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Abstract

This study aimed at examining the
mediating role of job burnout in the effect of
organizational  politics  perception on
turnover intention among employees of city
center hotels in Egypt. The mixed-mode
survey administration, combining paper and
web-based self-administrated
questionnaires, was used to collect the
required data. The total number of collected
questionnaires was 153, however only 140
of them were valid for the statistical
analysis. The results revealed that
organizational politics perception has a
significant positive effect on both turnover
intention and job burnout. Moreover, job
burnout was found to have a significant
positive effect on turnover intention.
Furthermore, the results pointed out that job
burnout partially mediates the effect of

organizational  politics  perception on
turnover intention. Some  managerial
implications were presented regarding

organizational politics, turnover and job
burnout that could help hospitality
practitioners minimizing such issues in their
organizations.

Keywords: organizational politics, turnover
intention, job burnout, city center hotels,

Egypt.

1. Introduction

Organizational politics has witnessed an
increasing interest by business management
scholars over the last four decades.
However, it is still an inevitable
phenomenon that exists in all organizations
(Arefin, Alam, Islam & Molasy, 2020;
Yilmaz, 2014). The danger of organizational
politics lies in its detrimental effects on
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organizations and employees, as it leads the
employees to perceive their workplace as
unfair and unjust (Albloush, Ahmad, Yusoff
& Mat, 2019). In addition, organizational
politics has been found to have many
determinantal effects on employees’ job
outcomes, such as employees’ performance
(Albloush et al., 2019; Umer & Salman,
2018), job satisfaction (Al Jisr, Beydoun &
Mostapha, 2020; Chan & James, 2020;

Labrague et al., 2017), organizational
commitment (Umer & Salman, 2018;
Utami, Bangun & Lantu, 2014; Yang,

Pandey, Liao & Dobson, 2017), job burnout
(Basar & Basim 2016; Labrague et al.,
2017), and turnover intention (Al Jisr et al.,
2020; Arefin et al.,, 2020; De Clercq,
Fatima & Jahanzeb, 2021).

Almost all employees in all fields were
exposed to political incidents and had to
deal with (Kacmar and Carlson, 1997,
Labrague et al., 2017). The case is not
different in the hospitality industry, which is
considered a breeding ground for
organizational politics due to the limited
resources (e.g., low salaries, limited
promotions, inadequate training), and the
unfair practices (e.g., unfair performance
appraisal, favoritism) that are widespread in
hotel sector. Such inadequate resources and
unfair practices push employees to behave
politically to serve and maximize their self-
interests, which in turn increases the
perception of organizational politics in the
organization (Daskin & Tezer, 2012;
Karatepe, Babakus & Yavas, 2012; Yilmaz,
2014). Nevertheless, there is a dearth of
studies that investigate the organizational
politics, its antecedents, and consequences
in the hospitality industry (e.g., Arefin et al.,
2020; Chan & James, 2020; Karatepe, Kim
& Lee, 2019) especially in Egypt (e.g.,
Khairy, 2019). Thus, this study aimed at
examining the effect of organizational
politics on one of the major challenges that
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face hospitality practitioners, which is
turnover intention; the last step before the
actual turnover (Mobley, 1977). The study
also aimed at responding to the scholars’
calls (e.g., Chang, Rosen, Siemieniec &
Johnson, 2012; Vigoda-Gadot & Talmud,
2010) for conducting studies to explore
different mediators that could explain how
and why organizational politics affects job-
outcomes indirectly. Hence, it aimed at
examining the mediating role of job burnout
in the effect of organizational politics
perception on turnover intention among
employees of city center hotels in Egypt.
Job burnout was chosen as a mediator, since
it usually happens among employees who
deal directly with guests, such as hospitality
industry employees (Kim, Shin & Umbreit,
2007; Sowmya & Panchanatham, 2011;
Walters & Raybould, 2007). Moreover, it is
one of the consequences of organizational
politics (Basar & Basim 2016; Labrague et
al., 2017), and one of the antecedents of
turnover intention (Lee & Shin, 2005; Wen,
Zhou, Hu & Zhang, 2020; Yavas, Karatepe
& Babakus, 2018).

The specific objectives of this study are to
examine the following effects among
employees of city center hotels in Egypt:

1. the effect of organizational politics
perception on turnover intention,
2. the effect of organizational politics

perception on job burnout,

3. the effect of job burnout on turnover
intention, and

4. to investigate whether job burnout
mediates the effect of organizational politics
perception on turnover intention.
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2. Literature Review and Hypotheses
Formulation

2.1 Organizational Politics

Organizational politics, which is defined as
manipulative behaviors of individuals to
influence other people in the organization,
either directly or indirectly, through
informal means to gain power, achieve
personal goals or maximize self-interest on
the expense of others, or even on the
expense of the organization itself (Gallaghe
& Laird, 2008; Witt, Andrews & Kacmar,
2000), was firstly presented in the academic
literature by Burns (1961). He likened the
organization to a microcosm of a country as
cooperative systems assembled of the usable
attributes of people. He also asserted that
organizations are social systems in which,
people always compete for advancement,
and to do that they may make use of others.
Such use of others in any competitive
situation could be identified as a political
behavior. Thereafter, the construct of
organizational politics and its definitions
have been studied (Table 1).

Accordingly, it is noticed that there are
common elements among the definitions of
organizational politics. Firstly, the main
goal of organizational politics is to obtain
and maximize self-interests (Cropanzano,
Howes, Grandey & Toth, 1997; Delle, 2013;
Ferris, Russ & Fandt, 1989; Gallaghe &
Laird, 2008; Kacmar, Bozeman, Carlson &
Anthony, 1999; Pfeffer, 1981; Poon, 2004;
Rosen et al.,, 2009; Witt et al., 2000;
Zhonghua & Chen, 2014) regardless of the
well-being of others or the organization.
Secondly, organizational politics is attempts
to influence other members in the
organization (Cropanzano et al., 1997,
Drory, 1993; Ferris et al., 1989; Mayes &
Allen, 1977; Poon, 2004; Rosen et al., 2009;
Witt et al., 2000; Zhonghua & Chen, 2014),
especially decision makers, who provide
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rewards and promotions or those who can
achieve the self-interests of the actor.
Nevertheless, not all influence attempts
relate to organizational politics. Kipnis,
Schmidt, and Wilkinson (1980)
differentiated between two uses of influence
in organizations. They claimed that when
people influence others, such as
subordinates to improve their productivity
and morale, the use of influence here is
related to leadership. On the other hand,
when people influence others, such as
subordinates, colleagues or superiors to
obtain self-interests, this use of influence is
related to organizational politics. Thirdly,
organizational politics is an informal and
divisive behavior of individual or group that
IS not sanctioned by the organization (Delle,
2013; Drory, 1993; Dubrin, 2001; Gallaghe
& Laird, 2008; Mayes & Allen, 1977;
Mintzberg, 1983; Poon, 2004; Witt et al.,
2000). Sometimes these behaviors are
described as manipulative because they are
geared to protect or develop individual’s
professional career when interests are
conflicted. Finally, it is about gaining power
(Dubrin, 2001; Pfeffer, 1981) in order to
influence decision makers and to obtain and
maximize self-interests as mentioned
previously. According to Kumar and
Ghadially (1989), people who practice
organizational politics usually follow three
overlapping strategies; (1) strategies for
gaining power, (2) strategies for impressing
and influencing bosses, and (3) strategies for
career advancements.

2.1.1 Perception of Organizational
Politics

Perception is the process of selecting,
organizing and interpreting the sensory
impressions that individuals feel (Robbins &
Judge, 2013; Rong & Cao, 2015). People
perceive organizational politics depending
on their experience and judgement, and this
perception may not be necessarily the
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objective reality (Ferris et al., 1989). People
who are negatively affected by
organizational politics, perceive it as

Table 1: Definitions of Organizational Politics
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negative, whereas others who benefited
from politics, perceive it as positive (Ferris
& Kacmar, 1992).

Author(s)

Definition

Mayes & Allen (1977)

Pfeffer (1981)

Mintzberg (1983)

Ferris et al. (1989)

Drory (1993)

Cropanzano et al. (1997)

Kacmar et al. (1999)

Witt et al. (2000)

Dubrin (2001)

Poon (2004)

Gallaghe & Laird (2008)

Rosen, Harris & Kacmar (2009)
Gull & Zaidi (2012)

Delle (2013)

Zhonghua & Chen (2014)

“The management of influence to obtain ends not sanctioned by the
organization or to obtain sanctioned ends through non-sanctioned
influence means”.

“Those activities taken within organizations to acquire, develop, and
use power and other resources to obtain one’s preferred outcomes”.

“Individual or group behavior that is informal, ostensibly parochial,
typically divisive, and above all, in the technical sense, illegitimate-
sanctioned neither by formal authority, accepted ideology, nor
certified expertise”.

“The influence process which is geared towards maximizing self-
interest”.

“Behaviors that occur on an informal basis within an organization
and involve intentional acts of influence that are designed to protect
or enhance individuals’ professional careers when conflicting
courses of action are possible”.

“Social influence attempts directed at those who can provide
rewards that will help promote or protect the self-interests of the
actor”.

“Actions by individuals, which are directed toward the goal of
furthering their own self-interests without regard for the well-being
of others or their organization”.

“Phenomena in which organizational members attempt either
directly or indirectly to influence other members by means not
sanctioned by formal standard operating procedures or informal
norms, in an attempt to achieve personal or group objectives”.

“Informal approaches to gaining power through means other than
merit or luck”.

“Those actions not officially approved by an organization taken to
influence others to meet one’s personal goals”.

“Selfish and manipulative behaviors of people within organizations
who use unapproved means to achieve their goals at the expense of
others or the organization. However, the self-interest of people could
either be extended or short-term depending on the time or period of
their goals”.

“Indulging in activities of influence with the intent of increasing
one’s or a group’s interest”.

“Activities that permit people in an organization to achieve goals
without going through the appropriate channels”.

“A behavior, formal or informal that is motivated by self-interest,
executed with the sole purpose to satisfy individual interest now or
in the future”.

“A social influence process in which organizational members
engage in opportunistic behaviors with the purpose of maximizing
their self-interest”.
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Accordingly, perception of organizational
politics is described as individuals’
observation about others self-interested
activities and the workplace environment as
political and unfair from their point of view
(Ferris, Harrell-Cook & Dulebohn, 2000;
Ferris & Kacmar, 1992; Kacmar & Ferris,
1991). In academic researches, perception of
organizational politics is used as a measure
of  organizational  politics,  because
organizational politics should be interpreted
as a subjective evaluation not an objective
one. In addition, people behave according to
their perception of reality not reality itself.
Although political behaviors may be
objective and noticeable, perceptions of
these behaviors vary substantially across
people, situations and time (Aryee, Chen &
Budhwar, 2004; Ferris & Kacmar, 1992;
Gull & Zaidi, 2012; Hochwarter, Kacmar,
Perrewé & Johnson, 2003; Kacmar &
Carlson, 1997; Kacmar & Ferris, 1991,
Yilmaz, 2014). Kacmar and Ferris (1991)
generated three dimensions for perception of
organizational politics as follows; (1)
general political behavior, which explains
the self-serving behaviors of individuals to
gain valued outcomes, such as stabbing
people in the back to look good in front of
others; (2) go along to get ahead, which
describes the lack of action by people, such
as remain silent in order to get ahead and
secure valued outcomes; and (3) pay and
promotion policies, which describes how
decision makers behave politically through
unfair decisions or unclear policies, such as
determining  raises and  promotions
according to favoritism rather than merit.

2.1.2 Perception of Organizational
Politics in Hotels

The hotel sector is characterized by
discrimination due to the unfair actions that
are practiced by hotel executives in
employees’ hiring, performance appraisal,
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promotion, and disciplinary procedures
(Daskin & Tezer, 2012). Hotels, as any
other organizations, are a place where some
employees may engage in political behavior
and get undeserved job opportunities
(Yilmaz, 2014). This is because of some
characteristics and unfair practices that are
widespread in hotel sector, such as low
salaries, limited promotions, inadequate
training, shift patterns, unfair performance
appraisal, seasonality, work-family conflict,
favoritism, and high employees’ turnover.
Such characteristics and unfair practices
increase the employees’ tendencies to
engage in political behaviors to serve,
protect and maximize their self-interests,
which in turn increases the perception of
organizational politics among employees
(Cleveland et al., 2007; Daskin and Tezer,
2012; Deery, 2008; Karatepe, et al., 2012;
Karatepe & Uludag, 2008; Kong, Cheung &
Zhang, 2010; Kusluvan, Kusluvan, llhan &
Buyruk, 2010; Poulston, 2008; Wan, 2010;
Watson, 2008; Yilmaz, 2014). Moreover,
employees who work in political workplace,
where such characteristics and unfair
practices are rampant, are prone to work-
related strain (Ross, 2005).

2.1.3 Consequences
Politics

of Organizational

Organizational politics is harmful to the
organization as it makes the employees feel
that the workplace is unfair and unjust
(Albloush et al., 2019). In turn, it leads to a
lot of detrimental effects on organizations
and employees. Several previous studies
have been conducted in various sectors,
including hospitality, emphasized the
negative effects of organizational politics on
both organizations and employees. These
negative relationships mean that the higher
the level of perceived organizational politics
the lower the level of these outcomes. These
outcomes include; Job performance (Abbas,
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Raja, Darr & Bouckenooghe, 2014;
Albloush et al., 2019; Arefin et al., 2020;
Atinga, Domfeh, Kayi, Abuosi & Dzangi,
2014; Karadal & Arasli, 2009; Umer &
Salman, 2018; Vigoda, 2000), job
satisfaction (Abbas et al., 2014; Al Jisr et
al.,, 2020; Atinga et al., 2014; Chan &
James, 2020; Gull & Zaidi, 2012; Karadal &
Arasli, 2009; Khalid & Ishag, 2015; Meisler
& Vigoda-Gadot, 2014; Labrague et al.,
2017; Saleem, 2015; Vigoda, 2000; Vigoda-
Gadot & Talmud, 2010), organizational
commitment (Atinga et al., 2014; Khalid &
Ishag, 2015; Umer & Salman, 2018; Utami
et al., 2014; Vigoda, 2000; Vigoda-Gadot &
Talmud, 2010; Yang et al., 2017), work
engagement, innovative work behaviors
(Agarwal, 2016; James, 2021; Karatepe,
2013), perceived organizational justice
(Aggarwal, Nobi, Mittal & Rastogi, 2021;
Kaya, Aydin & Ayhan, 2016), firm's ability
to reach the market, firm’s growth rate
(Garbuio & Lovallo, 2017), organizational
citizenship behavior (Arefin et al., 2020),
and employees’ proactive behavior (Rasyid
& Marta, 2020).

On the other hand, perception of
organizational politics has been found to
have a positive relationship with other work
outcomes, as the higher the level of
perceived organizational politics the higher
the level of these outcomes. These work
outcomes include; psychological withdrawal
behaviors (Cropanzano et al.,, 1997),
organizational workplace deviance (Haq,
2011), job neglect (Vigoda, 2000),
impression management behaviors (Yilmaz,
2014), moral disengagement, social loafing
(Erbas, 2017), workplace victimization
(Amponsah-Tawiah & Annor, 2017), job
stress (Daskin, 2013; Labrague et al., 2017;
Landells & Albrecht, 2019; Poon, 2003;
Vigoda-Gadot & Talmud, 2010), work—
family conflict (Arefin et al., 2020),
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emotional exhaustion (Chan & James,
2020), job burnout (Advani, Jagdale, Garg
& Kumar, 2005; Basar & Basim 2016;
Huang, Chuang & Lin, 2003; Labrague et
al., 2017; Vigoda-Gadot & Talmud, 2010),
and turnover intention (Abbas et al., 2014;
Agarwal, 2016; Al Jisr et al., 2020; Arefin et
al.,, 2020; Atinga et al., 2014; Basar &
Basim 2016; Daskin & Tezer, 2012; De
Clercq et al., 2021; Haq, 2011; Huang et al.,
2003; Karatepe, 2013; Khalid & Ishaq,
2015; Labrague et al., 2017; Kaya et al.,
2016).

2.2 Turnover Intention

Employee turnover represents a critical
problem and a challenging issue to the
hospitality industry, as it reached 86.3% in
2021 as reported by the U.S. Bureau of
Labor Statistics (2022). High turnover has
detrimental effects on employees’ job
performance and can damage the
consistency of service, which is the key to
customer retention. In addition, employee
turnover can cost significant losses to the
organization (Akgunduz & Sanli, 2017;
James, 2011; McGinley, Hanks & Line,
2017; Yao, Qiu & Wei, 2019). Moreover,
the level of employee turnover is considered
among the important factors that define the
success of the organization, because the less
the turnover rate the superior the hotel is
among the competitors (Akova, Cetin &
Cifci, 2015). Thus, employee turnover has
been a concern of the hospitality
practitioners and academia. According to
Mobley (1977), the intention to leave is the
last step before the actual turnover. Also, a
study conducted on the hospitality industry
revealed that turnover intention is positively
related to actual turnover (Afsar, Shahjehan
& Shah, 2018). Hence, turnover intention
should be addressed at early stages (Tett &
Meyer, 1993).
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The construct of turnover intention is used
to describe the employee’s intent and
willingness to voluntarily leave his current
organization in the near future, as soon as a
new suitable opportunity is found outside
the organization (George & Wallio, 2017;
Tongchaiprasit &  Ariyabuddhiphongs,
2016; Yavas et al., 2018). This is because
when employees are dissatisfied with their
job for any reason, their desire to stay in the
organization starts to decline (Yavas et al.,
2018). Having a high turnover intention
among employees leads to a negative
perception about the management, as it
indicates that employees feel uncomfortable
and stressed in their working environment
(Asgharian, Anvari, Ahmad & Tehrani,
2015). In addition, the employees who intent
to leave their current job may direct their
efforts to find a new one, in turn, they may
not give enough attention to their current
responsibilities (Vigoda, 2000). Therefore,
turnover intention may have as much
negative effect as actual turnover (Kaya et
al.,, 2016). In order to properly manage
voluntary turnover, organizations’
management need to understand and
determine the factors that influence it at
early stage in an attempt to prevent it and
reduce its effects on the organization (Attiah
& AbouDahab, 2017; McGinley et al., 2017;
Yao et al., 2019).

Many studies in several disciplines have
been conducted to find out various factors
that influence turnover intention. Some of
these factors have negative relationship with
turnover intention; as the higher the level of
these factors the lower the level of turnover
intention. These factors may include; job
satisfaction (Asgharian et al., 2015; Atef, El
Leithy & Al-Kalyoubi, 2017; Chan &
James, 2020; Kim, Im & Hwang, 2015; Jung
& yoon, 2017; Samengon et al., 2020;
Tziner, Rabenu, Radomski & Belkin, 2015),
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organizational support (Akgunduz & Sanli,
2017), organizational justice (George &
Wallio, 2017), organizational commitment
(Atef et al., 2017; Fernet, Tre panier,
Demers & Austin, 2017; Kim et al., 2015;
Samengon et al.,, 2020), empowerment,
nonmonetary  recognition,  competency
development, fair organizational rewards,
information-sharing practices (Paré &
Tremblay, 2007), social support, job
autonomy (Kim & Stoner, 2008), emotional
intelligence (Asad, Saleem & Durrani,

2014), engagement (Agarwal, 2016;
Karatepe, 2013; Lee & Shin, 2005; Lin &
Liu, 2015), working  environment,

performance appraisal (Hossain, Roy &
Das, 2017), perceptions of fellow workers’
warmth and competence (Abd EI-Aty &
Deraz, 2018; Bufquin, DiPietro, Orlowski &
Partlow, 2017; Yang, Wan & Fu, 2012),
financial and non-financial rewards
(Akgunduz, Gok & Alkan, 2019; Cao, Chen
& Song, 2013; Gieter & Hofmans, 2015),
co-worker trust (Su, 2014), trust in
supervisor, and on-the-job embeddedness
(Afsar et al., 2018; Ampofo & Karatepe,
2021).

On the other hand, some factors were found
to have positive relationship with turnover
intention; as the higher the level of these
factors the higher the level of turnover
intention. These factors may include; job
burnout (Ahmad & Afgan, 2016; Back,
Hyun, Jeung & Chang, 2020; Basar &
Basim 2016; Lee & Shin, 2005; Wen et al.,
2020; Yavas et al., 2018), perception of
organizational politics (Al Jisr et al., 2020;
Arefin et al., 2020; Daskin & Tezer, 2012;
De Clercq et al., 2021; Karatepe, 2013;
Labrague, et al., 2017), interpersonal
conflict (Haqg, 2011), role conflict (Kim et
al., 2015), work-family conflict (Chen,
Ayoun & Eyoun, 2018; Karatepe & Baddar,
2006; Karatepe & Sokmen, 2006), work-
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leisure conflict (Mansour & Tremblay,
2016), job stress (Ahmad & Afgan, 2016;
Samengon et al., 2020; Tongchaiprasit &
Ariyabuddhiphongs, 2016; Wen et al.,
2020), emotional labor (Back et al., 2020),
and emotional exhaustion (Chan & James,
2020).

2.3 Job Burnout

Job burnout is defined as a syndrome of
emotional exhaustion, depersonalization,
and reduced personal accomplishment that
often happens as a psychological reaction to
long-lasting  stressors  that face the
employees at work (Karatepe et al., 2012;
Maslach & Jackson, 1981). The burnout
phenomenon was firstly described by
Greene (1961) in his novel ‘A Burnt Out
Case’. The novel tells the story of a
distressed architect, who leaves his job and
withdraws to the African jungle and
diagnosed as burnt-out case. The
phenomenon was also described in many
other fictional and nonfictional literatures
that revolved around excessive fatigue and
losing passion at work. Later on, scientific
researchers started to conduct systematic
studies of job burnout (Maslach, 2003;
Maslach et al., 2001). The initial studies of
job burnout were conducted in the 1970s by
Freudenberger  (1974), a  consulting
psychiatrist in a free clinic, and Maslach
(1976), a social psychological researcher
who was interested in studying workplace
emotions.

Job burnout is considered the biggest
occupational hazard of 21st century as it is
contagious and transfers rapidly from one to
another within the organization (Leiter &
Maslach, 2005). In addition, when
employees experience job burnout, they
become emotionally exhausted and unable
to provide effective and meaningful
contributions to  their work and
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organizations (Schaufeli, Leiter & Maslach,
2009). Job burnout is a form of occupational
stress and represents a response to persistent
emotional and interpersonal stressors at
work. Moreover, it is a worldwide social
problem occurs among many occupations
especially human services ones. This is
because human services employees often
spend a lot of time dealing with people. This
continues interaction, especially when
solving problems, puts them in a chronic
stress that can drain their emotions and
cause burnout (Maslach, 2003; Maslach &
Jackson, 1981). Thus, burnout develops
gradually and could be a metaphor for
energy draining. Nevertheless, job burnout
is not exclusively occurred among human
services occupations, as almost all
occupations have some interpersonal contact
(Maslach, 2003; Schaufeli et al., 2009). In
hospitality  industry, job burnout is
considered an issue of importance. This is
because hospitality industry is a labor-
intensive industry and its work involves
direct contact among employees and guests.
In addition, the limited resources and the
unfair practices that are widespread in
hospitality industry serve as stressors that
could push to undesirable outcomes, such as
organizational politics, which, in turn, lead
to job burnout (Kurutizim, Anafarta &
Irmak, 2008).

2.3.1 Multidimensional Model of Job
Burnout

Maslach and Jackson (1981) developed a
multidimensional model for job burnout.
The model consisted of three dimensions
namely; (1) Emotional Exhaustion, (2)
Depersonalization, and (3) Reduced
Personal ~ Accomplishment.  Emotional
exhaustion is the core dimension and the
most obvious aspect of the burnout
syndrome and represents the strain
dimension of burnout. It refers to feelings of
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strain, chronic fatigue, and emotional
depletion resulting from overtaxing work.
Evidence suggests that emotional exhaustion

antecedes the occurrence of
depersonalization and reduced personal
accomplishment. Furthermore, some

stressors affect the individual’s burnout
through this dimension (Nuallaong, 2013).
Regarding depersonalization, it represents
the interpersonal context dimension in
burnout. It refers to employee attempt to put
distance between himself and service
recipients and considering them impersonal
objects. As for reduced personal
accomplishment, it represents a self-
evaluation dimension of burnout. It refers to
the feeling of insufficiency and the tendency
to evaluate oneself negatively (Maslach et
al., 2001).

The most widely used tool to measure the
three dimensions of job burnout is Maslach
Burnout Inventory (MBI) that developed
originally by Maslach and Jackson (1981). It
is the common instrument that used
internationally in the studies of job burnout
(Maslach, 2003). The first version of MBI is
the MBI-Human Services Survey that was
originally designed for people who work in
human services and health care jobs
(Maslach, 2003; Maslach et al, 2001). Then,
Maslash and her colleagues developed a
second version of MBI that was slightly
revised version for people who work in
educational occupations (the MBI-Educators
Survey). Recently, due to the increasing
interest in burnout within occupations that
are not clearly interacted with people,
Maslash and her colleagues developed a
general version of MBI to be used by any
occupation namely; the MBI-General
Survey (Maslach, 2003; Maslach et al,
2001). The MBI consists of 22 items that are
written in a form of statements about one’s
feelings or attitudes; e.g., “I feel burned out
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from my work” (Maslach, Jackson & Leiter,
1996). The 22 items are divided into three
subscales: emotional exhaustion,
depersonalization, and personal
accomplishment. These titles were applied
for the first two versions of MBI to reflect
the focus on occupations where workers had
a high interaction with others, such as
clients, patients, and students. While in the
MBI-General Survey, the three subscales of
job burnout are conceptualized slightly
broader and become: exhaustion, cynicism,
and reduced professional efficacy (Maslach
et al, 2001).

Other burnout instruments were developed
to assess job burnout, such as the
Copenhagen Burnout Inventory (Kristensen,
Borritz, Villadsen & Christensen, 2005), the
Oldenburg Burnout Inventory (Demerouti,
Bakker, Vardakou & Kantas, 2002), and the
Spanish Burnout Inventory (Gil-Monte &
Olivares Faundez 2011). However, the MBI
continues to be the gold standard to measure
job burnout because the concept of job
burnout agrees with the MBI, and vice versa
(Mili¢evi¢-Kalasi¢, 2013; Schaufeli et al.,
2009).

2.3.2 Risk Factors for Job Burnout

Risk factors are causes that increase the
employees chance of experiencing job
burnout (Aydemir & Icelli, 2013). These
risk factors are divided into two groups;
individual factors and situational factors
(Maslach et al., 2001). Individual factors are
related to the person itself, whereas
situational risk factors are external to the
individual and related to the job
characteristics and working conditions
(Aydemir & Icelli, 2013). According to
Maslach et al. (2001), individual factors
include demographic characteristics (e.g.,
age, marital status and level of education)
and personality characteristics  (e.g.,
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hardiness, locus of control, neuroticism and
perfectionism). On the other hand,
situational factors include such factors as
work overload, role conflict, role ambiguity
(Maslach et al., 2001), breakdown of the
community, insufficient reward,
involvement with people (Aydemir & Icelli,
2013), and organizational politics (Basar &
Basim 2016; Huang et al., 2003; Labrague
et al, 2017; Vigoda-Gadot & Talmud,
2010).

2.3.3 Consequences of Job Burnout

Previous studies revealed that job burnout
increases healthcare costs that lead to
substantial loss of workdays each year
(Gabriel & Liimatainen, 2000). In addition,
it has harmful and undesirable consequences
on many job outcomes. Some of these
outcomes have negative relationship with
job burnout as the higher the level of
burnout the lower the level of these
outcomes. These variables may include; job
satisfaction (Low, Cravens, Grant &
Moncrief, 2001; Tziner et al., 2015), job
performance (Kurulzim et al., 2008; Low
et al., 2001), employee engagement (Lee &
Shin, 2005), organizational citizenship
behaviors (Liang, 2012), and organizational
commitment (Ciftcioglu, 2011). On the other
hand, job burnout has been found to have a
positive relationship with other work
outcomes, as the higher the level of burnout
the higher the level of these outcomes.
These outcomes may include; absenteeism
(Béhrer-Kohler, 2013; Kurutzim et al.,
2008), familial disharmony (Kurutizim et
al., 2008), depression (Carod-Artal &
Véazquez-Cabrera, 2013; Shani & Pizam,
2009), and turnover intention (Ahmad &
Afgan, 2016; Back et al., 2020; Basar &
Basim 2016; Lin & Liu, 2015; Lu &
Gursoy, 2016; Scanlan & Still, 2013; Wen
et al., 2020; Yavas et al., 2018).
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2.4 Hypotheses Formulation

Based on literature review, turnover
intention was found to be one of the
detrimental  effects of organizational
politics. In addition, it is a strong predictor
of actual turnover which is a considerable
problem in the hospitality industry.
Moreover, there were many calls for
conducting studies that investigate how and
why organizational politics affects job-
outcomes through indirect relationships
instead of just examining the possibility of a
direct effect. Therefore, there is a need to
assess the effect of organizational politics
perception on turnover intention in hotels,
and to investigate how this effect occurs.
Since job burnout is one of organizational
politics consequences, and it is also one of
the of turnover intention antecedents; thus, it
could be a mediator in the effect of
organizational  politics  perception on
turnover intention.

The study hypotheses could be
formulated as follows:
H1. Employees’ organizational politics

perception has a significant positive
effect on their turnover intention.

H2. Employees’ organizational politics
perception has a significant positive
effect on their job burnout.

H3. Employees’ job burnout has a
significant positive effect on their
turnover intention.

H4. Job burnout mediates the effect of
organizational politics perception on
turnover intention.

3. Methods

3.1 Sample Selection and Data Collection
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The target population of the study was the
employees of city center hotels in Egypt.
Thus, the study focused on four- and five-
star hotels in Alexandria and Cairo. Four-
and five-star hotels were chosen as the
majority of them are managed by chains,
either international or domesticc and
considered full-service hotels. This type of
hotels provides a wide range of services that
require a large number of skilled staff who
should be retained to maintain the service
level and the chain image. Thus, these hotels
would pay great attention to the antecedents
that may affect employees’ retention such as
organizational politics. Moreover,
Alexandria and Cairo were chosen as they
have the largest number of city center hotels
in comparison to other cities.

Since there were no official mean to know
the exact total number of hotels” employees,
the researchers depended on the number of
four- and five-star hotels in Alexandria and
Cairo to define the study population.
According to the official website of the
Egyptian Hotel Association (EHA), the total
number of the four- and five-star hotels in
Alexandria and Cairo was 16 and 32,
respectively (EHA, 2022). In Alexandria, all
hotels were included in the sample due to
their small number. In proportion to
Alexandria hotels, the numbers of Cairo
hotels were selected. Thus, a simple random
sample of 16 four- and five-star hotels was
selected from Cairo hotels to be contacted.
In conclusion, the sample was consisted of
32 hotels.

Mixed-mode survey administration, that
combined paper and web-based self-
administrated  questionnaires  (Bryman,
2012), was used to collect the required data
for the study. The distributed questionnaire
was translated into Arabic language to be
easily understood by employees at all levels.
The research team contacted human
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resource managers of the selected hotels to
set appointments. Nine hotels refused to
participate in the study and the other 23
hotels agreed to distribute the questionnaire
among their employees. During the
meetings, the team explained the purpose of
the study and assured the confidentiality of
collected data. In addition, human resource
managers were asked to randomly distribute
10 copies of the questionnaire among
employees after explaining the purpose of
the study. The total number of collected
questionnaires were 153, out of which only
140 were valid for statistical analysis.

3.2 Measures

The questionnaire was designed in four
sections. The first section aimed at
collecting the demographic data of the
respondent. The second section aimed at
measuring the employees’ perception of
organizational politics. A scale developed
by Kacmar and Carlson (1997) was adapted
to  measure  organizational  politics
perception. In addition, some statements
were added from the scale developed by
Ferris and Kacmar (1992). All statements
were measured using 5-point Likert scale, as
(5) indicating “strongly agree”. The third
section of the questionnaire aimed at
measuring the employees’  turnover
intention. A scale developed by Vigoda
(2000) was adapted to measure the
employees’ turnover intention. The scale’s
statements were measured using 5-point
Likert scale, as (5) indicating “strongly
agree”. The final section aimed at measuring
the employees’ job burnout. A scale
developed by Maslach and Jackson (1981)
was adapted to measure the employees’
burnout. The scale’s statements were
measured using 5-point Likert scale, with
(1) indicating “never”, while (5) indicating
“always”.
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Cronbach’s Alpha was used to test the
questionnaire reliability and to assess the
internal consistency of its items. As shown
in Table 2, Cronbach’s Alpha values for
questionnaire constructs are higher than 0.7
which indicates a good level of reliability.

Table 2: Cronbach’s Alpha for Questionnaire
Constructs

Construct Crir;gﬁ;h >
Organizational Politics Perception .862
Turnover Intention 875
Job Burnout 872

All Constructs 942

To ensure the content validity of the
questionnaire, a draft of the questionnaire
was reviewed by human resource managers
of two four- and five-star hotels in
Alexandria. Subsequently, another draft of
the questionnaire was piloted to a sample of
ten employees working in a five-star hotel in
Alexandria to ensure the face validity and
the approximate time spent in responding to
the questionnaire (ten minutes). All
comments that were obtained at the pre-
testing stage were taken into consideration;
as some statements were rephrased to be
clearer.

3.3 Data Analysis Techniques

SPSS (v. 25) was used to analyze the study
data. Firstly, the frequencies and percentages
of respondents’ profile items were calculated.
Secondly, the linear regression analysis and
PROCESS macro for SPSS and SAS (v. 3.5)
were used to test study hypotheses.

4. Results
4.1 Respondents’ Profile

Table 3 illustrates the respondents’ profile.

Table 3: Respondents’ Profile (n=140)
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Variables Freq. Percent (%)

Gender

Male 91 65.0

Female 49 35.0
Age

20 to less than 30 years 56 40.0

30 to less than 40 years 56 40.0

40 to 50 years 21 15.0

Older than 50 years 7 5.0
Marital Status

Married 68 48.6

Not Married 72 51.4
Educational Level

M.Sc. 4 2.9

Bachelor 105 75.0

High School 31 22.1
Tenure

less than 1 year 15 10.7

1 to less than 5 years 69 49.3

5 to 10 years 28 20.0

More than 10 years 28 20.0

Note. (n) refers to the number of respondents

The respondents’ profiles include age,
gender, marital status, educational level, and
tenure. It can be observed that 65% of
respondents were males, while 35% were
females. The majority of respondents were
between 20-29 years old and 30-39 years
old. Each group represents 40% of the total
number. Then, respondents aged from 40 to
50 years representing 15%, and the least
proportion was for the respondents aged
over 50 years (5%). Regarding the marital
status, 51.4% of respondents were not
married, while 48.6% were married. Most of
respondents were college graduates (75%),
while 22.1% of them had completed high
school, and the rest of respondents (2.9%)
held M.Sc. degree. As for the tenure, the
majority of respondents spent 1 to less than
5 years (49.3%), followed by respondents
who spent 5 to 10 years and those who spent
more than 10 years. Each group represents
20% of the total number. Lastly,
respondents who spent less than 1 year
represents 10.7%.

4.2 Hypothesis Testing

To test the first three hypotheses (H1.

Employees’ organizational politics
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perception has a significant positive effect
on their turnover intention; H2. Employees’
organizational politics perception has a
significant positive effect on their job
burnout; H3. Employees’ job burnout has a
significant positive effect on their turnover
intention), linear regression analysis was
used as presented in table 4.

Regarding the first hypothesis (H1), the

regression analysis proved that
organizational politics perception has a
significant positive effect on turnover

intention (F=61.108, p=.000). Moreover,
results revealed that organizational politics

®00"029:083%

Turnover Intention

Organizational Politics Perception

perception explains 31% of variance that
happens in the turnover intention (R*=.307).
In addition, results showed that beta
coefficient is significant (f=.934, p=.000)
which means for every 1-unit increase in
organizational politics perception, turnover
intention will increase by .934. Thus,
hypothesis one (H1) is supported and the
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regression equation could be as shown in
figure 1:

Figure 1: Scatter Plot for Correlation between
Organizational Politics Perception and Turnover
Intention

Concerning the second hypothesis (H2), the
regression  analysis  manifested  that
organizational politics perception has a
significant positive effect on job burnout
(F=81.893, p=.000). Moreover, results
revealed that organizational politics
perception interprets 37% of variance that
happens in the job burnout (R%*=.372).
Furthermore, results showed that beta
coefficient is significant (f = .513, p=.000)
that means for every 1-unit increase in
organizational politics perception, burnout
will increase by .513. So, Hypothesis two
(H2) is supported and the regression
equation could be as shown in figure 2:

Organizational Politics Perception

Figure 2: Scatter Plot for Correlation between
Organizational Politics Perception and Job Burnout

Table 4: Linear Regression Analysis of Study Variables

Variables R R? F Sig. B t Sig.
Turnover Intention (Dependent Variable)
Constant 294 .848 .398
Organizational Politics Perception ~ .554 .307 61.108 .000" .934  7.817 .000”
Job Burnout (Dependent Variable)
Constant 1.083  6.587  .000"
Organizational Politics Perception 610 372 81.893 .0007 513  9.049  .000"
Turnover Intention (Dependent Variable)
Constant -177  -508 .612
Job Burnout 613 376 83.274 0007 1.230 9.124 .000”

Note. ““p-value is significant at the .01 level.
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As for the third hypothesis (H3), the
regression analysis showed that job burnout
has a significant positive effect on turnover
intention (F=83.274, p=.000). Besides,
results revealed that burnout elucidates 38%
of variance that happens in the turnover
intention (R?=.376). Additionally, results
showed that beta coefficient is significant
(B=1.230, p=.000) that means for every 1-
unit increase in emotional exhaustion,
turnover intention will increase by
1.230. Accordingly, Hypothesis three (H3)
IS supported and the regression equation
could be as shown in figure 3:

Turnover Intention

...................

Burnout

Figure 3: Scatter Plot for Correlation between Job
Burnout and Turnover Intention

To test the fourth hypothesis of the study
(H4. Job burnout mediates the effect of
organizational politics perception on
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turnover intention), a mediation analysis
was conducted using bootstrapping of 5000
samples at a confidence interval (Cl) of
95% (figure 4 & table 5). Demographic
variables (gender, age, marital status,
educational level, and tenure) were
controlled for this analysis. PROCESS
macro for SPSS and SAS (v. 3.5) was used
to conduct the mediation analysis, and to
get the three coefficients of a (B=.5008,
p=.000), b (p=.8208, p=.000), and c’
(B=.5034, p=.000). The latter coefficient
(¢c’) represents the direct effect of
organizational politics perception (X) on
turnover intention (Y) and it is significant
as the p value <.01. The indirect effect (IE)
of X on Y through job burnout (M) is also
significant (B=.4111, 95% CI=.2192 to
.6093), because zero does not fall between
the lower and upper limits of the confidence
interval. Thus, job burnout acts as a
mediator in the effect of perceived political
behavior on turnover intention. The
significance of both the direct and indirect
effect of politics perception on turnover
intention means that the mediation of job
burnout is a partial mediation, as it does not
fully prevent the direct effect. Hence, H4 is
partially supported.

Table 5: Burnout Mediation in the Effect of Organizational Politics Perception on Turnover Intention

Direct Effect of Politics Perception (X) on
Turnover Intention (Y)

Indirect Effect of Politics Perception (X) on
Turnover Intention (Y) through Burnout (M)

Coefficient SE t Sig. LLCI ULCI

Coefficient Boot SE LLCI ULCI

5034 .1403 3.5888 .000 .2259  .7808

4111 .0996 .2192 .6093

Note. X = Predictor Variable, Y = Outcome Variable, M = Mediator, LLCI = Lower Limit Confidence Interval, ULCI =

Upper Limit Confidence Interval, “p-value

is significant at the .01 level.
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Job Burnout
(M)

a
5008
p. 000

4111
95% CI (.2192, .6093)

c
[ .9145
Politics p .000™

Perception

p
(X) .5034
p .000™

Turnover
Intention (Y)

Note. a = Direct Effect of X on M, b = Direct Effect of M
on Y, ¢’ = Direct Effect of X on Y, IE = Indirect Effect of
X onY = a*h, ¢c = Total Effect of X on Y = (DE + IE),
“p-value is significant at the .01 level.

Figure 4: The Mediating Role of Job Burnout in the
effect of Organizational Politics Perception on
Turnover Intention

5. Results Discussion

As for the first hypothesis (H1), results
confirmed that organizational politics
perception has a significant positive effect
on turnover intention. This could be
interpreted as  the  perception  of
organizational politics pushes employees to
be unconfident about each practice and
behavior happens in the organization. In
addition, they lose the trust in their superiors
and colleagues, and become frustrated.
These distrust and frustration represent a
stressor to employees, which eventually,
push them to leave their organizations.
Because not all employees have the ability
to leave, they start to withdraw
psychologically and search for new
opportunities elsewhere with an intent to
quit. This result was confirmed by other
studies in hospitality industry (Arefin et al.,
2020; Daskin & Tezer, 2012; Karatepe,
2013). Also, it was confirmed by other
studies conducted in other fields than
hospitality (e.g., Al Jisr et al., 2020; De
Clercq et al., 2021). On the other hand, this
result was contradictory to the study of
Delle (2013) who found no significant
relationship between organizational politics
and turnover intention among employees of
banks, telecommunication and insurance
companies in Ghana.
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Regarding the second hypothesis (H2),
results manifested that organizational
politics perception has a significant positive
effect on job burnout. This result could be
explained by relating organizational politics
perception as a stressor with job burnout as
a response to persistent stressors at work.
When an employee realizes that others are
promoted and got rewards depending on
other criteria than merit, he will feel
frustrated and  perceive his  work
environment as political. Especially, when
his hard work is not appreciated. If this
employee’s perception of politics lasts for
long time, he will eventually feel burned
out. This result was confirmed by other
studies (e.g., Advani et al., 2005; Basar &
Basim, 2016; Labrague et al., 2017; Vigoda-
Gadot & Talmud, 2010) in which perception
of organizational politics was found to have
a significant positive effect on job burnout.

Concerning the third Hypothesis (H3),
results proved that job burnout has a
significant positive effect on turnover
intention. This result could be explained as
when the employee becomes burned out, he
feels emotionally drained, indifferent to his
colleagues and guests, in addition to his
feeling of inefficacy. These feelings lead
him to feel uncomfortable and unattached to
the workplace. Thus, he thinks in leaving his
current organization and work in another
comfortable environment. This result was
affirmed by other scholars in the field of
hospitality industry (e.g., Wen et al., 2020;
Yavas et al.,, 2018) who conducted their
studies on front-line employees of four- and
five-star hotels in South China and three-,
four-, and five-star hotels in Ankara,
Turkey, respectively. In addition to other
studies that were conducted in fields other
than hospitality (e.g., Ahmad & Afgan,
2016; Back et al.,, 2020; Lu & Gursoy,
2016).
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As for the fourth Hypothesis (H4), the study
findings confirmed that job burnout partially
mediates the effect of organizational politics
perception on turnover intention. This
means politics perception affects turnover
intention both directly and indirectly
through burnout. The role of job burnout as
a mediator could be explained by relating
the results of the previous three hypotheses
with each other. When an employee finds
others gain rewards and get promoted due to
their political behavior or favoritism, he
perceives his workplace as political.
Eventually, he will experience job burnout
as a response to the stress of perceiving
politics. After the employee is burned out,
he will feel uncomfortable in his
organization and start to search for job
opportunities elsewhere. This result was
confirmed by Huang et al. (2003) who
conducted his study on the employees of
Ministry of Finance in Taiwan and found
that job burnout partially mediates the
relationship between organizational politics
perception  and  turnover intention.
Nevertheless, politics perception still has the
chance to lead to turnover directly without
passing through the job burnout or may be
through other mediators than job burnout
such as engagement as reported by Agarwal
(2016). Rasoolimanesh, Wang, Roldan and
Kunasekaran (2021) asserted that it is not
meaningful to claim full mediation because,
from the practical point of view, it is very
hard to identify and examine all the possible
mediators. In addition, it is impossible,
especially in social science, for one
mediator to fully explain the effect of the
independent variable on the dependent
variable. Thus, the chance should be given
to other new mediators to be explored
which, in turn, enriches the concept.

6. Conclusion and Implications
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The study aimed at examining the mediating
role of job burnout in the effect of
organizational  politics  perception on
turnover intention among employees of city
center hotels in Egypt. Thus, the effect of
organizational politics perceptions on both
turnover intention and job burnout was
examined in addition to the effect of job
burnout on turnover intention. Finally, the
mediation analysis was conducted. The
results revealed that organizational politics
perception has a significant positive effect
on both turnover intention and job burnout.
Moreover, job burnout was found to have a
significant positive effect on turnover
intention. Furthermore, the findings pointed
out that job burnout partially mediates the
effect of organizational politics perception
on turnover intention. Hence, management
of hotels should pay great attention to
organizational politics and job burnout as
they lead to the turnover intention. This is
because turnover intention is the last step
before the actual turnover which is a major
problem faced by the hospitality industry.

Regarding the organizational politics, each
dimension of it could be fought in its
opposite way. The first dimension ‘General
Political Behavior’ could be diminished by
precluding toxic employees who behave
politically to gain self-interests at the
expense of others. management should keep
the same distance from all employees in
order to avoid the perception of favoritism.
When certain group of employees are more
preferred than others, other employees start
to feel a sense of unfairness and jealous that
leads to politics perception. The second
dimension ‘Go Along to Get Ahead’ could
be diminished by enhancing employees’
engagement. All employees should be
encouraged to express their opinions
frankly, even if they are opposite to those of
managers. This sharing of thoughts makes
the employees feeling that they are a part of
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the organization. In addition, it would
diminish the behavior of some employees
who remain silent to secure their own
benefits. The third dimension ‘Pay and
Promotion Policies’ could be diminished by
enhancing employees” trust in the
organization. When employees trust their
organizations, they become certain that their
work will be evaluated and rewarded
honestly, which reduces their politics
perception. Thus, pay and promotion
policies should be determined and
implemented accurately and communicated
to all employees at all levels. Furthermore,
pay raises and promotions should be done
according to worthiness not favoritism or
self-preferences.

Unfortunately, employers in developing
countries, to great extent, do not pay
attention to job burnout. Although, it has
very detrimental effects on employees and
work outcomes. Especially in hotels, since
hotels employees are more prone to it due to
the special nature of the hospitality work
and the dealing with different kinds of
guests. Hence, management should provide
comfortable  work  environment  for
employees through some procedures, such
as providing flexible shifts and working
hours, specific description of tasks, work
breaks, and fair distribution of workloads. In
addition, training programs should be
provided for employees on how to deal with
work stress, and emotional exhaustion.
Moreover, training programs regarding time
management and how to deal with different
kinds of guests are very important to
enhance the ability of employees to handle
such issues. Furthermore, management
should enhance the interpersonal
relationships in the organization, for
example, by encouraging social activities
that everyone in the organization can
participate in, which in turn enhance the
social support as well. Finally, job
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engagement is the magical word for
preventing job burnout, as it characterizes
by energy, efficacy and involvement, which
are, respectively, the three contradictory
words of the three dimensions of job
burnout (emotional exhaustion, reduced
personal accomplishment and
depersonalization). Concerning the turnover
intention, periodical meetings should be
held with the employees to know their needs
and discuss any problems that could lead
them to think of leaving the organization.

7. Future Research
Due to the lack of the studies that

investigate the organizational politics in
hospitality industry, especially in Egypt,
some directions for the future research in the
hospitality field would be suggested. Future
research could investigate other mediators in
the effect of organizational politics
perception on turnover intention, such as
perceived organizational justice, supervision
incivility, and work-family conflict. In
addition, examining variables that could
serve as a moderator in the effect of
organizational  politics  perception on
turnover intention, such as employees’
engagement,  job  stress, perceived
organizational justice, and job satisfaction.
Also, the effect of organizational politics on
other different variables could be examined,
such as employees’ proactive behavior,
organizational commitment,  perceived
organizational justice, job performance, and
job satisfaction. Finally, it is recommended
to conduct the current study on hotels of
other geographical areas in Egypt, on other
hotel types, or on other sectors of hospitality
industry such as restaurants.

References
- Abbas, M. Raja, U.,, Darr, W. &
Bouckenooghe, D. (2014). Combined
Effects of Perceived Politics and

Psychological Capital on Job Satisfaction,

The Scientific Journal of the Faculty of Tourism and Hotels, Alexandria University, Vol. 19, Issue 2 (2022) 141



The Mediating Role of Job Burnout in the Effect of Organizational Politics on Turnover Intention

Turnover Intentions, and Performance.
Journal of Management, 40 (7), 1813-1830.
Abd El-Aty, Y. & Deraz, A. (2018). The
Effect of Fellow Workers” Warmth and
Competence on Frontline Employees’
Proactive Customer Service Performance
and Turnover Intentions in Hotels.
International Journal of Heritage, Tourism
and Hospitality, 12 (1/2), 171-185.

Advani, J., Jagdale, S., Garg, A. & Kumar,
R. (2005). Antecedents and Consequences
of “burnout” in Services Personnel: A Case
of Indian Software Professionals. South
Asian Journal of Management, 12 (3), 21—
34.

Afsar, B. Shahjehan, A. & Shah, S. (2018).
Frontline Employees’ High-Performance
Work Practices, Trust in Supervisor, Job-
Embeddedness and Turnover Intentions in
Hospitality Industry. International Journal
of Contemporary Hospitality Management,
30 (3), 1436-1452.

Agarwal, U. (2016). Examining Perceived
Organizational ~ Politics among Indian
Managers: Engagement as Mediator and
Locus of Control as  Moderator.
International Journal of Organizational
Analysis, 24 (3), 415-437.

Aggarwal, A., Nobi, K., Mittal,
A. & Rastogi, S. (2021). Does Personality
affect the Individual's Perceptions of
Organizational Justice? The Mediating Role
of Organizational Politics. Benchmarking:
An International Journal, Vol. ahead-of-
print, No. ahead-of-
print. https://doi.org/10.1108/B1J-08-2020-

0414

Ahmad, A. & Afgan, S. (2016). The
Relationship of Job Stress and Turnover
Intention in Commercial Banks of Pakistan
by Assessing the Mediating Role of
Burnout. Journal of Business Strategies, 10
(1). 1-23.

Akgunduz, Y., Gok, O. & Alkan, C. (2019).
The Effects of Rewards and Proactive
Personality on Turnover Intentions and
Meaning of Work in Hotel Businesses.
Tourism and Hospitality Research, 20 (2),
170-183.

Akgunduz, Y. & Sanli, S. (2017). The
Effect of Employee Advocacy and
Perceived Organizational Support on Job
Embeddedness and Turnover Intention in
Hotels. Journal of Hospitality and Tourism
Management, 31, 118-125.

Bassant Mostafa and others

Akova, O., Cetin, G. & Cifci, I. (2015). The
Relation between Demographic Factors and
the Turnover Intention in Pre-Opening Hotel
Businesses. Procedia - Social and
Behavioral Sciences, 207, 377-384.
Albloush, A., Ahmad, A., Yusoff, Y. &
Mat, N. (2019). The Impact of
Organizational Politics on Job Performance:
Mediating Role of Perceived Training
Opportunities. International Journal of
Business and Society, 20 (2), 657-674.

Al Jisr, S.,Beydoun, A. & Mostapha,
N. (2020), A Model of Perceptions of
Politics:  Antecedents and  Outcomes.
Journal of Management Development, 39
(9/10), 1013-1028.

Ampofo, E. & Karatepe, O. (2021). The
Effects of On-the-job Embeddedness and Its
Sub-dimensions on Small-sized Hotel
Employees’ Organizational Commitment,
Work Engagement  and Turnover
Intentions. International Journal of
Contemporary Hospitality Management,
Vol. ahead-of-print, No. ahead-of-print.
https://doi.org/10.1108/IJCHM-07-2021-
0858

Amponsah-Tawiah, K. & Annor, F. (2017).
Do Personality and Organizational Politics
Predict Workplace Victimization? A Study
among Ghanaian Employees. Safety and
Health at Work, 8, 72-76.

Arefin, M., Alam, M., Islam, N. & Molasy,
M. (2020). Organizational Politics and
Work-family Conflict: The Hospitality
Industry in Bangladesh. South Asian
Journal of Business Studies, 9 (3), 357-372.
Aryee, S., Chen, Z. & Budhwar, P. (2004).
Exchange  Fairness  and Employee
Performance: An Examination of the
Relationship  between  Organizational
Politics and Procedural Justice.
Organizational Behavior and Human
Decision Processes, 94 (1), 1-14.

Asad, A., Saleem, M. & Durrani, A. (2014).
The Relationship between Perception of
Organizational Politics, Emotional
Intelligence and Work Outcomes: Empirical
Evidence from Banking Sector of Pakistan.
Global Journal of Human Social Science: F
Political Science, 14 (5), 25-31.

Asgharian, R., Anvari, R., Ahmad, U. &
Tehrani, A. (2015). The Mediating Effect of
Job Satisfaction on the Relationship
between  Workplace  Friendships and
Turnover Intention in Iran Hotel Industry.

The Scientific Journal of the Faculty of Tourism and Hotels, Alexandria University, Vol. 19, Issue 2 (2022) 142


https://www.emerald.com/insight/search?q=Arun%20Aggarwal
https://www.emerald.com/insight/search?q=Kamrunnisha%20Nobi
https://www.emerald.com/insight/search?q=Amit%20Mittal
https://www.emerald.com/insight/search?q=Amit%20Mittal
https://www.emerald.com/insight/search?q=Sanjay%20Rastogi
https://www.emerald.com/insight/publication/issn/1463-5771
https://www.emerald.com/insight/publication/issn/1463-5771
https://doi.org/10.1108/BIJ-08-2020-0414
https://doi.org/10.1108/BIJ-08-2020-0414
https://www.emerald.com/insight/search?q=Sakina%20Abbad%20Al%20Jisr
https://www.emerald.com/insight/search?q=Abdul%20Rahman%20Beydoun
https://www.emerald.com/insight/search?q=Nehale%20Mostapha
https://www.emerald.com/insight/search?q=Nehale%20Mostapha
https://www.emerald.com/insight/publication/issn/0262-1711
https://www.emerald.com/insight/search?q=Emmanuel%20Twumasi%20Ampofo
https://www.emerald.com/insight/search?q=Osman%20M.%20Karatepe
https://www.emerald.com/insight/publication/issn/0959-6119
https://www.emerald.com/insight/publication/issn/0959-6119
https://doi.org/10.1108/IJCHM-07-2021-0858
https://doi.org/10.1108/IJCHM-07-2021-0858

The Mediating Role of Job Burnout in the Effect of Organizational Politics on Turnover Intention

Mediterranean Journal of Social Sciences, 6
(6), 304-314.

Atef, G., El Leithy, W. & Al-Kalyoubi, M.
(2017). Factors Affecting Employees’
Turnover Intention. International Business
Management, 11 (1), 118-130.

Atinga, R., Domfeh, K., Kayi, E., Abuosi,
A. & Dzangi, E. (2014). Effects of
Perceived Workplace Politics in Hospitals
on Nurses’ Behavioural Intentions in Ghana.
Journal of Nursing Management, 22, 159-
169.

Attiah, N. & AbouDahab, A. (2017).
Investigating the  Factors  Affecting
Employee’s Turnover Intentions in the
Educational Sector. The Business and
Management Review, 8 (5), 316-324.
Aydemir, O. & Icelli, 1. (2013). Burnout:
Risk Factors. In Béhrer-Kohler (Ed.),
Burnout for Experts: Prevention in the
Context of Living and Working (119-144).
New York: Springer.

Back, C., Hyun, D., Jeung, D. & Chang, S.
(2020). Mediating Effects of Burnout in the
Association Between Emotional Labor and
Turnover Intention in Korean Clinical
Nurses. Safety and Health at Work, 11, 88-
96.

Bahrer-Kohler, S. (ED.). (2013). Burnout
for Experts: Prevention in the Context of
Living and Working. New York: Springer.
Basar, U. & Basim, N. (2016). A Cross-
Sectional Survey on Consequences of
Nurses’ Burnout: Moderating Role of
Organizational ~ Politics.  Journal  of
Advanced Nursing, 72 (8), 1838-1850.
Bryman, A. (2012). Social Research
Methods. 4" Ed. New York: Oxford
University Press.

Bufquin, D., DiPietro, R., Orlowski, M. &
Partlow, C. (2017). The Influence of
Restaurant Co-workers’ Perceived Warmth
and Competence on Employees’ Turnover
Intentions: The Mediating Role of job
Attitudes.  International  Journal  of
Hospitality Management, 60, 13-22.

Burns, T. (1961). Micropolitics:

Mechanisms of Institutional
Change. Administrative Science Quarterly, 6
(3), 257-281.

Cao, Z., Chen, J. & Song, Y. (2013) Does
Total Rewards Reduce the Core Employees’
Turnover Intention? International Journal
of Business and Management, 8 (20), 62—75.

Bassant Mostafa and others

Carod-Artal, F. & Vazquez-Cabrera, C.
(2013). Burnout Syndrome in an
International Setting. In S. Bahrer-Kohler
(Ed.), Burnout for Experts: Prevention in
the Context of Living and Working (15-36).
Springer.

Chan, S. & James, M. (2020). Impact of
Politics on  Emotional Exhaustion,
Satisfaction and  Turnover Intention.
Anatolia: An International Journal of
Tourism and Hospitality Research, 31 (4),
591-604.

Chang, C., Rosen, C., Siemieniec, G. &
Johnson, R. (2012). Perceptions of
Organizational Politics and Employee
Citizenship Behaviors: Conscientiousness
and Self-monitoring as Moderators. Journal
of Business and Psychology, 27, 395-406.
Chen, H., Ayoun, B. & Eyoun, K. (2018).
Work-Family  Conflict and  Turnover
Intentions: A Study Comparing China and
U.S. Hotel Employees. Journal of Human
Resources in Hospitality and Tourism, 17
(2), 247-269.

Ciftcioglu, A. (2011), Investigating
Occupational Commitment and Turnover
Intention  Relationship ~ with  Burnout
Syndrome.  Business and  Economics
Research Journal, 2 (3), 109-119.
Cleveland, J., O’Neill, J., Himelright, J.,
Harrison, M., Crouter, A. & Drago, R.
(2007). Work and Family Issues in the
Hospitality  Industry:  Perspectives  of
Entrants, Managers, and Spouses. Journal of
Hospitality and Tourism Research, 31 (3),
275-98.

Cropanzano, R., Howes, J., Grandey, A. &
Toth, P. (1997). The Relationship of
Organizational Politics and Support to Work
Behaviors, Attitudes, and Stress. Journal of
Organizational Behavior, 18 (2), 159-180.
Daskin, M. (2013). Favouritism and Self-
efficacy as Antecedents on Managers'
Politics Perceptions and Job  Stress.
Anatolia: An International Journal of
Tourism and Hospitality Research, 24 (3),
452-467.

Daskin, M. & Tezer, M. (2012).
Organizational Politics and Turnover: An
Empirical Research  from  Hospitality
Industry.  Tourism:  An International
Interdisciplinary Journal, 60 (3), 273-291.
De Clercq, D., Fatima, T.& Jahanzeb,
S. (2021). Bullying and Turnover Intentions:
How Creative Employees Overcome

The Scientific Journal of the Faculty of Tourism and Hotels, Alexandria University, Vol. 19, Issue 2 (2022) 143


http://hrcak.srce.hr/turizam
http://hrcak.srce.hr/turizam
http://hrcak.srce.hr/index.php?show=toc&id_broj=7492
https://www.emerald.com/insight/search?q=Dirk%20De%20Clercq
https://www.emerald.com/insight/search?q=Tasneem%20Fatima
https://www.emerald.com/insight/search?q=Sadia%20Jahanzeb
https://www.emerald.com/insight/search?q=Sadia%20Jahanzeb

The Mediating Role of Job Burnout in the Effect of Organizational Politics on Turnover Intention

Perceptions of Dysfunctional Organizational
Politics. Personnel Review, Vol. ahead-of-
print, No. ahead-of-print.
https://doi.org/10.1108/PR-05-2020-0326
Deery, M. (2008), Talent Management,
Work-life Balance and Retention Strategies.
International Journal of Contemporary
Hospitality Management, 20 (7), 792-806.
Delle, E. (2013). The Influence of
Perception of Organizational Politics on
Employee Job Involvement and Turnover
Intentions:  Empirical Evidence from
Ghanaian Organizations. European Journal
of Business and Management, 5 (9), 151-
160.

Demerouti, E., Bakker, A., Vardakou, I. &
Kantas, A. (2002). The Convergent Validity
of Two Burnout Instruments: A Multitrait-
multimethod Analysis. European Journal of
Psychological Assessment, 18, 296-307.
Drory, A. (1993). Perceived Political
Climate and Job Attitudes. Organization
Studies, 14, 59-71.

DuBrin, A. (2001). Winning at Office
Politics. New York: Van Nostrand-
Reinhold.

Egyptian Hotel Association. (2020). Hotels.
Retrieved January, 2020, from
http://www.egyptianhotels.org/

Erbag, E. (2017). Does Organizational
Politics Foster Social Loafing Through
Moral Disengagement? An Empirical Study
in the Hotel Industry. In A. Ozturen & D.
Gursoy (Eds.), 7th Advances in Hospitality
& Tourism Marketing & Management
(AHTMM) Conference (307-318). Eastern
Mediterranean University and Washington
State University.

Fernet, C., Tre’panier, S., Demers, M. &
Austin, S. (2017). Motivational Pathways of
Occupational and Organizational Turnover
Intention among Newly Registered Nurses
in Canada. Nurs Outlook, 65, 444-454.
Ferris, G., Harrell-Cook, G. & Dulebohn, J.
(2000). Organizational Politics: The Nature
of the Relationship between Politics
Perceptions and  Political  Behavior.
Research in the Sociology of Organizations,
17, 89-130.

Ferris, G. & Kacmar, K. (1992). Perception
of Organizational Politics. Journal of
Management, 18 (1), 93-116.

Ferris, G., Russ G. & Fandt, P. (1989).
Politics in Organisations. In P. Rosenfeld &
R. Giacalone. Impression Management in

Bassant Mostafa and others

the Organization. New Jersey: Lawrence
ErlbaumAssociates, Inc.

Freudenberger, H. (1974). Staff Burn-out.
Journal of Social Issues, 30 (1), 159-165.
Gabriel, P. & Liimatainen, M. (2000).
Mental Health in the Workplace. Geneva:
International Labor Office.

Gallaghe, V. & Laird, M. (2008). The
Interaction of Political Skill and Political
Decision Making on Job Satisfaction.
Journal of Applied Social Psychology, (38),
2336-2360.

Garbuio, M. & Lovallo, D. (2017). Does
Organizational Politics Kill Company
Growth? Review of International Business
and Strategy, 27 (4), 410-433.

George, J. & Wallio, S. (2017).
Organizational Justice and Millennial
Turnover in Public Accounting. Employee
Relations, 39 (1), 112-126.

Gieter, S. & Hofmans, J. (2015). How
Reward Satisfaction Affects Employees’
Turnover Intentions and Performance: An
Individual Differences Approach. Human
Resource Management Journal, 25 (2),
200-216.

Gil-Monte, P. & Olivares Falndez, V.
(2011). Psychometric Properties of the
“Spanish Burnout Inventory” in Chilean
Professionals Working to Physical Disabled
People. The Spanish Journal of Psychology,
14 (1), 441-451.

Greene, G. (1961). A burnt-out case. New
York: Viking Press.

Gull, S. & Zaidi, A. (2012). Impact of
Organizational Politics on Employees’ Job
Satisfaction in the Health Sector of Lahore
Pakistan. Interdisciplinary Journal of
Contemporary Research Business, 4 (2),
156-170.

Haq, 1. (2011). The Impact of Interpersonal
Conflict on Job Outcomes: Mediating Role
of Perception of Organizational Politics.
Procedia - Social and Behavioral Sciences,
25, 287-310.

Hochwarter, W., Kacmar, C., Perrewé, P. &
Johnson, D. (2003). Perceived
Organizational Support as a Mediator of the
Relationship between Politics Perceptions
and Work Outcomes. Journal of Vocational
Behavior, 63, 438-456.

Hossain, S., Roy, M. & Das, P. (2017).
Factors Affecting Employee’s Turnover
Intention in Banking Sector of Bangladesh:

The Scientific Journal of the Faculty of Tourism and Hotels, Alexandria University, Vol. 19, Issue 2 (2022) 144


https://www.emerald.com/insight/publication/issn/0048-3486
https://doi.org/10.1108/PR-05-2020-0326
http://www.egyptianhotels.org/
https://www.emerald.com/insight/search?q=Massimo%20Garbuio
https://www.emerald.com/insight/search?q=Dan%20Lovallo
https://www.emerald.com/insight/publication/issn/2059-6014
https://www.emerald.com/insight/publication/issn/2059-6014

The Mediating Role of Job Burnout in the Effect of Organizational Politics on Turnover Intention

An Empirical Analysis. ASA University
Review, 11 (2), 103-116.

Huang, I., Chuang, C. & Lin, H. (2003). The
Role of Burnout in the Relationship between
Perceptions of Organizational Politics and
Turnover Intentions. Public  Personnel
Management, 32 (4), 519-531.

James, J. (2011). Effect of Turnover on
Performance and Effectiveness of Human
Resource Practices and Polices in Retention:
A Case Study of Hotel Industry. Journal of
Hospitality Application and Research, 6 (1),
65-78.

James, R. (2021). I'll Manage Myself: The
Moderator Effect of Positive Framing on the
Relationship between Organisational
Politics and Engagement. South  Asian
Journal of Business Studies, Vol. ahead-of-
print, No. ahead-of-print.
https://doi.org/10.1108/SAJBS-05-2020-
0153

Jung, H. & Yoon, H. (2017). Error
Management Culture and Turnover Intent
among Food and Beverage Employees in
Deluxe Hotels: The Mediating Effect of Job
Satisfaction. Service Business, 11, 785-802.
Kacmar, K., Bozeman, D., Carlson, D. &
Anthony, W. (1999). An Examination of the
Perceptions of Organizational Politics
Model: Replication and Extension. Human
Relations, 52 (3), 383-416.

Kacmar, K. & Carlson, D. (1997). Further
Validation of the Perceptions of Politics
Scale (POPS): A Multiple Sample
Investigation. Journal of Management, 23
(5), 627-658.

Kacmar, K. & Ferris, G. (1991). Perceptions
of Organizational Politics Scale (POPS):
Development and Construct Validation.
Educational and Psychological
Measurement, 51, 193-205.

Karatepe, O. (2013). Perceptions of
Organizational Politics and Hotel Employee
Outcomes: The Mediating Role of Work
Engagement. International Journal of
Contemporary Hospitality Management, 25
(1), 82-104.

Karatepe, O., Babakus, E. & Yavas, U.
(2012). Affectivity and Organizational
Politics as Antecedents of Burnout among
Frontline Hotel Employees. International
Journal of Hospitality Management, 31, 66—
75.

Karatepe, O. & Baddar, L. (2006). An
Empirical Study of the  Selected

Bassant Mostafa and others

Consequences of Frontline Employees’
Work-Family Conflict and Family—-Work
Conflict. Tourism Management, 27 (5),
1017-1028.

Karatepe, O., Kim, T. & Lee, G. (2019). Is
Political Skill Really an Antidote in the
Workplace Incivility-emotional Exhaustion
and Outcome Relationship in the Hotel
Industry? Journal of Hospitality and
Tourism Management, 40, 40-49.

Karatepe, O. & Sokmen, A. (2006). The
Effects of Work Role and Family Role
Variables on Psychological and Behavioral
Outcomes of Frontline Employees. Tourism
Management, 27 (2), 255-268.

Karatepe, O. & Uludag, O. (2008).
Affectivity, Conflicts in the Work-family
Interface, and Hotel Employee Outcomes.
International  Journal of  Hospitality
Management. 27 (1), 30-41.

Karadal, H. & Arasli, H. (2009). The
Impacts of Superior Politics on Frontline
Employees’ Behavioral and Psychological
Outcomes. Social Behavior and Personality:
An International Journal, 37 (2), 175-190.
Kaya, N., Aydin, S. & Ayhan, O. (2016).
The Effects of Organizational Politics on
Perceived Organizational Justice and
Intention to Leave. American Journal of
Industrial and Business Management, 6,
249-258.

Khairy, H. (2019). How Organizational
Politics Affect the Supervisor's Perception
of Human Resources Management Practices
in Hotels? Journal of Association of Arab
Universities for Tourism and Hospitality, 17
(7), 36-45.

Khalid, S. & Ishaqg, S. (2015). Job Related
Outcomes in Relation to Perceived
Organizational Politics. Pakistan Economic
and Social Review, 53 (1), 133-148.

Kim, H., Shin, K. & Umbreit, W. (2007).
Hotel Job Burnout: The Role of Personality
Characteristics. International Journal of
Hospitality Management, 26 (2), 421-434.
Kim, H. & Stoner, M. (2008). Burnout and
Turnover Intention among Social Workers:
Effects of Role Stress, Job Autonomy and
Social Support. Administration in Social
Work, 32 (3), 5-25.

Kim, S., Im, J. & Hwang, J. (2015). The
Effects of Mentoring on Role Stress, Job
Attitude, and Turnover Intention in the
Hotel Industry. International Journal of
Hospitality Management, 48, 68-82.

The Scientific Journal of the Faculty of Tourism and Hotels, Alexandria University, Vol. 19, Issue 2 (2022) 145


https://www.emerald.com/insight/search?q=Robinson%20James
https://www.emerald.com/insight/publication/issn/2398-628X
https://www.emerald.com/insight/publication/issn/2398-628X
https://doi.org/10.1108/SAJBS-05-2020-0153
https://doi.org/10.1108/SAJBS-05-2020-0153

The Mediating Role of Job Burnout in the Effect of Organizational Politics on Turnover Intention

Kipnis, D., Schmidt, S. & Wilkinson, I.
(1980). Intraorganizational Influence
Tactics: Explorations in Getting One’s Way.
Journal of Applied Psychology, 65 (4), 440—
452.

Kong, H., Cheung, C. & Zhang, H. (2010).
Career Management Systems: What Are
China’s State-owned Hotels Practicing?
International Journal of Contemporary
Hospitality Management, 22 (4), 467-82.
Kristensen, T., Borritz, M., Villadsen, E. &
Christensen, K. (2005). The Copenhagen
Burnout Inventory: A New Tool for the
Assessment of Burnout. Work & Stress, 19,
192-207.

Kumar, P. & Ghadially, R. (1989).
Organizational Politics and Its Effects on
Members of  Organizations.  Human
Relations, 42 (4), 305-314.

Kuruizim, A., Anafarta, N. & Irmak, S.
(2008). Predictors of Burnout among
Middle Managers in the Turkish Hospitality

Industry. International ~ Journal of
Contemporary Hospitality Management, 20
(2), 186-198.

Kusluvan, S., Kusluvan, Z., llhan, I. &
Buyruk, L. (2010). The Human Dimension:
A Review of Human Resources
Management Issues in the Tourism and
Hospitality Industry. Cornell Hospitality
Quarterly, 51 (2), 171-214.

Labrague, L., McEnroe-Petitte, D., Gloe, D.,
Tsaras, K., Arteche, D. & Maldia, F. (2017).
Organizational Politics, Nurses’ Stress,
Burnout Levels, Turnover Intention and Job
Satisfaction. International Nursing Review,
64 (1), 109-116.

Landells, E. & Albrecht, S. (2017). The
Positives and Negatives of Organizational
Politics: A Qualitative Study. Journal of
Business and Psychology, 32, 41-58.
Landells, E. & Albrecht, S. (2019).
Perceived Organizational Politics,
Engagement, and Stress: The Mediating
Influence of Meaningful Work. Frontiers in
Psychology, 10 (1612), 1-12.

Lee, K. & Shin, K. (2005). Job Burnout,
Engagement and Turnover Intention of
Dietitians and Chefs at a Contract
Foodservice Management ~ Company.
Journal of Community Nutrition, 7 (2), 100-
106.

Leiter, M. & Maslach, C. (2005). Banishing
Burnout: Six Strategies for Improving Your

Bassant Mostafa and others

Relationship with Work. San Francisco:
John Wiley & Sons.

Liang, Y. (2012). The Relationships among
Work Values, Burnout, and Organizational
Citizenship Behaviors: A Study from Hotel
Front-line Service Employees in Taiwan.
International Journal of Contemporary
Hospitality Management, 24 (2), 251-268.
Lin, C. & Liu, M. (2015). Examining the
Effects of Corporate Social Responsibility
and Ethical Leadership on Turnover
Intention. Personnel Review, 46 (3), 526-
550.

Low, G., Cravens, D., Grant, K. &
Moncrief, W. (2001). Antecedents and
Consequences of Salesperson Burnout.
European Journal of Marketing, 35 (5/6),
587-611.

Lu, A. & Gursoy, D. (2016). Impact of Job
Burnout on Satisfaction and Turnover
Intention: Do Generational Differences
Matter? Journal of Hospitality and Tourism
Research, 40 (2), 210-235.

Mansour, S. & Tremblay, D. (2016). How
the Need for “Leisure Benefit Systems” as a
“Resource Passageways” Moderates the
Effect of Work-Leisure Conflict on Job
Burnout and Intention to Leave: A Study in
the Hotel Industry in Quebec. Journal of
Hospitality and Tourism Management, 27,
4-11.

Maslach, C. (1976). Burned-out. Human
Behavior, 5, 16-22.

Maslach, C. (2003). Job Burnout: New
Directions in Research and Intervention.
Current  Directions in  Psychological
Science, 12 (5), 189-192.

Maslach, C. & Jackson, S. (1981). The
Measurement of Experienced Burnout.
Journal of Occupational Behavior, 2, 99—
113.

Maslach, C., Jackson, S. & Leiter, M.
(1996). Maslach Burnout Inventory Manual.
Palo Alto: Consulting Psychologists Press.
Maslach, C., Schaufeli, W. & Leiter, M.
(2001). Job Burnout. Annual Review of
Psychology, 52, 397-422.

Mayes, B. & Allen, R. (1977). Toward a
Definition of Organizational Politics.
Academy of Management Review, 2 (4),
672-678.

McGinley, S., Hanks, L. & Line, N. (2017).
Constraints to Attracting New Hotel
Workers: A Study on Industrial

The Scientific Journal of the Faculty of Tourism and Hotels, Alexandria University, Vol. 19, Issue 2 (2022) 146



The Mediating Role of Job Burnout in the Effect of Organizational Politics on Turnover Intention

Recruitment. International Journal of
Hospitality Management, 60, 114-122.
Meisler, G. & Vigoda-Gadot, E. (2014).
Perceived Organizational Politics,
Emotional Intelligence and Work Outcomes:
Empirical Exploration of Direct and Indirect
Effects. Personnel Review, 43 (1), 116-135.
Mili¢evi¢-Kalasi¢, A. (2013). Burnout
Examination. In  Bé&hrer-Kohler (Ed.),
Burnout for Experts: Prevention in the
Context of Living and Working (169-184).
Springer.

Mintzberg, H. (1983). Power in and Around
Organizations. New Jersey: Prentice Hall.
Mobley, W. (1977). Intermediate Linkages
in the Relationship between Job Satisfaction
and Employee Turnover. Journal of Applied
Psychology, 62 (2), 237-240.

Nuallaong, W. (2013). Burnout Symptoms
and Cycles of Burnout: The Comparison
with Psychiatric Disorders and Aspects of
Approaches. In S. Bahrer-Kohler (Ed.),
Burnout for Experts: Prevention in the
Context of Living and Working (15-36).
Springer.

Paré, G. & Tremblay, M. (2007). The
Influence of High-Involvement Human
Resources Practices, Procedural Justice,

Organizational Commitment, and
Citizenship Behaviors on Information
Technology Professionals’ Turnover

Intentions. Group and  Organization
Management, 32 (3), 326-357.

Pfeffer, J. (1981). Power in Organisations.
Boston. MA: Pitman.

Poon, J. (2003). Situational antecedents and
outcomes of  organizational  politics
perceptions. Journal of  Managerial
Psychology, 18 (2), 138- 155.

Poon, J. (2004). Effects of Performance
Appraisal Politics on Job Satisfaction and
Turnover Intention. Personal Review, 33
(3), 322- 334.

Poulston, J. (2008). Hospitality Workplace
Problems and Poor Training: A Close
Relationship. International Journal of
Contemporary Hospitality Management. 20
(4), 412-27.

Rasoolimanesh, S., Wang, M, Roldan, J. and
Kunasekaran, P. (2021). Are We in Right
Path for Mediation Analysis? Reviewing the
Literature and Proposing Robust Guidelines.
Journal of Hospitality and Tourism
Management, 48, 395-405.

Bassant Mostafa and others

Rasyid, F. & Marta, M. (2020). Impact of
Organizational ~ Politics on  Proactive
Behavior of Government Employees: The
Moderating Role of Self-efficacy. Problems
and Perspectives in Management, 18 (1),
385-393.

Robbins, S. & Judge, T. (2013).
Organizational Behavior. 15" Ed. New
Jersey: Prentice-Hall.

Rong, Z. & Cao, G. (2015). A Framework
for Research and Practice: Relationship
among Perception of Organizational
Politics, Perceived Organization Support,
Organizational Commitment and Work
Engagements. Open Journal of Business
and Management, 3, 433-440.

Rosen, C., Harris, K. & Kacmar, K. (2009).
The Emotional Implications of
Organizational Politics: A Process Model.
Human Relations, 62 (1), 27— 57.

Ross, G. (2005). Tourism Industry
Employee Work Stress— A Present and
Future Crisis. Journal of Travel and
Tourism Marketing, 19 (2), 133-147.
Saleem, H. (2015). The Impact of
Leadership Styles on Job Satisfaction and
Mediating Role of Perceived Organizational
Politics. Procedia - Social and Behavioral
Sciences, 172, 563-569.

Samengon, H., Hashim, N., Nawi, N,
Ahmad, G., Othman, N., Ridzuan, N., ...
Fahmie, S. (2020). Factors Affecting
Turnover Intention of Three-star Hotel
Industry in Malaysia. Test Engineering and
Management, 82, 11056-11064.

Scanlan, J. & Still, M. (2013). Job
Satisfaction, Burnout and  Turnover
Intention in  Occupational  Therapists
Working in Mental Health. Australian
Occupational Therapy Journal, 60, 310-
318.

Schaufeli, W., Leiter, M. & Maslach, C.
(2009). Burnout: 35 Years of Research and
Practice. Career Development International,
14 (3), 204-220.

Shani, A. & Pizam, A. (2009). Work-
Related Depression ~ among Hotel
Employees. Cornell Hospitality Quarterly,
50 (4), 446-459.

Sowmya, K. & Panchanatham, N. (2011).
Job Burnout: An Outcome of Organizational
Politics in Banking Sector. Far East Journal
of Psychology and Business, 2 (1), 49-58.
Su, Hw. (2014). The Factors of Turnover
Intention in Hotel Industry. Journal of

The Scientific Journal of the Faculty of Tourism and Hotels, Alexandria University, Vol. 19, Issue 2 (2022) 147



The Mediating Role of Job Burnout in the Effect of Organizational Politics on Turnover Intention

Research and Reviews in Applied Sciences,
21 (1), 31-38.

Tett, R. & Meyer, J. (1993). Job
Satisfaction, Organizational Commitment,
Turnover Intention, and Turnover: Path
Analyses Based on Meta-analytic Findings.
Personnel Psychology, 46 (2), 259-293.
Tongchaiprasit, P. & Ariyabuddhiphongs,
V. (2016). Creativity and Turnover Intention
among Hotel Chefs: The Mediating effects
of Job Satisfaction and Job Stress,
International  Journal of  Hospitality
Management, 55, 33—40.

Tziner, A., Rabenu, E., Radomski, R. &
Belkin, A. (2015). Work Stress and
Turnover Intentions among Hospital
Physicians: The Mediating Role of Burnout
and Work Satisfaction. Journal of Work and
Organizational Psychology, 31, 207-213.
Umer, M. & Salman, S. (2018). Effect of
Organizational Politics on Job Commitment
Leading to Job Performance: Evidence from
Private Banking Sector in Lahore. Journal
of Organisational Studies and Innovation, 5
(3), 14-31.

U.S. Bureau of Labor Statistics. (2022).
Annual Total Separations Rates by Industry
and Region. Retrieved March, 2022, from
https://www.bls.gov/news.release/jolts.t16.h
tm

Utami, A., Bangun, Y., & Lantu, D. (2014).
Understanding the Role of Emotional
Intelligence and Trust to the Relationship
between  Organizational  Politics and
Organizational Commitment. Procedia -
Social and Behavioral Sciences, 115, 378-
386.

Vigoda, E. (2000). The Relationship
between  Organizational  Politics, Job
Attitudes, and Work Outcomes: Exploration
and Implications for the Public Sector.
Journal of Vocational Behavior, 57, 326-
347.

Vigoda-Gadot, E. & Talmud, I. (2010).
Organizational Politics and Job Outcomes:
The Moderating Effect of Trust and Social
Support.  Journal of Applied Social
Psychology, 40 (11), 2829-2861.

Walters, G. & Raybould, M. (2007).
Burnout and Perceived Organizational
Support among Front-Line Hospitality
Employees. Journal of Hospitality and
Tourism Management, 14 (2), 144-156.
Wan, Y. (2010). Exploratory Assessment of
the Macao Casino Dealers’ Job Perceptions.

Bassant Mostafa and others

International  Journal  of  Hospitality
Management, 29 (1), 62-71.

Watson, S. (2008). Where Are We Now? A
Review of Management Development Issues
in the Hospitality and Tourism Sector:
Implications for Talent Management.
International Journal of Contemporary
Hospitality Management. 20 (7), 758-80.
Wen, B., Zhou, X., Hu, Y. & Zhang, X.
(2020). Role Stress and Turnover Intention
of Front-Line Hotel Employees: The Roles
of Burnout and Service Climate. Frontiers
in Psychology, 11 (36), 1-13.

Witt, L., Andrews, M. & Kacmar, K.
(2000). The Role of Participation in
Decision-making in the Organizational
Politics-job  Satisfaction  Relationship.
Human Relations, 53 (3), 341-358.

Yang, J., Wan, C. & Fu, Y. (2012).
Qualitative Examination of Employee
Turnover and Retention Strategies in
International Tourist Hotels in Taiwan.
International  Journal of  Hospitality
Management, 31 (3), 837-848.

Yang, T., Pandey, A., Liao, Y. & Dobson, J.
(2017). A Path from Job Autonomy to
Organizational Citizenship Behavior: The
Role of Perceived Organizational Politics as
Mediator. Journal of Business and
Behavioral Sciences, 29 (2), 44-56.

Yao, T., Qiu, Q. & Wei, Y. (2019).
Retaining Hotel Employees as Internal
Customers:  Effect of Organizational
Commitment on Attitudinal and Behavioral
Loyalty of Employees. International
Journal of Hospitality Management, 76, 1—
8.

Yavas, U., Karatepe, O. & Babakus, E.
(2018). Does Positive Affectivity Moderate
the Effect of Burnout on Job Outcomes? An
Empirical  Investigation among Hotel
Employees. Journal Of Human Resources in
Hospitality and Tourism, 17 (3), 360-374.
Yilmaz, O. (2014). Perception of
Organizational Politics and Impression
Management  Behaviors: A Tourism
Industry Perspective. International Journal
of Business and Social Science, 5 (8), 98-
109.

Zhonghua, G., & Chen, Z. (2014). Does
Organizational Politics at the Workplace
Harm Employees’ job Performance? A
Person-Organization Fit Perspective. Acta
Psychologica Sinica, 46 (8), 11-24.

The Scientific Journal of the Faculty of Tourism and Hotels, Alexandria University, Vol. 19, Issue 2 (2022) 148


https://www.bls.gov/news.release/jolts.t16.htm
https://www.bls.gov/news.release/jolts.t16.htm

