman & Mubashar, 2017). The influence that occurs from an employee’s turnover 

intentions includes but is not limited to productivity, internal and external ripple effect, 

firm profitability, service climate, leadership, employee development, and organizational 

culture.  

Turnover is a consequence of employee turnover intentions. Leaders must 

monitor and know the potential and actual job change (Živković et al., 2021). Employee 

turnover is a problem challenged by organizations in every industry. Fang et al. (2020) 

explored the frequent turnover behaviors of new generation employees, generation Y or 

millennials, and how it affects business management problems. Similarly, Jiang et al. 

(2012) offered insight regarding the importance of job embeddedness in controlling 

turnover, which causes organizations to incur high costs in recruiting, selecting, and 
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training new employees. With the evolution of time, organizations must stay abreast of 

what leads to employee turnover.  

Productivity. Productivity negatively impacts turnover. Brien et al. (2017) 

summarized how communication disruption could occur due to labor challenges and 

potentially result in a productivity issue where employees can ultimately feel 

undervalued. When employees are overworked, under-communicated, or undervalued, 

companies position themselves unfavorable to other employees within the organization, 

and turnover intentions arise. Employee turnover intentions result in the potential of 

turnover, therefore, resulting in productivity challenges. Darmon (1990) conducted a case 

study and found that as a result of high employee turnover, productivity starts decreasing, 

leading the organization towards poor performance, as cited in Singh (2017). 

Subsequently, Yu et al. (2020) found that job embeddedness can be used as an active 

concept to increase organizational performance instead of using it as a passive concept to 

encourage employees to remain with an organization. Productivity is an adverse effect of 

turnover; it may not be an immediate cost to the organization but will be recognized 

eventually. 

Ripple Effect. Turnover intentions can impact the organization internally and the 

organization, employees, and community externally. A ripple effect occurs when 

turnover intentions cause other events to happen. Higher turnover negatively affects 

business (Hayward et al., 2016). The hospitality industry has an internal tarnished image. 

When external factors are related to career options, turnover, and hours, leaders have an 

increased challenge of attracting and retaining employees (Brien et al., 2017). An 
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employee's turnover and or an employee's turnover intentions in the hospitality industry 

can cause a ripple effect internally and externally. Managers who possess the resources or 

knowledge to encourage employees to not search for new work positively reduce 

turnover. 

A ripple effect due to employee turnover has the potential to impact a broad area. 

Skelton et al. (2019) researched to understand better the impact of employee turnover on 

both organizations and society, which could equate to an economic slowdown. Skelton et 

al. (2019) found through multiple regression analysis that satisfied and committed 

employees are less likely to plan to leave their employment. Understanding the more 

significant impact that employee turnover can have on the economy is crucial to 

understanding the relationship between embeddedness and employee turnover intentions 

to mitigate any negative impact.  

Firm Profitability. Turnover can negatively impact firm profitability. There is a 

negative impact on the firm's profitability due to the costs associated with losing an 

employee and training a new employee. Chiat and Panatik (2019) identified through a 

systematic literature review how employee turnover negatively impacts an organization's 

performance and profitability. Profitability is vital to any organization. When employee 

turnover is high, this adversely affects the organization's profitability because staff 

turnover threatens profitability due to the loss of human resources (Dwesini, 2019). 

Leaders of organizations must have procedures in place to mitigate turnover, which 

results in a negative impact on profitability.  
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Service Climate. An employee's turnover intentions can hinder service quality, a 

vital component of the hospitality industry. Kang and Busser (2018) explained service 

climate as how employees perceive practices and procedures, work supported and 

rewarded, and the feel to meet expectations regarding customer service and quality. The 

service climate is vital to the internal and external relationships of an organization. 

Developing and maintaining a notable service climate encourages employees to become 

more engaged and have lower turnover rates (Kang & Busser, 2018). An increase in 

employee turnover intentions negatively impacts the service climate. 

Understanding the potential impact when an employee leaves an organization and 

the implications for service climate is crucial to acknowledge. Kang and Busser (2018) 

collected data from hotel employees and found that service climate had a positive 

relationship between psychological capital, quality of work-life, and turnover intentions. 

The authors of the study added to the literature t by identifying the relationship between 

an employees' perceptions of service climate influence their willingness to leave an 

organization. Service climate is an effect that turnover intentions can impact. 

Turnover in the Hospitality Industry 

The hospitality industry is an industry that operates worldwide. Vasquez (2014) 

considered employee turnover to be a global issue. In the United States alone, the 

problem is more significant than in other industries. In 2019, the turnover rate in the 

hospitality sector surpassed 70% for the fourth consecutive year coming in at 79.0% 

versus 45.1% inclusive of all industries (Bureau of Labor Statistics, 2021a). Due 

primarily to the pandemic of COVID-19, the 2020 rate was 130.5% for the hospitality 
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industry and 130.7% for the accommodation and food services sector. It is critical to 

understand the motivating factors that cause employee turnover and how they are 

different in the hospitality industry. Stamolampros et al. (2019) explained how a high 

employee turnover rate characterizes the hospitality industry, and the embeddedness in 

the workforce is minimal. The researchers performed an analysis using 297,933 online 

employee reviews from 11,975 U.S. tourism and hospitality firms. They found a one-unit 

increase in the rating provided for career opportunities reduces the likelihood of an 

employee leaving a company by 14.87%. High turnover in the hospitality industry is a 

well-recognized fact. 

The hospitality industry is a unique industry that hires full and part-time 

employees both annually and seasonally. Tourism and hospitality is an industry 

characterized by a high employee turnover rate. The embeddedness in the workforce is 

minimal since many of these jobs are part-time or seasonal. (Stamolampros et al., 2019). 

Hospitality organizations need to minimize actual turnover by increasing job 

embeddedness and reducing turnover intentions (Afsar et al., 2018). Leadership within 

hospitality organizations must understand the factors that encourage, discourage, and 

embed an employee to mitigate a universal challenge of industry leaders, turnover 

intentions.  

Due to an increase in part-time and seasonal positions within the hospitality 

industry, it is crucial to understand this potential impact. Overall, 30% of the eating and 

drinking place workforce are part-year employees, compared to 18% of the total U.S. 

workforce (NRA, 2019). Chang and Busser (2020) studied the industry-wide sustainable 
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employment issue. The authors used structural equation modeling with 300 U.S. 

hospitality employees and found that psychological contract fulfillment and perceived 

organizational support negatively influenced career turnover intentions. The distinct 

aspects of increased part-time and seasonal employees that the hospitality industry 

comprises bring challenges that other sectors do not face.  

Additionally, Shi et al. (2020) explained how hospitality employees deal with 

stressful work events and nonstandard work positions, resulting in employees 

experiencing higher turnover intentions than individuals in standard work positions. The 

researchers recruited hotel employees in guest-facing roles and implemented a daily diary 

study. The authors found that subjective well-being and turnover intentions are not stable 

phenomena among frontline hotel employees that predict turnover intentions. Leaders can 

use human resource management strategies related to job embeddedness and retention to 

reduce tangible and intangible costs within service organizations (Yam et al., 2018). The 

influence of turnover and the levels of turnover are different and impactful to the 

hospitality industry.  

Turnover in Food service  

Leaders in the food service industry tend to hire part-time employees due to the 

lower cost mindset. A significantly high proportion of part-time employees are present in 

the food service industry (Joung et al., 2018). In the food service sector of the hospitality 

industry, turnover is a challenge with factors also stemming from the part-time nature of 

an employee's work classification. Joung et al. (2018) investigated the differences in 

turnover intentions between full and part-time employees of restaurant employees. The 
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researchers found that full-time employees were more committed to the organization and 

had less intention to leave than their part-time counterparts. Properly managing part-time 

employees and understanding the needs of the employee is a unique challenge that 

leaders within this industry face.  

Furthermore, employees within the food service industry encounter many hurdles 

while performing tasks. Asghar et al. (2020) conducted a study in Pakistan where the 

researchers examined the relationship between polychronicity and turnover intentions. 

Polychronicity is an individual's preference for dealing with many tasks simultaneously 

(Waheed et al., 2021), is especially crucial in the food service industry. The food service 

industry thrives on completing multiple tasks harmoniously. Asghar et al. revealed that 

polychronicity in the restaurant industry negatively predicts turnover intentions. Asghar 

et al. concluded that servers who are happy with their work are less likely to leave their 

job. The food service sector of the hospitality industry involves employees carrying out 

multiple tasks simultaneously, which can hinder an employee's job satisfaction, resulting 

in negative turnover intentions. Hospitality leaders must control actual turnover and 

reduce turnover intentions (Afsar et al., 2018). Leaders can mitigate turnover intentions 

within the food service sector by understanding an organizations' unique facets to 

minimize the negative impacts of turnover intentions. 

Various researchers studied the influence job embeddedness has on the hospitality 

industry. Ferreira et al. (2017) conducted a multilevel study. The authors of the study 

found that at both the individual and hotel level of analysis, job embeddedness fully 

mediated the relationship between different task characteristics and turnover intentions. 
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Similarly, through structural equation modeling, Arasli and Arici (2019) found that 

supervisor support is key to boosting seasonal employees' work engagement, leading to 

increased job embeddedness and reduced turnover intentions. Turnover in the hospitality 

industry is a common challenge. Still, the more leaders understand how employees are 

embedded will support them in developing ways to decrease an employee's intention to 

leave.  

Discussion of Variable Measurements 

I used three instruments to measure the constructs of the study appropriately. All 

instruments have shown acceptable reliability and validity in previous research. Job 

embeddedness, professional-identity, and employee turnover intentions are three key 

variables that entail separate instruments. Also, I included questions about the 

participant's demographics to support my findings and describe the sample. The 

following sections outline literature that supports using three instruments for this study.  

Job Embeddedness 

The short-form job embeddedness instrument has been used in previous research 

to assess the relationship between job embeddedness and employee turnover intentions. 

Felps et al. (2009) found the short form job embeddedness instrument is valid and 

reliable compared to the long-form created by Mitchell et al. (2001) with a Cronbach’s 

alpha of .88. Holtom et al. (2013) used this job embeddedness instrument to examine the 

increase in predictive strength of antecedents of voluntary turnover. The bivariate 

correlations between voluntary turnover, job satisfaction, and on-the-job embeddedness 

were negative, statistically significant (Holtom et al., 2013).  
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Susomrith and Amankwaa (2019) collected data from 213 employees to examine 

the relationship between job embeddedness and innovative work behavior. The authors of 

the study measured the organizational embeddedness using the short form job 

embeddedness instrument developed by Felps et al. (2009). Susomrith and Amankwaa 

measured the organizational embeddedness category with the nine-item scale with a 

Cronbach’s alpha reliability of .847. The authors of the study used the short form because 

the reliability had already been sustained. Porter et al. (2019) also used this version of the 

job embeddedness instrument and found that on-the-job embeddedness dampened the 

positive relationships of informal job search with turnover intentions and behaviors. Felps 

et al.’s (2009) short form job embeddedness instrument was appropriate to assess the 

level of job embeddedness of employees. 

Professional-Identity 

I used the questionnaire developed by Dobrow and Higgins (2005) to measure 

professional identity. Ma et al. (2020) examined the role identity theory to hypothesize 

that perceived overqualification is positively related to an individual’s career identity. 

The researchers used Dobrow and Higgins’s (2005) 4-item scale to measure career 

identity. Through the pilot study, the researchers found that all measures displayed 

acceptable levels of reliability, where Cronbach alphas ranged between .81 and .96. This 

study was the first application of role identity theory to the overqualification research. 

Employee Turnover Intentions 

I used the employee turnover intentions scale in this study to measure the 

dependent variable. The three-item scale has been used in previous research to measure 
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turnover intentions. Various scholars have used this instrument to measure turnover 

intentions (Putri & Handoyo, 2018; Sahu et al., 2018; Skelton et al., 2019). The 

researchers used a five-point Likert scale to rate employee turnover intentions. Putri and 

Handoyo (2018), Sahu et al. (2018), Skelton et al. (2019) conducted studies using 

Mobley’s scale on turnover, where Cronbach’s α reliability coefficient for the turnover 

intentions was .847, .85, and .91 respectively, in the studies. Based on previous research 

reliability, Mobley’s employee turnover intentions scale was appropriate to assess this 

variable in the study.  

Transition 

The literature review provided reliable, supportive research analyzing job 

embeddedness and employee turnover. This study aims to examine the relationship 

between job embeddedness, professional-identity, and employee turnover intentions. This 

study was grounded in the theoretical framework of Mitchell et al. (2001), who explained 

that job embeddedness is a theory researchers use to examine the various factors that 

impact employee turnover. Job embeddedness addresses the multiple aspects that support 

employee retention. Understanding the factors that cause employee turnover in university 

food service employees is especially helpful to food service leaders. The constructs of the 

job embeddedness theory are links, fit, and sacrifice related to on and off the job 

embeddedness (Mitchell et al., 2001). In the next section, I detail the research design, a 

quantitative correlational design to identify the relationship between the independent 

variable of job embeddedness and the dependent variable of turnover intentions. Section 
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3 will include an application to professional practice and implications for change, 

including presenting findings.  
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Section 2: The Project 

Section 2 includes a restatement of the purpose of the study and various headings 

consisting of the researcher's role, the participants, the methodology, the population and 

sample, and the importance of ethical research in the study. Additionally, Section 2 

includes an explanation of the data collection, including the instrument and technique, an 

in-depth data analysis, followed by the study validity. 

Purpose Statement 

The purpose of this quantitative correlational study is to examine the relationship 

between job embeddedness, professional-identity, and employee turnover intentions in 

higher education food service operations. The independent variables of the study include 

the dimensions of job embeddedness: link, fit, and sacrifice. The dependent variable was 

employee turnover intentions. The participants included employees from New England 

university food service operations. The implications for positive social change include 

identifying strategies to reduce employee turnover intentions; employment stability will 

positively impact surrounding communities by improving service to customers and 

business performance. Improved profitability will contribute by increasing the economic 

welfare of the community through increased employment and community contributions. 

Role of the Researcher 

The role of the researcher is to gain access to participants, begin communication, 

organize the research process, and conduct the research. Apuke (2017) explained how a 

quantitative researcher is an individual who quantifies and analyzes variables. Simon 

(2011) explained that quantitative studies should be replicable, and researchers of 
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correlational studies should collect data without regard to the participants. A researcher’s 

role in a quantitative study is to act independently of the participants as if they were not 

there. 

My role in the study was to collect and analyze data while ethically presenting the 

findings. I am responsible for conducting the research ethically and using The Belmont 

Report (National Commission for the Protection of Human Subjects of Biomedical and 

Behavioral Research, 1979) to ensure I follow the appropriate guidelines. By conducting 

a quantitative study, I am responsible for ensuring no relationship between myself and the 

participants during data collection.  

My professional experience as a food service director for the last four years has 

led me to realize the complex challenges of employee turnover intentions. I have been a 

food service professional for eighteen years and understand firsthand the role of job 

embeddedness. Working within various food service sectors, I have experienced the 

negative impacts linked to employee turnover intentions which contributed to my interest 

in researching the relationship between job embeddedness and employee turnover 

intentions. Hameed (2020) explained how threats to objectivity could amount from 

biases, prejudices, incompetence, gullibility, and corruptibility. I remained objective 

while collecting and analyzing data while limiting personal bias. The hospitality industry 

is known for high turnover; therefore, the hospitality industry is an excellent industry to 

focus on for this study.  

As a researcher, I am responsible for mitigating any ethical concerns through the 

execution of research. Communication between the researcher and participants were done 
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solely through email. I ensured no relationship was fostered between researcher and 

participant as they received, completed, and returned the surveys electronically. I can 

maintain ethical standards with the assistance of the guidelines from The Belmont Report. 

Additionally, I ensured the study complies with the ethical guidelines of the Walden 

University Institutional Review Board (IRB). The responsibility of the IRB is to ensure 

that research meets the ethical standards, and there is a requirement of receiving approval 

before participant recruitment, data collection, or dataset access (Walden, 2021). 

Participants 

The participants consisted of food service employees working in higher education 

operations in New England. There are approximately 275 colleges and universities in 

New England (New England Board of Higher Education, 2021). Eligible participants are 

individuals currently employed as food service workers. Participants must have been food 

service workers for a minimum of six months to qualify. The minimum age requirement 

to participate in the study was 18 years of age. Participants do not need to possess a 

specific employment classification and may work either part-time or full-time. 

To start, I plan to recruit participants through a professional organization, the 

National Association of College and University Food Services (NACUFS). The contacts 

at each institution include directors and administrative professionals who have direct 

relationships with the food service employees. I have asked NACUFS for informal 

approval to reach out to the primary contact at all New England colleges and universities 

on their membership list. After approval by the Walden Institutional Review Board, with 

a list of the contacts provided by the membership departments, I sent an invitation letter 
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(see Appendix A) to every contact at each New England college or university associated 

with the professional organization NACUFS to share with their employees. To follow up, 

I reached out a week after sending my original invitation to the New England universities' 

administration to gain their support, asking them to send a reminder to their teams. Over 

1,000 food service employees work within the institutions included in NACUFS. I sent 

the invitation letter to over 250 membership contacts. 

Gaining access to the participants was the first step. I ensured I conducted 

minimal professional communication to minimize any relationship. When potential 

participants followed the link in the email, they were brought to a page summarizing the 

research and requesting participation. Before they proceeded, they had to sign off on the 

informed consent form before beginning the survey to ensure confidentiality and 

protected responses. Perrault and Keating (2018) explained that by requiring informed 

consent from participants before participating in a study, they would be informed of their 

rights, responsibilities, and risks before participation. The consent form included the 

purpose and nature of the research and the process for sharing the results. 

Alignment between the overarching research question and participants is crucial 

(Saunders & Townsend, 2018). As the researcher, I must have the correct criteria for 

selecting the participants and that the requirements must align with the research question. 

My first research question was: What is the relationship between job embeddedness 

dimensions and employee turnover intentions in higher education food service 

operations? My second research question was: What is the relationship between 

professional-identity and employee turnover intentions? The sample participants for this 
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study aligned appropriately with the research questions because they include food service 

workers from colleges and universities.  

Research Method and Design 

Research Method 

Choosing the appropriate research methodology from the start of the research 

journey is essential. A researcher should select a methodology based on the researcher's 

beliefs and the overall research goal (Opoku et al., 2016). The three main methods for 

conducting research are quantitative, qualitative, and mixed methods. Quantitative 

analysis has a scientific focus on investigating phenomena and the relationship among 

variables by utilizing mathematical criteria, whereas qualitative research is grounded in 

processes and methods (Saunders et al., 2015). Accordingly, mixed methods research 

combines both qualitative and quantitative research (Opoku et al., 2016). For my research 

study, I chose to utilize a quantitative methodology to answer my research questions. 

A quantitative methodology is the best choice for understanding the relationship 

between job embeddedness and employee turnover intentions. Researchers have 

previously studied employee turnover intentions utilizing a quantitative approach. 

Researchers have used a quantitative methodology to explore employee turnover 

intentions to explore the relationships between talent development, intrinsic and extrinsic 

motivations, and external influences (Fang et al., 2020; Kim, 2018; Ramlawati et al., 

2021). Using a methodology that other researchers have used to study a specific topic is 

beneficial (Opoku et al., 2016). I chose to utilize a quantitative approach because it was 
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the only choice to answer my research questions. Rutberg and Bouikidis (2018) 

differentiated quantitative research as measuring and qualitative research as perception. 

I did not choose to use a qualitative or mixed-methods approach because neither 

methodology aligned best with my research questions. The best use of a qualitative 

research method is when a researcher wants to understand the meaning or understand the 

processes by which events and actions occur (Walden University, 2020). The advantage 

of qualitative research is that research can generate understandable and experientially 

credible results with an open-ended strategy and inductive approach. A mixed-methods 

approach is when the researcher uses a combination of both quantitative and qualitative 

data collection and application procedures (Saunders et al., 2015). I wanted to measure 

the relationship between my chosen variables. Therefore, the quantitative approach was 

the most appropriate for my study. 

Selecting the best research method to assist in collecting data to answer the 

research questions was essential. The three categories of research are quantitative, 

qualitative, and mixed-methods. To enhance rigor in quantitative analysis, researchers 

must match the research design with the research problem (Maula & Stam, 2020). I chose 

to use a correlational research design, a method used to study how my variables are 

related to each other (Saunders et al., 2015). 

Research Design 

The research design must be reliable, giving one the confidence to generalize 

about a population (Bloomfield & Fisher, 2019). The primary quantitative research 

designs are correlational, quasi-experimental, and experimental (Saunders et al., 2015). 
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Bloomfield and Fisher (2019) and Saunders et al. (2015) clarified the three designs as 

follows: an experimental research design supports a researcher examining cause and 

effect relationships between dependent and independent variables under controlled 

conditions. In contrast, quasi-experimental designs reveal the causal relationship but do 

not involve random assignment like an actual experimental design. Lastly, a researcher 

would use a correlational design to investigate the relationship between or among 

selected variables in a sample while determining the degree, strength, and type of the 

relationship between variables. I chose the correlational design for my quantitative study 

because the studied variables guided me in finding the direction and strength of each 

relationship. 

Population and Sampling 

The population for this study includes food service workers from New England 

universities. To sample a diverse population, I chose the region of New England over a 

single state. The population included individuals currently employed in food service. I 

included all job level types, including dishwasher, server, cook, supervisor or manager, 

and director or above. Participants must have been food service workers for a minimum 

of three months to be eligible to participate. All components of a research study must 

align, including the research question (Gavin, 2016). The described population aligns 

with the research questions because the research questions for this study were to 

determine if any the relationship between job embeddedness or professional-identity and 

employee turnover intentions.  
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The two primary sampling methods are probabilistic and non-probabilistic 

methods. Probabilistic sampling, also known as random sampling, whereas non-

probabilistic sampling is not random (Taherdoost, 2016). I used convenience sampling 

for this study. I reached out to over 250 institutional members. I used a non-probabilistic 

sampling method for this study.  

Choosing the appropriate sample size from the identified population is how I 

began the research process. Boyle et al. (2017) explained how the larger the sample size, 

the larger the probability of rejecting the null hypothesis. Consequently, the sample size 

has implications for the power associated with a statistical test. As the researcher 

conducting quantitative research, running a power analysis to determine the sample size 

of participants is appropriate (Astroth & Chung, 2018). I ran a power analysis to 

determine the sample size. Using a tested tool to measure the appropriate sample size can 

limit potential issues.  

The sampling typology that I used in my study was availability or convenience 

sampling, which is when researchers select from the target population based on the 

availability or convenience of the researcher (Ponchio et al., 2021). The other procedures 

of non-probabilistic sampling are purposive, quota, and snowball. Each sampling method 

has a different level of acceptance to nonresponse. Researchers use purposive and 

snowball sampling methods to interview their population (Taherdoost, 2016). The 

purpose of a purposive method is to trace a process by interviewing a pre-defined set 

based on specific criteria, and snowball sampling is preferred when the researcher does 

not know whom to interview or the population is not easy to locate (Bakkalbasioglu, 
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2020). Lastly, quota sampling can be used with large convenience sampling to correct the 

observations observed (Taherdoost, 2016). Ponchio et al. (2021) stated that this is not an 

adequate substitute for probabilistic sampling when there is a need for statistical 

inferences for a targeted population. I did not choose to use one of the other three 

procedures because convenience sampling was the best fit for my study due to the 

convenience of sampling. 

The different measurement tools were used to determine the appropriate sample 

size. First, I used the G*Power3, a power analysis software tool (see Appendix B). The 

test family was F tests, the statistical test was linear multiple regression, and the type of 

power analysis was a priori. Because my research study includes nine independent 

variables, I used nine as the number of predictors and statistical power (1 – β) of .8, with 

an effect size of .15, and an error probability of .05. Using the specified criteria, the 

output parameter of the G*Power3 was a sample size of 114. After reviewing the sample 

size from the G*Power3, I found it necessary to confirm with a different measurement 

tool.  

Estimating the required participants for reaching the desired confidence level is a 

critical component. A narrower confidence interval allows more precise estimation of the 

best population parameter (Abt et al., 2020). Therefore, I also utilized the Tabachnick et 

al. (2007) formula of 50 + 8(m), where (m) is the number of predictors. This formula 

resulted in a sample size of 67, where (m) is nine, representing the number of 

independent variables of this research study. I calculated the sample size with this second 

tool by taking 50 + 8(9). Choosing a sample size established on a tested measurement 
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tool is essential in maintaining valid and reliable results. I decided to use the larger of the 

two measurement tools with at least 114 participants for the sample of this study. 

I targeted 150 responses, which was an increase of over 30% over the minimum 

sample size, to allow for incomplete surveys. Estimating the response rate ensured the 

appropriate number of individuals received the survey to have enough useable responses. 

Surdam et al. (2020) examined the response rates of recruitment and retention concerning 

response rate. The authors found that there was a higher rate when surveys were both 

emailed and sent by mail. Surdam et al. found a response rate of 12.7%, and of that 

return, only 8% were usable. Following the rate that Surdam et al. received for their 

study, I need the survey sent to over 1,000 participants. By targeting a sample of 1,875, I 

need a response rate of 8%, which is on the lesser side of the range of responses 

identified in similar research.  

The sampling process consisted of sending a survey link out via email to 

membership contacts identified from NACUFS. Data was gathered using questions to 

measure job embeddedness and turnover intentions. I used the Short Form Job 

Embeddedness Scale developed by Felps et al. (2009) and the employee turnover 

intentions scale developed by Mobley et al. (1978) to measure the variables of this study. 

I used the questions related to the organizational link, sacrifice, and fit of the Job 

Embeddedness Short Form. The employee turnover intentions scale is a three-item scale. 

Both instruments are the appropriate scales to use to sample the population. I used 

multiple regression modeling to examine the relationship between the variables. 
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Ethical Research 

The data collection for the study followed ethical procedures, and Walden 

University’s IRB granted approval to conduct the research. Before beginning the survey, 

the participants received an implied consent notification, including contact information 

for any questions that the participants may have regarding the survey. The participants 

were not allowed to begin the survey until they acknowledged they have read and 

understood the consent notification.  

The use of The Belmont Report was a foundation for this research, created to 

inform consent principles and policies. The three ethical principles are respect for 

persons, beneficence, and justice (Artal & Rubenfeld, 2017). As a researcher, I present 

prospective participants with the opportunity to provide voluntary informed consent to 

participate in the data collection phase. There was no incentive to participate in this 

survey. Additionally, each participant may withdraw from the study without penalty. 

Participants must let the researcher know that they wish to withdraw via email to 

withdraw from the study. The participant can use the contact information given before 

beginning the survey to withdraw after completing the survey. The participant may 

provide a reason for leaving the study but was not required to give the reason. The 

participants of this quantitative study were protected in both confidentiality and 

anonymity.  

Once the data collection period ended, I downloaded the data into an SPSS file on 

my desktop computer. Raw data will be available by request from the researcher. After 

downloading the file, I encrypted it and stored it on my computer for further analysis. I 
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also downloaded the data onto an external hard drive and place it in a fireproof safe to 

preserve the data in an unforeseen disaster. I protected the participants by keeping and 

storing their data anonymously. After the study, I will store the data for a minimum of 

five years. After the five-year period has concluded, I will delete the file from my 

computer and destroy the external hard drive. 

Data Collection Instruments 

The three instruments used in this research study are the Short Form Job 

Embeddedness Scale (Felps et al., 2009), Professional-Identity Questionnaire (Dobrow & 

Higgins, 2005), and the Employee Turnover Intention Scale (Mobley et al., 1978). The 

following section will cover the purpose of each instrument. A description of the intended 

populations, scales, scoring process, and time needed to complete, reliability, and validity 

are below. Permission was required to use each of the instruments. An email was sent out 

to the developers to gain permission for this study (see Appendices E - G).  

The Short Form Job Embeddedness Scale is a self-rating instrument that consists 

of 18 items covering all three dimensions of the constructs of the job embeddedness scale 

(Holtom et al., 2013). The creators of the scale, Felps et al. (2009), found that the overall 

reliability for job embeddedness was consistent with that of the original Job 

Embeddedness Scale created by Mitchell et al. (2001). Holtom et al. (2013) validated the 

employee survey by gathering data from 240 newcomers working in a retail bank. The 

researchers found that job embeddedness and job satisfaction increase in their ability to 

predict voluntary turnover as tenure increases (Holtom et al., 2013). The study only 
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included the questions related to organizational embeddedness. The 9-item Likert scale is 

considered an interval scale of measurement.  

Dobrow and Higgins (2005) measured clarity of professional identity using a 

four-item Likert-type questionnaire with seven levels ranging from 1 is strongly disagree 

to level 7 is strongly agree. Dobrow and Higgins reported in their first two surveys a 

Cronbach’s alpha for the four items as .9, which is above the adequacy threshold. Also, 

discriminant validity analyses were conducted in the third survey that resulted in internal 

consistencies ranging from .76-.94, which presented clarity of professional identity scale 

as both internally reliable and separate from other subjective outcomes.   

Mobley et al. (1978) developed the Employee Turnover Intention Scale. The scale 

includes Likert-type questions measured on an interval scale with five levels ranging 

from level 1 is strongly disagree to level 5 is strongly agree. Skelton et al. (2019) 

conducted a study where the authors used multiple regression analysis to find a 

significant relationship between job satisfaction, job embeddedness, and turnover intent 

within manufacturing plants located in the Southeastern USA. Similarly, authors Abid 

and Butt (2017) used Mobley et al.’s 3-item scale to measure the participant’s self-

reported intention to leave the job. Mobley et al. reported Cronbach’s alpha value of the 

turnover intention scale, .9, and in the present study, investigated the relationship 

between turnover intentions and expressed turnover intentions was .86 (Abid & Butt, 

2017). Mobley et al.’s employee turnover intention scale is appropriate to assess the 

dependent variable of this study. 
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Data Collection Technique 

Surveys are a research technique that allows a researcher to collect data directly 

from a participant through a set of questions organized intentionally (Queirós et al., 

2017). There are advantages and disadvantages to each data collection technique. 

Collecting data that aligns with the research question and the variables is necessary for 

quantitative research. Therefore, I sent a survey to participants to collect data. Queirós et 

al. (2017) explained how surveys are beneficial, but the data's reliability depends on the 

survey structure and the answers provided by the respondents. A disadvantage to online 

surveys is the response rate. Face-to-face studies typically result in a high response rate 

for participants, whereas participants of online surveys quit after the first few questions 

(Rice et al., 2017). Although there are potential disadvantages to online surveys, I am 

confident that I can overcome low response rates by sending the survey to a potential 

pool of 5,000 food service workers.  

I used SurveyMonkey to collect data for this study. This web-based platform 

allows researchers to easily access a targeted population at a low cost (Bentley et al., 

2020). The survey resided on the SurveyMonkey website and provided access to the 

questionnaire via a link. A reminder was sent to all participants one week after sending 

the initial survey link, and the survey closed two weeks after the initial survey was sent. I 

was close to the minimum surveys needed but I did not receive enough completed 

surveys, I sent out an additional reminder at week two. 
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Data Analysis 

The purpose of this quantitative correlational study was to examine the 

relationship between job embeddedness, professional-identity, and employee turnover 

intentions. To measure the relationship, I used recommendations from previous research 

to evaluate the relationship between the independent variables of job embeddedness: link, 

fit, sacrifice, and professional-identity, and the dependent variable employee turnover 

intentions I developed the research questions and hypotheses as follow:  

RQ1: What is the relationship between the dimensions of job embeddedness, 

professional-identity, and employee turnover intentions in higher education food service 

operations? 

RQ2: What is the relationship between professional-identity and employee 

turnover intentions in higher education food service operations?  

Null Hypothesis (H01): There is no statistically significant relationship between 

link, fit, sacrifice, and employee turnover intentions in higher education food service 

operations. 

Alternative Hypothesis (H11): There is a statistically significant relationship 

between link, fit, sacrifice, and employee turnover intentions in higher education food 

service operations. 

Null Hypothesis (H02): There is no statistically significant relationship between 

professional-identity and employee turnover intentions in higher education food service 

operations. 
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Alternative Hypothesis (H12): There is a statistically significant relationship 

between professional-identity and employee turnover intentions in higher education food 

service operations. 

The statistical analysis that I did was to conduct multiple regression. Multiple 

regression analysis is the most appropriate method for quantitative analysis when the 

measurement of the dependent variable is on a continuous scale with two or more 

independent variables (Leard, 2018). Researchers must consider the type and number. 

Whether the variables are categorical, ordinal, or interval, and normally distributed when 

deciding which test is appropriate to use. The four independent variables of this study are 

nominal, and there is one dependent variable. I have an additional five control variables. 

The control variables are categorized as nominal (gender and job level), range (age group 

and job tenure), and ordinal (education level). With two or more independent variables, I 

utilized multiple regression for my correlational study. To test the variable relationships, I 

used multiple regression analysis (Malek et al., 2018). 

I chose multiple regression analysis over other statistical analyses because it was 

the best fit. Considering other statistical analyses is an important task a researcher must 

take to measure the research question. I did not choose to utilize a Pearson Correlation 

Coefficient because it is a test that measures the strength between two variables (Benesty 

et al., 2008). Additionally, the use of a two-way ANOVA was not chosen because 

researchers use this test when a researcher has categorical independent variables (Leard, 

2018). The statistical test was selected due to the nature of the research questions and the 

scale of measurement of the variables I have chosen. 
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Before analyzing data, a researcher must perform data cleaning. Data cleaning 

addresses problems with data such as incomplete, invalid, or inconsistent data (Love et 

al., 2021). Data cleaning is a necessary process that researchers must undertake. Data 

cleaning is critical because incorrect entries will significantly affect the quality of the 

dataset. Error types include data inconsistencies, outlier detection, and implementing data 

transformation (Phan et al., 2020). Researchers that handle discrepant cases such as 

missing data or data that cannot be deciphered will be crucial in ensuring accurate 

information. Missing data occurs when participants fail to respond to a question. Using 

an online survey, I guaranteed that the respondent could not submit the survey without 

answering all questions. There are pros and cons of restricting the survey to progress. 

Saura (2016) elaborated upon the pros and cons. The downside of enforcing a participant 

to respond may be frustration, non-response bias, or response bias. The benefit of 

requiring responses is avoiding missing data and reducing overlooked questions. The 

participant had to ensure they answered all questions before submitting, or they were not 

able to submit the survey; they were able to exit and not submit. Once I completed data 

cleaning and collection, data analysis can begin. 

The assumptions of a multiple regression analysis include normality, linearity, 

multicollinearity, and homoscedasticity (Plonsky & Ghanbar, 2018). In the subsequent 

section, I identified the process for testing each assumption and determined appropriate 

steps to take if there was a violation of an assumption. There were no violations.  

The multiple regression analysis requires that the errors between observed and 

predicted values must be normally distributed, which can be checked by looking at a 
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histogram or a Q-Q-Plot (Statistics Solutions, 2021). Similar to violated statistical 

assumptions, outliers can have a negative impact on the accuracy and precision of the 

multiple regression results model (Plonsky & Ghanbar, 2018). There must be a linear 

relationship between the dependent and independent variables (Statistics Solutions, 

2021). To check if the relationship between independent and dependent variables is 

linear, a researcher can produce a scatter plot (Open University, n.d.). If there is a 

violation, then the researcher can bootstrap the data. Bootstrapping is used to remedy the 

situations (Onyesom & Aboko, 2021). Third, multicollinearity should not be present 

among predictor variables because it can reduce the predictive power of the predictor 

variables in a regression model (Plonsky & Ghanbar, 2018). Multicollinearity testing 

occurs via a correlation matrix or a variance inflation factor (Statistics Solutions, 2021). 

Homoscedasticity is the last assumption of multiple linear regression, which means there 

should be no clear pattern in distribution (Statistics Solutions, 2021). To test the final 

assumption, homoscedasticity, the researcher must plot the standardized values the model 

would predict against the standardized residuals obtained. 

Once data was collected, data cleaning was completed, and I determined that there 

were no violations of assumptions, I conducted the analysis. Multiple linear regression, α 

= .05 (two-tailed), was used to examine the effect of the independent variables (link, fit, 

and sacrifice) on the dependent variable (employee turnover intentions). To determine 

how the model fits, I referred to the R2 value. This value helped me evaluate how well 

each set of variables predicted the criterion over and above the other set (Green & 

Salkind, 2017). To determine statistical significance, the F-ratio in the ANOVA table 
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revealed whether the overall regression model is a good fit for the data and whether the 

independent variables statistically significantly predict the dependent variable (Statistics 

Leard, 2018). The estimated model coefficients indicated how much the dependent 

variable varied with the independent variable when all other independent variables are 

held constant (Statistics Leard, 2018). Lastly, the statistical significance of the 

independent variables was evaluated by examining whether the coefficients are 

significantly different from zero in the population; p < .05 was used as the benchmark to 

determine statistical significance. 

The statistical software I utilized to analyze the data is the SPSS software. The 

survey provided to the participants was the data collection tool I used. After collecting 

the participants' responses through the survey, I uploaded the complete data set in the 

SPSS software to analyze (Van Truong & Huyen, 2021). Thus, I used the SPSS software 

tool in my quantitative data analysis. 

Study Validity 

The validity of the study is the final consideration. The research goal was to 

produce dependable knowledge or provide evidence to encourage practical decisions 

(García-Pérez, 2012). Mellinger and Hanson (2020) defined content validity as relying on 

theory to describe the measured construct; content and construct validity are established 

by including questions that align with each dimension. There are three types of validity 

important to a researcher internal, external, and construct (García-Pérez, 2012). 

Researchers must understand the potential threats when conducting a quantitative 

correlational study. Threats to internal validity arise due to interactions between the 
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researcher and the setting, a concept that is limited in quantitative research (Hameed, 

2020). In this study, I di not conduct an experiment; therefore, threats to validity were not 

applicable. However, threats to external validity are essential to review while addressing 

a study’s validity. The participants chosen to participate in the study were necessary to 

discuss relative to external validity. The sample came from current food service workers 

in New England higher education operations. As a result, this limits the generalizability 

of food service workers in higher education in different parts of the country or world. 

Threats to statistical conclusion validity can exist in a correlational research study. 

Statistical conclusion validity concerns whether conclusions from statistical analysis are 

correct (Flake & Fried, 2020). The statistical conclusion validity includes Type I or Type 

II errors (García-Pérez, 2012). As a researcher, it was essential to minimize or prevent 

Type I or Type II errors when interpreting the results by following the following steps: 

clearly defining the research problem and aligning the hypotheses and theoretical 

framework, reaching a sufficient sample size inclusive of an objective population, use 

valid and reliable measuring techniques and not expect to validate the hypotheses during 

analysis (Sürücü & Maslakçi, 2020). By using previously validated instruments and 

commonly accepted statistical tests, I minimized the threats to construct or statistical 

conclusions. 

Transition and Summary 

Section 2 included a restatement of the purpose of the study and various headings 

consisting of the researcher's role, the participants, the methodology, the population and 

sample, and the importance of ethical research in the study. Additionally, I expounded on 
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how I ensured the research was ethical. The explanation of the data collection, including 

the instruments and technique, was thoroughly explained, and the data analysis and study 

validity. Section 3 will include an application to professional practice and implications 

for change, including presenting findings. 
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Section 3: Application to Professional Practice and Implications for Change 

Introduction 

The purpose of this quantitative correlational study was to examine the 

relationship between job embeddedness, professional identity, and employee turnover 

intentions in higher education food service operations. The independent variables of the 

study included the dimensions of job embeddedness: link, fit, and sacrifice and 

professional identity. The dependent variable was employee turnover intentions. Analysis 

results showed that job embeddedness predicted employee turnover intentions. 

Presentation of the Findings  

This subheading will discuss testing of the assumptions, present descriptive 

statistics, describe inferential statistic results, provide a theoretical conversation of the 

findings, and conclude with a concise summary. The purpose of this study was to answer 

the research questions: 

RQ1: What is the relationship between the dimensions of job embeddedness and 

employee turnover intentions in higher education food service operations? 

RQ2: What is the relationship between professional-identity and employee 

turnover intentions in higher education food service operations? 

Multiple linear regression was used to test the hypotheses of this study. I analyzed 

data through various procedures to answer the questions, including data cleaning, 

descriptive statistics, assumptions, data analysis, and study validity. The following 

sections display the process of answering the research questions. 
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Data Collection and Cleaning 

The data in this study were collected over three weeks between January and 

February 2022. The timing was ideal for higher education food service employees as it 

did not fall during holidays or school breaks. I sent reminder emails after one and two 

weeks of sending the initial email. A total of 122 respondents completed online 

questionnaire. When the data collection period ended, I downloaded the data in the CSV 

format from SurveyMonkey. I examined the raw data, I found no missing information. 

The data cleaning and preparation process was done in multiple steps. First, after 

downloading the data from SurveyMonkey, I visually inspected the raw data for missing 

values and other notable anomalies. None of the responses included any missing values. 

Second, after importing the raw data into SPSS software, I changed all headers, I saved 

the file to code each variable appropriately into the SPSS software. I did this by 

importing my data from a CSV file to SPSS and beginning in data view. From this point, 

I transformed my data and recoded each variable, changed the types from string to 

numeric, added labels, adjusted the values, and ensured the measures were accurate. An 

example of adjusting the values was I changed Strongly disagree to 1, Disagree to 2, and 

so forth. The only variable that needed reverse coding was professional identity. 

Questions 11 and 13 are required to be reverse coded. I did this by using the SPSS 

software. 

Variable Measurement Validation 

To test the convergent and discriminant validity, I conducted a principal 

component analysis. The principal component analysis extracted three factors based on 
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the criteria of the minimum Eigen value of 1.00. Varimax rotation converged in 5 

iterations. None of the items showed any significant cross-loading (see Table 3 for the 

rotated factor loading matrix).  

Table 3 

Rotated Factor Loading Matrix 

 Component 

 1 2 3 

Fit3 .81   

Sacrifice3 .80   

Fit2 .79   

Fit1 .72   

Sacrifice1 .62   

Sacrifice2 .52   

Prof4  .86  

Prof2  .82  

Prof1  .71  

Prof3  .70  

Link3   .89 

Link2   .88 

Link1 .42  .70 

Note. Factor loadings less than .40 were omitted from the table for clarity. 

The analysis results are relatively consistent with prior studies. Fasbender et al. 

(2019) combined link, sacrifice, and fit into one factor, embeddedness. In this study, only 

sacrifice and fit loaded on embeddedness while link did not. It is an understandable 

result. In food-service companies, link is highly dependent on the type of job more so 

than embeddedness. For example, managers have more links than servers typically do. 

For this reason, in this study, I combined the items for sacrifice and fit into 

embeddedness and set up link as a separate variable.  

To ensure internal consistency, I computed the Cronbach’s alpha for each variable 

in the study. Table 4 outlines the reliability of the scales used in this study. The variables: 
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fit, sacrifice, and link were computed with three questions. Professional identity was 

calculated with four questions. A value of around .70 or greater is widely considered 

desirable (Taber, 2017). All four variables had a value greater than .70; therefore, the 

study’s internal consistency is well within the acceptable range. 

Table 4 

Reliability Statistics for Study Constructs 

 

Variable 

 

Items 

This study’s  

Cronbach’s alpha 

Embeddedness 3 .83 

Link 3 .79 

Professional-Identity 4 .79 

 

Descriptive Statistics 

 For descriptive statistics, I calculated the means and standard deviations for the 

three independent variables, one dependent variable, and five control variables. I have 

outlined the findings in Table 5.  
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Table 5 

Means and Standard Deviations for Predictor and Criterion Variables 

 

Variable Type M SD 

Turnover Intentions DV 2.34 .87 

Embeddedness IV 3.56 .80 

Link IV 4.12 .74 

Prof_Identity IV 4.97 1.28 

Gender IV 1.66 .75 

Age IV 3.20 1.68 

Job Level IV 3.43 1.11 

Tenure IV 2.41 1.15 

Education IV 3.19 1.16 

Note. N= 122; IV = Independent variable; DV = Dependent variable; N = number of 

participants; M = Mean; SD = Standard deviation. 

 

Tests of Assumptions 

I checked the data assumptions before conducting the regression model to ensure I 

would receive valid results. The assumptions of multiple linear regression are outliers, 

normality, linearity, and homoscedasticity. The following sections provide evidence that 

no significant assumption was violated with the data.  

Multicollinearity 

Multicollinearity was evaluated by viewing the variance inflation factor (VIF) 

among the predictor variables. The following table contains the correlation coefficients. 

VIF higher than 2.5 indicates that multicollinearity may be an issue and higher than 5.0 is 

regarded as a questionably high level. (Daud, 2017). For all independent variables in the 
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model were less than 2.5, which indicated that these variables did not have any 

multicollinearity problem (see Table 6). 

Table 6 

Variance Inflation Factor Statistics 

  

Variable Tolerance VIF 

Embeddedness 1.00 1.63 

Link .81 1.38 

Prof_Identity .87 1.63 

Gender .99 1.86 

Age .89 2.30 

Job Level .99 1.05 

Tenure .98 1.97 

Education .99 1.24 

 

Outliers 

 I used the SPSS software and ran an analysis to find any potential outliers. I ran a 

multiple regression analysis where I chose the statistics field and indicated casewise 

diagnostics where I indicated outliers outside of three standard deviations. I also chose 

the field to produce a scatter plot where Y is residual and X is predictor, and I also chose 

normal probability plot. From these analyses, there were no outliers. SPSS output can be 

found in Appendix A. 

Normality of Residuals 

 The distribution of each variable was examined for skewness within normal 

probability plots and histograms. The normal p-p plot of regression standardized residual 

yielded a straight diagonal line, so the assumption appeared to be met. The p-p plot chart 

can be found in Appendix G.  
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 I used the scatterplot of the residuals to check for homoscedasticity. The data 

appears to be equally distributed where points are distributed below and above zero on 

the X-axis and Y-axis. The chart can be found in Appendix H.  

Inferential Statistics 

To test the hypotheses, I conducted a multiple linear regression analysis to 

estimate the parameters of the relationship between the independent variables and 

dependent variable. In the analysis, I used a significance level of .05. The three 

independent variables were embeddedness, link, and professional identity. The dependent 

variable was employee turnover intentions. The model represented the effects of 

embeddedness on the dependent variable. The results of the multiple linear regression 

analysis resulted in embeddedness significantly predicting employee turnover intentions. 

The R2 value indicated that embeddedness could explain the variance in turnover 

intentions by approximately 32%. Tables 7 and 8 show that the model could significantly 

predict employee turnover intentions: F(4,117) = 13.98. p < .001, R2 = .32. 

Table 7 

Model Summary 

 

Model R R2 Adjusted R2 Std. error of the 

estimate 

1 .55a .32 .30 .73 

Note. R = Correlation coefficient; R2 = Coefficient of determination; Std. = Standard.  
a. Predictors: (Constant), Link, Sacrifice, Fit, Professional Identity 

 

Table 8 

ANOVAa 
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Model Sum of squares df Mean square F Sig. 

Regression 29.93 4 7.48 13.98 < .001b 

Residual 62.62 117 0.54   

Total 92.55 121    

Note. df = Degree of freedom; Sig. = Significance 

 
a. Dependent variable: Turnover Intentions. 
b. Predictors: (Constant), Link, Fit, Sacrifice, Professional Identity 

 

 

Table 9 

Multiple Regression Coefficients 

 

Unstandardized 

coefficients Std. coef.   
Variable B Std. error Β t Sig. 

(Constant) 3.91 .44  8.82 <.001 

Link .13 .10 .17 1.25 .21 

Fit -.04 .11 -.04 -.40 .69 

Sacrifice -.55 .10 -.57 -5.31 <.001 

Prof_Identity -.01 .06 -.02 -.23 .82 

Note. β = Beta; Std. Coef. = Standardized coefficients; Sig. = Significance. 

 

The model presented in Table 9 displayed that embeddedness was significant at the p 

< .001 level. Embeddedness was significant t(121) = -5.31, p < .001, ß = -.57. Based on 

these results, the null hypothesis of H1 was rejected, and the alternative hypothesis was 

accepted. For the regression analysis I divided job embeddedness into the three original 

constructs as outlined in the theoretical model.  

Summary of Findings 

The results of the data analysis supported the rejection of both null hypotheses. 

The findings indicated that job embeddedness was significantly related to employee 

turnover intentions. As previously noted at the beginning of this section, the two 
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constructs of job embeddedness, fit and sacrifice, are loaded into one factor. Some of the 

independent variables and control variables showed correlations between one another. 

However, none of the VIFs for these variables were high enough to raise concerns, VIF < 

2.5. Additionally, all assumptions of multiple regression were met 

Applications to Professional Practice 

The findings of this study may help business leaders to solve the specific business 

problem that some food service leaders do not understand the relationship between job 

embeddedness, professional identity, and employee turnover intentions. Employee 

turnover intentions result in a negative impact on an organization. Managers can evaluate 

an employee’s fit with the organization and provide staff to work more closely with their 

workgroups. Lee et al. (2021) examined the relationship between social support and 

career adaptability on turnover intentions. They found through quantitative analysis that 

social support significantly moderated the relationship between career adaptability and 

turnover intentions. Similarly, this current study revealed a statistically significant 

relationship between job embeddedness, particularly fit and sacrifice, and employee 

turnover intentions, and employee turnover intentions in higher education food service 

operations. 

Applying the findings of this study will aid food service leaders in facilitating a 

work environment and job design that reduce employee turnover intentions by enhancing 

their job embeddedness. Managers and supervisors can encourage a sense of belonging 

and professional growth within the organization. Establishing and reestablishing work 

relationships and professional growth opportunities with staff is necessary. By 
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maintaining relationships among coworkers, employees can strengthen their connections 

within the organization and reinforce their sense of worth (Lee et al., 2021). The findings 

of this study have several valuable managerial implications that may help higher 

education food service leaders identify opportunities to decrease an employee’s turnover 

intentions.  

Implications for Social Change 

The implications for positive social change include the potential for a stabilized 

workforce, improvements in services offered, and increased business performance that 

will positively impact long-term growth within the community. Tangible and intangible 

outcomes will result from job embeddedness and professional identity related to 

employee turnover intentions. With a decrease in employee turnover due to decreased 

employee turnover intentions, employees, organizations, and communities are impacted 

positively. Overall, increased business performance can result from lower employee 

turnover.  

Decreased employee turnover positively impacts the organization's image. 

Organizations with a high level of turnover contribute to job insecurity, and it negatively 

impacts the organization's image (Adesubomi, 2019). When an organization has a 

positive impression, other employees and community members will positively perceive it. 

When organizations satisfy the needs of the employees, the employee is likely to stay and 

contribute to the positive organizational image. 

Job embeddedness will decrease employee turnover intentions, which will support 

a stabilized workforce. Fuchs (2021) found that the dimension of sacrifice is relevant 
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regarding the intention to quit among generation Y professionals, similar to the findings 

of this study. Focusing on the sacrifice construct will help managers ensure that 

organizations retain the workforce they value.  

When employees stay with their organization, there is less turnover, recruitment, 

and training. Skilled employees stay with the organization and the there is an increase in 

the quality of services offered. Lee and Chen (2013) found that job attitude and employee 

commitment are the basis for delivering quality service. When employees are embedded 

with their organization, quality service is executed.  

Recommendations for Action 

Research findings for this study identified a significant relationship between 

embeddedness (fit and sacrifice), link, and professional identity on employee turnover 

intentions. Based on the higher education food service industry, it was found that link 

was dependent on the job rather than embeddedness. By reviewing the regression 

analysis inclusive of the control variables, specific recommendations for action can be 

made about the desires of the entire sample and subgroups. Based on the sample results, I 

direct the recommendations to action to employees and leaders.  

Employees must self-reflect and evaluate what is most important to them within 

their careers. Similar to this study, Mumtaz et al. (2022) found that turnover intentions 

among employees are minimal if they have strong bonding and receive support from 

management and the organization. Employees need to express their needs within their 

current roles and where they want to progress in the future through their careers.  
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The leaders of organizations must recognize that turnover intentions lead to 

turnover. High turnover equated to increased recruitment costs and decreased 

productivity (Fulmore et al., 2022). As the leader of an organization, it is their 

responsibility to foster an environment that mitigates an employee’s intent to leave. 

Based on this study, embeddedness, link, and professional identity significantly impact an 

employee’s turnover intentions in the food service sector. If the leaders take the time to 

survey their staff, they will be able to evaluate where to focus their efforts to discourage 

an employee’s intent to leave the organization. 

Recommendations for Further Research 

This quantitative study explored how the constructs of job embeddedness and 

professional identity relate to employee turnover intentions. The findings of this study 

provided insights on the importance of job embeddedness, link, and professional identity 

have on employees in the food service industry and their intent to leave an organization. 

Areas for future research are provided in the following section based on the limitations 

previously discussed in section one of this study. In addition to discussing the limitations 

of this study, there are also additional research possibilities that I discuss.  

The first limitation was the research methodology of this study. As a researcher, I 

chose a quantitative method because I was able to provide generalizable findings on this 

research topic. To address this limitation, future researchers could evaluate the topic of 

employee turnover intentions with a qualitative approach. A qualitative study could assist 

the researcher in developing a deeper understanding of the experiences and perspectives 

(Krein et al., 2022). This approach could highlight additional factors influencing 
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employee turnover intentions in the food service industry. In addition to a qualitative 

study, future researchers could take a mix-method approach to use the benefits of both 

qualitative and quantitative methods to explore an employee’s reasons for turnover 

intentions. A mixed-methods approach can support the researcher in obtaining a more 

significant knowledge yield over choosing either quantitative or qualitative independently 

(Bui et al., 2022). The researcher could find additional topics to elaborate on through 

interviews, where my second limitation comes into play, the use of an online survey.  

The second limitation was the use of an online survey. Future researchers could 

use mail or phone surveys if conducting quantitative research. Potential disadvantages of 

online surveys have been found to include limited computer literacy among respondents, 

the decision not to respond, and difficulty in the researcher being able to apply it to a 

random sample. Future researchers could deploy their surveys in different ways to 

mitigate the potential disadvantages of using an online survey. 

Reflections 

Before executing this study, I thought about what the outcome would entail. 

When I first started the research of this study, it was before the COVID-19 pandemic. My 

thoughts on turnover intentions were different than when I began data collection. When I 

deployed my survey, it was January 2022, the middle of what the nation was called the 

“Great Resignation.” The United States experienced the “Great Resignation” beginning 

in 2021. The United States recognized the biggest employee resignation spike in 

September 2021, 4.4 million American workers quit their jobs (Tessema et al., 2022). I 

thought my survey would be more useful than ever to see what employees thought as it 
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related to employee turnover intentions. Based on the findings, age, tenure, and education 

played essential roles. After conducting the research study, I had a better understanding 

of the reasons why food service employees may decide to leave their roles within their 

organization. 

The research study included higher education food service workers in the New 

England region. I used a professional network, The NACUFS, to gain access to food 

service contacts. Respondents shared their experiences and perspective with their current 

career situations related to job embeddedness, professional identity, and their intent to 

leave the organization. After deploying the survey through email communication, I had a 

final sample of 122. I used SurveyMonkey, an online platform, which allowed the 

participants to remain anonymous. Throughout the process of collecting data, I stayed as 

unbiased as possible. 

Conclusion 

The study's findings display that higher education food service workers find job 

embeddedness, link, and professional identity essential to their intent to stay with an 

organization. Fit and sacrifice loaded into one element, whereas link stayed independent. 

Importantly, leaders within higher education food service organizations should ensure 

they foster environments where employees feel embedded. Employee turnover intentions 

lead to higher turnover, leading to higher organizational expenses and reduced profits. 

Focusing on the employee as a whole and not only their current role within the company 

will discourage the employees' intent to leave the organization. 
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Appendix A: Survey Invitation 

Greetings, 

My name is Amanda Rotondi, and I am a doctoral student at Walden University 

conducting my doctoral study on the relationship between job embeddedness and 

employee turnover in higher education food service. The title of my study is “An 

Examination of the Relationship Between Job Embeddedness and Employee Turnover 

Intentions.” I would like to survey food service workers in higher education who meet the 

following criteria: 

• Currently employed as food service workers  

• Must have been a food service worker for a minimum of six months to qualify 

• Must be at least 18 years of age 

The survey will take approximately 10-20 minutes of your time. Prior to 

beginning the study will be an informed consent form. This study is voluntary and at no 

point in time will you need to provide your name, contact information, or place of work.  

Additionally, the data will be secured to ensure that I, as the researcher, only have 

access.  

Please complete the survey at the following link: 

Sincerely, 

Amanda Rotondi 

Walden University Doctorate (DBA) Candidate 
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Appendix B: G*Power Output 
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Appendix C: Survey Questions 

Job Embeddedness: Strongly Disagree, Disagree, Neither Agree nor Disagree, Agree, 

Strongly Agree 

Fit: 

1. My job utilizes my skills and talents well.  

2. I feel like I am a good match for this organization.  

3. If I stay with this organization, I will be able to achieve most of my goals.  

Sacrifice: 

4. I have a lot of freedom on this job to decide how to pursue my goals.  

5. I would sacrifice a lot if I left this job.  

6. I believe the prospects for continuing employment with this organization are 

excellent.  

Link: 

7. I am a member of an effective work group.  

8. I work closely with my coworkers 

9. On the job, I interact frequently with my work group. 

 

Professional Identity: 1 = strongly disagree, 4 = neutral, and 7 = strongly agree 

1. I have developed a clear career and professional identity. 

2. I am still searching for my career and professional identity. 

3. I know who I am, professionally and in my career. 

4. I do not yet know what my career and professional identity is. 
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Turnover Intentions: 1= Strongly disagree to 5= Strongly agree 

1. I often think about quitting my present job 

2. I will probably look for a new job in the next 12 months 

3. As soon as possible, I will leave the organization 

 

Demographic Questions 

Questions Options 

  

What is your gender? Female 

 Male 

 Transgender 

 Other 

 Prefer not to answer 

  

What is your age? 20 and younger 

 21 - 29 

 30 - 39 

 40 - 49 

 50 and older 

 Prefer not to answer 

  

What is your job level? Dishwasher 

 Server 

 Cook 

 Supervisor or Manager 

 Director or above 

 Other 

  

How many years have you been at your current 

organization? Less than 1 year 

 1 - 5 years 

 6 - 10 years 
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 Over 10 years 

  

What is your education level? 12th grade or less 

 

Graduated High School or 

Equivalent 

 Some college, no degree 

 Associate degree 

 Bachelor's degree 

 Post-graduate degree 
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Appendix D: Permissions for Job Embeddedness Instrument 

Re: Permission to use the Short Form Job Embeddedness Instrument 

Will Felps (email address redacted) 

Mon 11/15/2021 5:25 PM 

To: Amanda Rotondi (email address redacted) 

Hi Amanda,  

Of course, happy for you to use the instrument!  Best of luck in your scholarship.  

Best, 

Will 

https://www.business.unsw.edu.au/our-people/willfelps 

 

On Tue, Nov 16, 2021 at 5:28 AM Amanda Rotondi (email address redacted) wrote: 

Good Afternoon Dr. Felps, 

I am a doctoral candidate at Walden University. 

I am conducting a study titled: An Examination of the Relationship Between Job 

Embeddedness and Employee Turnover Intentions. My population is foodservice workers 

in New England colleges and Universities.  

I am writing to gain permission to use the short form job embeddedness instrument. I will 

be using the 9 questions out of 18 related to on-the-job embeddedness. 

Dr. Brooks Holtom referred me to this instrument. My independent variables are link, fit, 

and sacrifice and my dependent variable is employee turnover intentions.  

If you do not mind me using this scale in its original form for my study, would you please 

let me know? 

I sincerely appreciate your consideration. 

You can reach me at (email address redacted) or by phone (phone number redacted). 

Thank you in advance, 

Amanda Rotondi 
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From: Amanda Rotondi (email address redacted) 

Sent: Wed, Aug 25, 2021 at 10:44 AM 

To: Brooks Holtom (email address redacted) 

Subject: Walden University - Doctoral Candidate - Question 

 

Good Morning Dr. Holtom, 

Dr. Mitchell suggested I reached out to you. 

I am a doctoral candidate at Walden University. 

I am conducting a study titled: An Examination of the Relationship Between Job 

Embeddedness and Employee Turnover Intentions. My population is food service 

workers in New England colleges and Universities. 

I am looking to use the JES to measure job embeddedness with food service employees in 

university food service operations. As I am completing my proposal, I wondered if you 

could explain how you measured Links - Organization. I see that you standardized 1-3, 

but how did you then add to the composite? 

I appreciate any insight as I would still like to utilize this scale for my study. 

Thank you, 

Amanda Rotondi 

 

From: Brooks Holtom (email address redacted) 

Sent: Wed, Aug 25, 2021 at 3:24 PM 

To: Amanda Rotondi (email address redacted) 

Subject: Walden University - Doctoral Candidate - Question 

  

Amanda 

Congratulations. I think this sounds like a promising research project. 

Attached is the survey I recommend you use, along with scoring instructions...and a 

citation to the paper where it was published. 

good luck! 
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Employee Survey 

 

Job Embeddedness (6 dimensions) – as validated in the following study. 

Holtom, BC; Tidd, ST; Mitchell, TR; Lee, TW. In Press. A Demonstration of the 

Importance of Temporal Considerations in the Prediction of Newcomer Turnover. 

Human Relations (0018726713477459). 

First published on April 23, 2013 as doi:10.1177/0018726713477459 

Fit-Organization: 1-3 

Fit-Community: 4-6 

Sacrifice-Org: 7-9  

Please check the box that best represents how you feel 

 

Job Embeddedness 

 

Strongly 

Disagree 

 

Disagree 

 

Neither 
Agree nor 

Disagree 

 

Agree 

 

Strongly 

Agree 

1. My job utilizes my skills and talents well.      

2. I feel like I am a good match for this organization.      

3. If I stay with this organization, I will be able to achieve most of my 

goals. 

     

4. I really love the place where I live.      

5. The place where I live is a good match for me.        

6. The area where I live offers the leisure activities that I like (sports, 

outdoor activities, cultural events & arts). 

     

7. I have a lot of freedom on this job to decide how to pursue my goals.      

8. I would sacrifice a lot if I left this job.      

9. I believe the prospects for continuing employment with this 

organization are excellent. 

     

10. Leaving the community where I live would be very hard.      

11. If I were to leave the community, I would miss my non-work friends.       

12. If I were to leave the area where I live, I would miss my 

neighborhood. 

     

13. I am a member of an effective work group.      

14. I work closely with my coworkers.      

15. On the job, I interact frequently with my work group. 

members. 

     

16. My family roots are in this community.      

17. I am active in one or more community organizations (e.g., churches, 

sports teams, schools, etc.). 
     

18. I participate in cultural and recreational activities in my local area.      
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Sacrifice-Com: 10-12 

Links-Org: 13-15 

Links-Com: 16-18 
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Appendix E: Permission to use Mobley’s Instrument 

Mobley’s Employee Turnover Instrument 
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Appendix F: Permission to use Professional Identity 4-item Questionnaire 

Subject: Permission to use Professional Identity 4-item Questionnaire 

From: Amanda Rotondi <amanda.rotondi@waldenu.edu> 

Date: Wed 11/24/2021 10:48 AM 

To: Dobrow (Email redacted); Higgins (Email redacted)  

Good Morning, 

My name is Amanda Rotondi. 

I am a doctoral candidate at Walden University. 

I am conducting a study titled: An Examination of the Relationship Between Job 

Embeddedness, Professional-Identity, and Employee Turnover Intentions in Higher 

Education Foodservice Operations  

My population is foodservice workers in New England colleges and Universities.  

I am writing to gain permission to use the 4-item professional identity questionnaire 

(Dobrow & Higgins, 2005). 

My independent variables are link, fit, sacrifice, and professional identity and my 

dependent variable is employee turnover intentions.  

If you do not mind me using this questionnaire in its original form for my study, would 

you please let me know? 

I sincerely appreciate your consideration. 

You can reach me at amanda.rotondi@waldenu.edu or by phone 401-318-7348. 

Thank you, 

Amanda Rotondi 
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Appendix G: P-P Plot Chart 
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Appendix H: Scatterplot 
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Appendix I: Histogram 
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Appendix J: Demographics 

Gender    

  Frequency Percent 

Valid Male 56 45.9 

 Female 58 47.5 

 Other 2 1.6 

 Prefer not to answer 6 4.9 

 Total 122 100 

    
Age    

  Frequency Percent 

Valid 20 and younger 30 24.6 

 21 - 29 18 14.8 

 30 - 39 16 13.1 

 40 - 49 20 16.4 

 50 and older 31 25.4 

 Prefer not to answer 7 5.7 

 Total 122 100 

    

    
Job Level    

  Frequency Percent 

Valid Server 7 5.7 

 Cook 13 10.7 

 Supervisor or Manager 48 39.3 

 Director or above 28 23 

 Other 26 21.3 

 Total 122 100 

    

    
Tenure    

  Frequency Percent 

Valid Less than 1 year 32 26.2 

 1 - 5 years 42 34.4 

 6 - 10 years 14 11.5 

 Over 10 years 34 27.9 

 Total 122 100 
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Education    

  Frequency Percent 

Valid 

Graduated High School or 

equivalent 5 4.1 

 Some college, no degree 38 31.1 

 Associate degree 27 22.1 

 Bachelor's degree 33 27 

 Post-graduate degree 19 15.6 

 Total 122 100 
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