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Relationship Between Ethical Leadership, Organizational
Commitment and Job Satisfaction at Hotel Organizations

Otel Isletmelerinde Etik Liderlik, Orgitsel Baglilik ve is Tatmini Arasindaki lliski

Sedat CELIK', Bekir Bora DEDEOGLU?, Ali INANIR?

ABSTRACT

The main purpose of this study is to examine the relationship
between ethical leadership style, organizational commitment
and job satisfaction in hotel industries and to reveal the me-
diator role of organizational commitment between ethical
leadership and job satisfaction. The study was carried out with
371 participants working in four star and five star hotels in An-
talya. Following the research, it was found that ethical leader-
ship has a positive effect on organizational commitment and
job satisfaction and organizational commitment has a positive
effect on job satisfaction. It was also found that organizational
commitment has a partial mediator function between ethical
leadership and job satisfaction.

Keywords: Ethical leadership, organizational commitment,
job satisfaction, hotel organizations

1. INTRODUCTION

Many managers and researchers are aware that to
effectively compete in the market, businesses need
to retain their employees. Minimizing employee in-
tention to leave is possible if employees feel commit-
ted to the business (Naqvi, 2011).

It is important for all kind of businesses to ensure
organizational commitment and job satisfaction.
Tourism, which is a labor-intensive service sector,
has a high human relationship and values job satis-
faction and organizational commitment more than
other sectors (Toker, 2007). In accommodation busi-
nesses, having an important position in the tourism
sector work schedule is notably tiring. Therefore, or-
ganizational commitment level is often low, intention
to leave is excessive and employee turnover rates can
be high (Su, Lee and Fan, 2011; Ungiiren, Cengiz and
Algur, 2009; Rizaoglu and Ayyildiz, 2008).

Many factors can affect employee job satisfaction
and their feelings regarding organizational commit-
ment. However, one of the most important factors
is the leadership behavior of managers (Webb 2011).

OZET

Yoneticiler otel isletmelerinde calisanlarina karsi etik, adaletli
ve dirlst davranarak calisanlar kendisine ve isletmeye bagh
kalmasini saglayarak is tatminini arttirmalidirlar. Bu calismanin
amaci otel isletmelerinde etik liderlik tarzinin érgitsel baghlik ve
is tatmini Uzerindeki etkisini arastirmak ve 6rgltsel bagliligin etik
liderlik ve is tatmini arasindaki aracilik roltinii ortaya koymaktir.
Calisma Antalya'daki 4 ve 5 yildizli otel isletmelerinde calisan 391
katiimci ile gerceklestirilmistir. Elde edilen veriler LISREL programi
ile analize tabi tutulmustur. Arastirma sonucunda etik liderligi
orgttsel baglilk ve is tatmini Uzerinde ve orgitsel baglihgin is
tatmini Uzerinde olumlu etkisi oldugu ortaya ¢ikmistir.

Anahtar Kelimeler: Etik liderlik, 6rgtitsel baglilik, is tatmini, otel
isletmeleri

Leaders can influence and lead (manage) their em-
ployees, but those who are not ethical, honest and
reliable have difficulties in keeping their employees
(Brown and Mitchell, 2010; Toor and Ofori, 2009; Ul-
rich, O’'Donnell, Taylor, Farrar, Danis and Grady 2007).
The studies of Viteel and Singhapakdi (2008) have
shown that open (clear) ethical behavior on the part
of managers positively affects job satisfaction and
organizational commitment. Thus, employees could
adhere to their managers and businesses with the
help of managers’ ethical behaviors and imposing
that to their employees and the confidence occurred
due to working in a fair environment (Schwepker,
2001; Deconinck, 2010).

While there has been research carried out on the
relationship between ethical leadership, organiza-
tional commitment and job satisfaction, this relation-
ship has not sufficiently been examined in terms of
hotel businesses, as one of the most important stake-
holders of the tourism sector. Therefore, (1) the rela-
tionship between ethical leadership, organizational
commitment and job satisfaction in hotel industries
and (2) the mediator role of organizational commit-
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ment between ethical leadership and job satisfaction
were examined in this study. In this regard, the study
is important in terms of contributing to the literature
and raising the awareness of employees working in
the tourism sector. It is also hoped that the findings
will inform employees and management about ethi-
cal leadership, organizational commitment and job
satisfaction. Within this scope, a questionnaire study
was conducted and the findings were tested using
the LISREL programme.

2. LITERATURE REVIEW
2.1. Ethical Leadership

Today, the term ‘ethics’ commonly refers to a writ-
ten or unwritten ethical system that defines what is
culturally considered wrong or right, good or bad
(Aronson, 2001) and what kinds of components an
ethical and virtuous lifestyle contains (April, Locke
and Mlambo, 2010). On the other hand, within the
field of leadership, researchers have not yet found a
common definition for what constitutes ethics. Lead-
ership defined by Davis (1981: 141) as “the capability
of convincing people to strive in order to reach the or-
ganizational goals”. After examining many definitions,
Celik (2012: 6) defined leadership as “a process during
which the goals of a business or a group are determined
and the group members are led to reach these goals
with the help of influence.”

In many studies conducted on leadership, the em-
phasis has been on the leadership process, leader be-
haviors, relationship with audience and organization-
al outputs (Gardner et al., 2005; April et al., 2010; Aia-
nei, 2006; Powers, 2006; Adeyemi, 2010; Yukl, 2002).
However, in recent years, leadership has become
associated with current unethical behaviors (see, for
example, Enron, WorldCom, Parmalat) in business life,
and governments have imposed new regulations en-
hancing studies in ethical leadership (Brown, Trevino
and Harrison, 2005; Resick et al. 2011; Den Hartog
and Belschak, 2012). Since the 2000s, many studies
(Aronson, 2001; Van den Akker, Heres, Lasthuizen
and Six, 2009; April et al.,, 2010; Mihelic, Lipicnik and
Tkavcic, 2010; Kalshoven, Den Hartog, De Hoog, 2011;
Elci, Sener, Aksoy and Alpkan, 2012) have focused on
what ethical leadership behavior should be and what
its effects are. Resick et al. (2011) stated that most
leadership theories and research were created with a
Western perspective in mind. However, as they write,
ethical leadership studies have also been discussed
from a Chinese perspective and have been inspired
from Confucian philosophy, adding that most ethical
leadership research were examined by paternal lead-
ership researchers.

Aronson (2001) was one of the first researchers
who studied ethical perspectives and leadership
styles together (Acar et al,, 2012; Zhu et al., 2004).
Additionally, Brown et al. (2005) were among first
researchers to empirically study ethical leadership.
According to Brown et al. (2005: 120), ethical leader-
ship is “the demonstration of normatively appropriate
conduct through personal actions and interpersonal
relationships, and the promotion of such conduct to
followers through two-way communication, reinforce-
ment, and decision-making”. Zhu, May and Avolio
(2004: 18) defined ethical leaders as “individuals who
are impartial and unbiased, exhibit ethical behaviors,
take the wishes of people into notice and protect their
employees’ rights fairly”. Ethical leaders guide not only
their workers in their enterprises but also the share-
holders and aims of the enterprise (El¢i et al., 2012)
and they are role models for their followers (Watson,
2010). Resick et al. (2006), in their study, indicated
that 6 common characteristics of ethical leaders are
character and honesty, ethical awareness, focusing
on society, ability to motivate, encourage, empower
and take ethical responsibility.

In Bass’s (1990) transformational leadership the-
ory, the idealized influence dimension puts forward
the ethical aspect of leadership. However, Brown et
al. (2005) emphasized that the idealized influence
dimension reflects visionary leadership and is not re-
lated with ethical leadership. Additionally, Bass and
Steidlmeier (1999) stated that transformational lead-
ership should be examined equally with ethical lead-
ership. They distinguished between authentic and
false transformational leadership. False transforma-
tional leadership refers to a leader who is dishonest
and unreliable and only thinks of his/herself, whereas
authentic transformational leadership refers to lead-
ers who care about other people and pay attention
to constitution-based values of individuals who have
adopted ethical values. Trevino, Brown and Hart-
man (2003) stated that the primary purpose of ethi-
cal leadership is to standardize behaviors and to set
ethical values and principles, as these elements affect
performance in a positive way. The European Busi-
ness Ethic Commission indicated that 13 steps should
be followed in order to create an ethical culture and
emphasized that leaders should practice ethical prin-
ciples and ‘walk the talk’ (Dercks, 2001).

Since leaders have the power and ability to lead
and influence people, they influence mood (morale),
motivation, performance and behaviors of employ-
ees. Therefore, leaders should behave ethically and
express themselves clearly in order that employees in
turn act in an ethical way (Brown and Mitchell, 2010;
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Den Hartog and Belschak, 2012; Thomas, Schermer-
horn and Dienhart, 2004). The reason why top man-
agers are successful is that they understood the ethi-
cal concepts and behave in accordance with them. To
improve ethical behaviors continuously and to work
more ethically each day, managers need to willing
(Thomas et al., 2004). Additionally, ethical leader-
ship is an important component in terms of creating
an ethical organizational culture and environment
(Trevino et al., 2003). Besides, improvement observed
in ethical leadership behaviors positively affects the
commitment, organizational confidence and inter-
personal relationships of employees (Ahmed et al.,
2012; Brown et al., 2005).

2.2. Job Satisfaction

Research on job satisfaction started in the 1930s
and has since then been the most focused subject of
organizational behavior (Kim, Tavitiyaman and Kim,
2009). Researchers (Locke, 1976; Hoppock; 1935) have
defined job satisfaction in different ways. One of the
first definitions of the concept was by Hoppock (Tsai et
al, 2007) who stated that psychological, physical and
environmental conditions are affective on employees
who say, “I am pleased with my job” (Yew, 2008: 30).
One of the most comprehensive and acceptable defi-
nitions of job satisfaction in the literature is by Locke.
Locke (1976) stated that job satisfaction is a positive
emotion occurring as a result of employee value re-
garding job and working environment and percep-
tional interaction and is a result of employees’ assess-
ments regarding their expectations from the job and
real working environment. When the definitions are
examined, it can be stated that job satisfaction is the
contentment employees gain from their jobs.

Job satisfaction has also been expressed as an
important component in many theories (Two Fac-
tor Theory, Equity Theory, and Maslow’s Theory of
Hierarchy of Needs, etc.) (Aziri, 2011; Toker, 2007). As
well, much job-satisfaction based research has been
carried out (Ungiiren et al., 2009; Saari and Judge,
2004; Van Saane et al., 2003; Lam, 2001; Aziri, 2011)
using end scales (the Minnesota satisfaction scale,
job description scale, Porter Need and Satisfaction
scale, etc.) that have been developed to measure job
satisfaction. For instance, the Minnesota Job Satisfac-
tion Scale, developed by Weiss (1967) and a preferred
scale in the research literature, is composed of three
dimensions: internal (value, responsibility, success,
social statue, position in the job, etc.) and external
(wage, promotion, employee relationships, supports,
management policies and applications, etc.) em-
ployee relationships and total job satisfaction (total
of internal and external satisfaction.). The Michigan

Organizational commitment Assessment Survey-
Sub-Scale of Job Satisfaction is an another job satis-
faction scale composed of three questions and com-
monly used in the research literature for examining
job satisfaction in a general sense. The reason why
job satisfaction is so intensively researched is that it
is important for both businesses and employees. It is
important for business, because it affects productiv-
ity, performance, profits and many other outputs. It is
also important for employees because having a good
working life meets the needs of employees and posi-
tively affects life quality (Ungdiren et al., 2010).

2.3. Organizational Commitment

The importance of organizational commitment
has been emphasized in the literature as it relates to
many subjects (i.e., job, profession, career, business)
in many areas (i.e., sociology, industrial psychology,
health psychology) (Martin and Roodt, 2008). Al-
though much research has been done, often using
improper scales, organizational commitment can
be difficult to synthesize and define (Meyer and Al-
len, 1991; Kimbel, 2002). In general, organizational
commitment describes the affective commitment
of employees to their business (Mathieu and Zajac,
1990; Naqvi et al., 2011). Porter, Crampon and Smith
(1976: 87-98) define organizational commitment “as
the relative strength of an individual’s identification and
involvement in a particular organization". Buchanan
(1974: 533) defined organizational commitment as a
“partisan, affective attachment to the goals and values
of an organization, to one’s role in relation to goals and
values, and to organization for its own sake, apart from,
it’s purely instrumental worth.”

The most focused models used to explain or-
ganizational commitment are the Three Dimensional
Organizational Commitment Model of Meyer and Al-
len and the Organizational Commitment Model of
Mowday and his associates. Meyer and Allen (1991)
separated organizational commitment into three di-
mensions: affective commitment, continuance com-
mitment and normative commitment. Affective com-
mitment is defined as staying in a job for emotional
reasons; continuation commitment, commitment
caused by the fear of losing the gains (money, posi-
tion, etc.) from a job; and normative commitment
defines the commitment, which is based on the feel-
ing that leaving a job would be unethical because of
employee’s responsibilities and obligations (Brown,
2003; Cohen, 2007). Mowday, Steers and Porter
(1979) indicated that in order to insure organizational
commitment, it is necessary to (a) accept the values
and goals of a business; (b) to voluntarily make an ef-
fort for the interests of the business; and (c) to have
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a wish to stay in the business (Maxwell and Stelee,
2003). Similarly, Buchanan (1974) indicated that such
factors as business identification, involvement and
loyalty are necessary for organizational commitment.
Mowday et al. (1979) examined organizational com-
mitment in terms of attitudinal and behavioral as-
pects in their organizational commitment scale. The
attitudinal perspective presents the identification of
values and aims of employees with the enterprise’s
values and aims, whereas behavioral perspective
defines commitment according to the employee’s
approach towards problems in enterprises and his/
her continuation in the enterprise (Meyer and Allen,
1991).

The one-dimensional organizational commit-
ment scale of Mowday et al. (1979) was used in this
study because it was preferred in many studies (Co-
hen, 1993; Testa, 2001; Suki and Suki 2011; Cokluk
and Yilmaz, 2010; Cavus and Glrdogan, 2008) and it
reveals the psychometric characteristics of employ-
ees in detail (Angle and Perry, 1981).

2.4. Ethical Leadership, Organizational Com-
mitment and Job Satisfaction Relationships in the
Hotel Industry

There are many studies (Ahmadi, Ahmadi and
Zohrabi, 2012; Atmojo, 2012; Darvish and Rezaei,
2011; Munir et al, 2013; Ponnu and Tennakoon,
2009) in the literature that examine the relationship
between organizational commitment and job satis-
faction. However, the research, especially targeting
the relationship of ethical leadership with organiza-
tional commitment and job satisfaction, is notably
limited. It has been established that leaders are ef-
fective in creating organizational commitment and
ensuring job satisfaction (Mathieu and Zajac, 1990;
Lam, Zhang and Baum, 2001). The ethical behavior of
leaders especially increases the commitment and job
satisfaction of employees (Ahmed et al., 2012; Brown,
2005). Ghahroodi, Mohd and Ghorban (2013), Zhu et
al. (2004), Lim (2012), Toor and Ofori (2009) found in
their studies that ethical leadership positively affects
organizational commitment, while ethical leadership
may also have a positive effect on job satisfaction
(Brown et al., 2005). With the increase of job satisfac-
tion in business, organizational commitment increas-
es (Testa, 2001). Jermier and Berkes (1979), Gomes
(2009) and Kappagoda (2012) also indicated in their
studies that organizational commitment affects job
satisfaction positively. Accordingly, the hypotheses
and research model of the study was developed as
stated below:

H,: Ethical leadership positively affects job satis-
faction.

H.: Ethical leadership positively affects organiza-
tional commitment.

H.: Organizational commitment positively affects
job satisfaction.

H,: Organizational commitment has a mediator
role in the relationship of ethical leadership and job
satisfaction.

Organizational
Commitment

Ethical
Leadership

Job
Satisfaction

Figure 1: Research Model

3. METHODOLOGY

3.1. Instrument

A survey research technique was used as the
quantitative research method. The survey question-
naire in the study is composed of four sections. In the
first section, there are 10 statements used for meas-
uring ethical leadership behaviors, 7 statements for
measuring the organizational commitment of em-
ployees are in second section and 3 statements for
measuring job satisfaction of employees are in the
third section. The questionnaire benefitted from the
studies of Brown et al. (2005) for leadership behavior
scale, Mowday et al. (1979) for the one-dimensional
scale for organizational commitment and Brayfield
and Rothe (1951) and Barsky et al. (2004) for job satis-
faction scale. One of the job satisfaction statements
was measured with reverse coding to ensure control.
In the fourth section, there are seven questions re-
garding demographic information about employees.

3.2. Data Collection and Sample

The population of the study was composed of
employees working in four and five star hotels in
the Antalya region in Turkey. The questionnaires pre-
pared with this scope were conducted by pollsters
and applied to employees of four and five star hotels
in the centre of the Antalya, Alanya and Manavgat re-
gion. 500 questionnaires were delivered in total and
400 copies of them returned. After removing those
questionnaires with incomplete information, 391
questionnaires were used for analysis.

The majority of participants were composed of
men (62.7%). When the ages of participants were
analyzed, it was seen that the highest portion were
in the 26-33 age range. Also, 62% of participants
were single. When the educational background of
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participants was analyzed, it was seen that the ma-
jority held high school diplomas (45.8%) and had a
primary school (22.3%) education. When the occu-
pational background of employees was examined, it
was found that of the majority from five star hotels
(79%), 29.9% has been working less than 1 year and
32.5% were working in catering departments.

3.3. Data Analysis

In accordance with the scope of the current study,
structural equation modeling was used in order to
determine the relationship between leadership, or-
ganizational commitment and job satisfaction. The
two step approach, recommended by Anderson and
Gerbing (1988), is preferred in structural equation
modeling. Therefore, the measurement model was
tested first followed by the structural model. Since
the likelihood procedure method was used in estima-
tion of the measurement model and structural model,
normal distribution presumption was checked. For

Table 1: Measurement Model Results

that reason, skewness and kurtosis values were ana-
lyzed. It can be stated that normal distribution was
not disturbed since the skewness and kurtosis values
did not exceed the proposed value (Kline, 2011).

In determining the mediator role of organization-
al commitment between leadership and job satisfac-
tion, which is the other scope of the study, the B-K
method (Baron and Kenny, 1986) was preferred.

4, RESULTS

4.1. Measurement Model

Since, following the results of the measurement
model, the standard factor loadings regarding the
first statement of organizational commitment and
second statement of job satisfaction were under the
recommended value .50, these two statements were
removed and the model was re-estimated. Results
regarding the measurement model are as shown in
Table 1.

Dimensions Observed Variables Std.Fac t Cor)str.Lfct AVE Correlation
Load. values | Reliability
My manager conducts his/her personal life in an ethical manner. 77 *Fixed Organl@tlonal 79
Commitment
My manager defines success not just by results but also the way 77 16,14 Job 81
that they are obtained. ’ ’ Satisfaction ’
My manager listens to what employees have to say. 82 1757
_Z My manager disciplines employees who violate ethical standards. 79 16.83
_g é My manager makes fair and balanced decisions. 83 1772 94 59
il . e P N N .
8 Whenlll'naklng decisions ,my manager asks“what is the right thing 67 1367
todo?
My manager can be trusted. 74 1543
Discusses business ethics or values with employees 74 1535
My managersets an example of how to do things the right way in
) 79 1664
terms of ethics.
My manager has the best interests of employees in mind. 76 1593
I talk up this organization to myfriends as a great organization to 0 “Fixed Jop . 90
work for. Satisfaction
| would acceptal most any type of job assignment in order to
_ . . . 76 16.62
T keep working for this organization.
5@
'a% g Ifind that my values and the organization’s values are very similar. 80 17.74 o .
g E Iam proud to tell others that | am part of this organization. 85 1931 ' '
U]
ov This organization really inspires the very best in me in the way of
. 82 1848
job performance.
For me this is the best of all possible organizations for which to
81 17.92
work.
5 | am satisfiedwithmyjob at allpoints. 82 *Fixed
2
2 82 .70
ﬁ | like working here in general sense. 85 1867
o]
Goodness-
offit 1>=415.99, df=132, y%/df=3.151, RMSEA=.074, CFI =.98, NFI=98, IFI=.98
statistics

( Note : *Parameter fixed at 1.0 during ML estimation )
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When the Table 1 is analyzed, it can be stated that
goodness-of-fit-statistics is at an acceptable level
(Marsh and Hocevar, 1985; Schermelleh-Engel, Moos-
brugger and Miiller, 2003). Addition to fit indices
regarding the measurement model, information re-
garding the discriminant validity, construct reliability
and convergent validity used for the check of con-
struct validity are shown in Table 1. When the Table 1
is analyzed, it is seen that all standard factor loadings
are bigger than the recommended .50 value and all
AVE values are in excess of the .50 value. Accordingly,
it can be stated that convergent validity was provided
(Hair et al,, 2009). Also, the discriminant validity was
insured, since the correlation values between struc-
tures exceeded the .90 value (Kline, 2011). Lastly,
composite construct reliability (CCR) was checked
while the construct reliability was being evaluated.
As seen in Table 1, CCR values are .94 for leadership,
.92 for organizational commitment and .80 for job
satisfaction. According to findings, construct reliabil-
ity was insured (Fornell and Larcker, 1981). Thus, it can
be stated that construct validity was insured in addi-
tion to fit indices.

4.2. Structural Model

After developing the measurement model, the
structural model was developed in order to test the
hypotheses. The results regarding the structural
model are shown in Table 2.

Table 2: Results of SEM and Hypotheses

Hypotheses Std.Fac.Load. A | tvalues Result
H : Ethical Leadership—>
1
Organizational Commitment 79 2112 Supported
H_: Ethical Leadership > Supported
2
Job Satisfaction 24 385
H,: Organizational Supported
Commitment—> 72 11.17
Job Satisfaction

R Organizational Commit-
ment=.62,
Job Satisfaction =.85

Goodness-of-fit
statistics

%2=485.07,df = 147, ¢*/df=3.299 RMSEA=.077
CFI=98, NFI=97, IFI=98.

When the Table 2 was analyzed, it was seen that
fit indices regarding the structural model are at an
acceptable level (x?/df=3.299, RMSEA=.077 CFl =.98,
NFI=.97, IFI=.98) (Marsh and Hocevar, 1985; Scher-
melleh-Engel et al., 2003). Tt was found that ethical
leadership has a positive effect on organizational
commitment ($=.79, t= 21.12) and job satisfaction
(B=.24, t= 3.85, while organizational commitment
has a positive effect on just job satisfaction (=.72, t=
11.17). Therefore H,, Hz, and H, were supported.

4.3. Mediation Analysis

Measuring the mediator roles of intervening
variables in structural models is important for a de-
veloped model (Baron and Kenny, 1986). Therefore,
the mediator role of organizational commitment
between ethical leadership and job satisfaction was
examined in this study.

Organizational
Commitment

.82(22.89)

Ethical
Leadership

Job
Satisfaction

Figure 2: Constrained Model

Organizational
Commitment

Ethical
Leadership

Job
Satisfaction

.24 (3.85)

Figure 3: Mediating Model

The B-K method was preferred in determining the
mediator role of organizational commitment. As seen
in measurement and structural models, the first three
conditions of B-K were provided. Because of this, the
fourth condition was examined. Therefore, the con-
strained model, with which the effect of leadership
on job satisfaction was measured, was developed
first (Figure 2). According to this model, the effect of
leadership on job satisfaction was found significant
(3=.84, t=21.38). Following this, the mediating model
by which the hypotheses were also tested was devel-
oped (Figure 3). According to this model, the effect of
leadership on job satisfaction was found significant
(3=.24, t= 3.85), but its effect was decreased. Accord-
ingly, it can be stated that organizational commit-
ment has a partial mediator effect between ethical
leadership and job satisfaction.

In order to understand which model is better,
the mediating model (x*> =485.07, df= 147, p<.001)
and constrained model (x?=578.78, df= 148, p<.001)
was compared. For this comparison, the chi-square
difference test was used. According to the results of
the chi-square difference test, it can be stated that
the mediating model is better (Ax>= 93.71, Adf= 1,
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p<.001), and so the mediator role of organizational
commitment is significant. Therefore, H, was partially
supported.

5. CONCLUSION AND DISCUSSION

As mentioned earlier, much research has been
conducted in order to explain the relationship be-
tween leadership studies and job satisfaction and or-
ganizational commitment and it has been found that
there is a significant relationship between leadership,
job satisfaction and organizational commitment. Raja
(2011), Rehman et al.(2012), Bucitniené and Skudiené
(2008), Lagomarsino and Cordona (2003) and Lo,
Ramayah and Min (2009) showed in their studies that
there is a positive relationship between transactional
leadership and transformational leadership and or-
ganizational commitment and job satisfaction, while
Randere and Chaudhry (2012) stated that there is a
positive relationship between consultative and par-
ticipative leadership and employee commitment and
job satisfaction. Bucianiené and Skudiené (2008) as
well stated that there is a negative relationship be-
tween laissez-faire leadership and organizational
commitment. However, there is little research that
shows the relationship between ethical leadership
and organizational commitment and job satisfaction,
especially in terms of accommodation businesses. In
this study in which the relationship between ethical
leadership and organizational commitment and job
satisfaction were examined, it was found that ethi-
cal leadership has a positive influence on organiza-
tional commitment and job satisfaction. Our results
support the results of Ponnu and Tennakoon (2009),
Brown et al. (2005), Lim (2012), Toor and Ofori (2009)
Ghahroodi et al. (2013) and Zhu et al. (2004). In the
research, it was determined that organizational com-
mitment has a positive influence on job satisfac-
tion. This result supports Jermier and Berkes (1979),
Gomes (2009), Kappagoda (2012) in their studies. But
there is much study in the literature showing that job
satisfaction influences organizational commitment
positively (Lumley et al, 2011; Lok and Crawford,
1999; Salami, 2008; Azeem, 2010; Gunli, Aksarayli
and Percin, 2010). It was seen in the analysis results
that organizational commitment has a mediator role
between ethical leadership and job satisfaction. In
other words, the effect of ethical leadership on job
satisfaction is quite small, whereas it becomes more
effective when organizational commitment and ethi-
cal leaderships are integrated. In this regard, it can be
stated that leaders who act ethically make employees
more satisfied with their jobs by enhancing organi-
zational commitment. While studies that show or-
ganizational commitment’s mediating role between

ethical leadership and job satisfaction could not be
found in the literature, there have been other studies
(Trang et al., 2013; Clugston, 2000; Gomes, 2009) con-
ducted on organizational commitment’s mediating
role for other variables (work motivation, leadership
style, learning organization, employees performance,
job satisfaction and organizational change). Conse-
quently, H1, H2, H3 and H4 hypothesis are supported.

When the research results were analyzed, the fact
that ethical leadership has an influence on job sat-
isfaction and organizational commitment was seen
both in the research results and the literature. This sit-
uation should be taken into consideration, especially
in the hotel industry. Business managers and owners
can enhance organizational commitment by acting
ethically and can influence job satisfaction in an envi-
ronment positive organizational commitment. In this
way, managers can decrease worker rate of turnover,
which is a chronic problem in the tourism sector. The
ethical problems seen in the tourism sector (over-
time, having no job security, wage problems, cheat-
ing tourists, broken promises, etc.) can be minimized
if managers act ethically and impose ethical behav-
iors on employees.

This study was carried out in four and five-star ho-
tels in the Antalya province in Turkey with the help
of the questionnaire method. The main reason why
the study is not comprehensive was limited time and
budget. However, considering the deficiency in the
literature, the relationship between ethical leader-
ship and different regions, different tourism man-
agements with different perspectives on subjects,
especially organization culture, organizational trust,
strategic decision making, organizational inertia, etc.
should be further investigated. Also, transnational
comparisons could contribute to the ethical leader-
ship literature. In addition, researchers could research
ethical leadership using qualitative study methods,
as well as quantitative study methods.

Today, acting ethically, transparency and account-
ability have become more important for businesses;
therefore, researchers should examine the effect of
ethical leadership on business by carrying out quan-
titative and qualitative research regarding this point.
Taking into consideration the deficiencies in litera-
ture, topics such as ethical leadership, organizational
culture, spirit, confidence, strategic decision-making,
game theory and organizational inertia could be in-
vestigated in different places and businesses. As well,
the role of social culture in perceiving ethical leader-
ship could be examined by making comparisons be-
tween societies
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