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Abstract
This paper presents the results of research that aimed to investigate 

the effect of the perceived organizational support level and some so-
cio-demographic characteristics on the level of organizational commit-
ment, affective commitment, continuance commitment and normative 
commitment levels in a luxury concept hotel business environment. 
The socio-demographic characteristics consists of the age, marital and 
educational status, working time in current organization, total working 
time and working position of the hotel personnel. 

The sample of the study consists of 177 people who work in the 
luxury concept hotel businesses in Istanbul in 2018. Specially designed 
forms were used to collect socio-demographic data along with the cor-
responding perceived organizational support and the organizational 
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commitment levels. Relational screening method was used.
Results of the research reveal that there exist a positive and signifi-

cant relationship between Perceived Organizational Support levels and 
Affective Commitment and Organizational Commitment levels. There 
is also a positive but not significant relationship between Perceived Or-
ganizational Support levels and Continuance Commitment and Norma-
tive Commitment levels. On the other hand, the age, marital and educa-
tional status, working time in current organization, total working time 
and positions of the hotel personnel have led to a differentiation on the 
level of Affective Commitment, Continuance Commitment, Normative 
Commitment and Organizational Commitment, but their gender does 
not cause a differentiation.

Keywords: Organizational Commitment, Perceived Organizational 
Support, Hotel Business, Personal Characteristics.

Örgütsel Bağlılık ve Algılanan Örgütsel Destek Arasındaki İlişki: 
Lüks Konsept Otel Örneği

Öz
Bu makalede, lüks konseptte hizmet veren bir otel işletmesinde, 

çalışanlarca algılanan örgütsel destek düzeyi ve bazı sosyo-demografik 
özelliklerin, çalışanların örgütsel bağlılık düzeylerine etkilerini in-
celeyen bir araştırma çalışmasının sonuçları sunulmaktadır.Araştırma-
da kullanılan sosyo-demografik özellikler otel çalışanlarının yaşları, 
medeni ve eğitim durumları, kurumdaki ve toplam çalışma süreleri ve 
çalıştıkları pozisyonlar olarak belirlenmiştir. 

Araştırmanın örneklemini 2018 yılında İstanbul ilinde lüks kon-
septte hizmet veren bir otel işletmesinde çalışan 177 kişi oluşturmak-
tadır. Sosyo-Demografik verilerin toplanması ve algılanan örgütsel 
destek ve örgütsel bağlılık düzeylerinin ölçülebilmesi için özel tasar-
lanmış anket formları kullanılmıştır. Araştırmada ilişkisel tarama yön-
temi kullanılmıştır. 

Araştırma sonucunda otel çalışanlarının; algılanan örgütsel destek 
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düzeyleri ile duygusal bağlılık ve örgütsel bağlılık düzeyleri arasında 
pozitif yönlü anlamlı bir ilişki olduğu, algılanan örgütsel destek düzey-
leri ile devam bağlılığı ve normatif bağlılık düzeyleri arasında pozi-
tif yönlü bir ilişki olduğu ancak bu ilişkilerin anlamlı olmadığı tespit 
edilmiştir. Öte yandan, otel çalışanlarının yaşlarının, medeni durum-
larının, eğitim durumlarının, kurumdaki çalışma sürelerinin, toplam 
çalışma sürelerinin ve çalıştıkları pozisyonların duygusal bağlılık, de-
vam bağlılığı, normatif bağlılık ve örgütsel bağlılık genel düzeyi üze-
rinde bir farklılaşmaya neden olduğu ancak cinsiyetlerinin bir farklılaş-
maya neden olmadığı da araştırmanın sonuçları arasındadır. 

Anahtar Kelimeler: Örgütsel Bağlılık, Algılanan Örgütsel Destek, 
Otel İşletmesi, Kişisel Özellikler
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1. Introduction
The human factor has become the most valuable component in today’s 

organizations and company managers are continuously looking for new 
and effective ways of keeping qualified employees in their organizations 
while maximizing their work efficiencies (Kon, 2015). This has placed in-
creased importance on human resources management to maximize orga-
nizational efficiency and effectiveness. Organizational efficiency and or-
ganizational effectiveness are closely related to the commitment levels of 
employees and therefore, new concepts and ideas to increase the self-sac-
rifice of employees are sought. Two of these new concepts are namely, 
organizational commitment and perceived organizational support. 

The concept of organizational commitment has obtained considerable 
importance since the 1950s. After the 1970s, a number of studies have been 
conducted to determine the contribution of the organization’s employees 
to the organization’s effectiveness and success (Çakınberk et.al., 2011). 
Today, employees are considered as part of the companies’ intellectual 
capital (Doğan and Kılıç, 2007). So, for all organizations, organizational 
commitment is considered as an important issue (İnce and Gül, 2005). 

The human kind is not only a material or a physical but also a so-
cial being. They have social needs such as being appreciated, receiv-
ing emotional support and respect besides having a social status in the 
society. In the modern management approach, it is accepted that an 
employee’s voluntary efforts and performance regarding his work are 
shaped by the organization in connection with the material and spiritual 
rewards he expects to receive in the future. Thanks to this exchange, the 
expectations of both sides are met. This relationship is called organiza-
tional support (Ceylan et al., 2015).

Organizational supporting volves the consideration of the well-be-
ing of the employees as an organizational value and the organizations’ 
planned efforts to increase their employees’ happiness (İplik et al., 
2014). Via the organizational support process, employers openly state 
that they are aware of their employees’ contributions and support to 
the organization and they are happy to work with them. Hence a strong 
message is delivered that their happiness and welfare is important for 
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the company. Through this message, the reflective need for respect, be-
longing and approval needs of the individual is simultaneously satisfied 
(Türe and Yıldırım, 2018). 

The employee’s actual perception of these efforts by the organiza-
tion is defined as “perceived organizational support’’. The feeling of 
confidence in this support enables the employee to show a more positive 
attitude towards the organization and to view herself/himself asa part 
of the organization. Perceived organizational support is defined as the 
employees feel that they are part of the organization, the organization is 
aware of the employee and care for the employees to feel comfortable, 
peaceful and secure (Demirer, 2017). Increased levels of perception of 
this support by the employees have a direct positive effect on their job 
satisfaction. Hence, organizations actively need to work towards in-
creasing the perception of organizational support (Şener, et al., 2015).

2. Literature Review
2.1. Organizational Commitment
The concept of organizational commitment was introduced in the 

1950s and the first studies were based on Becker’s (1960) “side-bet” 
theory. This theory is one of the oldest studies trying to explain the 
concepts of commitment and organizational commitment (Koç, 2009). 
Side-bet theory states that the employee, who shows commitment to 
an organization, has a partial or total secret interest on the basis of this 
commitment. This interest means that the employee will lose something 
if he leaves his organization (Barutçu, 2015). 

In the 1980s, the organizational commitment concept was studied by 
Mowday et al. (1982) as a two-dimensional structure. The first of these 
dimensions was the status of organizational membership (absence, ab-
senteeism) and the second dimension was related to the nature of orga-
nizational membership (loyalty, trust and cooperation) (Barutçu, 2015). 

In the 1990s, Allen and Meyer further discussed the organizational 
commitment and introduced three dimensions to the concept: 1- Af-
fective Commitment, 2- Continuance Commitment and 3-Normative 
Commitment (Allen and Meyer, 1991). 
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2.1.1. Affective Commitment: This dimension is described as an 
emotional attachment of employees to their organizations with identi-
fying themselves with their organizations and feel as an active partici-
pant in organizational activities. In other words, affective commitment 
is the degree of integration of employees with their organizations. The 
reason why employees continue their membership to the organization 
is because they desire it. Hence, the goals and values of the employees 
and the goals and values of the organizations are integrated. As a result, 
the employees are pleased to be in that organization and actively partic-
ipate in their works and have good relations with other members of the 
organization. Employees who are committed to their organizations with 
emotional commitment are a loyal member who devotes themselves to 
the organization. Therefore, they have a positive attitude towards the 
organization and do not refrain from making extra efforts for the orga-
nization when necessary (Allen and Meyer, 1991).

2.1.2. Continuance Commitment: This dimension includes the 
definitions introduced by the Side-bet theory, where organizational 
commitment was first defined. In the continuance commitment, focus 
is on the individuals’ losses in case of leaving the organization and re-
lated with the possibility that the employee may be deprived of certain 
benefits, such as salary, seniority and retirement benefits, if they leave 
the organization. Therefore, employees may continue to work in the 
organization even though they do not wish to stay in the organization 
(Gülova and Demirsoy, 2012).

2.1.3. Normative Commitment: By this dimension, Allen and 
Meyer (1990) have added a sense of moral commitment to the concept 
of organizational commitment. According to this dimension, employees 
perceive loyalty to their organizations as a duty and continue to stay in 
the organization as a result of their loyalty (Barutçu, 2015). 

Normative commitment develops under the influence of familial and 
cultural factors prior to the employee’s participation in the organization 
along with the influence of social and other investments made by the orga-
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nization. An example for these investments could be the training payments 
and professional development costs for the employee. The employee con-
tinues to work with the idea that it is a moral obligation to stay in the 
organization until these investments are repaid (Allen and Meyer, 1991).

2.2. Perceived Organizational Support
Support means informational, emotional, discretionary and material 

help from different sources. Organizational support refers to the fact 
that the source of the support is the organization (Selçuk, 2003). The 
“perceived” adjective stresses that the mentioned support is the actual 
support measured by employee surveys.

Elton Mayo and his colleagues in the 1930s approached the con-
cept of organizations from a ‘’behavioral’’ perspective and designed the 
Hawthorne experiments. These experiments started with the purpose 
of investigating the relationship between the increase in productivity 
and physical improvements and eventually resulted in the determina-
tion that social factors are more important in productivity growth (Cole 
1993; cited in Nayır, 2011).

Based on the results from the Hawthorne experiments, Mayo con-
cluded that socio-emotional organizational support has an impact on the 
social changes of employees (Nayır, 2011). It enables the organization 
to deal with its employees, to accept the employees’ acceptance, ap-
proval and respect. This effort leads to more efforts by the employees 
for the organization. As a result, a change / exchange relationship de-
velops. Organizational support theory in the business also deals with 
this exchange between organization and employee (Aselage and Eisen-
berger, 2003). 

In today’s management, it is accepted that the only source that can-
not be imitated among competing organizations is human resources. To 
succeed in this competitive environment, businesses should use their 
available resources in a most efficient way. Considering the inimita-
bility of human resources, managers need give effort to earn their em-
ployees’ commitment, dedication and self-sacrifice towards the orga-
nization. As a result of this approach, organizations began to consider 
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the idea of giving their employees the impression that they were behind 
them (Akın, 2008).

Emotional needs such as moral support, respect, approval and ap-
preciation are needed by employees. The managers show organization-
al support by making them feel that they are aware of their contribu-
tions to the organization, think about their happiness and feel happy to 
be with them (Özdemir, 2010). 

Blau (1964) says that the organizational support concept is based 
on the theory of social change. According to this approach, there is a 
change of welfare between the two parties (organizations and employ-
ees) depending on mutual conditions (Özdemir, 2010). 

Thanks to organizational support; it is felt that they are happy to 
work with them, they are happy for their happiness and welfare and 
they are aware of their contribution and support to the organization. 
Thus, as a human being, the needs of employees such as being respect-
ed, being approved and belongness are satisfied (İplik et. al., 2014).

Özdemir (2010) lists the characteristics of a supporting organization 
as follows: 

1. Take into consideration the ideas, suggestions and criticisms of 
its employees; evaluate and implement the applicable ones.

2. Provide assurance to its employees and provide assurance that 
those who meet the success criteria of the organization will re-
main in the organization.

3. Maintain a high level of internal communication in order to en-
sure positive relations among employees.

4. Establish organizational justice in the organization. 
5. Consider employees and provide some benefits in favor of them.

Managers should take the necessary measures in this regard. Con-
sidering that their employees are social human beings, they should be 
given the opportunity to participate in various groups and their contri-
butions, personalities and ideas should be valued. Therefore, employees 
will be feeling themselves more valuable, in other words, organization-
al support will be provided. 



123

THE RELATIONSHIP BETWEEN ORGANIZATIONAL COMMITMENT AND PERCEIVED 
ORGANIZATIONAL SUPPORT: CASE OF A LUXURY CONCEPT HOTEL

3. Methodology
3.1. Research Purpose, Importance and Hypothesis
Perceived organizational commitment is an important topic for busi-

ness management since 1950s. This subject has been studied in many 
different sectors. In this study, the relationship between organizational 
commitment and some personal characteristics and perceived level of 
perceived organizational support will be discussed in a hotel business 
that serves luxury concept. 

The hotel businesses are in the service sector and have a labor-inten-
sive way of working (Kozak, 2008). In other words, hotel businesses 
depend mostly on human labor while performing their functions (Çolak, 
2012). For almost all offered hotel services, this is an easily observable 
phenomenon. Functions like greeting of the guests, arrival and depar-
ture assistances and services like room cleaning, catering, laundry all 
require manpower.

On the other hand, almost all the services in the hotel business 
(room preparation, service, food and beverage services, front desk ser-
vices, etc.) are intertwined with the guest and in the social environment 
(Kozak, 2008). In this respect, interpersonal communication is more 
intense in hotels than any other businesses (Kuşluvan et al., 2010). For 
this reason, it is expected that the employees who face the customers 
should be friendly, gentle and be utmost careful about human relations 
(Costen and Barrash, 2006).

The majority of services in hotels are offered instantaneously. This 
situation rises the risks of all employees in the hotel business to face 
instant and genuine problems compared to many other sectors. In this 
respect, hotel staff should possess the ability to take immediate respon-
sibility and always ready to contribute to the solution of all requests 
(Erhart, 2006). 

In tourism enterprises and hotel businesses, the fixed costs are high. 
A significant part of the capital is connected to fixed values even before 
the hotel starts its activities and variable costs are relatively less im-
portant (Çolak, 2012). Therefore, managers concentrate their attention 
and efforts on ‘’guest’’ and ‘’income’’ issues rather than costs (Gürbüz, 
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1998). This characteristic of hotel business is another aspect that stress-
es on the importance of human relations. 

Today, competition is a phenomenon that manifests itself in many 
sectors. The competition in the hotel businesses is fierce. Especially in 
recent years, competition rose extraordinary levels. Many businesses 
are trying to survive this competition. 

The necessity of qualified personnel is an undeniable issue for busi-
nesses to protect their assets (Çolak, 2012). In this context, it has been 
deemed worthwhile to examine whether there is a relationship between 
certain socio-demographic characteristics and organizational commit-
ment levels of the employees for a hotel business serving a luxury con-
cept. Also, it is considered as an important issue to investigate whether 
there is a relationship between the perceived levels of organizational 
support and the levels of organizational commitment. 

For this purpose, the following hypotheses were stated to be analyzed:
H1: There is a significant relationship between Perceived Organiza-

tional Support and Organizational Commitment. 
H2: Organizational commitment levels differ significantly based on 

socio-demographic factors.

3.2. Research Model, Sampling and Data Collection Method 
This research is a relational survey model study in order to reveal 

the effect of certain socio-demographic characteristics and perceived 
organizational support on organizational commitment in a hotel that 
serves in a luxury concept. The hotel is a member of a chain hotel group 
with units operating in North America, Europe, Middle East / Africa 
and Asia Pacific regions.

The population of the research was the employees in a hotel man-
agement company which provides luxury services in Istanbul in 2018. 
The number of employees in the hotel has shown an average of 250 
people per year. Since the population was large, it was decided to work 
with a statistically acceptable sample size.

When calculating the sample size, 95% confidence level and 5% 
confidence interval criteria used in social sciences were taken into con-
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sideration and pre-calculated statistical tables were employed. Given 
the population is 250 people and the confidence level and the confi-
dence interval is set to be 95% and 5% respectively, the sample size can 
be determined to be 152 people (Cohen et al., 2007). 

The research data were collected by survey. The questionnaires were 
sent via e-mail to all people working in the hotel business on the date 
of the survey. A total of 185 people returned their surveys at the end of 
the study. However, 8 out of the filled questionnaires were excluded 
due to missing data. For this reason, the sample size was determined as 
177 people. 

The questionnaire used in this research consists of 3 sections: “Per-
sonal Information Form”, “Organizational Commitment Scale” and 
“Perceived Organizational Support Scale - Short Form”. 

Taking into consideration the organizational commitment literature, 
the socio-demographic characteristics were determined as the gender, 
age, marital status, educational status, working time in the institution, 
total working time and working position. These data were collected 
with the “Personal Information Form’’.

In order to measure the level of organizational commitment of the par-
ticipants, “the Organizational Commitment Scale”, which was developed 
by Meyer and Allen (1990) and finalized by Özkan (2010), was used.

This scale consists of 3 sub-dimensions and 22 items. The first 
sub-dimension of the scale is “Affective Commitment” and includes 
the first 7 items. The second sub-dimension of the scale is Continuance 
Commitment and covers the following 8 items. The last sub-dimension 
of the scale is son Normative Commitment and covers the last 7 items. 

In order to measure the perceived level of organizational support of 
the participants, “the Perceived Organizational Support Scale - Short 
Form”, which was developed by Turunc et al. (2012) based on Eisenberg-
er et al. (1986) “the Perceived Organizational Support Scale”, was used.

This scale (Perceived Organizational Support Scale - Short Form) 
has one-dimensional structure consisting of a total of 8 questions. For 
4 of the questions (Q.2, Q.3, Q.5 and Q.7), it was necessary to reverse 
the scores. 
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Data obtained from participants’ forms and scales were entered 
into SPSS 22.0 data analysis program for analysis. For variance anal-
ysis, Independent Sample T Test was used for two group variables and 
One-Way Variance Test (ANOVA) and Welch Test were used for the 
variables with more than two groups. For correlation analysis, Pearson 
Correlation was used. The findings were evaluated at 95% confidence 
interval and 5% significance level.

4. Empirical Results 
4.1. Descriptive Analysis Findings
The socio-demographic characteristics of the participants were sum-

marized in Table 1.

Table 1: Frequency and Percentage Analysis Results by Socio-Demographic 
Characteristics of the Participants

Socio-Demographic 
Characteristics

Groups n %

Gender Female 98 55,4
Male 79 44,6
Total 177 100

Age 30 and under 79 44,6
31-40 57 32,2
41-50 37 20,9

51 and over 4 2,3
Total 177 100

Marital Status Married 86 48,6
Single 91 51,4
Total 177 100

Education High School or below 41 23,2
Associate/College De-

gree
25 14,1

Bachelor Degree 88 49,7
Master’s Degree 23 13,0

Total 177 100



127

THE RELATIONSHIP BETWEEN ORGANIZATIONAL COMMITMENT AND PERCEIVED 
ORGANIZATIONAL SUPPORT: CASE OF A LUXURY CONCEPT HOTEL

Working Time in Orga-
nization

1 year or less 65 36,7
2-3 years 27 15,3
4 years 85 48,0

Total 177 100
Total Working Time 1-5 years 66 37,3

6-10 years 61 34,5
11-15 years 24 13,6
16 years and above 26 14,7
Total 177 100

Working Position Staff 122 68,9
Manager 55 31,1
Total 177 100

According to Table 1, 55.4% of the participants were female and 
44.6% were male. For age group data, 44.6% of the participants were 
between 30 years old and under, 32.2% of them were between 31-40 
years old, 20.9% were between 41-50 years old and 2.3% were 51 years 
old and over. For marital status, 48.6% of the participants were married 
and 51.4% were single. When the participants were analyzed according 
to their educational status, it was determined that 23.2% of them were 
graduated from high school or below, 14.1% graduated from associate 
/ college degree, 49.7% from bachelor degree and 13% graduated from 
master degree education. It was determined that 36.7% of the partici-
pants were working in the institution for 1 year or less, 15.3% for 2-3 
years and 48% for 4 years. When the participants were examined in 
terms of total working time, it was understood that 37.3% were 1-5 
years, 34.5% were 6-10 years, 13.6% were 11-15 years and 14.7% were 
16 years or more. 

Both Perceived Organizational Support Scale and Organizational 
Commitment Scale are 5-Likert Scale. The expressions and scoring 
in the scales are as follows: I strongly disagree = 1; I disagree = 2; I 
am undecided = 3; I agree = 4; I strongly agree = 5. In the scales and 
subscales, higher scores mean higher levels of commitment and higher 
levels of perceived support.
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Based on the assumption that the intervals in the scales are equal, 
the upper and lower limits for the mean can be determined as follows: 
I strongly disagree (1.00-1.79), I disagree (1.80-2.59), I am undecided 
(2.60-3.39), I agree (3.40-4.19) and I strongly agree (4.20-5.00). These 
grades can be combined into three categories as low-medium-high: Low 
level (I strongly disagree and I disagree); Mid-level (I am undecided); 
High level (I strongly agree and I agree). Low level is between (1.00-
2.59); intermediate level is between (2.60-3.39); High level is between 
(3.40-5.00) (Uçar and Uçar, 2014).

The mean of the scales / subscales used in the study were summa-
rized in the Table 2. 

Table 2: The mean of the scales / sub-scales

Scale SD

AC SS. 4,03 1,019
CC SS. 2,96 ,919
NC SS. 3,04 ,781
OC S. 3,33 ,707
POS S. 3,86 ,887

According to Table 2, the mean of the Affective Commitment Sub 
Scale was found X = 4.03 (± 1.019), the mean of the Continuance Com-
mitment Sub Scale was found X = 2.96 (±, 919), the mean of the Nor-
mative Commitment Sub Scale was found X = 3.04 (±, 781), the mean 
of Organizational Commitment Scale was found X = 3.33 (±, 707). Ac-
cordingly, the level of affective commitment of the participants was 
high (3.40 <X< 5.00); the level of continuance commitment was on me-
dium level (2.60 <X< 3.39); the level of normative commitment was on 
medium level (2.60 <X< 3.39); the level of organizational commitment 
was on medium level (2.60 <X< 3.39). On the other hand, the mean of 
Perceived Organizational Support Scale was 3.86 (± 887), and the level 
of organizational support perception was high (3.40 <X<5.00).
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4.2. Inferential Analysis Findings
The results of the reliability analysis of the scales are given in Table 3.

Table 3: The Results of the Scales Reliability Analysis

Scale Number of Items Cronbach’s Alfa (α)

AC SS. 7 ,954
CC SS. 8 ,854
NC SS. 7 ,760
OC S. 22 ,903
POS S. 8 ,902

As can be seen from Table 3, it was found that the reliability levels 
of the scales used in the study were highly reliable (0.7 <α <0.9). 

In order to determine whether the data collected from the scales used 
in the study showed a normal distribution, the skewness and kurtosis 
values of the scores were examined and the results are summarized in 
the following table. 

Table 4: The Results of the Scales Skewness and Kurtosis Analysis

Scale
Mean S.Dev. Skewness Kurtosis

Statistic Statistic Statistic Std. 
Error Statistic Std. 

Error

AC SS. 4,030 1,019 -1,100 ,183 ,571 ,363

CC SS. 2,956 ,918 ,153 ,183 -,688 ,363

NC SS. 3,042 ,781 -,053 ,183 -,002 ,363

OC S. 3,325 ,707 -,525 ,183 ,629 ,363

POS S. 3,861 ,887 -,641 ,183 ,247 ,363

In the literature, different values are given about the accepted skew-
ness and kurtosis values for a normal distribution: ± 1,0 (Hair et al., 
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2013); ±1,5 (Tabachnick and Fidell, 2013); ± 2,0 (George and Mallery, 
2010). As can be seen from Table 4, the skewness and kurtosis values 
for the scales and the subscales were within the range of ± 1.0, exclud-
ing only AC value. According to these data; Perceived Organizational 
Support Scale (Short Form), Organizational Commitment Scale and 
subscales (Affective Commitment, Continuance Commitment and Nor-
mative Commitment) data were evaluated to have a normal distribution. 

4.3. Testing Hypotheses
H1: There is a significant relationship between Perceived Orga-

nizational Support and Organizational Commitment. 
Pearson Correlation Analysis was applied to determine whether 

there was a significant relationship between the scores of the perceived 
organizational support scale and the organizational commitment scale 
and its sub-scales. The results of Pearson Correlation Analysis are giv-
en in Table 5.

Table 5: The Results of Pearson Correlation Analysis Between Perceived Or-
ganizational Support and Affective Commitment, Continuance Commitment, 
Normative Commitment, Organizational Commitment

AC CC NC OC POS
1 Affective Commitment 1
2 Continuance Commitment ,308** 1
3 Normative Commitment ,508** ,441** 1

4 Organizational Commit-
ment ,782** ,768** ,792** 1

5 Perceived Organizational 
Support ,734** ,087 ,146 ,429** 1

** Correlation is significant at the 0.01 level (p<0,01). 
* Correlation is significant at the 0.05 level (p<0,05).
r=0,000-0,300 Low Correlation 
r=0,301-0,700 Medium Correlation
r=0,701-1.000 High Correlation
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When the correlation analysis in Table 5 was examined, it was ob-
served that there was a positive and high level (r =, 734) significant (p 
<0.01) relationship between the Perceived Organizational Support lev-
els and Affective Commitment levels of the participants. This result is 
consistent with the findings of the Eisenberger et al. (1990), Hochwarter 
et al. (2003), Bilgin and Demirer (2012) and Kaur and Aneet (2017).

Also, it was determined that there was a positive and medium level 
(r =, 429) significant (p <0.01) relationship between Perceived Orga-
nizational Support levels of the participants and Organizational Com-
mitment levels. This result is consistent with the findings of the Bishop 
et.al. (2000), Yoon and Thye (2002), Garg and Dhar (2014) and Barutçu 
(2015).

On the other hand, it was determined that there was no significant 
relationship between Perceived Organizational Support levels of partic-
ipants and Continuance Commitment. This result is consistent with the 
findings of the Shore and Wayne (1993) and Aube et al. (2007).

Also, there was no significant relationship between Perceived Or-
ganizational Support levels of participants and Normative Commit-
ment levels. This result contradicts the findings of the Shore and Wayne 
(1993), O’Driscoll and Randall (1999), Eisenberger et al. (2001), Meyer 
et al. (2002), Özdevecioğlu (2003), Aube et al. (2007), Panaccio and 
Vandenberghe (2009), Üren (2011), Wann-Yih and Htaik (2011), Kaplan 
and Öğüt (2012), Barutçu (2015), Malik et al. (2016) and Özkan (2017).

Shore and Wayne (1993), Eisenberger et al. (2001), Aube et al. 
(2007), Barutçu (2015) and Özkan (2017).

H2: Organizational commitment levels differ significantly based 
on socio-demographic factors.

It was analyzed whether the affective commitment, continuance 
commitment, normative commitment and organizational commitment 
levels of the participants differ according to the socio-demographic 
characteristics. The socio-demographic characteristics to be taken into 
consideration are the gender, age, marital status, educational status, 
working time in the organization, total working time and position. 
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Independent samples T-test was used for the variables with two sub-
groups. For variables with 3 or more subgroups firstly, the homogeneity 
of variance was analyzed by the Levene’s test. In cases where the ho-
mogeneity of variance requirement was provided, ANOVA was used for 
analysis of variance. In cases where it was not provided, Welch test was 
used. The differences between the sub-groups were investigated using 
multiple comparisons, i.e. post-hoc, tests. Scheffe and Games-Howell 
tests were used, respectively, because the sub-group sizes were differ-
ent. The tests used are shown in the related tables. Also, in the ANOVA 
and the Welch Test tables, if there is a significant difference between the 
groups, this is shown in the result column.

Table 6: Independent Sample T-Test Results between Gender Variable and 
Affective Commitment-Continuance Commitment-Normative Commitment 
Sub-Scales, Organizational Commitment Scale

Scale Gender N SD. t df p

AC SS.
Female 98 3,99 ,997

-,560 175 ,576
Male 79 4,08 1,050

CC SS.
Female 98 3,01 ,900

,808 175 ,420
Male 79 2,89 ,943

NC SS.
Female 98 3,01 ,747

-,629 175 ,530
Male 79 3,08 ,826

OC S.
Female 98 3,32 ,673

-,096 175 ,923
Male 79 3,33 ,752

In Table 6, the gender oriented comparative t-test results of the par-
ticipants in terms of their AC, CC, NC and OC are displayed. There 
are no significant differences in the level of AC, CC, NC and OC on 
the basis of gender (p values >.050). This result is consistent with the 
findings of the Yalçın and İplik (2005), Sığrı (2007), Taşkın and Dilek 
(2010) and Özkan (2017).
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In Table 7, the age oriented comparative test (Welch& Games-How-
ell and ANOVA& Scheffe) results of the participants in terms of their 
AC, CC, NC and OC are displayed. There are significant differences in 
the level of AC, CC, NC and OC on the basis of age (p values <.050). 
It was determined that the commitment level of the older participants 
was higher than younger. This result is consistent with the findings of 
the Chang (2002), Durna and Erden (2005), Özkaya et al. (2006) and 
Özkan (2017).

Table 8:Independent Sample T-Test Results Between the Marital Status Vari-
able and Affective Commitment-Continuance Commitment-Normative Com-
mitment Sub-Scales, Organizational Commitment Scale

Scale Marital Status N SD. t df p

AC SS.
Married 86 4,40 ,841

5,040 175 ,000*
Single 91 3,68 1,051

CC SS.
Married 86 3,11 ,923

2,217 175 ,028*
Single 91 2,81 ,895

NC SS.
Married 86 3,30 ,727

4,575 175 ,000*
Single 91 2,79 ,753

OC S.
Married 86 3,58 ,640

5,042 175 ,000*
Single 91 3,08 ,684

* Significant at the 0.05 level (p<0,05).

In Table 8, the marital status oriented comparative t-test results of 
the participants in terms of their AC, CC, NC and OC are displayed. 
There are significant differences in the level of AC, CC, NC and OC 
on the basis of gender (p values <,050). It was determined that the 
commitment level of the married participants was higher than the sin-
gles. This result is consistent with the findings of the Durna and Eren 
(2005), Özkaya et.al. (2006), Bozkurt and Yurt (2013), Seçgin (2014) 
and Küçüközkan (2015).
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In Table 11, the total working time oriented comparative test 
(Welch& Games-Howell and ANOVA& Scheffe) results of the par-
ticipants in terms of their AC, CC, NC and OC are displayed. There 
are significant differences in the level of AC, CC, NC and OC on the 
basis of total working time (p values <,050). It was determined that 
the commitment level of the participants who had higher total work-
ing time were also higher. This result is consistent with the findings of 
the Chang (2002), Durna and Eren (2005), Uçar and Uçar (2014) and 
Seçgin (2014).

Table 12: Independent Sample T-Test Results Between Working Position 
Variable and Affective Commitment-Continuance Commitment-Normative 
Commitment Sub-Scales, Organizational Commitment Scale

Scale Working  
Position N SD. t df p

AC SS.
Staff 122 3,78 1,075

-6,333 168,100 ,000**
Manager 55 4,58 ,592

CC SS.
Staff 122 2,82 ,884

-2,988 175 ,003**
Manager 55 3,26 ,931

NC SS.
Staff 122 2,90 ,770

-3,783 175 ,000**
Manager 55 3,36 ,715

OC S.
Staff 122 3,15 ,703

-5,220 175 ,000**
Manager 55 3,71 ,550

* Significant at the 0.05 level (p<0,05).

In Table 12, the working position oriented comparative t-test results 
of the participants in terms of their AC, CC, NC and OC are displayed. 
There are significant differences in the level of AC, CC, NC and OC on 
the basis of working position (p values <.050). It was determined that 
the commitment of the participants working in managerial positions 
was significantly higher than those working in the staff position. This 
result is consistent with the findings of Balay (2000), Ahmad and Bakar 
(2003), Pelit etal. (2007), Topaloğlu etal. (2008) and Zıvalı (2018).
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6. Conclusions

“Commitment is an act, not a word.” 
Jean-Paul Sartre

The purpose of this research was to investigate the effect of certain 
socio-demographic characteristics and perceived organizational sup-
port level on the level of organizational commitment, affective com-
mitment, continuance commitmentand normative commitmentin the 
luxury concept hotel businesses. 

There is a significant positive correlation (r =, 734) between the 
perceived organizational support and affective commitment (p <0.01). 
This result is consistent with the findings of the Eisenberger et al. 
(1990), Hochwarter et al. (2003), Bilgin and Demirer (2012) and Kaur 
and Aneet (2017). Also, there is a significant positive correlation (r =, 
429) between the perceived organizational support and organizational 
commitment (p <0.01). This result is consistent with the findings of the 
Bishop et.al. (2000), Yoon and Thye (2002), Garg and Dhar (2014), 
Barutçu (2015). On the other hand, there is a positive (r=,087) relation-
ship between perceived organizational support and continuance com-
mitment, but it is not significant (p> 0.05).This result is consistent with 
the findings of the Shore and Wayne (1993) and Aube et al. (2007).

These results of the study are generally consistent with the findings 
of the studies in the literature but also suggest avenues for further re-
search. Several important conclusions emerge from these findings:

The organizational commitment consists of the sum of sub-dimen-
sions of the affective -continuance- normative commitment. Within 
these three sub-dimensions of commitment, the most valuable asset for 
an organization aiming at institutionalization is the affective commit-
ment, while the least desirable is the continuance commitment (Aube 
et al., 2007). Both employees’ organizational support perceptions and 
affective commitment levels are high. According to the results of the 
correlation analysis, these two variables are in a high level and positive 
relationship with each other. Employees think that their contribution to 
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the welfare of the organization is taken into consideration by the orga-
nization. Employees also enjoy talking about their own organization in 
their social environment. In this respect, it can be said that the corporate 
reputation is at the forefront in employees’ loyalty and organizational 
support perceptions.

A second important finding of the present study is that there is a posi-
tive (r=,146) relationship between perceived organizational support and 
normative commitment, but it is not significant (p> 0.05). This result 
contradicts the findings of the Shore and Wayne (1993), O’Driscoll and 
Randall (1999), Eisenberger et al. (2001), Meyer et al. (2002), Özdeve-
cioğlu (2003), Aube et al. (2007), Panaccio and Vandenberghe (2009), 
Üren (2011), Wann-Yih and Htaik (2011), Kaplan and Öğüt (2012), Ba-
rutçu (2015), Malik et al. (2016) and Özkan (2017).

The normative commitment is a type of commitment, which is 
expressed in almost all of the studies in the literature with a positive 
correlation relationship with the perceived organizational support. The 
findings of this study contradict the findings of the studies in the liter-
ature. 

The normative commitment is a kind of commitment that is desir-
able for organizations to be immediately after affective commitment. 
In this respect, it should be emphasized that, although the employees’ 
perception of organizational support is high, this situation is not reflect-
ed in the normative commitment. The normative commitment means a 
sense of moral obligation to stay in an organization. Normative com-
mitment arises as a result of internal obligation. Investments made by 
the organization (training support, professional development courses, 
etc.) have an important impact on the emergence of this internal obliga-
tion. According to the results of this research, it is seen that the employ-
ees have a high level of perception of organizational support, but the 
problem is that their efforts are not appreciated by their organization.

A third important finding of the present study was that the partic-
ipants’ affective commitment, continuance commitment, normative 
commitment and organizational commitment did not differ according 
to their gender, but they differed according to their ages, marital sta-
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tus, educational status, working time in organization, total working 
time and working positions. From these results, the results related to 
gender [Yalçın and İplik (2005), Sığrı (2007), Taşkın and Dilek (2010) 
and Özkan (2017)], age [Chang (2002), Durna and Erden (2005), Öz-
kaya et al. (2006) and Özkan (2017)], marital status [Durna and Eren 
(2005), Özkaya et.al. (2006), Bozkurt and Yurt (2013), Seçgin (2014) 
and Küçüközkan (2015)], working time in current organization [Allen 
and Meyer (1993), Durna and Eren (2005), Uçar and Uçar (2014) and 
Seçgin (2014).], total working time [Chang (2002), Durna and Eren 
(2005), Uçar and Uçar (2014) and Seçgin (2014)] and working position 
[Balay (2000), Ahmad and Bakar (2003), Pelit et al. (2007), Topaloğlu 
et al. (2008) and Zıvalı (2018)] generally coincide with the findings of 
the studies in the literature.

Employees of both sexes are needed in the tourism sector. It is im-
portant in this respect that both sexes have close commitment levels. It 
is thought that the commitment of older employees due to reasons such 
as having more opportunities to make use of their own experience in 
performing their duties, having higher job satisfaction and career op-
portunities. It is pondered that the commitment of married participants 
depends on the need for more stability and confidence, more conserva-
tism in changing institutions, having a family to which they are depen-
dent, and being less willing to seek new jobs compared to singles. It is 
reflected that the commitment of the participants with higher working 
time in organization depends on the fact that they feel responsible for 
the organization they have gained experience, their status as a result 
of time, and their satisfaction in their organizations. Again, in these 
results, it is considered that the organization has different advantages 
due to belonging to a chain hotel group and the corporate reputation of 
the organization is effective. It is considered that the commitment of the 
participants with a higher total working time depends on their higher 
wages and their understanding of their interests and the interests of the 
organization parallel to each other. Again, in obtaining these results, 
it is considered that having a very high proportion of managers in the 
group with the highest total working time has a significant effect. It is 
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thought that the commitment of the managers is linked to the fact that 
being more autonomous in their work, having a say in the decisions / 
implementations of the organization, identifying with their organiza-
tions and internalizing their organizations, increasing their status in the 
organization and generating higher income from the employees in their 
seniority.

It was determined that the participants’ affective commitment, con-
tinuance commitment, normative commitment and organizational com-
mitment levels differed according to their educational status. Differen-
tiation is in favor of participants with undergraduate and graduate edu-
cation. This result contradicts the findings of many studies [Allen and 
Meyer (1990), Balay (2000), Yalçın and İplik (2005), Seçgin (2014), 
Uçar and Uçar (2014) and Özkan (2017)] in the literature. In the com-
mitment of participants with high levels of education, the possibility of 
using personal initiative; taking more responsibility and independent 
decision making/implementation; the fact that the organization has dif-
ferent advantages due to belonging to a chain hotel group (such as the 
satisfaction of the people who want to live); the corporate reputation of 
the organization is considered to be effective.

Finally, corporate reputation has emerged as an important factor in 
the affective commitment of participants. Also, it is seen that the corpo-
rate reputation is effective in higher commitment of the employees who 
are well educated and have a higher working time. In this context, it is 
reflected that the organization should invest more in its employees by 
means of in-service training, language course at abroad, participation 
in experience programs in other countries, more active rotation with 
employees in other countries, job enrichment, etc. 

The present study does have a number of methodological limita-
tions that suggest further research. First of all, our sample was from a 
luxury hotel in Istanbul and this unit of analysis may be unique to limit 
the external validity of our findings. Second, a deeper understanding of 
the issue involves a broader focus on the societal factors such as econ-
omy, politics, sociocultural realms since the organization is immersed 
within that system. Thirdly, this research is a correlational design thus 
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the nature of the data does not permit a systemic casual analysis of the 
variables. Even with these limitations, we believe that we have contrib-
uted to the study of organizational behavior via suggesting a positive 
relationship between the perceived support of the organization and the 
organizational commitment in luxury hotel business setting. The results 
suggest that managers need to seek ways in order to increase the level 
of support to the hotel employees which would eventually lead them to 
be more committed to fulfilling of their role requirements of their jobs, 
establish trust, belonginess, loyalty and organizational citizenship. 
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