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Abstract: Locus of control is a central construct in personality psychology, used to investigate how individuals interpret responsibility for 

events and outcomes across different life domains, including the professional context. Originating from Julian Rotter’s social learning theory 

(1966), the concept distinguishes between internal and external orientations. Individuals with an internal locus of control tend to attribute 

success or failure to their own abilities, effort, and behavioral strategies, thus perceiving themselves as active agents capable of influencing 

their professional development. In contrast, individuals with an external locus of control attribute outcomes to external forces such as 

chance, fate, organizational constraints, or the actions of powerful others, which may limit their sense of personal agency and control at 

work. 

The aim of this paper is to analyze the influence of locus of control within different types of work environments and to consider its 

implications for key psychological and organizational variables, including motivation, self-efficacy, job satisfaction, and individual 

performance. Empirical research consistently demonstrates that employees with a predominantly internal locus of control tend to exhibit 

stronger intrinsic motivation, greater persistence in the face of challenges, and higher levels of engagement with work tasks. These 

individuals often report more positive attitudes toward their job, higher performance evaluations, and better adaptability to organizational 

change. Conversely, a dominant external locus of control is associated with decreased motivation, lower perceived competence, and reduced 

overall job satisfaction. 

The findings underscore that locus of control is a significant psychological factor shaping employees’ effectiveness, well-being, and capacity 

to adapt within contemporary work settings. As such, understanding its role can support the development of targeted organizational 

practices aimed at enhancing employee performance and resilience. 

Keywords: LOCUS OF CONTROL, WORK BEHAVIOUR, EMPLOYEE RESEARCH, PERSONALITY TRAITS, JOB PERFORMANCE, 

HUMAN CAPITAL 

 

1. Introduction 

Understanding the psychological determinants that motivate 

individuals to pursue achievement and personal development 

remains a central topic in contemporary psychology. One of the 

theoretical frameworks that offers valuable insight into this issue is 

Julian Rotter’s Social Learning Theory and, more specifically, the 

construct of Locus of Control [12]. This concept describes the 

degree to which individuals perceive the outcomes of their actions 

as contingent upon internal factors—such as personal competence, 

effort, and self-discipline—or external factors, including fate, luck, 

situational constraints, or the influence of other people. Locus of 

control thus provides a theoretical lens for explaining why some 

individuals demonstrate greater persistence, resilience, and goal 

orientation while others fail to maintain long-term motivation. 

The construct is closely intertwined with self-efficacy beliefs, 

intrinsic motivation, decision-making patterns, and preferred coping 

strategies in various real-life and professional contexts. Individuals 

with a predominantly internal locus of control generally interpret 

success as a consequence of their own behaviour and are therefore 

more inclined to take initiative, invest effort, and persist in 

overcoming obstacles. In contrast, those who adopt an external 

locus of control tend to attribute achievements and failures to forces 

beyond their control, which may undermine their sense of agency, 

reduce self-regulation, and diminish motivation to engage in 

sustained effort. 

In organizational settings, locus of control plays a particularly 

salient role, as it shapes employees’ perceptions of responsibility for 

individual and collective performance. Numerous studies suggest 

that individuals with an internal locus of control exhibit higher 

levels of proactivity, autonomy, job satisfaction, and psychological 

resilience under pressure. Conversely, those with an external 

orientation are more dependent on external evaluation, display 

lower engagement, and are less likely to assume leadership roles or 

initiate change. Understanding employees’ locus of control is 

therefore a valuable tool in human resource management and 

organizational development. It can inform personnel selection, 

performance evaluation, and the design of motivational systems. 

Furthermore, targeted interventions such as training in self-

regulation, structured goal-setting, reflective practices, and 

constructive feedback mechanisms can foster internalization of 

control beliefs, leading to improved organizational effectiveness 

and enhanced psychological well-being among staff. 

 2. Theoretical and Organizational Relevance of 

the Construct in Organizational Behaviour 

      Rotter’s theoretical model posits that behaviour arises from a 

continuous interaction between the individual and the environment. 

Behavioural outcomes depend on two key cognitive components: 

expectancy, or the perceived probability that a behaviour will lead 

to a specific consequence, and reinforcement value, referring to the 

desirability of that consequence in a particular context. In this sense, 

locus of control is not merely a personality characteristic but a 

cognitive mechanism shaping how individuals evaluate situations, 

predict outcomes, and regulate behaviour. Locus of control is a key 

psychological construct capturing an individual’s generalized 

expectations regarding the extent to which life outcomes are 

influenced by personal behaviour versus external forces.  

 

Fig.1 Locus of Control 
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      Within organizational psychology, locus of control is widely 

recognised as a predictor of employee motivation, performance, job 

satisfaction, engagement, task persistence, and receptivity to 

organizational norms and authority structures. Such individuals 

typically take ownership of their work outcomes, display higher 

confidence in their abilities, and remain committed to professional 

tasks even in challenging circumstances. Recent studies indicate 

that internals demonstrate stronger goal commitment, involvement 

in decision-making, and higher job performance [18], while external 

orientation predicts passivity and greater susceptibility to stress and 

burnout [21]. Leadership-related research further confirms these 

relationships. Judge and Bono [10],  found that internal locus of 

control correlates with transformational leadership behaviours, self-

efficacy, and performance evaluations, suggesting that internal 

orientation contributes to both leadership emergence and 

effectiveness. Additional studies document that internals respond 

more adaptively to organizational restructuring, technological 

change, and high-pressure environments due to elevated perceived 
agency [1, 4]. 

     The construct also correlates with the broader desire for control, 

understood as a motivational tendency to influence events and exert 

agency in one’s environment. Individuals high in this trait generally 

possess internal control beliefs, set ambitious goals, and persist in 

pursuit of long-term objectives. They adapt more efficiently to 

organizational change, actively participate in decision-making, and 

perceive themselves as principal agents of their own success. In 

contrast, employees with an external locus of control often exhibit 

lower initiative, increased dependence on supervisors, and 

vulnerability to stress and organizational uncertainty, potentially 
leading to learned helplessness and reduced performance [1-3]. 

    Gender differences remain a relevant dimension in contemporary 

research. As Higgs and Williams [16] emphasize, the integration of 

women into previously male-dominated professional fields has 

intensified the need to examine how locus of control interacts with 

gender-specific workplace experiences. Earlier research by McGhee 

and Crandall [22]  suggests that changes in labour participation 

patterns have heightened interest in exploring sex-based differences 

in control orientation and related performance outcomes. Such 

investigations are particularly pertinent in modern organizational 

contexts characterised by shifting gender roles and evolving labour 

market structures. 

     Taken together, these findings underscore the importance of 

examining locus of control across diverse demographic and 

professional groups. Understanding how internal versus external 

control beliefs manifest in real work environments offers valuable 

insights for organizational policy, personnel selection, employee 

development, and psychological well-being at work. The present 

study seeks to contribute to this growing body of research by 
analysing these relationships in applied professional settings. 

     3. Overview of Empirical Research on Locus of 

Control in Work Environments 

    Beyond individual performance, locus of control has been shown 

to influence a broad spectrum of workplace attitudes, affective 

outcomes, and behavioural patterns. Meta-analyses report that 

internality predicts higher job satisfaction, engagement, proactive 

initiative, and organizational citizenship behaviours, while 

externality is associated with burnout, withdrawal, absenteeism, and 

perceived occupational stress [21]. This line of evidence reinforces 

the notion that control beliefs operate as a regulatory mechanism 

that shapes not only performance outcomes but also employees’ 

emotional and behavioural responses to work demands. A 

substantial body of empirical research examines the role of locus of 

control in workplace behaviour, organizational functioning, and 

employee well-being. Early foundational studies established that 

individuals with an internal locus of control exhibit higher task 

motivation, autonomy, persistence, and willingness to assume 

responsibility for outcomes [8,14,15]. Internals also tend to utilize 

more problem-focused coping strategies, which contributes to more 

adaptive responses under performance pressure. The applicability of 

locus of control has also been tested in specific organizational 

domains such as employee safety and compliance behaviour, with 

findings indicating its predictive value for risk perception, 

adherence to safety protocols, and accident rates [11]. These 

findings positioned locus of control as a key predictor of adaptive 

workplace functioning and laid the empirical groundwork for 
subsequent organizational research. 

Fig2 Safety Locus of Control 

 

 

Recent research has broadened the scope by investigating locus 

of control in relation to organizational change, digitalization, and 

contemporary labour dynamics. Studies indicate that internals adjust 

more effectively to restructuring, technological transitions, hybrid 

and remote work environments, and rapidly changing task demands 

due to their higher perceived agency, behavioural flexibility, and 

confidence in uncertain conditions [1-4]. Conversely, external 

orientation has been linked to resistance to change, reliance on 

supervisory guidance, lower digital self-efficacy, and learned 

helplessness in volatile contexts. 

Empirical evidence from applied organizational settings 

continues to reinforce these relationships. A study conducted at the 

University of Brașov examined locus of control in relation to job 

performance and remuneration satisfaction among 61 employees 

from various professional sectors. While gender did not 

significantly predict differences in locus of control, strong 

correlations emerged between internal orientation, motivation, and 

performance outcomes [4]. Individuals with higher internal control 

beliefs demonstrated stronger goal commitment, whereas externally 

oriented participants showed lower motivation, reduced 

engagement, and limited initiative. Similarly, research on 168 

managers in the sewing industry showed that 65.5% possessed an 

internal locus of control and exhibited higher levels of work 

efficiency, with men being more strongly represented among 

internal types [5]. Parallel relationships have been observed in 

academic environments, where students with internal locus of 
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control achieve higher results due to enhanced self-regulation, 

perseverance, and goal-directed learning strategies. 

Cross-cultural studies highlight that locus of control operates 

differently across cultural contexts and labour systems. Research in 

collectivist cultures demonstrates that external control beliefs may 

be adaptive in hierarchical or interdependent workplace structures, 

where outcomes genuinely depend on external authorities [18]. In 

contrast, internal orientation is more strongly associated with 

performance in individualistic cultures that emphasize autonomy 

and personal accountability. These findings suggest that the 

functional value of locus of control is partially conditioned by 

normative cultural expectations and organizational design. 

    4. Conclusion 

    Locus of control remains a central construct in understanding 

individual behaviour, motivation, and performance within 

organizational environments. Grounded in Rotter’s Social Learning 

Theory, it offers a useful conceptual framework for examining how 

employees interpret workplace demands, assume responsibility, and 

engage in goal-directed behaviour. The distinction between internal 

and external orientations provides explanatory power for variations 

in work engagement, resilience under stress, leadership potential, 

and overall job satisfaction. Individuals with an internal locus of 

control typically demonstrate higher levels of autonomy, initiative, 

and confidence in their professional abilities, whereas externally 

oriented individuals are more likely to rely on situational cues, 

authority figures, and external reinforcement, which may hinder 
proactive behaviour and adaptability. 

    Empirical research consistently supports the predictive value of 

locus of control across different professional groups, demographic 

categories, and organizational settings. However, findings also 

suggest that the effects of locus of control are shaped by contextual 

factors such as culture, gendered labour dynamics, occupational 

demands, and organizational climate. These nuances reinforce the 

need for context-sensitive theoretical models rather than universal 
assumptions. 

    Locus of control represents not only a theoretical variable but 

also a practical tool with implications for talent selection, employee 

development, leadership training, and organizational policy. 

Understanding how control beliefs influence professional behaviour 

provides organizations with avenues to foster motivation, strengthen 

adaptability, and enhance psychological well-being at work. 

Continued exploration of this construct will contribute to a more 

comprehensive understanding of human behaviour in complex and 

evolving organizational contexts. 

    Moreover, gender and cultural influences have gained attention. 

As women increasingly occupy central roles in the labour market, 

researchers have examined potential gender-based differences in 

locus of control, though findings remain mixed [16 ]. Cross-cultural 

studies show that the meaning and consequences of locus of control 

vary across collectivist and individualist societies [17], emphasizing 
the importance of contextual interpretation. 

    Overall, the literature confirms that locus of control is a robust 

predictor of critical organizational outcomes, including 

performance, resilience, engagement, and job satisfaction. 
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