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Abstract

Job satisfaction is considered as an important factor that reduces the absentee-
ism of employees and their intention to leave the job. The accumulated empirical
literature indicates that job satisfaction is important for the hospitality industry.
The literature for the hospitality industry emphasizes the need to apply appropri-
ate leadership style to maximize job satisfaction of hotel staff. In this direction, a
conceptual model that includes the structural relationships between leadership
styles and job satisfaction was developed to better understand the factors affecting
job satisfaction and to expand the literature on the service industry. Regression
analysis was used to test the developed model experimentally. The data were ob-
tained from five-star hotels operating in employees (N = 311) in Alanya / Turkey.
As a result of the research, it was determined that transformative and functional
leadership positively affected job satisfaction and laissez-faire leadership did not
have any effect on job satisfaction. Our research is considered to raise awareness
among managers operating in the hospitality industry, while helping to understand
the premises of job satisfaction more deeply.
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LIDERLIK TARZLARININ iS TATMININE ETKiSi: KONAKLAMA

ENDUSTRISINDE BiR ARASTIRMA

Oz

Is tatmini, calisanlarin devamsizliginin ve isten ayrilma niyetlerinin biyiik lciide azal-
masini saglayan énemli bir faktor olarak degerlendirilmektedir. Birikmis ampirik lite-
ratiir i tatmininin, konaklama endiistrisi igin 6nemli oldugunu belirtmektedir. Konakla-
ma endiistrisine yonelik literatiir, otel ¢alisanlarinin i tatminini en iist diizeye ¢ikarmak
icin uygun liderlik tarzinin uygulanmasi gerektigine vurgu yapmaktadir. Bu dogrultuda
arastirmada, is tatminini etkileyen faktorleri daha iyi anlamak ve hizmet endiistrisine
yonelik literatiirii genisletmek amaciyla liderlik tarzlari ile is tatmini arasindaki ya-
pisal iliskileri igeren kavramsal bir model gelistirilmistir. Gelistirilen modeli deney-
sel olarak test etmek i¢in regresyon analizi kullanilmuistir: Veriler Alanya/Tiirkiye’de
faaliyet gosteren bes yildizli otel ¢alisanlarindan elde edilmigtir (N=311). Arastirma
sonucunda doniistiiriicti ve islevsel liderligin is tatminini olumlu yonde etkiledigi ve
serbest birakict liderligin is tatmini tizerinde herhangi bir etkisinin bulunmadig tespit
edilmistir. Arastirmamiz, i tatmininin onciillerini daha derinden anlamaya yardimct
olurken, konaklama endiistirisinde faaliyet gosteren yoneticilerde farkindalik yarata-
cagi degerlendirilmektedir.

Anahtar Kelimeler: Liderlik Tarzlari, Is Tatmini, Konaklama Endiistrisi.
JEL Kodlary: M1, M12, Z32, L83.

‘Bu ¢alisma Arastirma ve Yayin Etigine uygun olarak hazirlanmistir.”

1. INTRODUCTION

The hospitality industry is an important determinant of countries’ economic development as
well as a significant source of employment. Due to the sector’s excessive dependence on hu-
man resources, it requires substantially qualified human sources (Liu & Wall, 2006). Howev-
er, the lack of a qualified labor force is an important issue which the hospitality industry must
contend (Ashton, 2018; Zopiatis, Constanti & Theocharous, 2014). This problem remains a
priority that needs to be resolved as it threatens the continuing viability of the fast-growing
hospitality industry (Davidson & Wang, 2011).

The turnover costs the qualified employees in the organization reaches 200% of the annual
salary (Allen, Bryant & Vardaman, 2010). Moreover, the hospitality industry has been strug-
gling with high turnover for a long time (Stamolamproset et al., 2019) and unfortunately, this
problem continues to increase by 72.1% (Ruggless, 2016). Therefore, the hospitality industry
is characterized by high employee turnover in the literature (Stamolampros et al., 2019).

Karatepe et al. (2006) emphasized that low job satisfaction is the basis of the high intention
to leave the hospitality industry. Pizam and Thornburg (2000), supporting Karatepe et al.

324



THE IMPACT OF LEADERSHIP STYLES ON JOB SATISFACTION: A STUDY OF THE HOSPITALITY INDUSTRY

(20006), stated that almost 90% of employees decided to leave their jobs due to lack of job
satisfaction. In a study conducted by Ashton (2018) on hotels, it was estimated that a 1%
increase in employee satisfaction will result in a 54% increase in employees’ intention to
remain at work. In this sense, increasing the job satisfaction of the employees will eliminate
an important problem experienced by the hospitality industry.

Employees with high job satisfaction tend to provide quality service to customers (Kong
et al.,2018) and are more positive, productive and creative than those without job satisfac-
tion (Korkmazer & Ekingen, 2017). The lack of job satisfaction causes some undesirable
consequences, including reduced productivity, profitability and customer satisfaction (Book,
Gatling & Kim, 2019). Stamolampros et al. (2019) emphasized that employees with high job
satisfaction provide higher returns, particularly in the hospitality industry where service qual-
ity is considered as a critical success factor. From this perspective, increasing job satisfaction
is a very important issue that enables organizations to achieve a sustainable competitive ad-
vantage in the hospitality industry (Ashton, 2018; Cheng & Yi, 2018). Due to its importance,
job satisfaction has become an important research topic for researchers investigating the
hospitality sector (Ashton, 2018; Kong et al., 2018).

Hotels operating in the hospitality industry are becoming increasingly aware that the lack of
effective management of human resources could lead to companies experiencing large scale
economic losses within the industry (Sesen, Siiriicii & Maslakci, 2019; Zopiatis, Constanti
& Theocharous, 2014). This awareness has led organizations to change their perspectives
towards the understanding of management. However, due to the nature of the hospitality
industry, the management of people presents unique challenges for managers. Effectively
managing human resources with an appropriate leadership style will increase efficiency and
thus ensure survival within the rapidly changing and highly competitive environment (Suru-
cu & Sesen, 2019). Therefore, it is important to understand the impact of leadership in the
hospitality industry.

Studies focusing on the hospitality industry have shown that the leadership style adopted
by managers is significantly related to the job satisfaction of hotel employees (Huang et al.,
2016; Munir & Igbal, 2018). In the literature, it is stated that leadership is a key factor con-
tributing to the job satisfaction of employees. In fact, this is an expected situation as leaders
can influence their subordinates and shape their attitudes and behaviors through their man-
agerial talents. As a result, the use of an appropriate leadership style, which is an important
determinant of job satisfaction, will increase the efficiency of the hospitality industry while
simultaneously increasing the job satisfaction of the employees (Erkutlu, 2008). Rothfelder,
Ottenbacher and Harrington (2012) mentioned that leadership as an empirical research sub-
ject has studied in various industries, although there is been minimal focus in the hospitality
industry. For this reason, the hospitality industry has been chosen as the research universe.
Thus, the research will contribute to the gap in the literature on the hospitality industry.
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This study on the hospitality industry contributes to the literature in three ways. Firstly, al-
though the effect of leadership on employees has been researched in various industries, there
is a gap with regard to the hospitality industry (Rothfelder et al., 2012). In this context, this
study: (a) contributes by filling this gap in the hospitality industry; (b) attempts to improve
the quality of service in hotels by identifying factors affecting job satisfaction among hotel
employees; and finally (c) the findings raise awareness among managers in the hospitality
industry and enable managerial recommendations to be made for human resources managers.
The research consists of three parts. In the first part, the literature on the relationship between
leadership styles and job satisfaction is discussed and the relationship between the variables
is mentioned. In the second part, the findings are shared. In the last section, the findings are
discussed and some valuable recommendations are made for managers operating in the hos-
pitality industry.

1. Literature Review

1.1. The Importance of Job Satisfaction in the Hospitality Industry

Social, political and economic transformations resulting from globalization have changed
the hospitality industry significantly and increased its footprint across the world (Baquero
et al., 2019). In this context, competition among hotels is increasing and hotel managers
are focused on increasing service quality in order to gain a competitive advantage (Min &
Min, 1997). Providing quality service in the hospitality industry is one of the most important
factors that provides a sustainable competitive advantage as it increases confidence in the
competitive market (Naseem, Ejaz & Malik, 2011; Surucu & Sesen, 2019). It is not possible
for hotels that cannot provide quality service to survive in this competitive environment. In
hotels, most services are provided by employees (Kong et al., 2018). Therefore, employees
play an important role in determining success (Gani, Ghani & Nujum, 2019). The success cri-
terion for hotels is to satisfy customers by providing quality service (Yuan & Jiaging, 2019).

Customer satisfaction requires the combined efforts of hotel staff. However, the jobs per-
formed by employees within hotels can be very difficult and demanding (Cheng & Yi,
2018). This is because while hotel employees try to satisfy their customers, they also have
to struggle with long working hours, multitasking requirements and stressful working envi-
ronments (Ashton, 2018; Sesen, Siiriicii & Maslakei, 2019). Previous studies on hotel staff
have stressed that they are more vulnerable to negative consequences such as stress, burn-
out, “emotional injury”, violence and physical injuries (Huertas-Valdivia, Gallego-Burin &
Lloréns-Montes, 2019). Considering all the above, the job satisfaction of hotel employees is
lower than other sectors (Kong et al., 2018). While the low level of job satisfaction reduces
the quality of service, the intention to quit that it causes creates a serious financial burden for
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the hotels. The determination of how hotel employees’ job satisfaction can be increased is
significantly important(Yuan & Jiaqing, 2019).

While Locke (1976) defined job satisfaction as “a pleasant or positive emotional state aris-
ing from the evaluation of one’s work or work experiences”, Gani et al. (2019) defined it as
“positive feelings that an employee feels towards work.” In line with all these definitions, it is
clear that job satisfaction is a psychological situation that reflects the positive feelings of the
employee towards their job. These positive emotions, resulting from job satisfaction, increase
both physical and mental health along with individual productivity, and can accelerate the
process of employees learning new business skills the ability of (Cheng & Yi, 2018). They
also contribute to the provision of quality service and sustainability, meaning that increasing
job satisfaction among employees is of ongoing interest for social scientists and managers

Organizational behavior researchers predict that job satisfaction will provide high profits to
companies by increasing the job performance of employees (Prabowo et al., 2018) and the
quality of service offered to customers (Choi & Kim, 2012; Stamolampros et al., 2019). In
addition, it is stated that job satisfaction is an important factor that reduces employee absen-
teeism (Yang, 2010) and greatly reduces the intention to quit (Cheng & Yi, 2018).

According to the findings of previous studies, it is clear that job satisfaction is very important
for the hospitality industry. The literature on the hospitality industry emphasizes that appro-
priate leadership styles should be applied to maximize the job satisfaction of hotel employees
(Prabowo et al., 2018). The leader can influence and direct the employees by their position.
Leadership styles in hotels are more important than other industries because unexpected re-
sults of the leadership style will affect the quality of service and therefore customer loyalty
(Kara et al., 2013). In this sense, managers should direct and support employees (Ashton,
2018). As a result, understanding the influence of the leader in the hotel industry is vital to
gain a competitive advantage through the effectively management of employees.

1.2. The Relationship Between Leadership and Job Satisfaction

Due to its importance, leadership is one of the most discussed topics in social sciences (Bass
& Avolio, 1990). Leadership is defined as a process in which employees are influenced by
leaders and their behavior is directed to achieve corporate goals (Munir & Igbal, 2018). In
line with this definition, it is clear that each leader is unique with different abilities (Eliyana
& Ma’arif, 2019). Based on these unique talents of the leader, researchers have revealed
many leadership styles. However, the overlap between these discussed leadership styles is
extremely problematic. The basis of this problem lies in the efforts of leadership researchers
to create new leadership theories without trying to compare the validity of existing theories
(Derue et al., 2011: Siiriicli & Yesilada, 2017). Although researchers have claimed that the
leadership styles they stated are conceptually different, there are some similarities in terms
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of the definition of the leader, impact processes and results (Stirticii & Yesilada, 2017; Yukl,
Gordon & Taber, 2002). However, the subject of our research is not to discuss these overlaps.
For this reason, based on the “full-scale leadership” model of Bass (1985), transactional,
transformational and laissez-faire leadership styles are included in the research. The “trans-
actional, transformational and laissez-faire” leadership styles that form the “full-scale lead-
ership” model proposed by Bass (1985) are widely accepted in the literature.

Transformational leadership, in line with the goals and strategies of the organization; undis-
putedly in the literature, it is the most researched leadership style in terms of affecting the
motivation, well-being and business attitudes of the employees (Skogstad et al., 2015; Sesen,
Stirticti & Masglakei, 2019). According to Bass, the success of a transformational leader is
demonstrated by both increased performance results and the degree to which followers de-
velop their own leadership potential and skills (Bass & Avolio, 1990). Prabowo et al. (2018)
mentioned that transformational leadership is the most appropriate leadership styles for the
hospitality industry, considering the changing nature of the hospitality industry. The reason
for this is that transformational leadership can influence employees by shaping the direction
and mission of the organization. Transformational leaders increase the motivation of the em-
ployees by making intense efforts to understand their needs and desires through sincere com-
munication and interaction. In addition, they make an important contribution to increasing
the job satisfaction levels of employees through the trustworthy and supportive environment
they create (DeRue et al., 2011).

In a recent study, Eliyana and Ma’arif (2019) emphasized that transformational leadership
has a direct impact on job satisfaction and organizational commitment. Meta-analysis stud-
ies also support this finding (Judge & Piccolo, 2004). Research into the hospitality industry
shows that perceived transformational leadership has a significant effect on the job satis-
faction of the employees (Ashton, 2018; Prabowo et al., 2018; Piccolo et al., 2012). In this
context; the following hypothesis is proposed:

Hypothesis 1: Transformational leadership affects the job satisfaction of hotel employees in
a significant and positive way.

While transformational leadership is focused on change and development, transactional lead-
ership is usually effective for maintaining the status quo (Bass, 1985; Bass & Avolio, 1990;
Sesen, Siirlicii & Maslakei, 2019). Transactional leaders work to best meet the needs of em-
ployees based on Maslow’s hierarchy of needs. Bass (1985) defined transactional leadership
as an active form of management where the leader monitors the performance of employees
in line with organizational goals and takes appropriate action (penalty-reward) depending
on whether employees meet the standards (Bass & Avolio, 1990). Based on the definition of
Bass (1985), it is clear that the transactional leader motivates hotel staff through reward and
punishment. In fact, this leadership style indicates a clear chain of command, where targets
are predefined, employee performance is tracked, and the employee is rewarded or punished
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according to the situation. Adopting this type of leadership, the executive closely monitors
the execution of tasks and takes corrective actions when deviations from targets are detected
(Northouse, 2013; Siiriicii, Yesilada & Maslake1, 2018). In addition, the transactional leader
serves the organization as a whole in terms of the settlement of disputes within the organi-
zation (Torlak & Kuzey, 2019). In this respect, in the hotel environment, the transactional
leader plays a key role in reducing employee anxiety because hotel employees tend to rely
on managers’ advice to fulfill their duties in uncertain situations while dealing with their
customers (Sesen, Siiriicii & Maslake1, 2019; Quintana, Park & Cabrera, 2015). In line with
the above discussions, it is considered that the operational leader will positively increase job
satisfaction. Researches show that transactional leadership increases job satisfaction (Ash-
ton, 2018; Torlak & Kuzey, 2019). The following hypothesis is proposed to be investigated
in line with the theoretical framework and studies.

Hypothesis 2: Transactional leadership affects the job satisfaction of hotel employees in a
significant and positive way.

Laissez-faire leadership can be perceived as the reverse of transactional leadership, as it
focuses on helping employees solve the problems they face on a daily basis (Sesen, Siirticii
& Maslakei, 2019). As a result of its passive component, laissez-faire leadership has often
been criticized in the literature due to its ineffectiveness, and therefore, many researchers
view laissez-faire leadership as a non-leadership management approach (Siirticii, Yesilada &
Maslake1, 2018; Skogstad et al., 2015). However, with respect to liberal leadership, Bass and
Avolio (1994) stated that “avoidance or absence of leadership is the most ineffective way ac-
cording to almost all research in terms of leadership”. Managers who prefer this style of lead-
ership do not help their employees by avoiding taking responsibility and making decisions. In
this sense, they negatively affect the psychological health of the members of the organization
(Nguyen et al., 2017; Sesen, Siiriicii & Maglakci, 2019). Hotel employees cannot obtain suffi-
cient help when they need to deal with a critical issue and this will have certain negative psy-
chological effects on them (Nguyen et al., 2017). Recent research indicates that laissez-faire
leadership increases work stress (Che et al., 2017) and bullying in the workplace, and lowers
work confidence (Glambek, Skogstad & Einarsen, 2018). In addition to these psychological
effects, studies shown that it is negatively related to stress, burnout, emotional exhaustion
and job satisfaction (Madera, Dawson & Guchait, 2016). Some studies have also shown that
laissez-faire leadership has negative psychological effects on employees. Considering the
negative effects of laissez-faire leadership on employees’ well-being and psychology, it is
considered that this type of leadership will negatively affect job satisfaction. In the studies
of DeRue et al (2011) supporting the literature, it is stated that the laissez-faire leadership
negatively affects job satisfaction. The following hypothesis is proposed to be investigated in
line with the theoretical framework and studies.

Hypothesis 3: Laissez-faire leadership affects the job satisfaction of hotel employees in a
significant and positive way.
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2. METHOD

Before the questionnaire was administered to the sample group, it was administered to a pilot
group of 40 people. Questions that were not understood or caused hesitation were rearranged
and then reapplied to the same group. The questionnaire results of the pilot application were
analyzed with IBM SPSS 23 program and its reliability was tested. The questionnaire was
administered to the sample with a sufficient reliability level.

The study was conducted on employees of five-star hotels in Turkey’s Alanya. The survey
study was carried out for two weeks (in June) and was applied to the participants selected by
convenience sampling method. 500 questionnaires were prepared to collect survey data. The
human resources managers of the hotels were interviewed by a team of 4 people, including
the researchers. Surveys were delivered to the managers of the hotels where the research was
permitted, in a sealed envelope and the surveys were collected in a sealed envelope. Feedback
was provided for 385 questionnaires out of 500 prepared. When the obtained questionnaires
were examined, 74 questionnaires that were not filled or were found to be filled incorrectly
were not included in the study. Thus, the research was completed over 311 survey data.

Alanya is one of Turkey’s most important tourism centers. The development of tourism in the
city has led to the development of travel businesses, entertainment businesses and other sec-
tors, especially food and beverage businesses, as well as touristic businesses (Tekin, 2012).
In this context, tourism is an important source of income for Alanya as well as a serious
source of employment for the people of the region (Tekin, 2012). For this reason, Alanya
was chosen as the research universe. Five-star hotels were chosen as analysis units since
they were considered to have a professional management understanding and well-developed
human resources management structures (Torlak & Kuzey, 2019).

A number of studies were conducted to maximize the reliability of the research and to mini-
mize common method bias. Firstly, the scales whose validity and reliability were tested were
used and variables were mixed to prevent the participants from sensing the research model
and questions. In addition, the questionnaires that each employee filled were returned in a
sealed envelope. The 311 questionnaires obtained were then analyzed.

2.1. Scales

In the research, a questionnaire with 26 questions consisting of three different scales was
used.

Demographic Structure: It consists of six questions aimed at determining the characteristic
features of the employees.

Leadership Styles: In this study, leadership styles are independent variables. The three-di-
mensional leadership scale developed by Avolio and Bass (1995) was used to determine the
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perceived leadership style. All questions of the scale are from 1 (“strongly disagree™) to 5
(“strongly agree”) in a 5-point Likert system. Sample scale questions include: “Every time
I perform well, manager gives me positive feedback”, “It avoids getting involved in matters
when it is needed”, “It sets an example for employees with their behavior”. The Cronbach’s
alpha reliability coefficients of the scales are (transformational leadership = 0.771, transac-
tional leadership = 0.739, laissez-faire leadership = 0.679)

Job Satisfaction: Job satisfaction is the dependent variable of this research. It was measured
using a one-dimensional five-item scale developed by Hackman and Oldham (1975). The
scale was adapted to Turkish by Basim and Sesen (2009). The scale was prepared in the
S-point Likert system. Sample questions related to the scale include: “My job satisfies me in
general.” The Cronbach’s alpha reliability coefficient of the scale is 0.79.

Control Variables: In researches on organizational behavior, it is important to control the
factors affecting the dependent or independent variables in order to generate correct results.
Based on an examination of the relevant literature, it has been determined that various de-
mographic factors are associated with job satisfaction (Derue et al., 2011). For this reason,
demographic variables, which are determined to be important predictors of job satisfaction,
have been taken under control.

3. RESULTS

The demographic characteristics of the participants included in the research are presented in
Table 1.

Table 1: Demographic Features of the Participants

Variables Content N % Variables Content N %
Gender Female 145 466 Marital Status Single 219 70.4
Male 166 53.4 Married 92 29.6

<25 146 469 Ef:ii‘;zgn 11 35

26-30 96 309 High School 97 31.2

Age 31-35 42 135 Education Associate degree 41 132
36-40 15 4.8 License 149 479

>41 12 3.9 Postgraduate 13 4.2

<1 Year 123 39.5 Front office 34 10.9

Job 1-5 Years 123 39.5 Work Food & Drink 127 40.8
Experience .10 Years 43 13.9 Department Housekeeping 81 26.1
>10 22 7.1 Other 69 222

Total 311 100 Total 311 100
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When Table 1 is analyzed, it is seen that the majority of the participants were in the “25 and
under age group” (46.9%) and single (70.4%). In addition, 79% of the employees had five
and under years of work experience.

To test the structural validity of the scales, factor analysis was performed using the varimax
technique, one of the orthogonal rotation techniques using the principle component analysis
method. Hair et al. (2014) state that the structure is valid if the factor load is above 0.40. As
seen in Table 2, factor loads are between 0.515 and 0.727. These values show that the scales
used in the study have structural validity.

Table 2: Factor Loading for Each Item Based on Constructs

Constructs Items Factor loading
Item 1 733
Item 2 .580
Transformational Item 3 515
Leadership Ttem 4 628
Item 5 587
Item 6 .563
Item 1 567
Item 2 .650
Transactional Leadership Item 3 .637
Item 4 .654
Item 5 .624
Item 1 .584
Laissez-faire Leadership ftem 2 008
Item 3 598
Item 4 .675
Item 1 489
Item 2 .606
Job Satisfaction Item 3 .668
Item 4 792
Item 5 727

Since statistical methods have certain assumptions, it is important to determine the distribution
of data (Siiriicii & Maslakg1, 2020). Skewness and kurtosis values were checked to determine the
distribution of the data. Skewness and kurtosis values were found to be between +1.5 and -1.5
in the analysis. These values show that the data have a normal distribution (Hair et al., 2014).

To determine the direction and strength of the correlation between the variables included in
the research, the Pearson correlation coefficient was calculated using the IBM SPSS 23 pro-
gram and the results are shown in Table 3.
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Table 3: Mean, Standard Deviation, Correlation

Variables Mean Sd 1. 2. 3. 4.
1.Transformational Leadership 3.54 .76 (0.77)
2.Transactional Leadership 3.42 .69 706%* (0.74)
3.Laissez-faire Leadership 2.92 91 - 197%* .037 (0.68)
4.Job Satisfaction 3.42 .81 .543%* A62%* -.083 (0.79)

*p <0.10 ** p <0.05 (N = 311) Cronbach’ alpha coefficients are shown in parentheses.

When Table 3 is examined, it is noteworthy that the Cronbach’s alpha coefficients of the
variables are between 0.68 and 0.79. This is above the minimum value of 0.60, which is con-
sidered an indication of the reliability of the scale. These values show that the internal consis-
tency of the factors is good. The results of the correlation analysis show that transformational
and transactional leadership has a significant and positive relationship with job satisfaction,
while laissez-faire leadership has no significant relationship with job satisfaction. However,
the transformational leadership perceptions of the hotel employees (mean 3.54) are higher
than the transactional and laissez-faire leadership perceptions.

Regression analysis was applied to determine the effect of leadership styles on job satis-
faction. In the first stage of the regression analysis performed in two stages, demographic
features were taken under control, in the second stage; independent variables were included
in the model.

Table 4: Regression Results

Job Satisfaction

Variables

Model 1 Model2
Gender -.153 -.100%*
Age -.102 -121
Education Status -.154 -.107
Transformational Leadership A459%x*
Transactional Leadership 186%*
Laissez-faire Leadership -.004
F 1.202 21.153%**
R? .002 302

#4p<0.05 ***p<0.001

Transformational leadership (f=.459, p<.001) and transactional leadership (B=.186, p<.05),
while demographic variables (gender, age and educational status) are under control, affect
job satisfaction significantly and positively. However, it seems that laissez-faire leadership
has no significant effect on job satisfaction. In line with the research findings, while Hypoth-
esis 1 and 2 were accepted, hypothesis 3 was rejected.
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4. DISCUSSION

The leadership styles used in the hospitality industry plays an important role in achieving
the positive behaviors of the employees (Huertas-Valdivia et al., 2019). This study aims to
increase the quality of service in hotels by studying the effects of different leadership styles
on job satisfaction. For this purpose, the effects of transformational, transactional and lais-
sez-faire leadership styles on job satisfaction were examined. The main findings are as fol-
lows.

The findings of the research with regard to transformational leadership are parallel to the
results of other studies in the literature (Eliyana & Ma’arif, 2019; Prabowo et al., 2018). The
transformational leader works intensely to reach the organizational aims by communicating
and interacting with hotel staff. Thus the motivation of the hotel staff increases when they
feel their leader is working for them. In addition, the trustworthy and supportive environ-
ment provided by the leader contributes to increasing the job satisfaction levels of the hotel
employees. This finding obtained in the research shows that hotel managers who want to
succeed in a rapidly changing and globalizing work environment should demonstrate trans-
formational leadership behaviors rather than transactional and laissez-faire leadership styles.

The results of the research show that transactional leadership is not as effective on job satis-
faction as transformational leadership, but it is effective in increasing the job satisfaction of
hotel employees. Due to the nature of the hospitality industry, it is full of uncertainty. Hotel
employees must deal with uncertainty in their work while providing services to customers.
For this reason, hotel employees ask their managers for help due to the uncertainties they
face. Transactional leaders play a key role in reducing hotel workers’ worries. However,
transactional leaders closely follow the execution of tasks and take corrective measures when
they detect deviations from targets (Northouse, 2013). This approach in transactional lead-
ership behavior will be an important factor for hotel employees to perform their job-related
tasks efficiently and maintain their positive and optimistic feelings, values and perceptions
about work (Torlak & Kuzey, 2019). While this increases the motivation of the employees, it
also contributes to the formation of job satisfaction. This finding obtained in the scope of the
research is consistent with previous researches, which stated that the transactional leadership
approach can be effective in combating the problems and uncertainty employees face and
increasing their job satisfaction (Ashton, 2018; Torlak & Kuzey, 2019).

The research has revealed some interesting findings in terms of the analysis of the effect of
laissez-faire leadership on job satisfaction. Contrary to expectation, our research shows that
laissez-faire leadership has no effect on job satisfaction. Having considered the negative
psychological effects of laissez-faire leadership on employees, it is expected that it will neg-
atively affect job satisfaction. This finding differs from the work of Munir and Igbal (2018),
who found that laissez-faire leadership negatively affects job satisfaction. There are two pos-
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sible explanations for this difference. Firstly, employees’ perceptions of leadership differ
according to the organization’s industry, culture and demographic characteristics of the em-
ployees (Huertas-Valdivia et al., 2019). This study was specifically conducted in the summer
months when the hospitality industry was concentrated and the majority of the employees
were young people. This may have led to differences in laissez-faire leadership perceptions.

Another reason may be due to the cross-sectional design of the study. Cross-sectional studies
cover the specific time when the research was conducted. However, the effects of leadership
can manifest over time (see, Martinko et al., 2013). This systematic lack of time to examine
the effects of leadership can lead to different outcomes in terms of the impact of leadership on
individual and organizational outcomes. Skogstad et al. (2015) stated that the relationship be-
tween leadership styles and job satisfaction differ cross-sectionally with longitudinal designs
and that the laissez-faire leadership style can have a cumulative effect over time. In fact, in
his study conducted on the same sample group 6 months and 2 years later, he examined the
effect of the laissez-faire leader on job satisfaction, and while the laissez-faire leader had no
effect in the first study (6th month), it was determined in the study conducted 2 years later
that he did have a significant effect. When considered in this context, this finding obtained
may be considered reasonable due to the cross-sectional design of the research.

Success in the hospitality industry depends on the service skills of the employees. The lit-
erature states that employees with high job satisfaction tend to provide quality service to
customers (Kong et al., 2018).Therefore, in order to ensure that the employees provide excel-
lent service to the customers, it is necessary to increase their job satisfaction. Low levels of
job satisfaction in employees produce a number of negative consequences such as customer
dissatisfaction as well as reduced productivity and profitability. In this context, our research
findings reveal valuable results for the hospitality industry and human resources managers in
particular. One of the main implications of the research is that leadership is very important for
the hospitality industry. In fact, leaders should be able to anticipate changes in the hospitality
industry, to maximize the efficiency and profitability of the organization and to achieve the
company’s goals (Erkutlu, 2008).

CONCLUSION

Managers in the hospitality industry use a variety of leadership styles to influence employ-
ees and ensure the smooth operation of the organizations. Acting in ways that motivate and
inspire their employees as well as creating a supportive organizational climate by making
intense efforts to understand needs and desires are examples of transformational leadership
behaviors. On the other hand, a management style based on the penalty reward system, while
maintaining the current status quo, is defined as transactional leadership, while the avoidance
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or absence of leadership refers to a laissez-faire leadership approach. The empirical studies
conducted in the hospitality industry, including this research, show that adopting transfor-
mational leadership behaviors will contribute to increasing employee satisfaction and hence
high efficiency. Based on these findings, those managers who want to achieve a healthy and
sustainable competitive advantage in the hospitality industry should exhibit transformation-
al leadership behaviors, which are key to the success in the hospitality industry which is
a dynamically evolving environment. However, Khan (2018) stated that transformational
leadership can be improved through education. Hence, if human resources managers can
teach transformational leadership to managers at all levels within an organization, they can
positively impact the firm’s performance. In addition, it would be beneficial to plan training
for human resources managers to recruit staff who are suitable for the transformational lead-
ership style and to acquire transformational leadership characteristics in training.

Hospitality industries follow the classic central decision making model, where traditional
management styles are dominant. However, many unforeseen situations can arise in the hos-
pitality industry. If employees are not responsible for making decisions, it is possible to
prevent problems being solved quickly and providing quality service to customers (Huer-
tas-Valdivia et al., 2019). Every customer and service experience is different in the hospi-
tality industry and employees must have some degree of autonomy and discretion to meet
their different needs, demands and expectations. All of these pose unique challenges for in-
dustry executives while attempting to increase employee satisfaction and service quality.
Therefore, managers should be aware of the effects the leadership styles they apply can have
on employees. In cases where the leadership behavior does not comply with organizational
requirements, managers should take corrective action. As a result, each leader is unique with
different abilities and hotels need to create a talent map for their chosen structural positions.

The study has some limitations. The leadership styles were analyzed based on the question-
naires that were answered only by the employees and not by the leaders. It should be con-
sidered that this approach may cause bias and errors in the interpretation of the results. Also,
while examining the findings, it is important not to ignore sectorial and regional differences
in terms of generalizability. The research was conducted in Turkey’s Alanya province. It is
recommended that other countries and different industries should be included to expand this
research and compare the results accordingly.
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LIDERLIK TARZLARININ iS TATMININE ETKiSi: KONAKLAMA
ENDUSTRISINDE BiR ARASTIRMA

1. LITERATUR

Konaklama sektorleri, iilkelerin ekonomik kalkinmalarinda 6nemli bir belirleyicisi ve ayni
zamanda iilkeler i¢in ciddi bir istihdam kaynagidir. Insan kaynagimna asirt bagimlihigi ne-
deniyle sektor, ciddi oranda nitelikli insan sermayesine ihtiya¢ duyar (Liu & Wall, 20006).
Bununla birlikte nitelikli personelin istihdam edilememesi, konaklama sektdriiniin dnemli bir
sorunudur (Ashton, 2018; Zopiatis, Constanti & Theocharous, 2014). Bu sorun, hizli biiyii-
yen konaklama sektoriiniin siirdiiriilebilirligini tehdit ettigi i¢in ¢oziilmesi gereken oncelikli
bir konu olmaya devam etmektedir (Davidson & Wang, 2011). Ozellikle nitelikli galisanlarin
orgiit icerisinde tutulamamasindan kaynakli ¢alisan degistirme maliyetleri, konaklama sek-
torii igin bir ¢alisanin yillik maasinin %200’ tine ulagmaktadir (Allen, Bryant & Vardaman,
2010). Ustelik konaklama sektorii uzun zamandir yiiksek isten ayrilmalarla miicadele eder-
ken (Stamolampros, Korfiatis, Chalvatzis & Buhalis, 2019) bu oran % 72.1°¢ yiikselmistir
(Ruggless, 2016). Tiim bu nedenlerden dolay1 konaklama sektorti, literatiirde yiiksek ¢alisan
devir hizi ile nitelendirilen bir sektdr olarak anilmaktadir (Stamolampros vd., 2019).

Karatepe vd. (2006), konaklama sektoriindeki isyerinden ayrilma niyetinin yiiksek olmasinin
temelinde diisiik is tatmini olduguna vurgu yapmaktadir. Karatepe vd.’yi (2006) destekler
nitelikte Pizam ve Thornburg (2000), konaklama sektorii ¢calisanlarinin neredeyse % 90’ nin
is tatminin olmamast nedeniyle islerinden ayrildigini belirtmektedir. Ashton (2018) oteller
iizerinde yaptig1 arastirmada ¢alisanlarin is tatminindeki %1°lik artisin, ¢alisanlarin iste kal-
ma niyetinde %54’ liik bir artigla sonuglanacagini tahmin etmektedir. Bu anlamda ¢alisanlarin
is tatminin artiritlmasi konaklama sektoriiniin yasadigi énemli bir problemi ortadan kaldira-
bilecektir.

Konaklama sektoriine yonelik yapilan aragtirmalar, yoneticiler tarafindan benimsenen lider-
lik tarzinin, otel ¢alisanlarinin memnuniyeti ve is tatmini ile 6nemli 6l¢iide iligkili oldugunu
gostermistir (Huang, Li, Qiu, Yim & Wan, 2016; Munir & Igbal, 2018). Literatiir, liderligin
orgiit calisanlarinin is tatminine katkida bulunan ana bir faktér oldugunu belirtmektedir. Is
tatmininin 6nemli bir belirleyicisi olan liderlik, ¢aliganlarin is tatminini artirirken konaklama
sektoriiniin de verimliligini artirmaktadir (Erkutlu, 2008). Rothfelder, Ottenbacher ve Har-
rington (2012) ampirik arastirma konusu olarak liderligin gesitli endistrilerde arastirildigini
fakat konaklama sektoriinde oldukga ihmal edildigini belirtmektedir.

Prabowo vd. (2018) doniisiimsel liderligin konaklama sektorii i¢in en uygun liderlik tarzi
olduguna vurgu yapmaktadir. Bunun nedeni, doniigiimsel liderligin, organizasyonun yoniinii
ve misyonunu sekillendirerek ¢aliganlarini etkileyebilmesidir. Doniigiimsel liderler, samimi
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iletisim ve etkilesim yoluyla calisanlarin ihtiyag ve isteklerini anlama konusunda yogun ¢aba
sarf ederek calisanlarint motive eder ve motivasyonlarini artirir. Bununla beraber olugturduk-
lar1 giiven ve destek ortamiyla ¢alisanlarin is tatmin seviyelerinin artirtlmasina énemli bir
katk: saglarlar (DeRue vd., 2011).

Yakin tarihli bir arastirmada Eliyana & Ma’arif (2019), dontisiimsel liderligin is tatmini ve
orgiitsel baglilik tizerinde dogrudan dnemli bir etkisinin olduguna vurgu yapmaktadir. Geg-
mis donemde yapilan meta analiz ¢aligmalar da bu bulguyu destekler niteliktedir (Judge &
Piccolo, 2004). Konaklama sektoriine yonelik yapilan arastirmalar incelendiginde ise algi-
lanan doniistimsel liderligin ¢alisanlarin is tatmini lizerinde 6dnemli bir etkisi oldugu goriil-
mektedir (Ashton, 2018; Prabowo vd., 2018; Piccolo vd., 2012). Teorik ¢ergeve ve yapilan
calismalar dogrultusunda arastirilmak tizere asagidaki hipotez onerilmistir.

Hipotez 1: Doniisiimsel liderler otel ¢alisanlarimin is tatminini artirwr.

Dontisiimsel liderlik degisim ve gelisim odakliyken, statiikoyu korumak i¢in genellikle islev-
sel liderlik yeterlidir (Bass, 1985; Bass & Avolio, 1990). Islevsel liderler, Maslow un ihtiyag-
lar hiyerarsisine gore calisanlarin ihtiyacini en iyi seviyede kargilamak i¢in ¢alisirlar. Bass
(1985) islevsel liderligi, liderin orgiitsel hedefler dogrultusunda ¢alisanlarin performansini
izledigi ve calisanlarin standartlar1 karsilamamasi durumunda diizeltici 6nlem (ceza-6diil)
aldig1 aktif bir yonetim sekli olarak tanimlamaktadir (Bass & Avolio, 1990). Bass’in tani-
mindan yola ¢ikarak islevsel liderlerin otel ¢alisanlarini 6diil ve ceza yoluyla motive ettikleri
aciktir. Bu tarz liderligi benimseyen yonetici gorevlerin yiriitiilmesini yakindan takip ederek,
hedeflerden sapmalar tespit ettiginde diizeltici onlemler almaktadir (Northouse, 2013). Ayri-
ca iglevsel lider, orgiit igerisinde anlagmazliklarin ¢6ziimiinde orgiite bir biitiin olarak hizmet
vermektedir (Torlak & Kuzey, 2019). Bu yoniiyle islevsel lider otel ¢alisanlarin endiseleri-
ni azaltmada temel bir rol oynamaktadir, ¢iinkii otel ¢aliganlari, miisterileriyle ilgilenirken
belirsiz durumlarda gorevlerini yerine getirmeleri i¢in yoneticilerin tavsiyelerine glivenme
egilimindedir (Quintana, Park & Cabrera, 2015). Yukaridaki tartismalar dogrultusunda iglev-
sel liderin is tatminini olumlu yonde artiracagi degerlendirilmektedir. Yapilan arastirmalar
islevsel liderligin is tatminini artirdigini vurgulamaktadir (Ashton, 2018; Torlak & Kuzey,
2019). Teorik gergeve ve yapilan ¢aligmalar dogrultusunda arastirilmak tizere asagidaki hi-
potez onerilmistir.

Hipotez 2: Islevsel liderler otel ¢alisanlarinin is tatmini artirir:

Serbest birakici liderlik, ¢aliganlarin giinliik olarak karsilastiklar1 sorunlart ¢ozmelerine yar-
dimci olmaya odaklandigini vurgulayan islevsel liderligin tersi olarak algilanabilir. Serbest
birakici liderlik, orgiit igerisinde yasanan sorunlarin ¢dziimiinde etkisiz kalmast nedeniyle
literatiirde siklikla elestirilmektedir. Bu nedenle bir¢ok arastirmaci serbest birakicr liderligi,
liderlik dis1 bir yonetim anlayisi olarak gérmektedir (Skogstad vd., 2015). Bununla birlikte,
Bass ve Avolio (1994) serbest birakici liderligi “liderlikten ka¢inilmast veya lider yoklugu,
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liderlik tarzi olarak neredeyse tiim arastirmalara gore en etkin olmayan ve en etkisiz olant™
olarak tanimlamustir. Bu tarz liderlik bi¢imini tercih eden yoneticiler, sorumluluk almak ve
karar vermekten kaginarak ¢alisanlarina yardimer olmazlar. Bu anlamda 6rgiit tiyelerinin psi-
kolojik sagligin1 olumsuz yonde etkileyen zemin olusturmaktadirlar (Nguyen, Teo, Grover &
Nguyen, 2017). Otel ¢alisanlarinin kritik bir konuda yardima ihtiya¢ duyduklarinda yeterli
yardimi alamamasi1 muhtemelen otel c¢alisanlarda bir tiir olumsuz psikolojik etkiler yarata-
caktir (Nguyen vd., 2017). Yakin tarihli arastirmalar serbest birakici liderligin is stresi (Che,
Zhou, Kessler & Spector, 2017) ve igyerinde zorbalig1 artirdigini ve is giivenini diigiirdigiint
(Glambek, Skogstad & Einarsen, 2018) belirtmektedir. Serbest birakici liderligin ¢alisanlarin
refahina ve psikolojisine olumsuz etkileri diistiniildiigiinde, bu tarz bir liderligin is tatminini
olumsuz etkileyecegi degerlendirilmektedir. Literatiirii destekler nitelikte DeRue vd. (2011)
meta caligmalarinda serbest birakict liderligin is tatmini olumsuz etkiledigini belirmektedir.
Teorik ¢erceve ve yapilan calismalar dogrultusunda arastirilmak tizere asagidaki hipotez 6ne-
rilmistir.

Hipotez 3: Serbest birakict liderlik is tatmini olumsuz etkiler.

2. ARASTIRMA YONTEMI VE BULGULAR

Arastirma Alanya/Tirkiye’de faaliyet gosteren bes yildizli otel ¢alisanlari {izerinden yapilmis-
tir. Bes yildizli oteller, profesyonel yonetim anlayisina ve iyi gelismis insan kaynaklari yone-
timi yapilarma sahip olduklarindan, analiz birimi olarak segilmistir (Torlak & Kuzey, 2019).
Aragtirmanin giivenirligini en st diizeye ¢ikarmak ve ortak yontem yanliligi en aza indirmek
icin bir dizi calisma yapilmistir. Oncelikle gecerliligi ve giivenirliligi test edilmis dlgekler kulla-
nilmis ve katilimcilarin arastirma modelini ve sorularini sezmelerini engellemek i¢in degisken-
ler karistirilmistir. Ayrica her ¢alisanin doldurulmus oldugu anketler kapali zarf ile bizzat anketi
dolduran ¢alisandan alinmugtir. Veri analizleri 311 anket tizerinden yapilmistir.

Demografik degiskenler (cinsiyet, yas ve egitim durumu) kontrol altinda iken doniistimsel
liderlik (B=.459, p<.001) ve islevsel liderlik (=.186, p<0.05), is tatminini anlamli ve pozitif
yonde etkiledigi tespit edilmistir. Bununla beraber, serbest birakict liderligin is tatmini tize-
rinde anlamli etkisinin olmadig1 anlagilmaktadir. Arastirma bulgular1 dogrultusunda Hipotez
1 ve 2 kabul edilirken, hipotez 3 red edilmistir.

3. SONUC VE TARTISMA

Arastirmanin doniistimsel liderlige yonelik bulgusu literatiirdeki diger arastirma sonuglari ile
paralellik gostermektedir (Eliyana & Ma’arif, 2019; Prabowo vd., 2018). Doniistimsel lider,
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otel ¢alisanlarryla samimi iletisim ve etkilesim kurarak onlarin ihtiyac ve istekleri yerine
getirmek i¢in yogun ¢aba sarf eder. Liderinin kendileri i¢in ¢aba gdsterdigini hisseden otel
calisanlarinin motivasyonu artar. Bununla beraber liderin sagladigi giiven ve destek ortamu,
otel ¢alisanlarin ig tatmini seviyelerinin artirilmasina katki saglar. Arastirmada elde edilen bu
bulgu, hizla degisen ve kiiresellesen bir is ortaminda basarili olmak isteyen otel yoneticileri-
nin, islevsel ve serbest birakici liderlik tarzlarindan ziyade doniisiimsel liderlik davranislarini
gostermeleri gerekliligini gosterir.

Arastirma sonuglari islevsel liderligin is tatmini lizerinde doniistimsel liderlik kadar etkili
olmasa da otel calisanlarinin is tatminin arttirilmasinda etkili oldugu gostermektedir. Konak-
lama sektoriiniin dogasi belirsizlikle doludur. Otel ¢alisanlart miisterilere hizmet sunarken
isle ilgili belirsizlikle de ugrasmak zorundadirlar. Bu nedenle otel ¢alisanlar1 karsilagtiklar
belirsizliklerle ilgili olarak yéneticilerinden yardim isterler. Islevsel liderler otel calisanlarin
endiselerini azaltmada temel bir rol oynamaktadir. Bununla beraber iglevsel liderler gorev-
lerin yiiriitiilmesini yakindan takip ederek, hedeflerden sapmalar tespit ettiginde diizeltici
onlemler almaktadir (Northouse, 2013). Islevsel liderlik davranisindaki bu yaklasim, otel
calisanlarinin isle ilgili gérevlerinin verimli bir sekilde yerine getirilmesinde ve isle ilgili
olumlu ve iyimser duygularinin, degerlerinin ve algilarinin korumasinda 6nemli bir faktor
olacaktir (Torlak & Kuzey, 2019). Bu durum ¢alisanlarda motivasyonunu artirirken is tatmin-
lerinin olusmasinda katki saglayacaktir. Arastirma kapsaminda elde edilen bu bulgu islevsel
liderlik yaklasiminin konaklama sektoriin karsilattiklar: sorun ve belirsizlikle miicadelede
etkili olabilecegini ve ¢alisanlarda is tatminin artirabilecegini belirten dnceki arastirmalarla
tutarlidir (Ashton, 2018; Torlak & Kuzey, 2019).

Aragtirma, serbest birakici liderligin is tatmini tizerinde etkisine yonelik analizlerinde bazi
ilgi ¢ekici bulgular ortaya ¢ikarmigtir. Arastirmamiz serbest birakici liderligin is tatmini {ize-
rinde herhangi bir etkisinin bulunmadigini gostermektedir. Bu beklenen bir sonug¢ degildir.
Cilinkii serbest birakict liderligin ¢alisanlar iizerindeki olumsuz psikolojik etkileri diistiniildii-
glinde is tatminini olumsuz etkilemesi beklenmektedir. Bu bulgu, serbest birakici liderligin
is tatminini olumsuz yonde etkiledigini tespit eden Munir ve Igbal’in (2018) calismasindan
ayrilmaktadir. Literatiir, calisanlarin liderlik algilarinin organizasyonun sektdriine, kiiltiirii-
ne ve ¢alisanlarin demografik 6zelliklerine gore farklilik gosterdigini belirtmektedir (Huer-
tas-Valdivia vd., 2019). Arastirma, turizmde yogunlugun yasandig1 ve geng ¢alisanlarin yo-
gun olarak istihdam edildigi yaz aylarinda yapilmistir. Bu durum ¢alisanlarin serbest birakici
liderlik algilarinda farkliliga sebep olmus olabilir.

4. YONETIMSEL ETKILER

Konaklama sektoriinde basari ¢alisanlarin miisterilere sunduklart hizmet becerisine baglidir.
Bu nedenle, ¢alisanlarin miisterilere mitkemmel hizmet sunmalarini saglamak igin galisanlar
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da is tatminin artirilmasi gerekir. Calisanlardaki i tatmin eksikligi miigteri memnuniyetsizli-
§i ve beraberinde verimlik ve karliligin diismesi gibi bir dizi olumsuz sonuglart beraberinde
getirir. Arastirma bulgularimiz bu baglamda, konaklama sektorii ve 6zellikle insan kaynakla-
11 yoneticileri i¢in yapici sonuglar ortaya koymaktadir. Arastirmanin temel ¢ikarimlardan biri

liderligin konaklama sektdrii i¢in ¢ok 6nemli oldugudur.

Konaklama sektoriinde pek ¢ok dngoriilemeyen durum ortaya ¢ikabilir ve ¢alisanlara karar
vermede sorumluluk verilmezse, sorunlarin hizli bir sekilde ¢6ziilmesi ve miisterilere kaliteli
hizmeti sunulmas1 engellenebilir. Konaklama sektoriinde her miisteri ve hizmet deneyimi
farklidir ve miisterilerin farkli ihtiyaclari, talepleri ve beklentilerini karsilamak i¢in ¢aligan-
larin bir dereceye kadar 6zerklige ve takdir yetkisine sahip olmalidir. Tiim bunlar ¢alisanlarin
is tatmini ve hizmet kalitesini artirirken sektdr yoneticileri i¢in benzersiz zorluklar icermek-
tedir. Dolayist ile yoneticilerin uyguladiklari liderlik tarzlarinin, ¢calisanlarda nasil etki yarat-
tiginin bilincinde olmalar1 gerekir. Liderlik davraniginin rgiitsel gerekliliklere uymadigi du-
rumlarda yoneticiler diizeltici onlemler almalidir. Sonug olarak her lider farkli yetenekleriyle
benzersizdir ve oteller segilen yapisal pozisyonlari i¢in bir yetenek haritasi yapmasi gerekir.

5. SINIRLILIKLAR

Bu arastirmanin gelecekteki arastirmalar tarafindan ele alinmasi gereken bazi kisitlamalari
vardir. Ozellikle, liderlik tarzlari, liderler tarafindan degil sadece calisanlar tarafindan doldu-
rulmug anketlere dayanarak analiz edildi. Bu yaklagim, sonuglarin yorumlanmasinda yanlili-
ga yol acabilir. Ayrica bulgular degerlendirilirken, genellestirilebilirlik agisindan sektorel ve
bolgesel farkliliklart g6z ardi etmemek 6nemlidir. Arastirma Alanya/Tiirkiye yapilmistir. Bu
baglamda aragtirma sonuglarini genisletebilmek ve icin farkli bolge ve enddistirilerden veriler
elde edilerek sonuglarin karsilastirilmasi onerilir.

REFERENCES
Allen, D. G., Bryant, P. C. & Vardaman, J. M. (2010). Retaining talent: Replacing miscon-

ceptions with evidence-based strategies. Academy of Management Perspectives, 24(2),
48-64.

Ashton, A. S. (2018). How human resources management best practice influence employee
satisfaction and job retention in the Thai hotel industry. Journal of Human Resources in
Hospitality & Tourism, 17(2), 175-199.

Avolio, B. J. & Bass, B. M. (1995). Individual consideration viewed at multiple levels of
analysis: A multi-level framework for examining the diffusion of transformational leader-
ship. The Leadership Quarterly, 6(2), 199-218.

341



Liitfi SURUCU & Murat SAGBAS

Baquero, A., Delgado, B., Escortell, R. & Sapena, J. (2019). Authentic leadership and job satis-
faction: A fuzzy-set qualitative comparative analysis (fSQCA). Sustainability, 11(8), 2412.

Basim, N., Sesen, H. & Meydan, C. H. (2009). Ogrenen 6rgiit algisinin drgiit ici girisimcilige
etkisi: Kamuda bir arastirma. Ankara Universitesi SBF Dergisi, 64(03), 27-44.

Bass, B. M. (1985). Leadership and performance beyond expectations. New York: The Free
Press.

Bass, B. M. & Avolio, B. J. (1990). Transformational leadership development: Manual for the
multifactor leadership questionnaire. Consulting Psychologists Press.

Bass, B. M. & Avolio, B. J. (1994). Improving organizational effectiveness through transfor-
mational leadership. Sage.

Book, L., Gatling, A. & Kim, J. (2019). The effects of leadership satisfaction on employee
engagement, loyalty, and retention in the hospitality industry. Journal of Human Resour-
ces in Hospitality & Tourism, 1-26.

Che, X. X., Zhou, Z. E., Kessler, S. R. & Spector, P. E. (2017). Stressors beget stressors:
The effect of passive leadership on employee health through workload and work—family
conflict. Work &Stress, 1-17.

Cheng, J. C. & Yi, O. (2018). Hotel employee job crafting, burnout, and satisfaction: The
moderating role of perceived organizational support. International Journal of Hospitality
Management, 72, 78-85.

Davidson, M. C. & Wang, Y. (2011). Sustainable labor practices? Hotel human resource ma-
nagers views on turnover and skill shortages. Journal of Human Resources in Hospitality
& Tourism, 10(3), 235-253.

Derue, D. S., Nahrgang, J. D., Wellman, N. D. & Humphrey, S. E. (2011). Trait and beha-
vioral theories of leadership: An integration and meta-analytic test of their relative vali-
dity. Personnel Psychology, 64(1), 7-52.

Eliyana, A. & Ma’arif, S. (2019). Job satisfaction and organizational commitment effect in
the transformational leadership towards employee performance. European Research on
Management and Business Economics. 1-3.

Erkutlu, H. (2008). The impact of transformational leadership on organizational and lea-
dership effectiveness: The Turkish case. Journal of Management Development, 27(7),
708-726.

Gani, M. U., Ghani, A. & Nujum, S. (2019). Leadership and local culture influence on state
civil apparatus’ (ASN) job satisfaction and performance at soppeng regional organizati-
on. Social Science and Humanities Journal, 1326-1345.

Glambek, M., Skogstad, A. & Einarsen, S. (2018). Workplace bullying, the development of

job insecurity and the role of laissez-faire leadership: A two-wave moderated mediation
study. Work & Stress, 32(3), 297-312.

342



THE IMPACT OF LEADERSHIP STYLES ON JOB SATISFACTION: A STUDY OF THE HOSPITALITY INDUSTRY

Hackman, J. R. & Oldham, G. R. (1975). Development of the job diagnostic survey. Journal
of Applied Psychology, 60(2), 159-170.

Hair, J., Hult, G. T. M., Ringle, C. & Sarstedt, M. (2014). 4 primer on partial least squares
structural equation modeling (PLS-SEM). Thousands Oaks, CA, Sage.

Huang, J., Li, W., Qiu, C., Yim, F. H. K. & Wan, J. (2016). The impact of CEO servant lea-
dership on firm performance in the hospitality industry. International Journal of Contem-
porary Hospitality Management, 28(5), 945-968.

Huertas-Valdivia, I., Gallego-Burin, A. R. & Lloréns-Montes, F. J. (2019). Effects of diffe-
rent leadership styles on hospitality workers. Tourism Management, 71, 402-420.

Kara, D., Uysal, M., Sirgy, M. J. & Lee, G. (2013). The effects of leadership style on emplo-
yee well-being in hospitality. International Journal of Hospitality Management, 34, 9-18.

Karatepe, O, M., Uludag, O., Menevis, 1., Hadzimehmedagic, L. & Baddar, L. (2006). The
effects of selected individual characteristics on frontline employee performance and job
satisfaction. Tourism Management, 27(4), 547-560.

Khan, M. Y. H. (2018). Cross cultural leadership and the hospitality industry: A leadership
style towards success in organizational goals in France. Hos Tour Manage Int, 1(4), 20-
25.

Kim, W. G. & Brymer, R. A. (2011). The effects of ethical leadership on manager job satis-
faction, commitment, behavioral outcomes, and firm performance. International Journal
of Hospitality Management, 30(4), 1020-1026.

Kong, H., Jiang, X., Chan, W. & Zhou, X. (2018). Job satisfaction research in the field of
hospitality and tourism. International Journal of Contemporary Hospitality Manage-
ment, 30(5), 2178-2194.

Korkmazer, O. G. F. & Ekingen, O. G. E. (2017). Orgiitsel yabancilasmanin is tatmini ile
iliskisi: Saglik sektoriinde bir uygulama. The Journal of Academic Social Science Studies,
63, 459-470.

Liu, A. & Wall, G. (2006). Planning tourism employment: A developing country perspecti-
ve. Tourism Management, 27(1), 159-170.

Locke, E. A. (1976), The nature and consequences of job satisfaction. In Dunnetter, M.
D.(Ed.). Handbook of industrial and organizational psychology. Chicago: Rand-McNal-
ly, pp. 1297-1349.

Madera, J. M., Dawson, M. & Guchait, P. (2016). Psychological diversity climate: Justice,
racio ethnic minority status and job satisfaction. International Journal of Contemporary
Hospitality Management, 28(11), 2514-2532.

Martinko, M. J., Harvey, P., Brees, J. R. & Mackey, J. (2013). A review of abusive supervisi-
on research. Journal of Organizational Behavior, 34(S1), 120-137.

343



Liitfi SURUCU & Murat SAGBAS

Min, H. & Min, H. (1997). Benchmarking the quality of hotel services: Managerial perspec-
tives. International Journal of Quality & Reliability Management, 14(6), 582-597.

Munir, H. & Igbal, M. Z. (2018). A study of relationship between leadership styles of prin-
cipals and job satisfaction of teachers in colleges for women. Bulletin of Education and
Research, 40(2), 65-78.

Naseem, A., Ejaz, S. & Malik, K. P. (2011). Improvement of hotel service quality: An empi-
rical research in Pakistan. International Journal of Multidisciplinary Sciences and Engi-
neering, 2(5), 52-56.

Nguyen, D., Teo, S., Grover, S. & Nguyen, N. P. (2017). Laissez-Faire Leadership Behaviors
in Public Sector in Vietnam. In The Palgrave Handbook of Leadership in Transforming
Asia (pp. 397-415). Palgrave Macmillan, London.

Northouse, P. G. (2013), Leadership: Theory and Practice, Sage, Thousand Oaks, CA.

Piccolo, R. F., Bono, J. E., Heinitz, K., Rowold, J., Duehr, E. & Judge, T. A. (2012). The
relative impact of complementary leader behaviors: Which matter most?. The Leadership
Quarterly, 23(3), 567-581.

Pizam, A. & Thornburg, S. W. (2000). Absenteeism and voluntary turnover in Central Florida
Hotels: A pilot study. International Journal of Hospitality Management, 19(2), 211-217.

Prabowo, T., Noermijati, N. & Irawanto, D. W. (2018). The influence of transformational

leadership and work motivation on employee performance mediated by job satisfacti-
on. Jurnal Aplikasi Manajemen, 16(1), 171-178.

Quintana, T. A., Park, S. & Cabrera, Y. A. (2015). Assessing the effects of leadership styles on
employees’ outcomes in international luxury hotels. Journal of Business Ethics, 129(2),
469-489.

Rothfelder, K., Ottenbacher, M. & Harrington, R. J. (2012). The impact of transformational,
transactional and non-leadership styles on employee job satisfaction in the German hos-
pitality industry. Tourism and Hospitality Research, 12(4), 201-214.

Ruggles, R. (2016, March 23). Hospitality turnover rose to 72.1% in 2015. [Web log post].
Retrieved from http://nrn.com/blog/hospitality-turnover-rose-721-rate-2015.

Skogstad, A., Aasland, M.S., Nielsen, M.B., Hetland, J., Matthiesen, S.B. & E inarsen, S.
(2015). The relative effects of constructive, laissez-faire, and tyrannical leadership on
subordinate job satisfaction. Zeitschrififiir Psychologie.

Surucu, L. & Sesen, H. (2019). Entrepreneurial behaviors in the hospitality industry: Human
resources management practices and leader member exchange role. Revista de Cerceta-
resi InterventieSociala, 66.

Stiriicti, L. & Maslakgi, A. (2020). Validity and reliability in quantitative research. Business
& Management Studies: An International Journal, 8(3), 2694-2726.

344



THE IMPACT OF LEADERSHIP STYLES ON JOB SATISFACTION: A STUDY OF THE HOSPITALITY INDUSTRY

Stirticti, L. & Yesilada, T. (2017). The impact of leadership styles on organizational cultu-
re. International Journal of Business and Management Invention, 6(8), 31-39.

Siiriicii, L., Yesilada, T. & Maslake1, A. (2018). The relationship between socio-demographic
properties and leadership perceptions of employees. Journal of Business and Manage-
ment, 20(2), 88-96.

Stamolampros, P., Korfiatis, N., Chalvatzis, K. & Buhalis, D. (2019). Job satisfaction and
employee turnover determinants in high contact services: Insights from employees’ onli-
ne reviews. Tourism Management, 75, 130-147.

Sesen, H., Stirticii, L. & Maslakci, A. (2019). On the relation between leadership and positive
psychological capital in the hospitality industry. International Journal of Business, 24(2),
183.

Tekin, Y. (2012). Otel isletmelerinde yenilik yonetimi ile yenilik¢i rgiit kiiltiiri iligkisi:
Alanya’da bir arastirma. Doktora Tezi, Akdeniz Universitesi, Sosyal Bilimler Enstitiisii,
1-259.

Torlak, N. G. & Kuzey, C. (2019). Leadership, job satisfaction and performance links in
private education institutes of Pakistan. International Journal of Productivity and Perfor-
mance Management, 68(2), 276-295.

Yang, J. T. (2010). Antecedents and consequences of knowledge sharing in international tou-
rist hotels. International Journal of Hospitality Management, 29(1), 42-52.

Yuan, H. & Jiaqing, K. (2019). Job satisfaction of hotel employees conceptual model constru-
ction and evaluation. International Journal of Business and Economics Research, 8(1), 1.

Yukl, G., Gordon, A. & Taber, T. (2002). A hierarchical taxonomy of leadership behavior:
Integrating a half century of behavior research. Journal of Leadership & Organizational
Studies, 9(1), 15-32.

Zopiatis, A., Constanti, P. & Theocharous, A. L. (2014). Job involvement, commitment, sa-
tisfaction and turnover: Evidence from hotel employees in Cyprus. Tourism Manage-
ment, 41, 129-140.

345



Liitfi SURUCU & Murat SAGBAS

KATKI ORANI /
CONTRIBUTION RATE

ACIKLAMA / EXPLANATION

KATKIDA BULUNANLAR /
CONTRIBUTORS

Fikir veya Kavram / Idea or
Notion

Aragtirma hipotezini veya fikrini olustur-
mak / Form the research hypothesis or
idea

Liith SURUCU
Murat SAGBAS

Tasarim / Design

Yontemi, 6lgegi ve deseni tasarlamak /
Designing method, scale and pattern

Liitfi SURUCU
Murat SAGBAS

Veri Toplama ve Isleme / Data
Collecting and Processing

Verileri toplamak, diizenlenmek ve
raporlamak / Collecting, organizing and
reporting data

Liitfi SURUCU

Tartisma ve Yorum / Discussion
and Interpretation

Bulgularin degerlendirilmesinde ve
sonuglandirilmasinda sorumluluk almak
/ Taking responsibility in evaluating and

finalizing the findings

Litfi SURUCU
Murat SAGBAS

Literatiir Taramas1 / Literature
Review

Calisma icin gerekli literatiirii taramak
/ Review the literature required for the
study

Liiti SURUCU
Murat SAGBAS

346




