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ORGANIZATIONAL COMMITMENT IN HOTEL BUSINESS:
AN ANALYSIS OF THE DIFFERENCES IN TERMS OF
DEMOGRAPHIC VARIABLES

Adem OGUT’, Metin KAPLAN™ and Selcuk KARAYEL™

Abstract: The results of this study which aims at determining the differences among subdimensions of
organizational commitment in terms of demographic variables of staff employed in four and five star
hotels in Cappadocia, show that there are differences in the subdimensions of organizational
commitment in terms of age of employees and star classification, ownership and foundation year of
the hotel, while there is no significant difference as to the other demographic variables.

Keywords: Organizational behaviour, Affective commitment, Normative commitment, Continuance
commitment, Hotel business.

1. Introduction

The competition that acquired a global status has been intensified as much as
possible by means of the following reasons such as the technological improvements,
the differentiation of customer demands, canalizing different expectations in addition
to the income by the shareholders and the investors and the emerge of the
environmental consciousness in the economic activities. The organizations are eager
to accommodate to the new structure of the economic life and carry on its assets and
achievements and on one hand they concentrate on the attempts of the
reorganization and on the other hand they aim at high quality. The determinant role
of the accomplishing for the strategies that will be developed and applied on the
behalf of both accommodating to the environmental conditions and meeting the
growing and varying customer demands is “the basic skills focused on human
resource” of the related organization.

The human factor, among the human and physical factors of the organizations, plays
an essential role by means of designing the other factors and forming various
combinations among them in consequence of creating differences comparing to the
rivals and undertaking its tasks for helping the organizations to achieve their goals.
While the top management is a driving force in the industrial area and carried out this
task in the service industry, all of the staff takes part in the driving force.The
Customer satisfaction is largely formed with regard to the employee performance in
the service industry because of the following characteristics such as creating the
basic value by means of the interaction based on customer- staff relation,
synchronous production and consumption, participating customers to the production
process and mostly linking the service to the human performance. This fact indicates
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that there will be constituted a perspective in which the organizations compete with
each other for the qualified workforce who has the ability of creating difference and
development among the companies.

In parallel with these developments, Human Resource management effectiveness for
the organizations recently has become a principal intended action and main purpose
of them such as providing services and producing items. Organizational
commitment has been stood out while carrying out this goal. Organizational
commitment is a significant fact for the staff to adopt the aims and objectives,
continue their demand to remain in the organization, participate to the organization
management and activities and carry out innovative and creative attitudes. The
growth of demand for the educated and the competent workforce for the
organizations and the inadequacies of the qualified labour supply, bring forward the
staff transfer. Consequently, it becomes difficult to retain the qualified staff for the
organizations. The leaving of the well-trained and acculturated staff bring along
mixed costs. In this context, increasing the organizational commitment of the
employees, determining the antecedents to retain them and revealing how these
antecedents differentiated have been emerged as a significant study field.

The aim of the study in consideration of these evaluations; revealing whether the
staff employed in four and five star hotels in Cappadocia has the significant
differences among the subdimensions of the organizational commitment in terms of
demographic variables or not. Also, It is expected that the results of the study will
contribute to the directors of the organizations, principally responsible for providing
the organizational effectiveness and productivity, to consider the differences
generated from the demographic variables of the staff without leaving the prevalent
human resource policies and sense of justice during the process of creating and
improving the process of the organizational commitment.

2. Organizational Commitment

Organizational Commitment; besides willingness to remain in the organization (Ferris
and Aranya, 1983: 87), is the participation of an individual to an organization and
identification with the organization (Becker, 1992: 233). From an exchange
perspective, commitment is a sense of support for and from the organization (Mize et
al., 2000: 103). The concept of the organizational Commitment involves the following
three factors (Maxwell and Steele, 2003: 362); -Acceptance of the organizational
aims and values and a strong belief to these aims, -the willingness of the struggles to
reach the organizational aims and —having a strong desire for carrying on the
organizational membership. ibicioglu (2000: 14-15) has added the identification with
the organization identity and internalization to these elements. Although, there have
been various classifications in literature concerning the organizational commitment,
this study based on the affective, normative and continuance commitment of Meyer
and Allen (1997: 11-13).

Affective commitment covers the identification with the organization and the
feelings for the organization besides the pleasure of being a membership of the
organization (Bergaman, 2006: 646). In other words, affective commitment means
devotion of the employees to their foundation, identification with their foundation and



3
embracing the aims and the objectives of the foundation and be proud of their
foundation (Bulut et al., 2009: 121).

Normative commitment is a sense of obligation of an individual or it reflects the
responsibility of the commitment and remaining within the organization (Asa and
Dalkilig, 2008: 853). In normative commitment, the individual feels indebted to the
organization. The training activities of the organization and the good relations with
the organization, feeling indebted himself to the organization and continue his labour
based on appreciation are the elements of the normative commitment (Yildirnm and
Demirel, 2009: 585).

Continuance commitment refers to requirement level to remain in the organization
because of the costs depend on the investments (benefit, advantage, self-interest) of
the individual for the organization (Bergaman, 2006: 646). Continuance commitment
is a desire to belong to the organization. Continuance commitment depends on the
belief that leaving the organization costs much. Normative commitment is the feeling
an obligation for the organization (Bergaman, 2006: 645). In this context, the affective
commitment includes a desire, normative commitment includes an obligation and
continuance commitment includes a requirement (Yozgat and Sisman, 2007: 747).

3. The Factors that Affects the Organizational Commitment

The antecedents of the organizational commitment are considerably varied in their
root and nature. The authors classified the factors that affect the Organizational
Commitment in various forms.

Steers (1977), has analyzed the relations between the personal characteristics, job
specifications, work experiences and the organizational commitment. Luthans et al.,
(1987), has classified the antecedents of the organizational commitment in their
suggested model into three groups; individual-demographic variables, organizational
relations and harmony of the individual-organization. Glisson and Durick (1988) has
classified the determinants of the organizational commitment as individual
characteristics, profession-task characteristics and organizational characteristics.
Similarly, Meyer and Allen (1991), has classified the antecedents of the
organizational commitment as individual characteristics, structural characteristics,
work- linked characteristics and work experiences. There are also studies underlining
the specific characteristics of the commitment for various extents. For example, while
rationalizations, meeting the expectations, individual and job harmony, requirement
of the satisfaction are particularly important to improve the affective commitment, on
the other hand they don’t make way for the continuance and normative commitment
(Mowday, 1998: 391-392). Also Harrison and Hubbard (1998) has classified the
antecedents of the organizational commitment into two groups; individual and
situational factors. Kagcmar et al., (1999) has classified the antecedents of the
organizational commitment as demographic characteristics, leader-member
exchange and justice of distribution. On the other hand, Zangaro (2001) has
classified the antecedents of the organizational commitment as individual
characteristics, work experiences and work characteristics.
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Meyer et al., (2002), has classified the factors that affect the commitments:
individual characteristics and work experiences for the affective commitment;
individual characteristics and alternatives and investments for continuance
commitment; individual characteristics, the experiences of the socialization and
organizational investments for normative commitment.

Maxwell and Steele (2003) have classified the significant antecedents of the
organizational commitment into four groups; individual characteristics, characteristics
regarding the job and the role, work experiences and structural characteristics.
Similarly, Ozdevecioglu (2003), has classified the factors that determine the level of
organizational commitment; individual factors, the factors regarding the job and the
role, the factors regarding the work experiences and the work environment, the
factors regarding the organizational structure.

The individual factors are stated as a common factor by many researchers above the
lines. The individual factors are critically important to internalize the organizational
objectives and values and sustainability of the organizational objectives and values in
the organization for a long time. The individual factors cover the job expectancy
psychological aggrement and demographic characteristics (Steers, 1977; Luthans et
al., 1987; Cohen, 1992; Suliman, 2002; Ahmad and Bakar, 2003; Al-Qarioti and Al-
Enezi, 2004; Durna and Eren, 2005; Mclnnis et al., 2009).

In our study, among the individual factors that affect the organizational commitment,
the demographic characteristics are chosen as an independent variable. The age,
education, gender, marital status and seniority of the individual are regarded as the
demographic characteristics (Zangaro, 2001: 18). It has been revealed that many
demographic characteristics are related to the organizational commitment. The age,
as a variable is the positive determining factor of the organizational commitment. As
the age of the employee passes, generally the decreasing of the alternative job
options makes their current positions attractive. In addition to this, the older
individuals’ commitment is higher than the young individuals as they have much more
investments and past (Luthans et al., 1987: 221; Glisson and Durick, 1988: 67). On
the other hand, the studies concerning the relations between the organizational
commitment and the gender have revealed conradictional results. While some
researchers stated that the women had more affective commitment, the other
researchers asserted that this relation based on a negative direction (Al-Qarioti and
Al-Enezi, 2004: 337). Generally, the commitments of the women to the organizations
are higher than the gentleman. This fact indicates that the women had to face much
more difficulties than the gentleman for being a membership (Kagmar et al., 1999:
979). Also it has been revealed that the marital status is related with the
commitment. The married couples display much more commitment to the
organizations. This correlation can be expected because the married couples take
over the responsibility of the financial burden and the family and need for much more
confidence and stability in comparison with the singles and consequently the married
ones commitment is higher than the single ones (Kagmar et al., 1999: 979; Chughtai
and Zafar, 2006: 43). The relations between the organizational commitment and the
education level have been analyzed and then it is stated that the commitments of
the employees with a higher education level are lower than the others. The main
factor of this result is based on the difficulties faced by the employees with a lower
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education level (Chughtai and Zafar, 2006: 43), on the other hand the employees
with a higher education level can find a job easily and consequently they less adapt
to their organizations (Ozkaya et al., 2006: 80). It has been stated that seniority is
also one of the determinant of the organizational commitment. The high ranking
members and the senior members display much more commitment to the
organizations (Luthans et al., 1987: 221; Glisson and Durick, 1988: 67; Ahmad and
Bakar, 2003: 169). Although it has been stated that there has been a relation
between the field research, organizational commitment and seniority, it is not obvious
that how it works (Chughtai and Zafar, 2006: 42).

4. Literature Review

The results of the research analyzing the relations between the demographic
characteristics and the organizational commitment presented below.

Luthans et al., (1987), have classified the demographic characteristics as age,
education, seniority at the organization, current seniority, time passed with the
current manager and then stated that there has been a positive relationship between
the organizational commitment and the demographic characteristics in the research
that covers 406 employees working in the small and big business administrations of
manufacture, service, finance, health and education. On the other hand, Cohen
(1992), has revealed that there is no meaningful variation in the relation that covers
age and the organizational commitment among the occupational clusters in his study
regarding the the organizational commitment between the white collar employees
and the blue collar employees. It hasn’t been found out that there are meaningful
relationships between the the white collar employees and the blue collar employees
for seniority variables. It has been found out that there are meaningful relationships
between the professional employees and the non- professional employees. Similarly,
it has been revealed that the negative relationship between the organizational
commitment and the education is meaningfully stronger in the blue collar employees
in comparison with the white collar employees. That is, the less educated blue collar
employees display much more commitment to the organizations than the more
educated white collar employees. In the sense of gender, the women of the blue
collar employees display much more commitment to the organizations and on the
other hand, the men of the white collar professionals display much more commitment
to the organizations. The relationship between the marital status and the
organizational commitment is stronger in the blue collar employees in comparison
with the white collar employees. Being married is an important relation in terms of the
white collar employees in comparison with the blue collar employees for the
organizational commitment. In terms of the number of children, there is no
meaningful variables between the the white collar employees and the blue collar
employees. Chang (2002) has found out that the men display much more
commitment to the organizations than the women in a research carried out in service
and manufacturing sector in Korea. Also another finding stated that the older ones
and the ones whose working time is long display high fidelity to the organizations.
Durna and Eren (2005) has revealed that there is a positive relationship between the
age of the employees who devoted themselves to the organizations as affective and
normative commitments in a research carried out in Nigde, a province of Turkey,
covers 300 people composed of teachers, doctors and nurses. They have found out
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that there is no relation between the gender and the subdimensions of the
organizational commitment. In terms of seniority variables, they have found out the
following findings: a partial association based on a positive direction between the
affective commitment and seniority, a strong association based on a positive
direction between the seniority and the normative and organizational commitment. In
terms of marital status, the research results indicates that a strong association
between the marital status of the employees and the normative and organizational
commitment, a slight association with the affective commitment, a strong association
between the marital status and the continuance commitment. Chughtai and Zafar
(2006) have carried out a research in Pakistan covering the full time academicians
and couldn’t find out a meaningful relation between the age, seniority, marital status,
education level and the organizational commitment. Ozkaya et al., (2006), have
revealed the following results; the continuance commitment will increase as the age
passes, the continuance commitment of the women is higher than the men, the
normative and continuance commitment of the high-school graduates are higher than
the university and MA graduates, the affective and the normative commitment of the
married ones are higher than the singles. In contrast with these findings, in a
research carried out in Adana, a province of Turkey, regarding the factors that affect
the organizational commitment of the employee of the A Class Travel Agencies,
Yalgin and iplik (2007), have found out that the organizational commitment will
decrease, as the age of the travel agencies’ employees passes, the organizational
commitment will increase as the education level getting higher and the organizational
commitment will decrease as the total employment getting longer

5. Methodology

The sample of the research covers the employee of the 4 and 5 star hotels (Fifteen 4
star hotels and Five 5 star hotels) with Tourism Operation Licence. “The Complete
Inventory Method”, identified as the observing (Serper and Aytag, 2000: 1) all of the
units of the community in which the survey is carried out for obtaining information is
taken as a basic method. In order to state the sampling frame, the individual
interviews with the senior officials of the aforesaid hotels have been carried out and
the total number of the staff has explained as 967. In this context, the survey form
has been sent to all of the units of the sampling frame. The number of the returned
survey is 418. But five of them didn’t include to the assessment process. The number
of evaluated survey is 413. The rate of return of the surveys is 43.0 %. This rate is an
acceptable one for these researches in the scientific world (Pierce and Henry, 1996).

The survey has been used as a data collection method in the research. The scale
composed by Meyer and Allen (1997) has been used. The scale of the organizational
commitment covers 3 dimensions and 20 statements such as the affective
commitment (6 items), the normative commitment (6 items) and the continuance
commitment (8 items). 5 point likert scale has been used (1=strongly disagree, 5=
strongly agree). Cronbach's Alpha Coefficient; the affective commitment: 0,88, the
normative commitment: 0,78 and the continuance commitment: 0.86. There is no
removed proposal as we couldn’t find a proposal whose reliability is highly low.

In the second part of the survey, there are questions related with the age, marital
status, education level, whether taking the vocational tourism education or not,
employment period, position in the hotel, department of the participants besides the
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questions related with the hotel such as how many stars does the hotel have, the
ownership position of the hotel and the age of the hotel.

The “t” test and “ANOVA” tests have been used for examining the variables in line
with the research objectives.

6. Findings

6.1. The Characteristics of the Sampling

The demographic characteristics of the employees evaluated in the context of the
research given in Table 1.

Table 1. The Demographic Characteristics of the Employees Participating to the Survey

Characteristics f % Characteristics f %

Gender Marital Status

Male 300 72,6 | Married 247 | 59,8

Female 113 27,4 | Single 166 40,2

Age Education Level

25 and younger 126 30,5 | Primary School 91 22,0

26-35 age range 195 47,2 | H. School and Equivalents 221 | 53,5

36-45 age range 76 18,4 | Two-year degree 63 15,3

46-55 age range 16 3,9 Bachelor's degree 35 8,5
Postgraduate 3 0,7

Taking Tourism The Employment Period in

Vocational Education the Aforesaid Hotels

Yes 205 49,6 | Lessthan 1 year 104 | 25,2

No 208 50,4 | 1-3 years range 150 | 36,3
4-6 years range 74 17,9

The Position of the 7-9 years range 33 8,0

Employee 10 years and over 52 12,6

Departmant Manager 20 4,8

Chef 60 14,5

Worker 333 80,7

n=413

The research results covering the demographic characteristics of the employees in
Table 1; 72,6% of the participants are male, 27,4% of the participants are female. In
terms of matrital status 59,8% are married and 40,2% are single. The age range of
the employees are 30,5% are 25 age and younger; 47, 2% are in the range of 26-35;
18, 4% are in the range of 36-45 and 3,9 % are in the range of 46-55. The education
levels of the employees who participated to the survey are stated in the following
figures: 22% Primary school, 53,5% High School and Its equivalents, 15,3% Two
years degree, 8,5% Bachelor's degree, 0,7% Postgraduate. The 49,6% of the
aforesaid employees have taken the Tourism Vocational Education and the 50,4% of
them haven’t taken the Tourism Vocational Education. When we analyze the
experience of the employees, 25,2 % less than 1 year, 36,3% 1-3 years range,
17,9% 4-6 years range, 8,0% 7-9 years range and 12,6% 10 years and over. When
we analyze the results of the research giving information about the positions of the
employees, we observe that 80,7% of the employees are employed as worker,
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14,5% of the employees are employed as chef, 4,8% of the employees are
employed as department manager.

The Characteristics of the Hotel Management at the Hotels in which the Survey is
carried out presented in Table 2.

Table 2. The Characteristics of the Hotel Management in which the Survey is Carried out.

Characteristics f % Characteristics f %

Star Rating of the Hotel The Ownership Position of

in which you are the Hotel in which you are

employed employed

4 star 258 62,5 | Independent Hotel 222 | 53,8

5 star 155 37,5 | Rental Hotel 29 7,0
Chain Hotels 162 | 39,2

Department in which you

are employed The Age of the Hotel

Front Office 72 17,4 | Management

Food and Bevarege 153 37,0 | 5years and lesser 111 | 26,9

Housekeeping 93 22,5 | 6-10 years range - -

Accounting 40 9,7 11-15 years range 30 7,2

Sales and Marketing 13 3,1 16 years and over. 272 | 65,9

Human Resources 1 0,2

Technical Service 19 4,6

Security 16 3,9

Purchasing 2 0,5

Others 4 1,0

n=413

When we analyze the data of the Table 2; 62,5% of the participants employed in the
4 star hotels and 37,5% of them employed in the 5 star hotels. The employees are
mainly employed in the following departments: Food and Bevarage (37,0%),
Housekeeping (22,5%), Front Office (22,5%), Accounting (9,7%). Also the 53,8% of
the participants of the survey are employed in the independent hotels, the 39,2% of
them employed in chain hotels and , the 7,0% of them employed in rental hotels.
The distribution that gives the information on the age of the hotels is stated in the
following lines: the majority of them, 65,9% of the participants are employed in the
hotels which have been carrying out t its service for 16 years and over. 26,5% of
them employed in the hotels which have been carrying out t its service for 5 years
and lesser and 7,2% of them employed in the hotels which have been carrying out its
service for 11-15 years.

6.2. The Results of the Analysis of the Difference with regard to the
Demographic Variables

The “t” test and “ANOVA” tests have been used to determine whether the levels of
the organizational commitments of the employees employed in the hotel business
organizations display a meaningful difference or not with regard to the demographic
variables. Among the difference analysis, the “t” test is used for researching if there is
a difference or not between the two sampling groups in terms of averages (Hair Jr. et
al., 1998: 358). The “1” test is appropriate for examining the difference between the
averages of the two groups, but it can be required the comparison of the averages of
more than two groups then ANOVA (Analysis of Variance) is the most appropriate
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test in these situations (Altunigik et al., 2007: 182). The analysis of variance is used
for examining the hypostesis concerning if there is a difference between the two or
more than two averages (Kalayci, 2009: 131). Multiple comparisons are required for
determining the source of the difference. The groups are compared with each other
two by two by using the multiple comparisons and then the source of the difference is
disclosed. The most frequently used tests are Tukey ve Scheffe in the multiple
comparisons (Ural and Kilig, 2006: 215).

In parallel with these statements stated above, the analysis results concerning if
there is a difference among the affective, normative and continuance commitment in
terms of the demographic characteristics of the participants and the characteristics of
the hotel organizations that we have researched presented below

6.2.1. The Results of “t” Test

The “t” test has been used to reveal if there is a meaningful difference among the
affective, normative and continuance commitments in terms of the following variables
such as gender, marital status, taking tourism vocational education, the star rating of
the hotel in which the staff employed for the participants of the survey.

The “t” test aiming at revealing the difference among the affective, normative and
continuance commitments in terms of the star rating of the hotel in which the survey
is carried out and its results presented below in Table 3.

Table 3. The Results of “t” Test in terms of the Variable of Star Rating of the Hotel Concerning
the Organizational Commitment.

Dependent The Levene’s Test for the

Dmg. Variable Std. Equation of the .
Chrec. (Org. Group Mean Deviation Variations t df Sig.

Commitment) F Sig.
- 4Star 3,42 0,906 Equal 3,85 | 0,05 -3,489 11
= . 0 0
o) Affective ) 0,001
% = . 5 Star 3,73 0,799 Unequal 3,600 356,40
é’ % 3 4 Star | 3,22 0,849 Equal 4,03 | 0,04 -0,762 411
50D Normative 5 5 0,446
oS % 5 Star | 3,28 0,707 Unequal -0,798 370,14
£50 4 Star | 2,68 0,849 Equal 0,76 | 0,38 -3,446 211
5 = Continuance | g siar | 2,98 0,821 vnequal || 3,474 0.001
& ’ ’ q ’ 332,92

p<0,05; (1=strongly disagree, 5= strongly agree).

As it seems in Table 3, there is no meaningful difference among the normative
commitments (p=0,446>0, 05) statistically in terms of the star rating of the hotels in
which the participants are employed. On the other hand, a meaningful difference is
observed in the level of affective commitment in terms of the star rating of the hotels
in which the participants are employed([tu11)= -3,489; p=0,001<0,05]. While analyzing
the source of this difference, it has been found out that the employees of the 5 star
hotels (3,73) have much more affective commitment than the employees of the 4 star
hotels(3,42). Similarly, a meaningful difference statistically has been revealed among
the levels of the continuance commitment in terms of the star rating of the hotel in
which the participants are employed[tui1)= -3,446; p=0,001<0,05]. While analyzing
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the source of this difference, it has been found out that the employees of the 5 star
hotels (2,98) have much more continuance commitment than the employees of the 4
star hotels(2,68). But when we look at the mean of the affective commitment and the
continuance commitment, the mean of the continuance commitment is lesser than
the others.

A meaningful difference hasn’t been found out among the affective, normative and
continuance commitment of the hotel employees in terms of the following variables
such as gender, marital status, taking tourism vocational education in the results of
the “t” test.

6.2.2. The Results of the ANOVA Analysis

The “ANOVA” test has been used to reveal if there is a meaningful difference
among the affective, normative and continuance commitments in terms of the
following variables such as age, education level, employment period, position in the
hotel, the ownership position of the hotel, the age of the hotel and the department of
the employee. Tukey HSD test, one of the analyses of the Multiple comparisons, is
used in order to find out the source of the difference.

The Results of the ANOVA Analysis aiming at the revealing the differences among
affective commitment in terms of age of the participants presented below in Table 4.



11
Table 4. The ANOVA Test between the Age Range Variable and the Affective Commitment

Descriptive Statistics
Age Range n Mean s.d.
25 age and 126 3,37 0,85
younger 195 3,52 0,89
; - 26-35 age 76 3,72 0,84
Affective Commitment range 16 413 0.81
36-45 age
range
46-55 age
range
The Source of Sum of Average
= Variance d.f. of F Sig.
o5 squares squares
2 £ d
R Between-groups | 4 11,478 3,826 5,102 0,002
Q2 variance
< % Within-group 409 306,684 0,750
O | variance
Total 412 318,162
Multiple Comparisons Affective Commitment Tukey Test
Mean
() Age Range (J) Age Range Difference Sig.
(1-9)
26-35 age range -0,15138 0,421
25 age and younger 36-45 age range -0,34541* | 0,032
46-55 age range -0,75331* | 0,006
25 age and younger 0,15138 0,421
26-35 age range 36-45 age range -0,19403 0,348
46-55 age range -0,60192* | 0,039
25 age and younger 0,34541* 0,032
36-45 age range 26-35 age range 0,19403 0,348
46-55 age range -0,40789 0,318
25 age and younger 0,75331* 0,006
46-55 age range 26-35 age range 0,60192* 0,039
36-45 age range 0,40789 0,318

*. Average difference at the 0,05 level is meaningful

As it seems in Table 4, the sig. value which shows the significance level is less than
0,05, so it can be stated that there are meaningful differences between the related
age groups and the affective commitment[F.1s09= 5,102; p=0,002<0,05]. When we
look at the results of the Tukey HSD in the Multiple Comparisons part of the Table,
the meaningful differences are identified between the age group of 25 and younger
and the age group of 36-45 and 46-55. Also there are meaningful differences
between the age group of 26-35 and 46-55. While analyzing the source of the
difference, it has been found out that the affective commitment level of the
employees of the age group of 25 and younger (3,37), is lower than the age groups
of 26-35 (3,52), 36-45 (3,72) and 46-55 (4,13). In other words, as the age passes,
the level of the affective commitment of the hotel employees will increase. This result
shows similarities with the results of the Luthans et al. (1987) ve Durna and Eren
(1992) and conflict with the findings of Cohen (1992) and Yalgin and iplik (2007).

The Results of the ANOVA Analysis aiming to reveal the differences among affective
commitment in terms of the ownership position of the hotel presented below in Table
5.



Table 5. The ANOVA test between the Ownership Position of the Hotel Variable and the
Affective Commitment

Descriptive Statistics
The Ownership
Position of the n Mean s.d.
Affective Commitment Hotel
Independent Hotel 222 3,32 0,93
Rental Hotel 29 4,02 0,71
Chain Hotel 162 3,75 0,74
The Source of Average
Variance d.f. | Sum of squares of F Sig.
squares
. Between-
Affective groups 2 24,800 12,400 | 17,330 | 0,000
Commitment .
variance
Within-group 410 293,361 0,716
variance
Total 412 318,162
Multiple Comparsions Affective Commitment Tukey Test
Average.
. . (J) The Ownership Differenc .
() The Ownership Position of the Hotel Position of the Hotel e Sig.
(I-J)
Independent Hotel Ren_tal Hotel -0,70042* | 0,000
Chain Hotel -0,43318* | 0,000
Rental Hotel Inde_pendent Hotel 0,70042* | 0,000
Chain Hotel 0,26724 0,261
Chain Hotel Independent Hotel 0,43318* | 0,000
Rental Hotel -0,26724 | 0,261

*. Average difference at the 0,05 level is meaningful

As it seems in Table 5, it can be stated that there are meaningful differences
between the ownership position of the hotel and the affective commitment [F(-410=
17,330; p=0,000<0,05]. When we look at the results of the Tukey HSD test, the
meaningful differences are identified between the employees of the independent
hotels and the employees of the rental hotels and the employees of the chain hotels.
While analyzing the source of the difference, it has been found out that the affective
commitment level of the employees of the rental hotels (4,02) and chain hotels (3,75)

is higher in comparison with the independent hotels (3,32).

The Results of the ANOVA Analysis carried out for revealing the differences among
normative commitment in terms of the ownership position of the hotel in which the

participants are employed presented below in Table 6.




Table 6. The ANOVA test between the Ownership Position of the Hotel Variable and the

Normative Commitment

Descriptive Statistics

The Ownership

Position of the n Mean s.d.
Normative Commitment Hotel
Independent 222 3,17 0,83
Hotel 29 3,63 0,68
Rental Hotel 162 3,27 0,75
Chain Hotel
The Source Average
of Variance | d.f. | Sum of squares of F Sig.
squares
Between- 2
Normative groups 5,826 2,913 4,653 0,010
Commitment | variance
Within- 410 256,674 0,626
group
variance
Total 412 262,501
Multiple Comparisons Normative Commitment Tukey Test
Average
. . (J) The Ownership Differenc :
() The Ownership Position of the Hotel Position of the Hotel (IeJ) Sig.
Independent Hotel Ren_tal Hotel -0,46552* | 0,009
Chain Hotel -0,10597 | 0,398
Rental Hotel Inde_pendent Hotel 0,46552* | 0,009
Chain Hotel 0,35955 | 0,064
Chain Hotel Independent Hotel 0,10597 | 0,398
Rental Hotel -0,35955 | 0,064

*. Average difference at the 0,05 level is meaningful

When we analyze the findings in Table 6; it can be stated that there are meaningful

13

differences between the ownership position of the hotel and the normative

commitment [F-110= 4,653; p=0,010<0,05]. According to the results of the Tukey

HSD test, the meaningful differences are identified between the employees of the

independent hotels and the employees of the rental hotels. While analyzing the

source of the difference, it has been found out that the normative commitment level

of the employees of the rental hotels (3,63) is higher in comparison with the

independent hotels (3,17).
The Results of the ANOVA Analysis carried out if the affective commitment displays
differences or not in terms of the age status of the hotel in which the participants are
employed presented below in Table 7.



Table 7. The ANOVA test between the Age Status of the Hotel Variable and the Affective

Commitment

Descriptive Statistics
The Age of the n Mean s.d.
Hotel
5 years old and 111 3,36 0,78
Affective Commitment lower
6-10 years range - - -
11-15 years range 30 2,94 1,07
16 years old and 272 3,67 0,86
over
- Thg Source of d.f. Sum of squares Average of F Sig.
o 5 | Variance squares
2 E Between-groups
S E variance 2 18,946 9,473 12,980 0,000
E e Within-group
< S | variance 410 299,216 0,730
Total 412 318,162
Multiple Comparsions Affective Commitment Tukey Test
Average
(I) The Age of the Hotel (J) The Age of the Hotel Difference Sig.
(-J)
11-15 years range 0,42598* 0,042
5 years old and lower 16 years old and over -0,30670* 0,004
5 years and lower -0,42598* 0,042
11-15 years range 16 years old and over -0,73268* 0,000
16 vears old and over 5 years old and lower 0,30670* 0,004
Y 11-15 years range 0,73268* | 0,000
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*:.Average difference at the 0,05 level is meaningful

According to the findings of the Table 7, there is a meaningful difference between the
affective commitment and the age status of the hotel [F(2-410= 12,980; p=0,000<0,05].
According to the results of the Tukey HSD test, the meaningful differences are
identified between the employees of the hotels whose age is 5 years old and lower
and the employees of the hotels whose age is 11-15 years old and the employees of
the hotels whose age is 16 years old and over. While analyzing the source of the
difference, it has been found out that the affective commitment level of the
employees of the hotels whose age is 5 years old and lower (3,36) and the
employees of the hotels whose age is 16 years old and over (3,67) is higher in
comparison with the employees of the hotels whose age is 11-15 years old (2,94).

The Results of the ANOVA Analysis carried out to determine the differences among
normative commitment in terms of the age status of the hotel in which the
participants are employed presented below in Table 8.
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Table 8. The ANOVA test between the Age Status of the Hotel Variable and the Normative
Commitment

Descriptive Statistics
The Age of the n Mean s.d.
Hotel
5 vyears and 111 3,33 0,73
lower
Normative Commitment 6-10 years - - -
range
11-15 years 30 2,84 0,76
range
16 vyears and 272 3,25 0,82
over
The Source of Average of .
o & | Variance d.f. | Sum of squares squa%es F Sig
> 2@ | Between-
© E groups 2 5,838 2,919 4,663 0,010
€ £ | variance
2 g Within-group | 410 256,663 0,626
O | variance
Total 412 262,501
Multiple Comparisons Normative Commitment Tukey Test
Average
() The Age of the Hotel (J) The Age of the Hotel lef(zrenc Sig.
(I-J)
5 years and lower 11-15 years range 0,49595* 0,007
16 years and over 0,08790 0,586
11-15 years range 5 years and lower -0,49595* | 0,007
16 years and over -0,40805* | 0,021
16 years and over 5 years and lower -0,08790 0,586
11-15 years range 0,40805* 0,021

*. Average difference at the 0,05 level is meaningful

When we analyze the findings in Table 8; it can be stated that there are meaningful
differences between the age status of the hotel and the normative commitment [F-
410= 4,663; p=0,010<0,05]. According to the results of the Tukey HSD test, the
meaningful differences are identified between the employees of the hotel whose age
is 5 years old and lower and the employees of the hotel whose age is 11-15 years
old. While analyzing the source of the difference, it has been found out that the
employees of the hotel whose age is 5 years old (3,33) feel much more normative
commitment than the employees of the hotel whose age is 11-15 years old (2,84).
Similarly, it has been found out that there is a meaningful difference between the
employees of the hotel whose age is 11-15 years old and the employees of the hotel
whose age is 16 years and over. The reason of the aforesaid difference based on the
level of the normative commitment. Because the level of the normative commitment
of the employees of the hotel whose age is 16 years old and over (3,25) is higher
than the employees of the hotel whose age is 11- 15 years old (2,84).

There is no meaningful difference among the affective, normative and continuance
commitments of the employees in terms of the other variables.
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7. RESULTS AND SUGGESTIONS

The differences among the levels of the organizational commitments in terms of
demographic characteristics of the 4 and 5 star Hotels in the Cappadocia region are
analyzed by means of the survey method composed of data set in this study

As a result of difference analysis that have been carried out for revealing if there is a
meaningful difference or not among the affective affective, normative and
continuance commitment in terms of demographic characteristics of the participants
and the characteristics of the hotels in which the survey is performed, it has been
found out that there are meaningful differences between the affective and the
continuance commitments with respect to the star rating of the hotels; on the other
hand we couldn’t find out any meaningful differences related with normative
commitment. That is, the levels of the affective and continuance commitment of the
employees of the 5 star hotels are higher than the employees of the 4 star hotels.
The reason of the increasement level of the affective commitment of the 5 star hotels’
employees in comparison with the 4 star hotels’ employees probably based on
forming the organizational values, policies, norms and rules in a perfect condition
and their adaptation by the employees. Also the high levels of the continuance
commitment of the 5 star hotels’ employees based on the perception of the hotel
employees. They consider that their hotels are prestigious ones and consequently
they bring prestige to them. Because the numbers of the 5 star hotels are very low in
these regions and it is hardly difficult to find an equivalent position around that
neighbourhood if they leave their job.

It has been found out that there are meaningful differences between the age range of
the employees and the affective commitments. The embracement of the sectoral
realities and values and obtaining the ability of observing the events objectively by
the senior individuals based on their employment period in their organizations, so
these can be related with the source of the differences.

It has been found out that there are meaningful differences between the ownership
position of the hotel and the affective commitment. The affective commitment level of
the employees of the rental hotels is higher in comparison with the independent and
chain hotels according to the survey results. Also it has been found out that there are
meaningful differences between the ownership position of the hotel and the
normative commitment. Particularly, the normative commitment level of the
employees of the rental hotels is higher in comparison with the independent hotels,
nevertheless the very low number of the employees working at the rental hotels in
comparison with the independent and chain hotels can create this kind of difference.

It has been revealed that there are meaningful differences between the age status of
the hotel and the affective commitment. It has been observed that the level of the
affective commitment of the employees whose age is 16 years old and over reached
the highest point. The reason of this difference based on the proper establishment of
the organizational norm and creating a problem-free organizational culture.

It has been revealed that there are meaningful differences between the age status of
the hotel and the normative commitment. It has been observed that the level of the
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normative commitment of the employees whose age is 5 years old and lower
reached the highest point. The reason of this difference based on a sense of
commitment, because the staff have been employeed recently in their hotels and this
fact created an ethical sense in their mind forcing them to continue.

It couldn’t be found out meaningful differences among the affective, normative and
continuance commitments related with the other variables

We can introduce some suggestions in order to increase the levels of the
organizational commitments of the hotel employees within the scope of the research;

e Although hotel establishments have legal regulations concerning the physical
structure, they don’t adequately have legal regulations concerning the staff .In this
context, quantitative-qualitative criteria concerning the people that will be employed
at the hotels should be determined.

e The required efforts should have been carried out in favour of the employee
personal rights of the hotel staff.

¢ The organizational socialization process should be used efficiently in order to teach
the organizational policies, rules, norms and procedures to all employees of the
hotels.

e The required training programs should be organized in order to teach the
organizational values composed by the management to all employees.

e The affective commitment, within the scope of the organizational commitments, is
particularly essential as the labour plays an important role in the tourism industry.
The activities aiming to develop the affective commitments of the top management
should be given precedence.

The results of the research set a good example and introduce guiding findings for the
other sector studies. The validity of these findings for the other sectors can be
verified by comparing multiple results of further research. It will be favourable to carry
out these activities in different destinations and sectors of the tourism in different
cultures and countries having different level of developments. Also, the other
premises that affect the organizational commitment or the results of the
organizational commitment can be the subject of the result and then put into the
analysis process.
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