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Abstract 

This study determined how the working life quality of hotel employees affects their individual creativity performance. Survey data 
were collected in June-July 2018 from 310 hotel employees working in five-star hotels in Bodrum district, Muğla province, Turkey. 
Correlation analysis indicated positive, moderate and weak relationships between working life quality and individual creativity. A 
regression analysis was then performed to test the research hypotheses. This showed that career opportunities and work safety signif-
icantly affected individual creativity. However, working conditions and wages and earnings had no significant effect on individual 
creativity. The results of this research have great importance because it is the first research that investigates the effect of the quality 
of working life on individual creativity performance of employees working in hospitality businesses in Turkey.   
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1. Introduction 

The tourism sector has a significant market share in the 
current changing world. Accommodation businesses, which 
are one of the most important building blocks of the sector, 
provide services such as eating and drinking, entertainment, 
rest, and participation in activities, in addition to accommo-
dation, which are the basic needs of customers in the tourism 
sector. It is therefore critical that employees who serve cus-
tomers 24 hours a day in accommodation businesses are 
committed to their jobs and are productive. Since accommo-
dation businesses must prioritize quality service for their 
customers, they should be inclined to improve the quality of 
their employees’ working life as they are the ones providing 
this high-quality service. The quality of employees’ working 
life can be affected by their working conditions, wages, feel-
ing of security in their job, and their future career goals. 

The concept of working life quality (Davis & Trist, 
1974) emerged in the 1950s in the United Kingdom and the 
United States before reaching Norway, the Netherlands, In-
dia, and Japan. It highlights aspects of the environment that 
individuals may or may not like. That is, it expresses em-
ployees’ satisfaction with their current job in direct relation 
to their work environment. Businesses should pay careful 

attention to working life quality since improving it will pri-
marily benefit the company. 

Creativity, defined as linking any idea with another idea 
to reveal a new, original thought (Nazari & Shahdadnejad, 
2011: 56), is an important sustainability factor for business 
nowadays. It is also linked to working life quality. While 
employees’ satisfaction with their work environment and job 
affects their working life quality, their ability to produce 
new, original ideas depends on their ability to be creative 
within the organization. The better the employees’ working 
life quality, the more they can feel free in terms of creativity. 
This in turn enables them to do what is necessary to perform 
their work. Accordingly, the main aim of this study is to de-
termine the effects of hotel employees’ working life quality 
on individual creativity performance. By investigating the 
relationship between working life quality level and individ-
ual creativity performance, this study can contribute to the 
relevant literature and the individual creativity performance 
of the employees working in the accommodation businesses. 

2. Working life quality 

Working life quality, defined as good working condi-
tions, is related to having a more democratic and humane 
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workplace structure and environment (Işık, 1991: 46). At-
tention to this concept encourages the development of em-
ployees and reduce alienation from work (Huzzard, 2003: 
21). By examining the workplace characteristics that deter-
mine working life quality, organizations can better satisfy 
employees’ physical and mental needs, ensure work envi-
ronment-employee harmony, and support employees mate-
rially and spiritually (Demirbilek & Türkan, 2008: 49). 

By studying working life quality, it is possible to identify 
appropriate principles for management philosophy. This in 
turn can lead to more favorable working conditions and im-
prove the qualifications of the employees, thereby increas-
ing productivity (Harvey & Brown, 1988: 335). For exam-
ple, a study of businesses in France found that 67% had in-
creased productivity by improving working life quality 
(Cooper, 1979: 17). By prioritizing working life quality and 
implementing appropriate strategies, businesses can in-
crease employees’ satisfaction, which in turn increases work 
performance and productivity, ultimately raising profits 
(Sirgy et al., 2012: 297). 

2.1. Dimensions of working life quality 

Working life quality can be examined in terms of eight 
dimensions: adequate and fair wages, safe and healthy work-
ing conditions, opportunities to develop human capacity, fu-
ture opportunities for continuous improvement and security, 
social integration within the organization, legal rights in the 
organization, work and total living space, and the social re-
lationship of work life (Walton, 1973: 11-21). 

Adequate and fair wages: The responsibility of the em-
ployee is related to deciding on the wage level by taking into 
account factors such as the comfort of the current workplace 
and work environment, and the workload (Rose, 2006: 65). 

Safe and healthy working conditions: These include ab-
sence of dangers that threaten employees’ physical health in 
a work environment and appropriate job security for em-
ployees (Walton, 1973: 13). 

Opportunities to develop human capacity: These include 
behaviors that support the employees’ self-confidence and 
dignity in the working environment (Demir, 2009: 87). 

Future opportunities for continuous improvement and 
security: This involves providing opportunities for employ-
ees to participate in activities that support their personal de-
velopment (Göyşen, 2015: 23) and prioritizing career goals 
for employees to plan future opportunities (Rose, 2006: 65). 

Social integration within the organization; This refers to 
the employees’ ability to feel that they are an important part 
of the organization while conflicts within the organization 
are minimized and there is no discrimination in the working 
environment (Walton, 1973: 15). 

Legal rights in the organization:  This refers to elements 
of working life, such as the employees’ equal rights within 
the organization and the ability to express themselves in an 
organized way (Erdem, 2008: 39). 

Work and total living space: This relates to the effects of 
overtime obligations or travelling as part of the job on em-
ployees’ ability to spend time on their non-work activities 
(Walton, 1973: 16). 

Social relationship of work life: This relates to the way 
organizational activities, employment practices, sales and 
marketing methods, products, waste management, and ori-
entation to political activities affect the employees’ quality 
of working life (Göyşen, 2015: 24). 

2.2. Factors affecting working life quality and working life 
quality programs 

Employees’ working and environmental conditions di-
rectly affect their working life quality. Regarding working 
conditions, key determinants include education, job security, 
work life-private life balance, career, motivation, technol-
ogy, wages, and participation in management. Regarding en-
vironmental conditions, key determinants include ergonom-
ics, noise-vibration, lighting, and atmospheric conditions 
(Ünlü, 2011). 

Human resources management can improve working life 
quality by identifying how to maintain employee motiva-
tion, such as educational and career opportunities (Bilge, 
2010: 100). Other ways to improve working life quality 
through increasing productivity include job design practices 
like job simplification, job changing (rotation), job enlarge-
ment, job enrichment, and quality circles (Igbaria et al., 
1994: 178; Garg & Rastogi, 2006: 574). Financial incentives 
can also be effective, for example earnings sharing, which is 
used to motivate employees by offering rewards beyond the 
salary for achieving targets. These schemes may also include 
rules to encourage teamwork. By improving working life 
quality, these schemes can positively affect job satisfaction 
and productivity (Scbuster, 1987: 18). Therefore, it is possi-
ble to evaluate the working life quality programs imple-
mented by businesses to increase the employees’ efficiency 
in terms of human resources practices, job design, and in-
centive programs.  

3. Individual creativity 

Creativity, derived from the Latin ‘creativitöt’ and the 
French verb ‘creer’, means ‘to create, bring about, give 
birth’ (Özen, 2012: 232). Creativity is also defined as devel-
oping a physical object or thought that was never considered 
before, came to mind, or been made despite an awareness of 
it (Esen, 1996: 19). In the workplace, individual creativity 
refers to developing new methods, technologies, processes, 
techniques, and alternative product ideas to increase busi-
ness excellence and organizational performance, enable a 
competitive advantage, and make the organization sustaina-
ble (Ussahawanitchakit, 2011: 3). Individual creativity is 
also considered a component of individuals’ knowledge, in-
trinsic motivation, and social factors (Borghini, 2005: 20). 

Individual creativity creates useful outputs for organiza-
tions by developing new alternative methods to solve 
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organizational problems (Zhou et al., 2012: 895). It relies on 
individual characteristics like scientific reasoning method, 
skills, and encouragement (Yılmaz, 2009: 478).  

More specifically, Barker (2002: 41) suggests that indi-
vidual creativity has the following characteristics: 

Personal aesthetic: To achieve a certain goal, patience is 
required for problem solving and dealing with uncertainty, 
and the ability to connect events and situations by making 
things simpler. 

Ability to search for issues: Problems are addressed with 
high self-confidence to solve them before examining the 
next potential problem. 

Mental activity: Problems are investigated from different 
perspectives by developing different mindsets for specific 
situations or problems while new ideas are developed using 
different methods and word games. 

Risk taking: There is an urge to take risks and investigate 
unexplored areas, although this can be avoided by learning 
about risk through failure. 

Objective evaluation of work done: Future work takes 
account of previous criticisms. 

Self-motivation: Intrinsic motivation is required to per-
form the job and remains unaffected by external motivation. 

These features of individual creativity can be fulfilled 
more healthily if employees are motivated by their work. 
This is because highly motivated individuals are willing to 
try different approaches, focus on situations that other indi-
viduals do not care about, and take pleasure in developing 
creative thoughts (Pıçakçı, 2013: 45). 

Individuals with creative personality traits can produce 
more creative ideas (Oldham & Cummings, 1996: 608) as 
their thought processes are more flexible and independent. 
Creative individuals tend to be more independent in their de-
cisions and social values (Akat et al., 2002: 436). Thus, their 
values, goals, attitudes, and styles tend to differ from those 
of other individuals (Balay, 2010: 47). Bentley (2004: 193-
194) suggests that creative individuals have the following 
characteristics: 

• Liking to spend time with other people 

• maintaining their motivation rather than giving up eas-
ily 

• Following long and difficult paths to achieve success  

• Showing considerable freedom in experimentation and 
research 

• Having a very good sense of humor 

To ensure their success, organizations need to make 
great efforts to find and retain creative individuals while cre-
ative individuals need to develop appropriate opportunities 
and a work environment so that they can use their potential 
(Kale, 2010: 27). 

Various studies have investigated working life quality 
and individual creativity in Turkey (Akdeğirmen, 2015; 
Aslım, 2013; Aydemir, 2008; Bektaş, 2015; Canal, 2017; 
Demir, 2009; Demir, 2011; Demirbilek & Türkan, 2008; 
Göyşen, 2015; Güvenli, 2006; Kanbur, 2015; Kaya, 2011; 
Küçükusta, 2007; Özmete, 2002; Turunç et al., 2010; Tuncer 
& Yeşiltaş, 2013; Ünlü, 2011). In contrast, the non-Turkish 
literature focuses on whole rather than individual creativity, 
including research into working life quality and creativity 
(Cooper, 1979; Considine & Callus, 2002; Davisand Trist, 
1974; Efraty & Sirgy, 1990; Gu et al., 2015; Gurteen, 1998; 
Hammer, 1984; Horng & Hu, 2008; Huzzard, 2003; Igbaria 
et al., 1994; Jiang et al., 2012; Kristensen, 2004; Lokanadha 
& Mohan, 2011; Mauzy et al., 2003; Nadler & Lawler, 1983; 
Nazari & Shahdadnejad, 2011; Oldham & Cummings, 1996;  
Sirgy et al., 2012; Walton, 1973).  

Despite the range of previous research, no study has in-
vestigated individual creativity among employees in accom-
modation businesses. Thus, the current study provides valu-
able original findings in this field as the first to investigate 
the effects of employees’ working life quality on individual 
creativity performance in Turkish accommodation busi-
nesses.  

4. Method 

4.1. Research model and hypotheses  

The research model included four variables to measure 
working life quality that may affect the individual creativity 
performance of hotel employees. The working life quality 
scale had four dimensions whereas the individual creativity 
scale has one. Four hypotheses were tested regarding the re-
lationships between the four independent variables and the 
dependent variable (see Table 1). Figure 1 presents the re-
search model. 

Table 1. Research model hypotheses  
Hypotheses 

H1 Career opportunities significantly affect the indi-
vidual creativity performance of employees. 

H2 Working conditions significantly affect the indi-
vidual creativity performance of employees. 

H3 Work safety significantly affects the individual 
creativity performance of employees. 

H4 Wages and earnings significantly affect the indi-
vidual creativity performance of employees. 

 

 
Figure 1. Research Model  
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4.2. Scales 

A two-part survey, a commonly used quantitative re-
search tool, was used to collect data in line with the research 
aims. The first part of the questionnaire form had open-
ended questions to record the participating employees’ de-
mographic characteristics. The second part had two scales to 
measure working life quality and individual creativity per-
formance. The participants responded using a 5-point Likert 
scale (1: Strongly Disagree, 2: Disagree, 3: Undecided, 4: 
Agree, 5: Strongly Agree). The Working Life Quality Scale 
was adapted from Demir (2011) while the Individual Crea-
tivity Scale was adapted from Kanbur (2015). 

4.3. Data collection 

The universe of the research consisted of employees 
working in five-star accommodation businesses in Bodrum 
district, Muğla province, Turkey. The survey was adminis-
tered during June and July 2018 after obtaining necessary 
permissions from the businesses. Before the questionnaire 
forms were distributed to the hotels’ accommodation facili-
ties, the general manager or accommodation facility depart-
ment managers gave the number of employees to ensure the 
correct number of questionnaire forms were distributed.  

A total of 350 questionnaires were distributed, of which 
12 were not returned, another 17 were received empty, and 
another 11 were filled in incorrectly or incompletely. These 
were therefore excluded, leaving a research sample of 310 
participants. This number of questionnaires met the require-
ment for the 95% confidence interval of the sample and was 
at least five times the number of expressions (27 x 5) re-
quired to perform factor analysis. The analysis was therefore 
conducted using the data from 310 hotel employees. 

4.4. Data analysis 
SPSS 22.0 was used for the analysis. First, the validity 

and reliability of the measurement tool were tested. The de-
mographic characteristics of the participants were examined 
with frequency and percentage distributions. Factor, corre-
lation, and regression analyzes were carried out to test the 
hypotheses regarding the effects of hotel employees’ work-
ing life quality on individual creativity performance. 

5. Findings 

5.1. Demographic characteristics of participants 

57.1% of the participants were male, 82.8% were aged 
between 18-25 years, 92.3% were single, and 46.8% were 
undergraduate graduates. The level of work experience was 
not very high: 30.3% had worked in the tourism sector for 
1-3 years while 61.6% had worked for less than 1 year in 
their current workplace. Finally, 54.8% of the participants 
worked in their hotel’s food and beverage department. 

5.2. Reliability and validity analysis  

Reliability analysis is a method developed to evaluate 
tests, questionnaires, or scales used in measurement 

(Kalaycı, 2018). The 21-item Working Life Quality Scale 
had a Cronbach Alpha value of .891 while the 6-item Indi-
vidual Creativity Scale had a Cronbach Alpha value of .858. 
As these reliability coefficients were higher than the ac-
ceptable threshold of 0.50, the questionnaire scales were re-
liable. 

Factor analysis was performed to determine the factor 
structures of the scales (see Table 2). Based on this analysis, 
several statements were excluded because they did not have 
the required characteristics and values, disrupted the scale 
structure statistically, or loaded onto meaningless dimen-
sions. Thus, the Working Life Quality Scale was reduced 
from 21 to 18 statements that loaded onto four dimensions 
(career opportunities, working conditions, work safety, 
wages and earnings). The Individual Creativity Scale was 
reduced from 6 to 5 statements that loaded onto one dimen-
sion. The former scale explained 47.31% of the total vari-
ance whereas the latter explained 16.26%. The Kaiser-
Mayer-Olkin sample adequacy level of the scale was 90% 
while the Bartlett test of sphericity was 3516.8, which was 
significant at the 0.01 level.  

5.3. Correlation analysis 

Table 3 shows the results of the correlation analysis per-
formed to determine whether there was any relationship be-
tween the working life quality scale dimensions and the in-
dividual creativity scale. There were a number of significant 
positive linear relationships between the dimensions of 
working life quality:  career opportunities had a moderately 
significant relationship with working conditions (p<0.05; 
p=.000; r=.519), work safety (p<0.05; p=.000; r=.507), and 
wages and earnings (p<0.05; p=.000; r=.515); working con-
ditions had a weakly significant relationship with work 
safety (p<0.05; p=.000; r=.456) and a moderately significant 
relationship with wages and earnings (p<0.05; p=.000; 
r=.512); work safety had a moderately significant relation-
ship with wages and earnings (p<0.05; p=.000; r=.197). 

Regarding the relationship between the scales, individual 
creativity had significant positive linear relationships with 
all four working life quality dimensions: a moderately sig-
nificant relationship with career opportunities (p<0.05; 
p=.000; r=.513); a weakly significant relationship with 
working conditions (p<0.05; p=.000; r=.385); a moderately 
significant relationship with work safety (p<0.05; p=.000; 
r=.630); and a weakly significant relationship with wages 
and earnings (p<0.05; p=.000; r=.268). 

5.4. Regression analysis and hypothesis testing 

To test the research hypotheses, a regression analysis 
was conducted on the relationship between the four dimen-
sions of the Working Life Quality Scale and the Individual 
Creativity Scale. The findings are shown in Table 4. 

Overall, the results in Table 4 indicate that working life 
quality significantly explains individual creativity, account-
ing for 44% of the variance in the dependent variable 
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(R=0.670; R2=0,449; corrected R2= 0,442; F=62.102; 
p=0.000). More specifically, however, only some of the 
working life quality dimensions explained individual crea-
tivity. That is, individual creativity was significantly pre-
dicted by career opportunities (p<0.05; p=.000) and work 

safety (p<0.05; p=.000) but not by working conditions 
(p>0.05; p=.771) or wages and earnings (p>0.05; p=.421). 
Thus, as shown in Table 5, H1 and H3 are accepted whereas 
H2 and H4 are rejected. 

Table 2. Factor analysis results 
Factors Number of variables Cronbach’s Alpha Eigenvalue Explained variance (%) 
Individual creativity 5 .87 8.10 16.26 
Career opportunities 4 .79 2.67 13.63 
Working conditions 5 .80 1.53 13.26 
Work safety 6 .84 1.28 12.73 
Wages and earnings 3 .73 1.02 7.68 
KMO = .900; Bartlett’s test of sphericity = 3516.8 

Table 3. Correlation analysis results 

Working life quality 1 2 3 4 5 
1- Career opportunities 1     
2- Working conditions .519** 1    
3- Work safety .507** .456** 1   
4- Wages and earnings .515** .512** .197** 1  
5- Individual creativity .513** .385** .630** .268** 1 

*p<0.05   **p<0.01      

Table 4. Regression analysis results for the relationship between the dimensions of the working life quality scale and the 
individual creativity scale 

Independent variables Non-standardized coefficients Standardized coefficients t p 
B Standard Error β 

Constant .804 .193  4.163 .000 

Career opportunities .228 .057 .230 3.995 .000 

Working conditions .016 .055 .016  .291 .771 

Work safety .496 .052 .497  9.552 .000 
Wages and earnings .038 .047 .043   .806 .421 

Dependent Variable: Individual Creativity 
R=0.670; R2=0.449; Corrected R2= 0.442; F=62.102; p=0.000 
** p<0.01. *p<0.05 

Table 5. Test results 

Hypotheses                                Constructs Result 
H1 Career opportunities significantly affect the individual creativity performance of employees Accepted 
H2 Working conditions significantly affect the individual creativity performance of employees. Rejected 
H3 Work safety significantly affects the individual creativity performance of employees. Accepted 
H4 Wages and earnings significantly affect the individual creativity performance of employees. Rejected 

6. Conclusion 

Improving working life quality depends on adapting 
working conditions and making work more humane through 
a more democratic workplace and work environment. Indi-
vidual creativity generally depends on employees having 
sufficiently stimulating working conditions to produce crea-
tive results. Thus, it is critical that organizations ensure that 
the working conditions ensure the employees’ working life 
quality. If working life quality is improved, employees can 
express their ideas more freely. If this is blended with indi-
vidual creativity, then employees can benefit the enterprise. 

Therefore, to maximize the individual creativity perfor-
mance of employees in accommodation businesses, these or-
ganizations must first improve the employees’ working life 
quality. 

In this study, a correlation analysis was first performed 
to determine the relationships between the four-work life 
quality dimensions. This revealed positive relationships of 
varying significance between the working life quality di-
mensions themselves and between them and individual cre-
ativity. Individual creativity had the strongest relationship 
with work safety and the weakest with wages and earnings. 
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A regression analysis was then performed to test the re-
search hypotheses. This showed that individual creativity 
was significantly affected by career opportunities and work 
safety but not by working conditions and wages and earn-
ings. 

As the regression analysis suggested, after work safety, 
the career opportunities dimension is particularly important 
for employees in accommodation businesses to display their 
individual creativity. The participants’ responses indicated 
that some hotels provide opportunities for promotion, per-
sonal development, vocational training, convenient in-house 
training, overtime work and staff. These opportunities ena-
ble employees to demonstrate their creativity by applying 
new ideas, researching new business-improvement tech-
niques and making a difference to the business. The accom-
modation businesses that do this increase the individual cre-
ativity performance of their employees. Thus, hypothesis H1 
was accepted: career opportunities significantly affect the 
individual creativity performance of employees. 

Individual creativity was most strongly affected by work 
safety. That is, there is an important relationship between 
hotel employees’ trust in the business and their ability to dis-
play their creativity. In their responses, some of the partici-
pating hotel employees indicated that they have social secu-
rity, can express their thoughts on any subject easily, their 
job is guaranteed by an employment contract and their per-
sonal information is not shared with other people. These fac-
tors all affect their creativity performance.  

Another important factor for displaying the creativity 
was having equal rights with other employees. On the other 
hand, the participants were undecided as to whether they are 
union members or not, suggesting that they do not have a 
clear attitude regarding union activities. Overall, the accom-
modation businesses that pay attention to these make their 
employees feel safe in the work environment, which in turn 
enables them to display their individual creativity. Thus, hy-
pothesis H3: work safety significantly affects the individual 
creativity performance of employees. 

According to the double factor (two factor) theory (Her-
zberg et al., 1959), satisfying needs is the basis of motiva-
tion. Therefore, good working conditions are necessary for 
employees to perform effectively. The survey responses 
showed that the participants generally find the physical 
working condition suitable and their working hours are reg-
ulated by the labor law. However, they were undecided 
about whether the management in the accommodation busi-
nesses they work for should follow fair practices and that 
workloads should be equal. Overall, these factors had no sig-
nificant effect on the participating employees reported indi-
vidual creativity performance. This may because hotel em-
ployees try to perform their jobs regardless of whether their 
working conditions are easy or difficult. Thus, hypothesis 
H2 was rejected: working conditions do not significantly af-
fect the individual creativity performance of employees. 

The participants’ responses regarding wage and earnings 
varied as to whether the wage was sufficient or not. The find-
ings also showed that some employees are paid different 
wages for doing the same job in the enterprise, balanced 
wages are applied between different positions, and that hotel 
employers offer premiums, bonuses, rewards and incentive 
opportunities. However, these factors had no significant ef-
fect on the employees’ reported individual creativity perfor-
mance. This can be explained by Herzberg et al. (1959), who 
argued that wages can only prevent job dissatisfaction rather 
than motivate employees because wages are considered a 
right. Thus, hypothesis H4 was rejected: wages and earnings 
do not significantly affect the individual creativity perfor-
mance of the employees. 

Overall, working life quality significantly affected the 
individual creativity performance of hotel employees in two 
dimensions (career opportunities and work safety) but not 
two others (working conditions, and wages and earnings). In 
related research, Demir (2011) found that employee absen-
teeism is significantly predicted by all four dimensions of 
working life quality (career opportunities, working condi-
tions, work safety, wages and earnings) as well as employ-
ees’ intention to stay in the job and their intention to work. 
Thus, whereas all four working life quality dimensions af-
fect intention to stay in the job and absenteeism, wages and 
earnings and working conditions do not significantly affect 
individual creativity performance. Hence, two hypotheses 
were accepted and two hypotheses were rejected. 

Based on these findings and the research literature, a 
number of recommendations can be made: 

• This study, which was conducted to determine the 
effect of the working life quality of hotel employees on in-
dividual creativity performance, will be a source for future 
studies on working life quality and individual creativity. 

• Since the freedom of employees to participate in 
union activities can increase their individual creativity per-
formance, accommodation businesses should adopt a clear 
attitude towards the employee in this regard. 

• Accommodation business should ensure that em-
ployees feel safe in the work environment in order to display 
their creativity, particularly regarding social security, equal 
rights, freedom of thought, job guarantees and privacy of 
personal information. 

• Working life quality can be improved if employees 
can express their thoughts clearly without pressure from 
management or colleagues. 

• Accommodation businesses should provide over-
time opportunities for employees to increase their income 
and create a work environment where employees can show 
their creativity. 

• Employees should be rewarded with promotions to 
increase their commitment to the business and allow them to 
display their creativity. 
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• Businesses should organize activities that increase 
that improve working life quality and employee motivation, 
such as personnel-oriented entertainment or competitions in 
accommodation businesses. 

• Accommodation businesses should help their em-
ployees receive vocational training in order to increase the 
level of creativity. 

• While working conditions do not affect individual 
creativity performance, safety does. Therefore, accommoda-
tion businesses should ensure that employees feel safe in 
their work environment. 

• Employees should be allowed to move freely 
within the organization without limiting their creative think-
ing, and they should be made to feel that their ideas are val-
uable. 

• Since factors wages and financial incentives do not 
significantly improve creativity, businesses should provide 
their employees with moral rather than material rewards, 
given that career advancement increases individual creativ-
ity performance. 

• This study should be replicated with another uni-
verse than the one for this study. 

• Apart from five-star accommodation businesses, 
similar studies can be carried out in other accommodation 
businesses. 

Scientific studies of the relationship between working 
life quality of hotel employees and their individual creativity 
have made a positive contribution to tourism research. Fu-
ture research can consider other kinds of hotel employees as 
well as employees in restaurant businesses, travel agencies 
and airline companies. 

Author contribution statements 

Authors contributed equally to the design and implemen-
tation of the research, to the analysis of the results and to the 
writing of the manuscript. 

Disclosure statement  

No potential competing interest was reported by the au-
thors. 

Ethics committee approval 

All responsibility belongs to the researcher. This article 
is produced from the master thesis under the supervision of 
Prof. Dr. Şirvan Şen Demir, cited as "Tür, E. (2019) The ef-
fect of working life quality of hotel employees on individual 
creativity performance. (Unpublished Thesis), Süleyman 
Demirel University, Isparta". 

References 

Akdeğirmen, E. (2015). Sosyal medya kullanımının inovasyon, bi-
reysel yaratıcılık ve çalışan performansına etkisi. 

Yayımlanmamış Yüksek Lisans Tezi. İstanbul: Arel Üniversi-
tesi, Sosyal Bilimler Enstitüsü. 

Aslım, G. (2013). Gıda tarım ve hayvancılık bakanlığında görev 
yapan veteriner hekimlerin çalışma yaşamı kalitesinin değer-
lendirilmesi. Yayımlanmamış Doktora Tezi. Konya: Selçuk 
Üniversitesi, Sağlık Bilimleri Enstitüsü. 

Aydemir, Y. (2008). Ohsas/Ts 18001 iş sağlığı ve iş güvenliği uy-
gulamalarının çalışma yaşamı kalitesine etkisi. 
Yayımlanmamış Yüksek Lisans Tezi. İzmir: Dokuz Eylül Ün-
iversitesi, Sosyal Bilimler Enstitüsü. 

Balay, R. (2010). Öğretim elemanlarının örgütsel yaratıcılık al-
gıları.  Ankara Üniversitesi Eğitim Bilimleri Fakültesi 
Dergisi, 43(1), 41-78. 

Barker, A. (2002). Yenilikçiliğin simyası (Çev.Ahmet Kardam), İs-
tanbul: Mess Yayıncılık. 

Bektaş, H. (2015). İkili değişkenler için faktör analizi: Çalışma 
yaşamı kalitesi üzerine bir uygulama. Yayımlanmamış 
Doktora Tezi. İstanbul: İstanbul Üniversitesi, Sosyal Bilimler 
Enstitüsü. 

Bentley, T. (2004). Yaratıcılık (Creativity), (Çev. Onur Yıldırım), 
İstanbul: Hayat Yayıncılık. 

Bilge H. (2010). Küçük ve orta boy işletmelerde insan kaynakları 
yönetimi fonksiyonları açısından kurumsallaşma: Manisa or-
ganize sanayi bölgesinde ampirik bir çalışma. Yayımlanmamış 
Yüksek Lisans Tezi. Manisa: Celal Bayar Üniversitesi, Sosyal 
Bilimler Enstitüsü. 

Borghini, S. (2005). Organizational creativity: Breaking equilib-
rium and order to innovate. Journal of Knowledge Manage-
ment, 9(4), 19-33. 

Canal, B. (2017). Örgütsel özdeşleşmenin bireysel yaratıcılık 
üzerindeki etkisi: Bankacılık sektöründe bir araştırma. 
Yayımlanmamış Yüksek Lisans Tezi. Nevşehir: Hacı Bektaş 
Veli Üniversitesi, Sosyal Bilimler Enstitüsü. 

Considine, G. & Callus, R. (2002). The quality of work life of aus-
tralian employees. The Development Of An İndex, 1-19. 

Cooper, C. L. (1979). Improving the quality of working life: a new 
industrial revolution. Employee Relations. 1(4), 17-18. 

Davis, L. E. & Trist, E. L. (1974). Improving the quality of working 
life: Sociotechnical case studies. Work And The Quality Of Life 
Resource Papers For Work In America 246- 279. 

Demir, M. (2009). Konaklama işletmelerinde duygusal zeka, örgü-
tsel sapma, çalışma yaşamı kalitesi ve işten ayrılma eğilimi 
arasındaki ilişkinin analizi. Yayımlanmamış Doktora Tezi. 
İzmir: Dokuz Eylül Üniversitesi, Sosyal Bilimler Enstitüsü. 

Demir, M. (2011). İşgörenlerin çalışma yaşamı kalitesi algılama-
larının işte kalma niyeti ve işe devamsızlık ile ilişkisi. Ege 
Akademik Bakış Dergisi, 11(3), 453-464. 

Demirbilek, S., & Türkan, U. Ö. (2008). Çalışma yaşamı kalites-
inin artırılmasında personel güçlendirmenin rolü. ISGUC The 
Journal of Industrial Relations and Human Resources, 10(1), 
47-67. 

Efraty, D. & Sirgy, M. J. (1990). The effects of quality of working 
life (qwl) on employee behavioral responses. Social Indicators 
Research, 22(1), 31-47. 



E. Tür & Ş.Ş. Demir  
 

 

Copyright © 2022 by JTTR                                                                                                                            ISSN: 2548-7583 60 

Erdem, M. (2008). Öğretmenlere göre kamu ve özel liselerde iş 
yasamı kalitesi ve örgütsel bağlılıkla ilişkisi. Yayımlanmamış 
Doktora Tezi. Ankara: Ankara Üniversitesi, Eğitim Bilimleri 
Enstitüsü. 

Esen, Ş. (1996). Yönetimde yaratıcılık ve kendini geliştirme. 
Yayımlanmamış Yüksek Lisans Tezi. Bursa: Uludağ Üniversi-
tesi, Sosyal Bilimler Enstitüsü. 

Garg, P., & Rastogi, R. (2006). New model of job design: Motivat-
ing employees' performance. Journal of management Develop-
ment., 25(6), 572-587. 

Göyşen, H. (2015). İçsel pazarlama çerçevesinde öğretim üye-
lerinin mobbinge maruz kalma algısı ve bunun çalışma yaşamı 
kalitesi üzerine etkisi. Yayımlanmamış Yüksek Lisans Tezi. 
Ankara: Gazi Üniversitesi, Eğitim Bilimleri Enstitüsü. 

Gu, Q., Tang, T. L. P. & Jiang, W. (2015). Does moral leadership 
enhance employee creativity? Employee identification with 
leader and leader–member exchange (lmx) in the Chinese con-
text. Journal of Business Ethics, 126(3), 513-529. 

Gurteen, D. (1998). Knowledge, creativity and innovation.  Jour-
nal of Knowledge Management, 2(1), 5-13. 

Güvenli, F. G. (2006). Yeni teknolojilerin çalışma yaşamı üzerin-
deki etkileri. Yayımlanmamış Yüksek Lisans Tezi. İzmir: 
Dokuz Eylül Üniversitesi, Sosyal Bilimler Enstitüsü.  

Hammer, E.F. (1984). Creativity, talent and personality. Florida: 
Robert E. Krieger Publishing Company. 

Harvey D. F. & Brown D. R. (1988). An experienced approach to 
organizational development. USA: Prentice Hall. 

Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). Motivation 
to work. New York: John Willey and Sons. 

Horng, J. S. & Hu, M. L. (2008). The mystery in the kitchen: Cul-
inary creativity. Creativity Research Journal, 20(2), 221-230. 

Huzzard, T. (2003). The convergence of the quality of working life 
and competitiveness: a current Swedish literature review. Ar-
betsliv i omvandling, (9), 1-119. 

Igbaria, M., Parasuraman, S., & Badawy, M. K. (1994). Work ex-
periences, job involvement, and quality of work life among in-
formation systems personnel. MIS quarterly, 175-201. 

Işık, R. (1991). Çalışma yaşamının kalitesinin geliştirilmesi: 
Hükümet, işçi, işveren ve özellikle ILO'nun yak-
laşımları. Verimlilik ve Çalışma Hayatının Kalitesinin 
Geliştirilmesi Sempozyumu (23-24 Ekim 1990, İstanbul), 45-
65. 

Jiang, J., Wang, S. & Zhao, S. (2012). Does hrm facilitate em-
ployee creativity and organizational innovation? A study of 
Chinese firms. The International Journal of Human Resource 
Management, 23(19), 4025-4047. 

Kalaycı, Ş. (2018). SPSS uygulamalı çok değişkenli istatistik tekni-
kleri. 9. Baskı, Ankara: Dinamik Akademi Yayın Dağıtım. 

Kale, E. (2010). Konaklama işletmelerinde örgüt içi faktörlerin ye-
nilik ve yaratıcılık performansına etkileri. Yayımlanmamış 
Doktora Tezi. Kayseri: Erciyes Üniversitesi, Sosyal Bilimler 
Enstitüsü. 

Kanbur E. (2015). Çalışanların bireysel yaratıcılık düzeylerinin iç 
girişimcilik performansları üzerindeki etkisinde algılanan 
örgütsel desteğin aracılık rolü. Yayımlanmamış Doktora Tezi. 
Tokat: Gaziosmanpaşa Üniversitesi, Sosyal Bilimler Enstitüsü. 

Kaya, N. (2011). Bir üniversite hastanesinde çalışan hemşirelerde 
çalışma yaşamı kalitesi ve etkileyen etmenlerin değer-
lendirilmesi. Yayımlanmamış Yüksek Lisans Tezi. Zonguldak: 
Karaelmas Üniversitesi, Sağlık Bilimleri Enstitüsü. 

Kristensen, T. (2004). The physical context of creativity. Creativity 
And Innovation Management, 13(2), 89-96. 

Küçükusta, D. (2007). Konaklama işletmelerinde iş-yaşam denges-
inin çalışma yaşamı kalitesine etkisi. Yayımlanmamış Doktora 
Tezi. İzmir: Dokuz Eylül Üniversitesi, Sosyal Bilimler En-
stitüsü. 

Lokanadha, R. M. & Mohan, R. P. (2011). Quality of work life of 
employees: Emerging dimensions. Asian Journal of Manage-
ment Research, 1 (2), 827-839. 

Mauzy, J., Harriman, R. A., Arthur, K. A. &  Harriman, R. 
(2003). Creativity, Inc: Building An Inventive Organization. 
Boston: Harvard Business Press. 

Nadler, D. A. & Lawler, E. E. (1983).Quality of work life: Perspec-
tives and directions. Organizational Dynamics, 11 (3), 20-30. 

Nazari, M. Z. & Shahdadnejad, N. (2011). Barriers to creativity and 
innovation in the organization’s management (Örgütlerin yöne-
timinde yaratıcılık ve yenilik engelleri). Management and Eco-
nomics, 25, 256-260. 

Oldham, G. R. & Cummings, A. (1996). Employee creativity: Per-
sonal and contextual factors at work. Academy of Management 
Journal, 39(3), 607-634. 

Özen, Y. (2012). Yaratıcı öğrenme. Gümüşhane Üniversitesi 
Sosyal Bilimler Elektronik Dergisi, 6, 231-256. 

Özmete, E. (2002). Özel sektörde kadın iş gücünün çalışma yasamı 
kalitesi. Yayımlanmamış Doktora Tezi. Ankara: Ankara Ün-
iversitesi, Sosyal Bilimler Enstitüsü. 

Pıçakçı, K., (2013). Örgüt ikliminin bireylerin yaratıcılık perfor-
mansı üzerindeki etkileri: Moda sektöründe bir uygulama. 
Yayımlanmamış Yüksek Lisans Tezi. Kocaeli: Kocaeli Ün-
iversitesi, Sosyal Bilimler Enstitüsü. 

Rose, R. C., Beh, L., Uli, J., & Idris, K. (2006). Quality of work 
life: Implications of career dimensions. Journal of Social Sci-
ences, 2(2), 61-67. 

Scbuster, M. (1987). Gain sharing: Do it right the first time. Sloan 
Management Review (1986-1998), 28(2), 17. 

Sirgy, M. J., Reilly, N. P., Wu, J., & Efraty, D. (2012). Review of 
research related to quality of work life (QWL) programs. 
In Handbook of social indicators and quality of life re-
search (pp. 297-311). Springer, Dordrecht. 

Tuncer, M., & Yeşiltaş, M. (2013). Çalışma yaşam kalitesinin otel 
işletmesi çalışanları üzerindeki etkileri. İşletme Araştırmaları 
Dergisi, 5(1), 57-78. 

Turunç, Ö., Tabak, A., Şeşen, H., & Türkyılmaz, A. (2010). 
Çalışma yaşamı kalitesinin prosedür adaleti, iş tatmini, iş stresi 



Journal of Tourism Theory and Research, 8 (2022) 
 
 

Copyright © 2022 by JTTR                                                                                                                            ISSN: 2548-7583 61 

ve işten ayrılma niyetine etkisi. ISGUC The Journal of Indus-
trial Relations and Human Resources, 12(2), 115-134. 

Ussahawanitchakit, P. (2011). Building corporate ınnovation of ın-
formation technology businesses in Thailand: Roles of em-
ployee creativity, organizational change and globalization 
force. J. Acad. Bus. Econ, 11(1), 1-10. 

Ünlü, M. (2011). Örgüt sağlığı algısının çalışma yaşamı kalitesi 
üzerine etkisi: İzmir ili Gaziemir ilçesindeki ortaöğretim ku-
rumları uygulaması. Yayımlanmamış Yüksek Lisans Tezi. 
İzmir: Dokuz Eylül Üniversitesi, Sosyal Bilimler Enstitüsü. 

Walton, R. E. (1973). Quality of working life: What is it. Sloan 
management review, 15(1), 11-21. 

Yılmaz, E. (2009). İlköğretimde çalışan öğretmenlerin örgütsel 
bağlılıklarının iş doyumları ve okullardaki örgütsel yaratıcılık 
açısından incelenmesi. İlköğretim Online, 8(2),  476-484. 

Zhou, Q., Hirst, G. & Shipton, H. (2012). Context matters: Com-
bined influence of participation and ıntellectual stimulation on 
the promotion focus–employee creativity relationship. Journal 
of Organizational Behavior, 33(7), 894-909. 

 


