ORGUTSEL BAGLILIK iLE DEMOGRAFIK OZELLIKLER
ARASINDAKI ILISKININ INCELENMESI: BIR UYGULAMA
CALISMASI

Ismet KAYA"
OZET
Problem Durumu: Calisanlarin orgiitsel baglilik seviyesinin diisiik olmasi
isten ayrilma, is tatminsizligi ve motivasyon eksikligi gibi istenmeyen sonuglara
neden olabilmektedir. Bu durum isletmelerin verimliliklerinin yani sira hizmetin
kalitesini ve miisterileri de olumsuz etkilemektedir. Calisanlarin demografik
ozellikleri orgiitsel baglilig1 etkileyen 6nemli faktorler arasindadir.

Arastirmanin Amaci: Bu calismada Edremit Korfezindeki konaklama
isletmelerinde ¢aligan personelin orgiitsel bagliliklarinin demografik o6zellikler
tarafindan etkilenip etkilenmedigi tespit edilmeye ¢alisilmistir

Yontem: Calismada Edremit Korfezi’nde yer alan 24 konaklama isletmesinde
daimi ¢alisan 120 personele anket yapilmis ve bunlarin degerlendirilmesinde istatiksel
analiz arac1 olarak tek yonlii varyans analizi ve bagimsiz t-testi kullanilmigtir.

Bulgular ve Sonuclar: Yapilan arastirmada duygusal baglhilik en yiiksek
baghilik cikarken, en disiik baglilik devam bagliligi olarak tespit edilmistir.
Calisanlarin orgiitsel bagliliklarnin cinsiyetlerine, medeni durumlarina, otellerin

yildizlarma, igletmedeki ve meslekteki ¢alisma siirelerine bagli olarak degistigi
gOriilmiigtiir.

Oneriler: Orgiitsel baglilig1 giiclendirmek igin almabilecek bircok 6nlem
bulunmaktadir. Bunlardan bazilari: Calisanlarin takdir edilmesi ve ddiillendirilmesi,
calisanlara egitim yoluyla isletme amag¢ ve degerlerinin benimsetilmesi, Orgiit
ici iletisimin ve bilginin seffaf olmasi, calisma kosullarinin ve {icretlerinin
iyilestirilmesidir.

Anahtar Kelimeler: Konaklama Isletmeleri, Orgiitsel Baglilik, Duygusal
Baglilik, Devam Bagliligi, Normatif Baglilik, Demografik Ozellikler.

ANALYZING THE RELATIONSHIP BETWEEN ORGANIZATIONAL
COMMITMENT AND DEMOGRAPHIC CHARACTERISTICS: AN
EMPIRICAL STUDY

ABSTRACT

Problem Statement: Low organizational commitment of staff may cause
undesirable results such as employee withdrawal, job dissatisfaction and lack of
motivation. This situation can negatively affect service quality and customers as well
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as establishments’ productivities. Demographic characteristics of staff are included
in the important factors which affect organizational commitment.

Research Aims: In the study, it was aimed to determine whether
demographic characteristics affect the organizational commitment of staff working
at accommodation establishments in Edremit Bay.

Method: Questionnaires were applied to 120 permanent employees in 24
establishments existing in Edremit Bay and a statistical mean one-way analysis of
variance and independent t-test were used to analyze them.

Findings and Results: Affective commitment was found to be the highest
result while continuance commitment was the lowest in the study. It was found that
organizational commitment varied depending on employees’ gender, marital status,
hotels’ star rating, working time in establishment and working time as a professional.

Proposals: There are many actions to be taken for enhancing organizational
commitment. Some of these are: rewarding and appreciating of employees, making
employees adopt establishments’ goals and values via education, making information
and communication transparent inside organization and improving work conditions
and wages of employees.

Keywords: Accommodation Establishments, Organizational Commitment,
Affective Commitment, Continuance Commitment, Normative Commitment,
Demographic Characteristics.

1. INTRODUCTION

It is expected that the tendency to leave the organization is higher for the
employees whose commitment to their organizations is low. In case the employees
leave the firm, it is a time consuming and costly period for the businesses to find and
train employees. Indeed, personnel leaving the job will both cause an investment
loss and an additional cost to make new investments for new personnel. On the
other hand, the increasing competition conditions among businesses lead to a rise
in demand for an educated and specialized workforce making it difficult to find
qualified personnel (Durna and Eren, 2005). It is seen that people with a high level
of commitment are easy-going and satisfied, have higher productivity and more
developed feelings of loyalty and responsibility and bring cost advantages to the
organization (Ayyildiz, Yiiksel and Hanger, 2007; Yal¢in and Iplik, 2005). Therefore,
it is essential that studies that aim at strengthening the organizational commitment of

the personnel should be made in businesses.
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There are several studies with regards to organizational commitment.
A part of these studies are directly related with organizational commitment and
factors affecting it while another part is made for the purpose of examining the
relationship between organizational commitment and terms such as quitting work,
job satisfaction, career etc., which are affected by the former. One of the most
important of the factors affecting organizational commitment is the demographic
factors. As a result of the studies performed, it is found that in the tourism sector the
demographic factors as gender, marital status, age, education period and time spent
in the organization affect organizational commitment and that there are relationships
between these factors and organizational commitment (Chen, 2007; Giimiis and
Hamarat, 2006; Yal¢in and Iplik, 2005; Yal¢in and Iplik, 2007). Indeed, in a study
by Feinstein and Vondrasek (2001) conducted with people working in food service,
it was found that demographic factors such as education, age, marital status and
working period determined job satisfaction and job satisfaction could provide an
idea about organizational commitment.

However, different conclusions can be reached in studies examining the
relationships between demographic characteristics and organizational commitment.
While in some studies it was found that one or some of the demographic characteristics
affect organizational commitment, in others there is no relationship found between
the same demographic characteristics and organizational commitment. For instance,
in studies conducted by Cohen (2009) and Iun and Huang (2007) it was concluded
that employees’ age made a significant difference in terms of organizational
commitment while Brown (2003) put forth that organizational commitment did
not change depending on age but level of education. In the study, no significant
relationship was found between age and education and organizational commitment.
This requires further research on the relationship between organizational commitment
and demographic characteristics.

The purpose of the study is to put forth whether the organizational
commitment of the employees working in accommodation organizations changes
depending on the quality of the organization, gender, level of education, age, marital
status and title of the employees, the department in which they work and how long
they have worked there, how long they have been with the organization and in the
same position as well as their current workplace.

The basic hypothesis developed in order to determine whether the

organizational commitment of the employees working in hotel businesses and its sub
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dimensions (affective, continuance and normative commitment) change depending
on their demographical characteristics are as follow:

H1: Employees’ organizational commitment changes depending on their
demographical characteristics.

H2: Employees’ affective commitment changes depending on their
demographical characteristics.

H3: Employees’ continuance commitment changes depending on their
demographical characteristics.

H4: Employees’ normative commitment changes depending on their
demographical characteristics.

For this purpose, firstly, definitions and studies regarding organizational
commitment were mentioned and next, the importance of the issue in terms of
accommodation facilities was examined. Last of all, information with regards to the

study made was given and research findings were assessed.

2. DEFINITIONS AND STUDIES REGARDING ORGANIZATIONAL
COMMITMENT

Theories regarding organizational commitment commenced with Becker’s
(1960) and Porter’s (1974) handling the issue as single dimensional and proceeded
up until today with the multi-dimensional approaches of O’reilly and Chatman
(1986) and Meyer and Allen (1984) in the 1980s (WeiBo, Kaur and Jun, 2010).
While “Mowday et al. (1979) defines organizational commitment as attitudinal
commitment concept; Price and Mueller (1986) define it as behavioral commitment.”
(Gunlu, Aksarayli and Per¢in, 2010).

With regards to the content of the concept of organizational commitment,
researchers present different opinions. Boylu, Pelit and Giigcer (2007) state that
definitions regarding the concept have quite different contents; however, they add
that definitions are based on an attitudinal or behavioral basis and Kara (2006) stresses
that definitions on organizational commitment are in compliance with the issue of
organizational commitment. Bayram (2005) points out that this concept could not be
clearly defined by the academicians and practitioners and that there is a conceptual
conflict in various aspects. On the other hand, it is indicated that there is a general
idea that the concept can have different shapes and the concept can be led towards

different selections in and out of the organization (Meyer and Parfyonova, 2010).
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The most accepted definition of organizational commitment is stated as
“the strong and confident acceptance of the organization’s purposes, the desire
to work for the organization and the determination to continue membership with
the organization” (Uygur, 2007). Similar to this definition, it was asserted that
organizational commitment was characterized by at least three factors, which are
a) strongly adapting the values and purposes of the organization; b) being eager
to make an effort that is in favor of the organization and c) being determined to
stay in the organization (Mowday, Steers and Porter, 1979). There are also writers
defining the organizational commitment as attitudinal commitment. Organizational
commitment plays an important role in determining several behaviors, such as
absence, quitting work, job satisfaction and work motivation (Pool and Pool, 2007).
All these definitions stress positive emotions and form positive energy for obtaining
and conducting the purposes of the business (Chen, 2007).

Meyer and Allen (1991) conceptualize organizational commitment three
dimensionally as affective, continuance and normative commitment and stress that
these three forms of commitment reflect a psychological status that a) characterizes
the relationships of the employees with the business and b) ensures that employees
decide upon the continuance of organizational membership. According to the writers,
affective commitment implies that the employee integrates with the organization
and feels emotionally attached to the organization; continuance commitment
demonstrates that the employee is attached to the organization by realizing the
cost that may emerge in case the employee leaves the organization. Normative
commitment is a kind of commitment which is related to the feeling of being obliged
to stay in the organization (loyalty).

The factors affecting and determining organizational commitment and
its scopes (affective, continuance and normative commitment) are various.
While personal characteristics affect organizational commitment and all that this
encompasses, experiences related to the work play a determining role in affective
commitment, and investments in work play a determining role in continuance
commitment. Social experiences and organizational investments are effective in
affective commitment (Meyer, Stanley, Herscovitch and Topolnytsky, 2002).

Balay (1999) stated role conflict, job insecurity, organizational
communication, personality, job satisfaction, policy and using authority, personal
policies and practices, promotion opportunities, commitment to the occupation,

occupational stages, status, justice distribution, meeting inner and outer needs and
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other variables coming to the front as the determinants of organizational commitment.
These variables result in important conclusions both for the employees and for the
business by causing different effects on the staff in the organization. According to
the researchers, a person working can experience all three forms of organizational
commitment at different degrees (Meyer and Allen, 1991; Wasti, 2005). These three
forms are not kinds of organizational commitment but elements that can be separated
from each other and there is a relationship among them (Allen and Meyer, 1990).
However, the undesired type of commitment in terms of organizations is generally
the continuance commitment. Indeed, employees stay at the organization as per
the conditions since the perceived work alternatives are so few and they present a
minimum level of performance (Uygu¢ and Cimrin, 2004).

There is a considerable number of studies in both domestic and foreign
literature in various sectors regarding organizational commitment. For instance,
Durna and Eren (2005), Uygu¢ and Cimrin (2004) dealt with the health sector while
Baysal and Paksoy (1999) and Boylu et al. (2007) examined the education sector
and Uygur (2007) made research in the banking sector. There is also a large amount
of studies in the tourism sector with regards to this issue (For instance, Ayyildiz et
al., 2007; Chen, 2007; Kazlauskaite, Buciuniene, and Turauskas, 2006; Gunlu et
al., 2010; Giimiis and Hamarat, 2006; Ungiiren and Dogan, 2010; Yal¢in and Iplik,
2007; Yalgin and Iplik, 2005).

In some studies only the organizational commitment of the administrators
were discussed (i.e. Chow, 1994; Ozkaya et al., 2006; Pool and Pool, 2007),
wherease in others employees’ organizational commitment was examined (i.e. Gunlu
et al., 2010; Uygug and Cimrin, 2004). Yet some studies were conducted on both
employees and administrators (for instance, Giimiis and Hamarat, 2006; Ungoéren
and Dogan, 2010).

3. THE IMPORTANCE OF ORGANIZATIONAL COMMITMENT IN
THE TOURISM SECTOR

The tourism sector is the fourth biggest sector of the world following the
petrol, chemical and automobile sectors (UNWTO, 2010). A total of 210 million
people worldwide are working in this sector and this number makes up 7.6 % of the
total employment. Regarding Turkey, there are 1.7 million people working in the
tourism sector and 7.2% of the total employment of the country is provided by this
sector (ISPAT, 2010).
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Hotel businesses are the units with the highest labor intensive employment
among all businesses. Furthermore, the quality perception of the service provided by
the hotel businesses is determined by the quality of the staff more than the physical
material. Thus, attitudes and behaviors of the employees serving the customers affect
both customer satisfaction and service quality (Gallardo, Sanchez-Canizares, Lopez-
Guzman and Jesus, 2010). It is a commonly accepted fact by most customers that
good humored, sympathetic, helpful and kind personnel affect and contribute to
customers’ tolerating several problems occurring at the hotels. This shows that the
level of quality and quantity of human resources at the hotels has a direct effect on
the service quality besides the physical factors at the hotel. Thus, the administration
of the business demands that employees have a high level of commitment to the
organization. Indeed, it is expected that employees with a high level of commitment
stay at their organization and become more successful (Chow, 1994).

It is generally stated that employees working in the accommodation sector,
which is a locomotive sub-sector of the tourism sector, have lower job morale and
that the sector has a higher labor turnover ratio (Ayyildiz et al., 2007; Yal¢in and
Iplik, 2005). The labour turnover ratio was found to be 60 % on average in a study
by Wasmuth and Davis conducted in five departments of 20 hotels in North America
and Europe in 1983, which took three years (Hinkin and Tracey, 2000). Foley (1996)
states that this ratio is expected to change between 60 and 300% in hotels (Milman,
2003). It is also stated that the tourism sector forms a peculiar labor turnover culture
and that there is a normative belief among the employees that a high level of labor
turnover ratio is ordinary. Thus, people working in this sector generally begin with
an expectation of a short term job (Iverson and Deery, 1997).

The cost of high labor turnover is high in accommodation facilities. Based
on a study conducted at four different hotels in the USA the cost of labor turnover
of a front desk personnel ranges approximately from 6000 dollars to 12000 dollars
(Hinkin and Tracey, 2000). In a study made in six Hotels in Turkey, it was found
that labor turnover cost changes from 411 TL to 7650 TL and as the rank increases
the cost increases as well (Aksu, Tarcan and Atilgan, 2000). One of the reasons why
labor turnover ratios are high in accommodation facilities is that the organizational
commitment of the employees is weak. There are several factors causing the
dissatisfaction of the employees working in the accommodation sector and thus
causing them to leave the business. Pizam and Ellis (1999) indicate these factors

as the seasonal characteristics of the sector, the dominance of small businesses in
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the sector, bad working conditions, inappropriate working hours, lack of career
opportunities and low salaries (DiPietro, 2008). Chalkiti and Sigala (2010) add low
job satisfaction, emotional workforce and unsatisfactory work relations to these
factors and categorize them in three main groups as business, individual and sector.

In a study, it was revealed that 37% of the people working in four and five-
star hotels works more than 16 hours a day and 29% works between 13 — 15 hours
a day. In the same study, more than half of the employees were found to be working
for the minimum wage (Yenipinar, 2005). In another study, it was revealed that 30%
of the employees had a moderate level of job satisfaction and 40 % was found to
have low job satisfaction (Akinci, 2002). Naturally, it is not expected that employees
with moderate or low job satisfaction as well as heavy work load and low salaries
have high organizational commitment. In brief, it is closely related to high quality
human resources as well as employees’ level of commitment to the firm whether

hotel businesses reach their economic and social purposes.

4. RESEARCH

4.1. Selecting the Data Gathering Instrument

A survey form was used in the study as the data gathering instrument. In
order to determine to what extent the respondents agree with the statements, a five-
point Likert type scale including the options as “strongly disagree”, “disagree”, “not
decided”, “agree” and “strongly agree” was used. The survey form is composed of
two parts. In the first part, there is information about demographic characteristics of
the people answering the survey and in the second part there is the organizational
commitment survey. The questions used in the study are taken from the PhD

dissertation by Ertan completed in 2008.

4.2. Sample Selection in the Study

Accommodation facilities located in the districts Ayvalik, Burhaniye and
Edremit, which are on the northern Aegean coast of Balikesir, were selected for the
study. The reason why Edremit Bay was chosen for the study is that there has not
been any study made regarding this issue in this region before. Studies conducted in
the tourism sector are generally focused on the Mediterranean, Southern Aegean and

Marmara regions.
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Based on the data of Balikesir City Culture and Tourism Directorate, in
Ayvalik there are 18, in Burhaniye there are three and in Edremit there are 13 tourism
certificated hotel businesses in 2011, which makes 34 tourism certificated hotels in
the bay area. In Ayvalik there are two five-star hotels, one four-star hotel, five three-
star hotels and two one-star hotels. In Burhaniye, there are two four-star and one
two-star hotels. In Edremit, there are three four-star, five three-star, two two-star and
three one-star hotels.

In the study, the surveys were handed out to 34 tourism certificated
accommodation facilities in total, which are located in the Edremit Bay Area and 24
of these replied the surveys. Four of these businesses have one star, six of them have
two, nine of them have three and five of them have four stars. Two five-star hotels
did not reply. Therefore, the surveys were collected from one, two, three and four-
star hotels. A total of 157 of the 204 permanent personnel working in the facilities
returning the surveys were reached. More than 15% of the questions in the 37 of the
surveys returned were missing so were left out of the assessment and 120 surveys
in total were included in the assessment. This number constitutes 59% of the target
population. Since in the spring months when the survey was administered, most of
the businesses are getting ready for the season, they did not hire temporary staff.
Thus, the numbers indicated as temporary staff are estimated numbers. Sinclair,
Martin and Michael (1999) found that organizational commitment of part-time and
full-time personnel changes depending on their demographical characteristics. The
results of another study revealed that seasonal or temporary workers working at the
hotels do not care about their jobs (Lee-Ross, 1999).

4.3. Factor and Reliability Analysis

Since the questions are a mixture of the scales developed by Meyer (1991)
and Wasti (2000) (Ertan, 2008), factor analysis is needed. 0.50 coefficient was
determined as the factor load of the questions. In order to test the convenience of
data structure for factor analysis in terms of the sample size, the result of KMO and
Bartlett’s test was found to be 0.852. This value is considered as “good” (Cokluk,
Sekercioglu and Biiyilikoztiirk, 2010). The questions asked and the results of the
factor analysis are shown in Table 1. As a result of the factor analysis, five of the
22 questions in total were taken out of the analysis. The questions taken out are
separately shown in table. 7, and the rest of the 17 questions were found to be related

to affective attachment, five of them with continuance attachment and five with
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normative attachment. Next the scale was subject to the normality test and the result
of the Kolmogorov-Smirnov test was found to be 0.200. Since the result of this test,
which is used in cases where the number of observations are 29 and higher, is greater
than 5%, it is accepted that data is normally distributed (Kalayci, 2008). Lastly, the
reliability analysis was done with the data and the Cronbach Alpha coefficient was

found to be high (0.894).
Table 1. Survey questions and factor analysis

Rotated Component Matrix®
Component
QUESTIONS Dimension| | | 5 | 3
6. 1feel as if myjob here in this organization was my personal job. Affec. ,833
1. I feel as if the problems of this organization were my own. Affec. ,813
7. 1thinkit is proud to be an employee of this organization. Affec. ,800
5.1feel thatTama part of a family in this organization. Affec. ,790
2. I have a strong feeling of belonging to this organization. Affec. 77
4. This organization has a very special meaning for me. Affec. ,719
3. I feel affectively attached to this organization. Affec. 576
20. I feel guiltyifI leave this organization now. Norm. .819
16. I wouldn’t want to leave this organization because I feel responsible to the people here. Norm. 721
21. It wouldn’t be right if T left my job here and disrupted the relationships I formed here. Norm. ,662
17.1 owe a lot to this organization. Norm. 582
22, 1 thinkit is necessary to show loyalty to this organization. Norm. 561
12. Tt would be difficult to get used to a new work place. Cont. ,833
14, I wouldn’t like to leave this organization and start again from the beginning at somewhere else.|Cont. 126
11.IfT had given so much to this organization, I might think about working in somewhere else.  |Cont. 625
13. I feel that it is getting harder to leave this organization as time passes by. Cont. 622
15. There is no guarantee that another firm is better than here; at least I know here. Cont. 534
Extraction Method: Principal Component Analysis.
RotationMethod: Varimax with Kaiser Normalization.
a. Rotation converged in 5 iterations.
Questions taken out as a result of the factor analysis
8. I adapt the purposes of this organization. (Affective)
9. If I wanted, it would be so difficult for me to leave this organization. (Continuance)
10. A major part of my life would be upside down if I decided to leave the organization now.(Continuance)
18. Although it might be advantageous for me, I feel that it is not right to leave this organization now. (Normative)
19. This organization deserves my layalty. (Normative))

4.4 The Change in Organizational Commitment of the Employees
Depending on Demographic Characteristics

SPSS 16 statistical packet program was used in order to determine whether
employees’ organizational commitment and the sub dimensions of the organizational
commitment which are affective, continuance and normative commitment change

depending on the demographic characteristics. The number of stars hotels have,
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gender, age, education, marital status department, title of the employees, working
time at the business and working time in profession were selected as the control
variables. Independent t-test was used for the gender variable and for the others
single-way variance analysis (Anova) was used. Moreover, LSD test, which is one
of the multiple comparison (post-hoc) tests, were applied in order to put forth the
differences among the tests.

Based on the descriptive statistics, employees’ level of organizational
commitment was found to be 3.71, level of continuance commitment was 3.42 and
level of normative commitment was 3.64. It can be said that level of commitment
was found to be above the average and continuance commitment was relatively low.

The affective commitment of the employees is higher than the other aspects.

4.4.1. Testing the Hypothesis

Findings of the independent t-test and single way variance analysis are
shown in Table 2. Accordingly, it is seen that the organizational commitment of
employees working in accommodation facilities located in Edremit Bay Area does
not change depending on gender (p=0.195), age (p=0.198), level of education
(p=0.936), department (p=0.496), title (p=0.449), the quality of the hotel they work
at (p=0.210), working time in profession (p=0.307) and number of workplaces they
have worked at (p=0.830); on the other hand; it changes depending on the employees’
marital status (p=0.057) and working time in the organization (p=0.052). Therefore,
H1 hypothesis “organizational commitment of employees changes depending on

demographic characteristics” was partially accepted.

Since it is seen that affective commitment of the employees does not change
depending on any control variable (p > 0.10), the H2 hypothesis “employees’
affective commitment changes depending on demographic characteristics” was
rejected. The continuance commitment of employees was seen to change depending
on gender (p=0.026), marital status (p=0.029) and the quality of the hotel they work
at (p=0.077), the H3 hypothesis “continuance commitment of the employees changes

depending on the demographic characteristics” was partially accepted.

Since the normative commitment of the employees was seen to change
depending on the quality of the hotel they work at (p=0.088) and the working
time in the profession (p=0.050), the H4 hypothesis “the normative commitment
of employees changes depending on demographic characteristics” was partially

accepted.
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Table 2. Descriptive statistics, independent t-test and results of ANOVA
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Descriptive statistics related with commitment F Sig.
" @
Demographic B e E £ % B ERE-E EN
Characteristics o % < *E E E g % E g g *g g
] 2 2 g S @ = B 2 £ B
N E : |2 |Z :l2|¢ 2|2
Female 41,7 4,0171 3,6708 3,6449 | 3,8223
_u;ag Male 58.3 3.8918 3,2588 3.6500 3.6278 .
gi - - - - 2181238l l&|c]|ls
£ | Total 100,0 bl e R S B = N !
Single 57,6 3,3445 3,2364 3,5281 3,5797
Eé Married 38,1 4,0592 3,6326 37524 | 38684 | o | = | & | ¥ N
S # | Widow(er) 4,2 4,3429 4,1600 4,2000 4,2471 § E f § sk
Total 100,0 3,9436 3,4263 36432 | 37116 N
15-21 20,2 3,9702 3,3130 3.6667 |  3.7265
22-28 38,7 3,9336 3,2800 3,6533 3,6571
g | 2935 193 3,6957 3,5333 3,4000 | 34737
< | 36-42 11,8 4,3265 3,5857 36154 | 39683 | = | =
43 + 10,1 4.1169 3.8167 41,0667 4.0749 E R S 5 § &
Total 100,0 | 3,9590 | 3.4261 3,6482 | 13,7200 ST T Sttt
Primary School 18,3 3,7347 3,3091 3,6632 | 3,6438
£ | HighSchool 475 3,9709 3,4655 3.6444 | 37299
§ | Assoclate 18,3 | 41104 | 3,5100 | 3,6762 | 3,7895
3 Degree
= Undergraduate+ 15.8 3.9173 3.3789 3.6105 3.6687 § 3 g & § S § §
Total 100,0 3,9458 3,4293 36478 | 37148 | " | | | | | | | ¢
Front Desk 26,7 | 4,0783 34667 | 35562 | 3,7748
o | Floor Service 17,5 4,1701 3,6381 3,9368 | 3,9195
8 | Restaurant 183 3,5519 3,3000 | 34526 | 34272
g Kitchen 11,7 | 4,0330 33714 | 3,5385 3,7108
g Accounting 58| 39184 3,7000 | 3.5429 | 38235 | _,
Other 20,0 | 3,8961 3,2783 3,7913 3,6765 5 E 2 lglz|8 8|3
Total 1000 | 3.9458 3,4293 36478 | 37148 R
Employee 53,0 | 3,8905 3,5639 | 3,6561 3,7723
Lorwer Level 14,5 |  4,0840 | 3,0625 | 32533 | 3,580
o | Man. : : ; : :
& | MiddleLevel 239 | 40317 3,4923 3,7857 | 3.8024
MHI]. [ o
Top Level Man. 8,5 3,8714 3,1200 s20) 354718 | 2|2 g |8 8|23
Total 100,0 | 39511 3,4372 218 37150 " | T | T i R
Scale values:1=Strongly disagree, 5=Strongly agree.
Level of significance: *p<.10, **<.05
Table 2 contd:
. Less than a year 283 | 37532 | 31212 | 34250 | 3,419
E 1-5 Years 41,7 | 38571 | 34417 | 36553 | 37045
25 | 6-10 Years 18,3 | 41688 | 13,7429 | 3,8000 | 3,9845
2S5 | 11-15 Years 75| 43492 | 3.6667 | 3.6667 | 39477 | o | o | w | — B
2 ® | 16 Years and more 42 4,3429 3,6000 4,3600 ERELTH B I T - I - B
Total 100,0 3,9458 3,4293 3,6478 squs| | 7 7| ¢ T ) -
Less than a year 12,5 | 33918 | 33000 | 3.8933 | 3.5566
£ | 1-5 Years 40,8 | 39058 | 34958 | 37111 | 37633
2% | 610 Years 225 | 39947 | 32720 | 32000 | 34859
=% | 11-15 Years 100 | 43452 | 13,3333 | 36000 | 38284 | I B
£ | 16 Years and more 142 3,9911 3,6471 3,9750 39765 | = § 2|8 § § z §
Total 100,0 | 39458 | 34293 36478 | 37148 | T s S T
| Fist 22,0 | 3,9643 | 3,6348 | 3,5769 | 3,809
,:5% Second 18,6 | 40136 | 34818 | 13,7238 | 13,7500
‘5 £ | Third 229 | 39451 | 34667 | 37167 | 37263
E§ Four + 36.4 3,8638 3,2762 3,5900 36214 | S g & B § g § §
Total 1000 | 39311 34333 36396| 37070 | | | | | " |
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Less than a year 12.5 35918 | 33000 | 3,8933 3.5566
1-3 Years 40,8 | 39058 | 34958 | 37111 3,7633
6-10 Years 22,5 3,9947 | 32720 | 3,2000 | 3,4859
11-15 Years 100 | 43452 | 33333 36000 | 3.8284
16 Years and more 142 | 39911 3,6471 3,9750 | 3.9765
Total 100,0 | 3,9458 | 3,4293 36478 | 3,7148
First 220 | 3.9643 36343 | 35769 | 3.8039
Second 186 | 40136 | 34818 | 37238 | 37500
Third 229 | 39451 34667 | 37167 |  3.7263
Four + 364 | 3,8638 | 32762 | 3,5900 | 3,6214
Total 1000 | 3.9311 3,4333 3,6396 | 3.7070

in the

Working time
proffession

1,174
499
2,458
1,222
326
736
050%
307

How

manieth
work place

146
688
189
29
932
561
904
830

Scale values:1=Strongly disagree, 5=Strongly agree.
Level of significance: *p<.10, **<.05

5. RESULTS AND EVALUATION

The findings demonstrate that employees’ affective commitment is high
while their continuance commitment is relatively lower. In another study conducted
in luxurious hotels in Lithuania, the employees’ affective commitment was found to
be higher than their continuance commitment (Kazlauskaite et al., 2006).

It was found that there is a relationship between the total organizational
commitment, continuance commitment and normative commitment in the suggested
hypothesis and demographic characteristics while no relationship was found between
affective commitment and demographic characteristics.

According to the results of the independent t-test in terms of gender variable,
it is seen that female employees have higher organizational commitment in all
aspects than the male employees.

The independent variables marital status of the employees and the quality
of the hotels, which are the demographic characteristics found to have a significant
difference based on Anova results, were also subjected to the LSD test, which is
one of the multiple comparison (post-hoc) technique and differences among groups
were revealed. Based on the findings obtained, significant differences were found
among single and married and widow(er) employees in terms of continuance and
organizational commitmentaspects. Accordingly, itis seen that married and widow(er)
employees have higher organizational, affective and normative commitment than
single employees. This can be explained with the fact that married and widow(er)
employees have a greater responsibility than single employees. However, in a study
by Ungiiren and Dogan (2010) made at five-star accommodation facilities, the level
of job satisfaction of single and young employees as well as the ones in managerial
positions is higher than that of other groups. A higher level of job satisfaction affects
organizational commitment positively. This may be a result of the fact that the hotel
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is a five-star hotel and shows that there can be different results in organizational
studies and related studies, creating the necessity that more research should be done
in this field.

When the quality of the hotels was considered, there are differences between
one-star hotels and three and four-star hotels and also differences between two-
star hotels and three-star hotels. The level of continuance commitment working at
one-star and two-star hotels was found to be lower than three and four-star hotels.
Particularly, the continuance commitment of the employees working at one-star hotels
is the lowest value in all the study. On the other hand, interestingly, people working
at one-star hotels have higher normative commitment than the people working at
three and four-star hotels. This can be interpreted as the fact that permanent staff
is less because single-star hotels are small and there are tight relations between the
business/owner of the business and the employees. Hence, the moral responsibility
the permanent staff working in small touristic regions, where finding job opportunities
are relatively difficult, feel towards the business and to the owner of the business
may be well developed.

When the working time at the business is considered, there is a significant
difference between the people with experience of one year or less and people with
experience of 6-10 years, 11-15 years and more. As the working time in business
increases, level of organizational commitment is seen to apparently increase. Varona
(1996) stated that employees’ organizational commitment changes depending on
their working time. Staff who have worked less than a year in the organization could
not develop the feeling of organizational commitment sufficiently. The reason for this
can be stated as the short period of time and the compliance problems experienced
intensely in the first year between the business and the personnel member. In terms
of the working period in the profession, an interesting result emerged among groups
in the normative commitment aspect. The level of normative commitment of people
with 6-10 years of experience was found to be lower than that of the people with 1-5
year of experience and with experience more than 16 years.

When results are interpreted based on descriptive statistics, it is seen that
young personnel members’ level of commitment is lower in terms of age groups
whereas commitment increases with age. It is found that the highest level of affective
commitment based on the education level of the employees belongs to graduates of
an associate degree while the lowest level of commitment belongs to the graduates of

primary school in the continuance commitment dimension. Another striking finding

Cilt 15 - Sayi 27, Haziran 2012



Turizm isletmeciligi ve Otelcilik Anabilim Dal

is that employees who have changed four or more workplaces have lower level of
commitment compared to the ones who have not worked in anywhere else before.

The following can be suggested as some precautions in order to form and
develop organizational commitment in accommodation facilities: Directing and
enlightening the employees in line with the goals of the organization, training the
employees, providing transparency in information and communication, ensuring
the participation of employees in decision making, improving working conditions,
providing financial support, rewarding successful people, giving importance to
cooperation and team work, approaching diversity among employees with tolerance
and avoiding attitudes and behaviors that may affect employees’ motivation
negatively.

Although in the study 70 % of the businesses located in the Edremit Bay
Area and 59 % of the staff working at these businesses were reached, it made it
impossible to assess the five-star hotels as no five-star hotel had given feedback
to the study. However, while only two five-star hotels were present during the
period the study was conducted, new five-star hotels that may be opened soon are in
question. Assessing these within the scope of similar studies to be done in the future
will provide a broader assessment and discussion setting. On the other hand, since
there can be different results of such studies, it will be beneficial that such studies are
repeated at certain intervals in both the Edremit Bay area and other regions of Turkey

in terms of comparing the results.

REFERENCES

Akici, Z. (2002). Turizm Sektoriinde Isgdren Is Tatminini Etkileyen
Faktorler: Bes Yildizli Konaklama Isletmelerinde Bir Uygulama, Akdeniz [1.B.F
Dergisi, (4), 1-25.

Aksu, A.A., Tarcan, E. and Atilgan, E. (2001). Isgéren Devrinin Otel
Isletmelerine Olan Maliyetinin Hesaplanmasi: Antalya Yoresinde Bir Arastirma,
Erciyes Universitesi Nevsehir Turizm Isletmeciligi ve Otelcilik Yiiksekokulu ve
Kapadokya Turistik Otelciler ve Isletmeciler Dernegi, Turizm Isletmelerinde Insan
Kaynaklar: Yonetimi Hafta Sonu Semineri V11, 24-26 Kasim 2000, 175-190.

Allen, N.J.and Meyer, J.P. (1990). The Measurement and Antecedents of
Affective, Continuance and Normative Commitment to the Organization, Journal of
Occupational Psychology, 63, 1-18.

Ayyildiz, T., Yiiksel, A. and Hanger, M. (2007). Kurumsal Yd&netisim:

1
Cilt 15 - Say1 27, Haziran 2012 {333
1



Balikesir Universitesi Sosyal Bilimler Enstitiisii Dergisi

Calisanlarin Orgiitsel Baglihgi Uzerine Etkisi, Seyahat ve Turizm Arastrmalart
Dergisi, Bahar, 50-69.

Balay, R. (1999). Isgorenlerin Orgiitsel Baglhlik Etkenleri ve Sonuglari,
Ankara Universitesi Egitim Bilimleri Fakiiltesi Dergisi, 32(1), 237-246.

Bayram, L. (2005). Yoénetimde Yeni Bir Paradigma: Orgiitsel Baglilik,
Sayistay Dergisi, 59, 125-139.

Baysal, A.C. and Paksoy, M. (1999). Meslege ve Orgiite Bagliligin Cok
Yonlii Incelenmesinde Meyer-  Allen Modeli, 1. U. Isletme Fakiiltesi Dergisi, 28(1),
7-15.

Boylu, Y., Pelit, E. and Giiger, E. (2007). Akademisyenlerin Orgiitsel Baglilik
Diizeyleri Uzerine Bir Arastirma, Finans Politik & Ekonomik Yorumlar Dergisi,
44(511), 55-74.

Brown, B.B. (2003). Employees’ Organizational Commitment and Their
Perception of Supervisors’ Relations-Oriented and Task-Oriented Leadership
Behaviors. Unpublished Doctoral Dissertation, the Faculty of the Virginia Polytechnic
Institute and State University.

Chalkiti, K. and Sigala, M. (2010). Staff Turnover in the Greek Tourism
Industry, International Journal of Contemporary Hospitality Management (22), 3,
335-359.

Chen, YJ. (2007). Relationships Among Service Orientation, Job Satisfaction,
and Organizational Commitment in the International Tourist Hotel Industry, Journal
of American Academy of Business, (11), 2, 71-82.

Chow, I. HS. (1994). Organizational Commitment and Career Development
of Chinese Managers in Hong Kong and Taiwan, International Journal of Career
Management, 6 (4), 3-9.

Cohen, A. (2009). A Value Based Perspective on Commitment in the
Workplace: An Examination of Schwartz’s Basic Human Values Theory Among
Bank Employees in Israel. International Journal Of Intercultural Relations, 33,
332-345.

Cokluk, O., Sekercioglu, G. and Biiytikoztiirk, S. (2010). Sosyal bilimler
icin ¢ok degiskenli istatistik (SPSS ve LISREL uygulamalary), 1. Baski, Pegem
Akademi Yayinlari, Ankara.

DiPietro, R.B. (2008). Retaining Hourly Employees: Nebraska’s Quick
Service Restaurant Industry Dilemma, University of Nebraska-Lincoln Extensions,
Institiution of Agriculture and Natural Resources, 1-3, http://www.ianrpubs.unl.edu/
epublic/live/g1829/build/g1829.pdf, Access Date:09.03.2011.

334 i Cilt 15 - Sayi 27, Haziran 2012




Turizm isletmeciligi ve Otelcilik Anabilim Dal

Durna, U. and Eren, V. (2005). U¢ Baghlik Unsuru Ekseninde Orgiitsel
Baglilik, Dogus Universitesi  Dergisi, 6 (2), 210-219.

Ertan, H. (2008). Orgiitsel baglilik, is Motivasyonu ve Is Performansi
Arasindaki Iliski: Antalya’da Bes Yildizli Otel Isletmelerinde Bir Inceleme,
Yayinlanmamis Doktora Tezi, Afyon Kocatepe Universitesi Sosyal Bilimler Enstitiisii,
Afyon.

Feinstein, A.H. and Vondrasek, D. (2001). A Study Of Relationships Between
Job Satisfaction And Organizational Commitment Among Restaurant Employees,
Journal of Hospitality, Tourism, and Leisure Science, 1-26. http://hotel.unlv.edu/
research/htl/pdf/articles/jobSatisfaction.pdf, Erisim tarihi:03.15.2011.

Gallardo, E., Sanchez-Canizares, S.M., Lopez-Guzman, T. and Jesus, M.M.
(2010). Employee Satisfaction in the Iberian hotel industry: The case of Andalusia
(Spain) and the Algarve (Portugal), International Journal of Contemporary
Hospitality Management, 22(3), 321-334.

Gunlu, E., Aksarayli, M. and Per¢in, N.S. (2010). Job satisfaction and
Organizational Commitment of Hotel Managers In Turkey, International Journal of
Contemporary Hospitality Management, 22(5), 693-717.

Glimiis, M. and Hamarat, B. (2006). Business Excellence and Organizational
Commitment in Seasonal Hotels, Anadolu Universitesi. Sosyal Bilimler Dergisi, 2,
1-12.

Hinkin, T.R. and Tracey, J.B. (2000). The Cost of Turnover-Putting a Price
on the Learning Curve, Cornell Hotel and Restaurant Administration Quarterly,
41(3), 14-21.

Iun, J. and Huang, X. (2007). How To Motivate Your Older Employees To
Excel? The Impact Of Commitment On Older Employees’ Performance In The
Hospitality Industry. Hospitality Management, 26, 793-806.

Iverson, R.D. and Deery, M. (1997). Turnover Culture In The Hospitality
Industry, Human Resource Management Journal, 7 (4), 71-82.

Kalayci, S. (2008). SPSS Uygulamali ¢ok degiskenli istatistik teknikleri,
3.Baski, Asil Yaym Dagitim Ltd. Sti, Ankara.

Kazlauskaite, R., Buciuniene, I. and Turauskas, L. (2006), Building Employee
Commitment in the Hospitality, Baltic Journal of Management, 1 (3), 300-314.

Lee-Ross, D. (1999). Seasonal Hotel Jobs: an Occupation and a Way of Life,
The International Journal of Tourism Research, 1(4), 239-253.

Meyer, J.P. and Allen, N.J. (1991). A Three-Component Conceptualization
of Organizational Commitment, Human Resource Manegement Review, 1(1), 61-89.

1
Cilt 15 - Say1 27, Haziran 2012 } 335



Balikesir Universitesi Sosyal Bilimler Enstitiisii Dergisi

Meyer, J.P., Stanley, D.J., Herscovitch, L. and Topolnytsky, L. (2002).
Affective, Continuance, and Normative Commitment to the Organization:
A Meta-Anaylsis of Antecedents, Correlates, and Consequences, Journal of
Vocational Behavior, 61, 20-52.

Meyer, J.P. and Parfyonova, N.P. (2010). Normative Commitment in the
Workplace: A Theoretical Analysis and Re-conceptualization, Human
Resources Management Review, 20, 283-294.

Milman, A. (2003). Hourly Employee Retention in Small and Medium
Attractions: the central Florida Example, Hospitality Management, 22, 17-35.

Mowday, R.T., Steers, R.M. and Porter, L.W. (1979). The Measurement of
Organizational Commitment, Journal of Vocational Behavior, 14, 224-247.

Ozkaya, O.M., Kocakog, D.I. and Karaa, E. (2006). Yé&neticilerin Orgiitsel
Bagliliklar1 ve Demografik Ozellikleri  Arasindaki  iliskileri  Incelemeye
Yonelik Bir Alan Calismasi, Celal Bayar

Universitesi I.I.B.F Yéonetim ve Ekonomi Dergisi, 13 (2), 77-96.

Pool, S. and Pool, B. (2007). A Management Development Model: Measuring
Organizational Commitment and Its Impact on Job Satisfaction Among Executives
in a Learning Organization, Journal of Management Development, 26(4), 353-369.

Republic of Turkey Prime Ministry - Investment Support and Promotion
Agency of Turkey (ISPAT), 2010, Turkish Tourism Industry Report,1-18, http://
www.invest.gov.tr/enUS/infocenter/publications/Documents/TOURISM.
INDUSTRY.pdf, Access Date:15.01.2010.

Sinclair, R. R., Martin, J. E. and Michael, R. P. (1999). Full-Time and Part-
Time Subgroup Differences in Job Attitudes and Demographic Characteristics,
Journal of Vocational Behavior, 55, 337-357.

UNWTO, (2010), Tourism Highlights, 2010 Edition, http://www.
unwto.org/facts/eng/pdf/highlights/  UNWTO_Highlights10 en HR.pdf, Access
Date:15.01.2010.

Uygug, N. and Cimrin, D. (2004). DEU Arastirma ve Uygulama Hastanesin

Merkez Laboratuvar1 Calisanlarmin Orgiite Baghliklarini ve Isten Ayrilma Niyetlerini
Etkileyen Faktorler, Dokuz Eyliil Universitesi I.I.B.F Dergisi, 19(1), 91-99.

Uygur, A. (2007). Orgiitsel Baglihk ile isgdren Performans: iliskisini
Incelemeye Yonelik Bir Alan  Calismasi, Gazi Universitesi Ticaret ve Turizm
Egitim Fakiiltesi Dergisi, 1, 71-85.

Ungiiren, E. and Dogan, H. (2010). Bes Yildizli Konaklama Isletmelerinde

1
336 Cilt 15 - Say1 27, Haziran 2012
]



Turizm isletmeciligi ve Otelcilik Anabilim Dal

caliganlarin i Tatmin Diizeylerinin Chaid Analiz Yéntemiyle Degerlendirilmesi,
C.U. Iktisadi ve Idari Bilimler Dergisi, 11(2), 39-52.

Varona, F. (1996). Relationship Between Communication Satisfaction And
Organizational Commitment in Three Guatemalan Organizations, The Journal of
Business Communication, 33 (2): 111-140.

Wasti, S.A. (2005). Commitment Profiles: Combinations of Organizational
Commitment Forms and Job Outcomes, Journal of Vocational Behavior, 67, 290-
308.

WeiBo, Z., Kaur, S. and Jun, W. (2010). New Development of Organizational
Commitment: A Critical Review (1960-2009), African Journal of Business
Management, 4 (1), 12-20.

Yalgin, A. and Iplik, FN. (2005). Bes Yildizli Otellerde Calisanlarin
Demografik Ozellikleri Ile Orgiitsel Bagliliklar1 Arasimdaki Iliskiyi Belirlemeye
Yonelik Bir Arastirma: Adana Ili Ormnegi. Cukurova Universitesi Sosyal
Bilimler Enstitiisti Dergisi, 14 (1), 395-412.

Yalgin, A. and Iplik, FN. (2007). A Grubu Seyahat Acentalarinda
Calisanlarin Orgiitsel Bagliliklarini Etkileyen  Faktorlerin  Belirlenmesine
Yonelik Bir Arastirma: Adana ili Ornegi, Selcuk Universitesi  Sosyal — Bilimler
Enstitiisii Dergisi, 18, 483-500.

Yenipinar, U. (2005). Otel Isletmelerinde Ucretlendirme: izmir ili 4-5
Yildizli Otel Isletmelerinde Bir Analiz, Dokuz Eylil Universitesi Sosyal Bilimler
Enstitiisti Dergisi, 7(3), 148-176.

1
Cilt 15 - Say1 27, Haziran 2012 } 337






