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Abstract | This study aims to investigate the impact of organizational commitment on the job satis-
faction and job performance of hotel employees after the Covid-19 outbreak. Furthermore, this study
examines the correlation between organizational commitment, job satisfaction, and job performance in
the context of hotel employee dismissals during the Covid-19 pandemic. This study’s sample population
comprises employees of hotels approved by the Turkish Ministry of Culture and Tourism for operation.
Data collection was carried out through the use of a questionnaire. The participants were contacted via
email between September 10 and September 20, 2022, for an online survey administered through Google
Drive, which yielded 398 survey forms suitable for analysis. The data were analyzed using the SPSS 21
software package. The study found that the organizational commitment of hotel employees significantly
impacted their job satisfaction and performance after the Covid-19 pandemic. It was confirmed that af-
fective commitment is a precursor to job satisfaction and performance. The results confirmed that those
not laid off during the Covid-19 pandemic exhibited a higher average job satisfaction and performance.

Keywords | Covid-19, tourism, hotel, organizational commitment, job satisfaction, job performance

* Cankin Karatekin University, School of Economics and Administrative Sciences, Department of International Trade and
Finance Cankiri, Tiirkiye
** School of Applied Sciences, Cappadocia University, Nevsehir, Tiirkiye



238 |JT&D | n.° 46 | 2024 | CETINTURK & BAHAR

1. Introduction

The World Health Organisation (WHO) has
linked the definition of a disease as an epidemic
based on the criteria that there must be “a new
virus or mutated factor, that it is easily and conti-
nuously passed from person to person.” Scientists
have stated that the reason for Covid-19 to be
called a pandemic is that the new virus is quic-
kly and continuously transmitted (Keskin et al.,
2020). Covid-19 is the most severe health crisis
of the century compared to the epidemics in his-
tory (Tekin, 2021). The World Travel and Tou-
rism Council (WTTC) stated that several industry
branches linked to tourism and hotel management
had been negatively affected during the pandemic.
The pandemic period has created a sense of threat
on a global scale (Sarkhanov & Tutar, 2021). A
significant decrease in especially hotel reservations
and methods such as termination of activities or
operations with limited capacities have been fol-
lowed by several hotels.

In the tourism sector, guest relations are in-
tense and human resources are an undeniable es-
sence. Businesses that human resources mainly
represent prefer to follow methods like resorting
to layoffs for their employees or even terminating
their job contracts during crisis periods. For exam-
ple, airline businesses are approaching discharge
of their employees when facing bankruptcy and
economic crises (Karakavuz, 2020). In this con-
text, employees in the tourism sector have been
negatively affected by Covid-19, and a particular
group was given a layoff or discharged. Some have
been encouraged to work from home (Kang et al.,
2021; Ozdemir Giizel, 2021). During the Covid-
19 pandemic, tourist businesses frequently resor-
ted to layoffs, job losses, lowering wages, issuing
paid-for-free furloughs, and other practices. A few
employees continued their work with the home of-
fice system. Many white-collar people (the execu-
tive, sales department, etc.) worked from home
and followed their work during this period. Cheng

and Kao (2022) stated that during the pandemic,
firms should weigh in on applications to reduce
employee stress and maintain high motivation to
increase job satisfaction.

This work is based on the triaxial organizational
commitment model Allen and Meyer (1990). The
assignment aims to define the impact of the organi-
zational commitment of hotel staff on their job sa-
tisfaction and performance. In the literature, there
are numerous studies on the relationship between
organizational commitment and job satisfaction,
organizational commitment and job performance,
as well as job satisfaction and job performance
(Gunlu et al., 2010; Kuruiiziim et al., 2009; Yang,
2010;). The critical point that differentiates this
work is that it was investigated after the Covid-19
pandemic period. Furthermore, this work is essen-
tial based on researching the connection between
giving employees layoffs and organizational com-
mitment, job satisfaction, and job performance.
In this context, this study is thought to contribute
to the literature.

During the Covid-19 pandemic, the tourism
sector has been severely affected (Sengel, 2021).
However, a gap exists in the literature regarding
this impact. Previous scholarly research has in-
vestigated the influence of engagement on job sa-
tisfaction and performance in tourism. Nonethe-
less, no studies conducted such an examination in
the context of a post-pandemic world. This re-
search aims to address the research gap and pro-
vide significant new insights. This study's practi-
cal significance is evident as adjusted to the post-
Covid-19 world, where understanding the connec-
tion between engagement, job satisfaction, and
performance is vital. These findings offer a blu-
eprint for decision-makers and leaders to promote
employee support and productivity in a dynamic
setting. The research is expected to uncover sig-
nificant conclusions about how employee enga-
gement affects job satisfaction and performance,
even in a post-pandemic world. As a result, the
study will provide insights into employees’ resili-



ence, motivation, and adaptability. The research
findings inform the development of strategies to
build a better future for employees and the tou-
rism industry. The study shows how the pandemic
has impacted employee engagement, job satisfac-
tion, and performance. The research is expected
to provide valuable insights to help shape a more
vital, effective workforce in the constantly evolving

tourism industry.

2. Conceptual framework

Organizational commitment refers to the “psy-
chological state of connecting the individual to the
organization” (Allen & Meyer, 1990). Organiza-
tional commitment also encourages employees to
share the firm's goals and objectives. Employees
want to always be with the firm with this trend
(Kang et al., 2021). On the other hand, Wiener
(1982) expressed organizational commitment as
the sum of internalized normative pressures to act
in a way that meets organizational goals and inte-
rests. So, dedicated individuals exhibit behaviours
they believe are right and moral instead of self-
interest. Allen and Meyer (1990) explored the clas-
sification of organizational commitment in three
dimensions: “Emotional commitment, continuance
commitment, and normative commitment.” Emo-
tional commitment refers to employees’ behaviou-
ral commitment to the organization through posi-
tive work experience. This identifies the employee
who created a connection between the organiza-
tion and himself. However, emotional commitment
is also driven by the employees’ will. Continuous
commitment is based on the cost of leaving the
business, as well as the cost of being perceived
socially. Additionally, the commitment to conti-
nue is based on the employees’ needs, which are
the organizations. Normative commitment reflects
the employers’ perceived loyalty to the business.
The employee's responsibility towards the organi-
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zation means that he stays there. Nevertheless,
normative commitment is dictated by obligation.
Consequently, there is no question that all types
of commitment should yield positive results for
organizations. Instead, it is thought that it may
be helpful for scientists to understand the organi-
zational behaviour of employees better (Bilgin &
Demirer, 2012; Jaros, 2010; Kang et al., 2021).

The tourism industry is considered one of the
most critical sub-groups of the service sector. Hu-
man resources are an essential sub-element of the
tourism industry. Several studies are available in
the literature on job satisfaction and performance
issues that are important to study organizatio-
nal behaviour. When investigating the literature,
job satisfaction is handled with diverse definiti-
ons. Locke (1976) expressed job satisfaction as
“a pleasurable or positive emotional state resulting
from the appraisal of one’s job or job experience.”.
Hulin and Judge (2003) defined job satisfaction as
“job satisfactions are multidimensional psychologi-
cal responses to one’s job. The author also stated
while these reactions possess cognitive, emotional,
and behavioural components. Carmeli and Freund
(2004) explained the difference between organi-
zational commitment and job satisfaction, while
organizational commitment is steadier and reflects
a general employee attitude, job satisfaction shows
a more fragile and variable one.

On the other hand, individuals who are satis-
fied with their work tend to be more active in their
businesses than those in the workplace of indivi-
duals who are dissatisfied with their work. There
is a relationship between job satisfaction and per-
formance (Robbins & Judge, 2012). Jex and Britt
(2014) defined job performance as “all the beha-
viours employees engage in at work.” However,
the author noted that employees often engage
in activities at work that have little or no rele-
vance to work-specific tasks. Murphy and Kroeker
(1988) rank performance as position activity, task
performance, performance-impacting behaviour,

interpersonal relationship, business competency,
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business skills, and mission information. Borman
and Motowidlo (1993, 1997) evaluated the sub-
dimensions of job performance with two distinct
dimensions: task performance and contextual per-
formance. Task performance can be defined as
employees performing activities by applying a por-
tion of the technological process directly or indi-
rectly, contributing to the technical essence of the
organization. Task performance can be defined
as employees performing activities by applying a
portion of the technological process directly or
indirectly, contributing to the technical nature of
the organization. Contextual performance requires
volunteering to perform tasks and assisting others
in the organization to complete tasks and collabo-
rate with them. Sonnentag et al. (2008) stated
that critical organizational decisions were based on
individual performance and that the most funda-
mental level of performance varied in process and
results.

The correlation between job satisfaction and
organizational commitment is being investigated
under four topics. “The impact of job satisfac-
tion on organizational commitment, the effect of
the organizational commitment on job satisfac-
tion, the mutual relationship between the orga-
nizational commitment and job satisfaction, the
independence of organizational commitment and
job satisfaction” (Kok, 2006, 300). On the other
hand, the connection between organizational com-
mitment and job performance has been investiga-
ted with a similar model as follows: The impact
of organizational commitment on job performance
(a), mutual connection between organizational
commitment and job performance (b), and the
independence of organizational commitment and
again job performance (c) (Kargiin and Kog, 2021;
Rafiei et al., 2014; Sigri, 2007; Tsai et al., 2010).
In this study, the impact of organizational commit-
ment on job satisfaction and job performance has
been examined. When analyzing the literature,
the positive effects of organizational commitment
on job satisfaction and performance have been

noted. To define whether the same connection
existed in the tourism sector during the Covid-19
or not, the below-mentioned hypotheses have been
developed:

H1: Organizational commitment has a positive

effect on job satisfaction.

The main difference between organizational
commitment and job satisfaction is that organi-
zational commitment addresses the organizations
aims and values, whereby job satisfaction is about
several dimensions of work. In the literature, nu-
merous types of research on the effect of the or-
ganizational commitment level on job satisfaction
considering employees in the accommodation bu-
siness (Celik et al., 2015; Namasivayam & Zhao,
2007; Liao et al., 2009). At the same time, ba-
sed on some studies on hotel employees, it has
been noted that an increasing organizational com-
mitment of the employees leads to an increase
in the job satisfaction levels (Arslan & Kiliclar,
2018; Sékmen, 2019). Furthermore, Dramicanin
et al. (2021), Liao et al. (2009), and Williams
and Hazer (1986) indicated in their research that
there is a significant connection between job sa-
tisfaction and organizational commitment. On
the other side, there are also results on the fact
that job satisfaction can enhance organizational
commitment (Tsai et al., 2010; Yiing & Ahmad,
2009). During the Covid-19 pandemic, little rese-
arch about the connection between organizational
commitment and job satisfaction has been noticed
(Chanana, 2021; Ratnasari, 2021; Salem et al.,
2021). In Chanana’s (2021) work, organizational
commitment and job satisfaction of female and
male teachers serving at private schools during
the Covid-19 epidemic have been reviewed. As
a result, a positive and vital connection has been
seen between the teachers’ organizational commit-
ment and job satisfaction level. Ratnasari (2021)
stated in her research that organizational commit-
ment significantly affects job satisfaction. Salem
et al. (2021) concluded that job satisfaction has



a positive and vital impact on organizational com-
mitment.
Hla:

effect on job satisfaction.

Emotional commitment has a positive

H1b: Continuance commitment has a positive
effect on job satisfaction.
Hlc:

effect on job satisfaction.

Normative commitment has a positive

It can be seen in the literature that there are
many studies on the connection between the sub-
dimensions of organizational commitment and job
satisfaction (Aksoy et al., 2018; Gunlu et al., 2010;
Hakami et al., 2020; Oztiirk et al., 2014; Ozutku,
2008; Sohail and llyas, 2018; Yang, 2010). Ha-
kami et al. (2020) propounded an essential con-
nection between job satisfaction and normative
commitment, emotional and continuance commit-
ment, and the highest relationship among factors
is between normative commitment and job satis-
faction. According to Aksoy et al. (2018) study,
normative and emotional commitment shows a
positive connection, whereas normative and conti-
nuance commitment present a negative linear con-
nection. Sohail and llyas (2018) expressed that,
on the one hand, job satisfaction has a positive
and significant impact on normative commitment,
whereas on the other hand, job satisfaction does
not have a significant effect on continuance com-
mitment. Oztiirk et al. (2014) confirmed in their
research on hotel employees that there is an es-
sential connection between job satisfaction and
emotional commitment. According to Yang's re-
search findings (2010): it has been confirmed that
job satisfaction significantly contributes to emo-
tional commitment. Considering the research of
Gunlu et al. (2010) on managers, it has been iden-
tified that job satisfaction indicates a meaningful
effect on normative and emotional commitment.
As it is seen, considering the research on the
sub-dimensions of organizational commitment as
well as job satisfaction, the significant connection

between emotional and normative commitment as
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well as job satisfaction is being largely mentioned.
H2: Organisational commitment has a positive

effect on job performance.

There are research samples in the literature
about the significant contribution of organizati-
onal commitment on job performance (Kargiin
and Kog, 2021; Rafiei et al., 2014; Sigri, 2007;
Tsai et al., 2010). According to Sigri (2007),
organizational commitment is a determinant of
performance.
al. (2010) research that in the hotel sector, or-

It has been confirmed by Tsai et

ganizational commitment directly and positively
Rafiei

et al. (2014) have expressed that organizational

affects the employees’ job performance.

commitment positively affects job performance.

Among researchers investigating the effect of
organizational commitment on job performance
during the Covid-19 pandemic, Ersan and Sisli
(2022) proved an essential and positive connection
between organizational commitment and job per-
formance. Anugrah and Priyambodo (2022) have
also presented the critical and positive connection
between the organizational commitment and per-
formance of those working from home during the
Covid-19 pandemic.

H2a:

effect on job performance.

Emotional commitment has a positive

H2b: Continuance commitment has a positive
effect on job performance.
H2c:

effect on job performance.

Normative commitment has a positive

In the literature, the correlation between the
sub-dimensions of organizational commitment and
job performance is analysed by Boz et al. (2021):
it is given that there is a meaningful correlation
between emotional and normative commitment
and job performance. Ozutku (2008) expressed
an essential and positive correlation between the
emotional and continuance commitment and job
performance, whereby no meaningful correlation

was found considering the correlation between the
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normative commitment and job performance. Di-
xit and Bhati (2012) worked in the automotive
industry and found that employee loyalty (emo-
tional, normative, continuance) was significantly
Suli-
man and lles (2000) found a positive association

associated with sustainable productivity.

between loyalty (each of the three components)
and job performance.

H3: There are essential differences between
layoffs given to employees and organizational com-
mitment during the Covid-19 pandemic.

H4: There are essential differences between
the layoffs given to employees and job satisfaction
during the Covid-19 pandemic.

H5: There are essential differences between
the layoffs given to employees and job perfor-
mance during the Covid-19 pandemic.

This research is also necessary for considering
the connection between the layoff enabled to em-
ployees during the pandemic and organizational
commitment and job satisfaction and performance.
Yiiksek ve Kalyoncu's (2021) studies have found
that “most employees are forced to take manda-
tory leave” and “not able to actively work” in the
problems experienced by hospitality businesses du-
ring the Covid-19 pandemic period. The work of
Yigitol and Biiyiikmumcu (2021) revealed a nega-
tive relationship between the employee’s job per-
formance and their intention to quit. In this con-
text, the underperformance of the work is an es-
sential reason for increasing employee redundancy.
Based on Ozdemir’s research (2020) on the tou-
rism sector, tourism employees' economic, social,
and psychological results during the Covid-19 pan-
demic have been approached. It has been mentio-
ned that this process resulted in issues such as ta-
king compulsory unpaid leave, working part-time,
and leaving employment for employees. Also, this
situation has led to economic problems such as loss
of income, job loss, and lack of solvency. As per
the food and beverage sector research by Bilgin
(2022): employees tended to look for more gua-

ranteed jobs to survive due to the dismissal and
unpaid leave implementation of employees during
the Covid-19 period. According to the research of
Sen and Biitiin (2021) on the aviation industry, it
was expressed that companies first gave unpaid le-
ave to their employees during the Covid-19 period.
With the continuance of the epidemic, some busi-
nesses were forced to discharge their employees.

3. Method

This study aims to determine how organizatio-
nal commitment affects hotel employees’ job satis-
faction and job performance following the Covid-
19 pandemic. Moreover, this work explores how
providing career opportunities to employees du-
ring the Covid-19 pandemic influences the rela-
tionship between job satisfaction and job perfor-
mance. This study focuses on hotel employees
from hotels in Turkey certified by the Ministry of
Culture and Tourism. As per data from the Tur-
kish Statistical Institute, evaluated by the Tou-
rism Statistics Centre Tourism Databank, there are
435.153 wage workers in Turkish hotels (turizmda-
tabank.com, 2022).

A questionnaire was used as the primary data
collection tool in the study. The questionnaire con-
sists of four sections: demographic characteristics
of the participants, organizational commitment,
job satisfaction, and job performance. The questi-
onnaire items were designed using a five-point Li-
kert scale. The Organizational Commitment Scale
was adapted from Allen and Meyer (1990) and
specifically for the tourism sector by Percin and
Aslanergiil (2020). The Job Performance Scale is
based on Sigler and Pearson’s (2000) study, while
the Job Satisfaction Scale was adapted from Kus-
luvan and Kusluvan (2005) for use in the tourism
sector.

Due to the difficulties associated with con-

necting with the population regarding process,



time, place, and cost, this study employed a data-
The probability-
based sampling method of simple random sam-

collection sampling technique.

pling was selected. The sample size was determi-
ned using G¥POWER 3.1 (Faul et al., 2007). The
analysis determined a minimum sample size of 98
with a Power of 0.80, f2 of 0.15, and « of 0.05.
The study targeted a sample size of 384 partici-
pants with a 95% confidence interval. The parti-
cipants were contacted via email between Septem-
ber 10 and September 20, 2022, for an online sur-
vey administered via Google Drive. 413 responses
were collected from different regions and districts
of Turkey, including white and blue-collar workers.
Of the 413 forms contained, 15 were incomplete
or inconsistent and hence excluded from analysis,
yielding 398 survey forms suitable for analysis.
The ethics committee of Cankiri Karatekin Uni-
versity approved the ethical considerations for this
work via meeting number 28 held on October
15,2022 and approved accordingly. The collected
data underwent several statistical analyses. The
data’s normal distribution was assessed using the
Kolmogorov-Smirnov test, indicating a non-normal
distribution (p < 0.05). Cronbach’s Alpha coeffi-
cient was 0.789 based on the reliability analysis.
Demographic characteristics were analysed using
frequency analysis, while highly correlated data
was evaluated through descriptive factor analy-
sis. Additionally, simple and multiple regression
analyses were employed to study the relationships
between the dependent and independent variables.
A Mann-Whitney U test was applied to determine
if a difference existed between the two means.
Acknowledging the limitations of this study is
essential. The study was restricted to hotels that
obtained an operational certificate from the Minis-
try of Culture and Tourism of the Republic of Tur-
key, limiting the findings’ generalizability to other
accommodations.  Additionally, relying on self-
reported data through questionnaires may lead to
response bias, potentially affecting the accuracy of

the results. Moreover, the study’s cross-sectional
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design captures a snapshot in time, limiting the
ability to establish causal relationships or account
for potential changes over more extended periods.
Finally, external factors beyond the scope of this
study, such as broader economic trends or cultural
influences, could affect the observed relationships
between organizational commitment, job satisfac-
tion, and job performance. The abovementioned
limitations emphasize the need for further research
and interpretation of the study findings.

4. Findings

Related to the frequency distribution of the
participants’ demographic findings, the partici-
pants are mainly employed (79,4%) at five-star ho-
tels. The assigned positions of the participants in
hotel businesses show a distribution such as 10,8%
front office, 16,1% restaurant and bar, 10,8% kit-
chen, 8,8% housekeeping, and 11,1% other de-
partments (animation, quality, security, public re-
lations). According to the participants’ genders,
the distribution is 23,9% female and 76,1% male.
The distribution considering the age of the parti-
cipants is 19,8% as well as 18 and over age range,
22,6% between 30-40 age, 32,7% between 40-50,
and 24,9% 50 and over age. As per the educational
background of the participants, the distribution is
undergraduate and associate degrees to a large ex-
tent. Additionally, the participants answered, "Has
there been a layoff due to the Covid-19 period?”
with 54,8% Yes, and 45,2% No.

According to the factor analysis results related
to the organizational commitment scale, to test
whether the sample size is appropriate for the fac-
tor analysis or not, the Kaiser-Meyer-Olkin Mea-
sure (KMO) testing has been applied (Table 1).
As a result of this analysis, the KMO value has
been calculated as 0,837. In this context, it has
been concluded that following the factor analysis

for the sample size would be sufficient. At the
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same time, the result of Barlett's Test of Sphericity
was observed to be significant (p<0,001). The ac-
ceptance level for factor load values is set at 0,40.
Four substances with a low factor charge value and
charge value in multiple factors have been remo-
ved from the analysis. The calculation has been re-
done based on the remaining 14 factors. The orga-
nizational commitment scale was collected under
three factors, accounting for 54,81% of the total
variance. The total variance description ratio of
factors was found to be 24,5%, the second factor
16,01%, and the third factor 14,25%. The total
variance rates in the factor analysis are between
40% and 60&, which is generally accepted (Sche-
rer, 1988). There are also three factors whose va-
lues (eigenvalues) are more significant than one,
similar to the type of factors in the field “emotional
engagement, continuance, and normative engage-

ment”.

As for factor analysis results for the job satis-
faction scale, the KMO test result 0,851 explains
that the data set is suitable for the factor analy-
sis. At the same time, the fact that Bartlett’s test
result is essential shows a high correlation among
variables and that the data set is suitable for the
factor analysis. The explanation rate of the total
variance is 67,29%. Additionally, a single factor
with a higher value than one has been noted, and
this factor has been named ‘job satisfaction.’

Regarding the factor analysis and its results ba-
sed on the job performance, the KMO value 0,809
and the meaningful Barlett globality test result
(p<0,001) show that this is suitable for the matrix
factor analysis. A single factor has been noted, of
which the value is over 1. This factor has been
named “job performance.” The rate of the total
interpretation of the variance is 71,75%.

Table 1 | Factor analysis results of the variables

Emotional Mormative Continuance
commitment  commitment commitment
Statement 1 0,657
Statement 2 0,562
Statement 3 T 0,702
Statement 4 T 0,823
Statement 5 0,717
Statement 6 T 0,808
Statement 7 0,504
Statement 8 0,607
Statement 9 0,543
Statement 10 0,745
Statement 11 0,668
Statement 14 0,681
Statement 15 0,790
Statement 17 0,735
Eigenvalues 4,254 2,178 1,241
% of variance 24,544 16,010 14,254

Total explained variance 54,809

Kaiser-Meyer-Olkin Measure of Sampling: 0,837

Bartlett's Test of Sphericity: 1364,689

5ig.:0,000
Job satisfaction

Statement 19 0,855
Statement 20 0,893
Statement 21 0,851
Statement 22 0,886
Statement 23 T 0,573
Eigenvalues 3,364

% of variance 67,286

Total explained variance 67,286

Kaiser-Meyer-Olkin Measure of Sampling: 0,851

Bartlett’s Test of Sphericity: 1065,641
Sig.: 0,000
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Table 1 | Factor analysis results of the variables (cont.)

Job performance

Statement 24 0,843
Statement 25 0,868
Statement 26 0,827
Statement 27 0,849
Eigenvalues 2,870

% of variance 71,745
Explained variance 71,745
percentage

Kaiser-Meyer-Olkin Measure of Sampling:0,809

Bartlett's Test of Sphericity: 762,449
Sig.: 0,000

To analyse to what extent job satisfaction and
performance affect organizational commitment, a
simple regression analysis has been applied. The
results of the regression analysis are stated in Ta-
ble 2. Concerning the regression analysis results,
the analysis findings executed to test the effect of
organizational commitment on job satisfaction are
statistically significant (F:80,726; p: 0,000<,05).
The R2 value improved based on the analysis re-
sults is 0,195. In this context, the variance in job

satisfaction of 19,5% depends on organizational
commitment. Based on this result, the H1 hy-
pothesis is accepted. The regression analysis fin-
dings are statistically significant in defining organi-
zational commitments’ effect on job performance
(F:52,565; p: 000<,05).

the level of organizational commitment clarifies the

Regarding this model,

variance of 13,5% in job satisfaction. In this con-
text, hypothesis H2 is accepted.

Table 2 | The Effect of organizational commitment on job satisfaction and job performance

Unstandardized Coefficients Standardize  Tvalue Sig. (p)
coefficients
Beta Standard error Beta
Constant 2,188 0,165 13,257 0,000
Organizational 0,435 0,048 0,444 8,985 0,000
commitment
Dependent variable: job satisfaction
Adjusted R Square: 0,195 Sig.: 0,000 F: 80,726
Constant 2,768 0,197 14,080 0,000
Organizational 0,419 0,058 0,371 7,250 0,000
commitment
Dependent variable: job performance
Adjusted R Square: 0,135  Sig.:0,000 F: 52,565

To test the sub-dimensions of organizational
commitment on the effect of job satisfaction and
job performance, multiple regression analysis has
been performed (Table 3). First, the impact of the
sub-dimensions of organizational commitment on
job satisfaction has been analysed. As per the ta-
ble, the sub-dimension of organizational commit-
ment explains 23% of the variance in job satis-
faction. The sub-dimension of emotional commit-
ment (B: 0,324; p<,05) is essential in explaining
the dependent variable of job satisfaction.

The sub-dimensions of emotional commitment
have an essential contribution to job performance
in explaining the dependent variable. In this con-
text, the H1a hypothesis is accepted. The continu-
ance commitment (B8: 0,061; p>,05) and norma-
tive commitment (B: 046; p>,05) from the other
independent variables show an important contribu-
tion to job satisfaction. According to this result,
H1b and Hlc are rejected.

In the next phase, the effect of the sub-

dimensions of organizational commitment on job
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performance is analysed. Based on the model, the
sub-dimensions of organizational commitment ex-
plain 16% of the variance in job performance. The
sub-dimensions of the emotional commitment (B:
0,320; p<,05) show an important contribution to
job performance in clarifying the dependent vari-

able. Considering this result, hypothesis H2a is
accepted. The continuance and normative com-
mitment from the remaining independent varia-
bles do not indicate any important contributions to
job performance. Based on this result, hypotheses

H2b and H2c¢ are refused.

Table 3 | Effect of the sub-dimensions of the organizational commitment on job satisfaction and job performance

Unstandardized Coefficients Standardized Tvalue Sig. (p)
coefficients

Beta Standard error ~ Beta
Constant 2,122 0,162 13,108 0,000
Emotional 0,324 0,038 0,435 8,583 0,000
commitment
Continuance 0,061 0,041 0,080 1,500 0,135
commitment
Normative 0,046 0,033 0,073 1,365 0,173
commitment
Dependent variable: Job satisfaction
Adjusted R Square: 0,234 Sig.:0,000 F: 34,570
Constant 2,696 0,194 13,878 0,000
Emotional 0,320 0,045 0,373 7,050 0,000
commitment
Continuance 0,076 0,049 0,087 1,553 0,121
commitment
Normative 0,021 0,040 0,029 ,521 0,603
commitment
Dependent variable: Job performance
Adjusted R Square: 0,164 Sig.: 0,000 F: 22,627

The Mann-Whitney U test results are given
in Table 4. To test whether there is an essen-
tial statistical difference between the situation of
giving the employees layoffs during the pandemic
period and organizational commitment, job satis-
faction, and job performance, the advantage was
taken from the Mann-Whitney U test. According
to the analysis results, there has not been noted
any significant statistical difference between the
situation of giving the employees a layoff during

the pandemic period and organizational commit-

ment (p:0,306>,05).
hypothesis H3 is rejected. On the other hand, an

According to this finding,

essential statistical difference has been noted when
comparing the situation of giving the employees a
layoff during the pandemic period and job satis-
faction (p:0,001<,05) as well as job performance
(p:0,005<,05). As per this result, hypotheses H4
and H5 are accepted. Those employees who were
not given a layoff during the pandemic have a
higher average of job satisfaction and performance.

Table 4 | Mann-Whitney U test results

Variables Mean rank Mann- z
Whitney U
ot Yes 161,13 -1,024
ntond
Were you No 171,95
given a Yes 182,34 -3,324
layoff due Job satisfaction 15879,000
to Covid- No 220,28
192 Yes 18525 -2,776
Job performance 16512,500

No

216,76




5. Conclusion and Discussion

This study examines the impact of organizatio-
nal commitment on job satisfaction and job perfor-
mance among hotel employees after the Covid-19
pandemic. Additionally, this study investigates the
relationship between layoffs during the Covid-19
pandemic and the levels of organizational commit-
ment, job satisfaction, and employee performance.

The study's findings confirm the first two hy-
potheses (H1, H2). The results indicate that or-
ganizational commitment significantly affects job
satisfaction and performance after the Covid-19
pandemic. Literature studies further support the
research findings (Arslan & Kiliclar, 2018; Celik et
al., 2015; Liao et al., 2009; Namasivayam & Zhao,
2007; Ozutku, 2008; Sigri, 2007; Sékmen, 2019;
Steers, 1977; Tsai et al., 2010; Yousef, 2000). Mo-
reover, studies conducted during the Covid-19 pan-
demic corroborate the findings (Chanana, 2021;
Ratnasari, 2021; Salem et al., 2021; Anugrah &
Priyambodo, 2022).

The analysis conducted to test the effect of
emotional commitment on job satisfaction indica-
tes a significant association. Thus, we support
hypothesis Hla. Similar results are also availa-
ble in the literature (Aksoy et al., 2018; Gunlu et
al., 2010; Kuruiiziim et al., 2009; Oztiirk et al.,
2014; Sohail & llyas, 2018; Yang, 2010). Howe-
ver, neither continuous commitment nor normative
commitment had a significant impact on job satis-
faction. Both hypotheses, H1b and Hlc, were not
supported by the data. Various field studies (Ak-
soy et al., 2018; Gunlu et al., 2010; Hakami et al.,
2020; Sohail & llyas, 2018; Yang, 2010), and re-
ported different results concerning the relationship
between continuous commitment, normative com-
mitment, and job satisfaction.

This analysis indicates that emotional commit-
The-

refore, we can confirm hypothesis H2a. The re-

ment is associated with job performance.

sults align with prior research in the field (Boz et
al., 2021; Ozutku, 2008: Kuruiiziim et al., 2009).

JT&D | n.2 46 | 2024 | 247

Among the sub-dimensions of organizational com-
mitment, emotional commitment was found to
have the highest average.

Employees who develop positive relationships
with and are committed to the organization are
more likely to support it during negative periods
such as crises. Continuous and normative commit-
ment were found to have no significant impact on
job performance compared to the other variables.
These findings support hypotheses H2b and H2c.
Previous studies have shown varied findings regar-
ding the relationship between continuous and nor-
mative commitment and job performance (Boz et
al., 2021; Ozutku, 2008). Several studies indicate
a positive link between job performance and all
three components of organizational commitment
(Dixit & Bhati, 2012; Khan et al., 2010; Suliman
& lles, 2000).

The remaining findings indicate no significant
statistical difference between allowing employees
to take leave during the pandemic and their level of
organizational commitment. This result supports
hypothesis H3. However, a significant difference
exists between granting employees leave during the
pandemic and employee job satisfaction and per-
formance. These results support hypotheses H4
and H5. Employees who were not granted leave
during the pandemic exhibit higher levels of job
satisfaction and job performance, on average. In
this context, the study’s results are expected. The
Covid-19 period has significantly impacted Human
Resources. During this time, individuals sought to
preserve their health while navigating the virus's
economic impact. This period has also impacted
the tourism industry and its affiliated businesses.
Certain hotel businesses were compelled to main-
tain operations with low occupancy rates or shut
down. Consequently, some businesses have intro-
duced reduced work hours or partial salary payment
policies. In contrast, others have carried out em-
ployee layoffs, which have resulted in complaints
against some employers.

The research

literature describes various
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methods for exploring the relationship between or-
ganizational commitment, job satisfaction, and job
performance. This study significantly contributes
to the literature by comprehensively analysing the
relationship between these key concepts. The fin-
dings highlight that the links between organizati-
onal commitment, job satisfaction, and job per-
formance remain in place even after the Covid-19
pandemic.

The novelty of the research suggests the fact
that even crisis periods do not impact the organi-
zation's strength of relationships and commitment.
Furthermore, this study helps us comprehend the
long-lasting consequences of employers' strategic
decisions during crises by analysing the impacts of
layoffs on organizational commitment, job satis-
faction, and job performance amidst the pande-
mic. This indicates that employers must contem-
plate the likely outcomes of layoffs when formula-
ting their human resource management strategies.

Theoretically, this study furthers the unders-
tanding of the dynamic correlations among or-
ganizational commitment, job satisfaction, and
job performance. The persistence of these rela-
tionships in the post-pandemic period can be de-
monstrated, enabling businesses and researchers to
comprehend how such factors can assist in strate-
gic planning and policymaking. From a practical
standpoint, this study’s findings offer valuable re-
commendations for the hotel industry and simi-
lar sectors. Employers can consider these findings
when creating approaches to enhance employees’
organizational commitment and optimize job sa-
tisfaction and performance. Simultaneously, com-
prehending the effects of layoffs during crises is
vital for managing human resource policies more
effectively and enhancing employee well-being.

The study specifically found that emotional
commitment has a positive effect on both job satis-
faction and job performance. Employees’ emotio-
nal commitment to their work and workplace leads
to greater job satisfaction and higher performance.
Therefore, developing strategies to enhance emoti-

onal commitment within the organization can pro-
vide significant advantages for both employees and
the business. This study’s results are significant for
advancing knowledge in the academic and prac-
tical domains of organizational commitment, job
satisfaction, and job performance. Future studies
are expected to examine the current findings and
explore comparable relationships in various sectors
of organizations. Two significant limitations are
worth noting. The first limitation is that data
were collected solely from hotel employees in Tur-
key. Thus, the generalizability of the findings to
other industries or regions may be limited. The
field research was conducted exclusively in hotel
establishments within the sub-sectors of the tou-
rism industry. Furthermore, one limitation of the
study is that the respondents exclusively completed
the questionnaire online. These research findings
suggest several actions that researchers could con-
sider. Thus, future research should consider exa-
mining one or more of the various sub-sections of
the tourism industry. Furthermore, other impor-
tant topics are to consider, such as investigating
whether businesses meet their obligations towards
their employees during crises and the concept of

perceived organizational support by employers.
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