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ABSTRACT 
While there has been some research on ethics in the hospitality industry the 

amount is not proportionate to the importance of the issue. Hotel organizations can 

benefit from conducting their business in an ethical and more responsible manner. This 

study examines the impact of hotel business ethics on employee job satisfaction, 

organizational commitment, and employee turnover intention. It is proposed that 

employees who work in an ethical hotel environment will be more satisfied with their 

job, more loyal to the organization, and have low turnover intentions.  

It is also proposed that there are strong relationships between job satisfaction, 

organizational commitment, and turnover intention. More specifically, higher levels of 

job satisfaction can positively affect organizational commitment, and negatively affect 

turnover intention. Furthermore, it is supported that hotel employees’ perception of their 

organization’s ethical climate and their job satisfaction predict organizational 

commitment. Finally, it is supported that hotel employees’ perception of their 

organization’s ethical climate, their job satisfaction, and organizational commitment 

predict their turnover intentions.  A number of selected demographic variables (i.e., 

gender, age, length of work and income) are also analyzed to examine the extent to which 

they can influence these relationships. 

Data were collected in the spring of 2012. The survey was distributed in person or 

online to hotel employees working in various hotel segments ranging from luxury to 

midscale in the United States and Europe. A total of 217 usable surveys were collected. 

Bivariate correlation analyses revealed that hotel employees’ perception of their 

organization’s ethical climate is positively related to job satisfaction, organizational 
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commitment, and turnover intention. The results also showed that job satisfaction is 

positively related to organizational commitment and turnover intention. Finally, there is a 

positive relationship between organizational commitment and turnover intention. 

Results suggested that hotel employees’ perceptions of a positive ethical climate 

are negatively associated with their organizational commitment. However, their job 

satisfaction is positively related to their organizational commitment. Results also showed 

that hotel employees’ perception of their organization’s ethical climate had no significant 

effect on turnover intention, but their organizational commitment had a positive effect on 

their turnover intention.  

Additionally, when further multiple regression analyses controlling for the following 

demographic variables: the respondents’ gender, age, the amount of time they have 

worked at the hotel, and their annual income, were conducted, none of those demographic 

variables was significant. 

 

Keywords: Business ethics, ethical climate, job satisfaction, organizational 

commitment, turnover intention in the hotel industry. 
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CHAPTER I 

INTRODUCTION 

In recent years, a number of ethical scandals and related lawsuits have revealed the 

presence of serious ethical issues in the hotel industry. A characteristic example would be 

the case of Starwood versus Hilton over trade secret theft claims in April 2009 (Orey, 

2009). There are also a number of lawsuits filed by employees against hotels for 

discrimination and violation of employee rights. Some examples are: a) the case of Moises 

Mendez, who sued the owner of the Westin Times Square Hotel for a hostile workplace 

claiming that he was taunted and physically abused at work in 2008 (Morlan, 2010), b) the 

case of Ines Bello who was fired for resisting her manager’s sexual advances in February 

2004 (“ACLU brings complaint”, 2004), and c) Glen Ellyn, a banquet manager who filed a 

lawsuit against Starwood Hotels for age and sex discrimination (Ronay, 2009). A final 

example is Charlotte Thomas who was 67 years old when she was fired by the Marriott 

Courtyard Hotel near Hilliard, OH in 2007 and was replaced by two younger women. 

Thomas sued for age discrimination and the jury awarded her $140,164 in compensatory 

damages and $300,000 in punitive damages (Cadwallader, 2009).  Thomas’ example shows 

that besides the consequences of bad publicity and a poor reputation, unethical behavior 

can also be very expensive.  

These are only a few examples of the countless lawsuits that have been filed by 

hotel employees. Fortunately, they have intensified the need for the creation and promotion 

of a positive ethical climate within hotels, as well as the implementation and enforcement 
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of strong ethical codes of conduct. However, the threat of lawsuits is not the only reason 

there needs to be higher ethical standards in the hotel industry.  

Currently, the hotel industry is facing a variety of challenges. Competition is 

intense, business travel has declined significantly, and the current economic recession is 

the worst since the 1930’s. Therefore, Beck, Lazer, and Scmidgall (2007) agreed that all 

of these factors have encouraged “questionable and unethical management behavior” (p. 

36). They also suggested that hospitality and tourism literature has not paid much 

attention to ethical issues in the industry. 

Stevens and Fleckenstein (1999) proposed that due to the inherent industry 

characteristics of inseparability and intangibility, hospitality industry management must 

attend to ethical issues more carefully than other industries. Pettijohn, Pettijohn, and 

Taylor (2008) noted that even though organizations spend millions of dollars to build a 

positive public image, that money is soon wasted when the organization’s unethical 

practices are reported. 

Finally, several studies found that companies with high levels of ethical values 

and social responsibility tend to be more profitable than other companies (Hammond & 

Slocum, 1996; Waddock & Smith, 2000). This clearly shows that hotel organizations can 

benefit from conducting their business in an ethical and more responsible manner.  

This study is significant because there has been a lack of research on the 

interaction between business ethics, job satisfaction, organizational commitment, and 

employee turnover intentions. For example, one can find an extensive number of articles 

related to job satisfaction, but only a few of them are focused on the relationship between 

job satisfaction and business ethics, especially after the year 2005 (Jaramillo, Mulki, & 
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Solomon, 2006; Pettijohn, Pettijohn, & Taylor, 2008). Unfortunately, almost none of 

these studies focused on hospitality employees. More specifically, there was only one 

article which analyzed in depth the relationship that connects business ethics, job 

satisfaction, organizational commitment, and employee turnover among salespeople 

(Schwepker, 2001). In fact, this article was the most important stimulus that inspired both 

the theoretical framework and survey instrument for this study.  

Job satisfaction can significantly and positively affect the outcomes of 

organizational commitment, decrease employees’ intention to leave, and subsequently 

result in low turnover rates (Yang, 2008). According to Kennedy and Berger’s study 

(1994, p. 58) in the hospitality industry, ‘the highest turnover occurred during the first 

four weeks (in employment)’. They concluded that poor human resource decisions as 

well as the unmet expectations of newcomers are usually the main reasons for this 

turnover. Another study conducted by Lam, Pine, and Baum (2003) found that employee 

turnover behavior takes place during the initial stage of employment when newcomers 

experience the new workplace and its expectations. They believe that turnover tends to 

increase when there is a difference between the anticipation and reality of the work 

environment.  

Liao, Hu and Chung (2009, p. 1181) argued that “if a manager wants to reduce the 

turnover rate in the hotel industry, it is important that employees feel satisfied with their 

jobs and thereby improve commitment to the organization”. Young’s (2008) study of 428 

respondents from 61 international tourist hotels in Taiwan showed that there was a strong 

relationship between affective commitment and job satisfaction and employee turnover 

intention. Valentine, Godkin, Fleischman, and Kidwell’s (2011) study on non hospitality-
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related employees showed that corporate ethical values and job satisfaction were 

associated with decreased turnover intention. In fact, their results indicated that group 

creativity and corporate ethical values were positively related. Furthermore, both of these 

variables were associated with increased job satisfaction. Mulki, Jaramillo, and Locander 

(2009) concluded the sales professionals’ job satisfaction was positively impacted by an 

ethical organizational climate.  

Sims and Kroeck’s (1994) study of person-organization fit in hospitals suggested 

that ethical work climate indeed is an important variable. Their study supported that 

employees like working in environments that match their ethical preferences.  Their 

results also showed that as the length of tenure with the organization increased, the 

differences between preferred and described climate decreased. But above all, their 

findings highlighted that employee job satisfaction and organizational commitment are 

negatively related to turnover intentions and that job satisfaction is positively related to 

affective commitment.  

Finally, this study will examine employee turnover which has become a serious 

problem for many organizations which cannot be ignored. Sadly, the hotel industry is 

characterized by high turnover rates (Cheng & Brown, 1998) which results in equally 

high costs. These turnover costs include the money invested in recruitment and training 

of additional staff, paying existing employees overtime, the impact on service, as well as 

additional turnover among other employees who feel pressured and overworked (Frank, 

Finnegan, Finnegan, & Taylor, 2004; Hendrie, 2004). Babakus, Yavas, and Karatepe’s 

(2008) study on hotel frontline employees showed that “the best predictor of turnover 
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intentions is emotional exhaustion followed by job demands and intrinsic motivation” (p. 

398). 

A better understanding of the relationship between job satisfaction, organizational 

commitment, and turnover will help emphasize the importance of business ethics within 

the hotel industry. Thus, it will encourage hotel employers to make every effort to 

incorporate business ethics in their organizations, foster a positive ethical climate in their 

working environments, and effectively manage their diverse workforce. If this study 

reveals that there is a significant relationship between ethical climate and the other 

variables, then it could help solve some of the major problems that managers in hotels are 

facing. It could also set the path for a more ethical and more responsible way of doing 

business in the hotel industry which, in turn, would lead to increased levels of employees’ 

job satisfaction and organizational commitment.  

Statement of Purpose 

This study examines the impact of hotel business ethics on employee job 

satisfaction, organizational commitment, and employee turnover intention. It is proposed 

that employees who work in an ethical hotel environment will be more satisfied with their 

job, more loyal to the organization, and have low turnover intentions. It is also proposed 

that there are strong relationships between job satisfaction, organizational commitment, 

and turnover intention. More specifically, higher levels of job satisfaction can positively 

affect organizational commitment, and negatively affect turnover intention. Furthermore, 

it is supported that hotel employees’ perception of their organization’s ethical climate and 

their job satisfaction predict organizational commitment. Finally, it is supported that hotel 

employees’ perception of their organization’s ethical climate, their job satisfaction, and 
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organizational commitment predict their turnover intentions. A number of selected 

demographic variables (i.e., gender, age, length of work and income) will also be 

analyzed to examine the extent to which they can influence these relationships. 

Several studies that were conducted in the 1980’s found that satisfaction and 

commitment were negatively related to turnover and intent to leave (Arnold & Feldman, 

1982; Bluedorn, 1982; Hollenbeck & Williams, 1986), but positively correlated with one 

another (Bluedorn, 1982; Clegg, 1983; Dougherty, Bluedorn, & Keon, 1985). 

Schwepker’s (2001) study took this concept a step further and tested how all these 

variables are related to an organization’s ethical climate, which is an expression of its 

ethical values. His results showed that salespeople’s perceptions of a positive ethical 

climate are positively associated with their job satisfaction and organizational 

commitment. He also found that the more committed salespeople are to the organization, 

the less they intend to leave and look for another job elsewhere. 

Once again, this study aims to examine the relationships between ethical climate, 

job satisfaction, organizational commitment, and turnover intention in the hotel industry. 

It supports that ethical climate is positively related to hotel employees’ job satisfaction 

and organizational commitment and negatively related to their turnover intention. 

Additionally, job satisfaction relates positively to organizational commitment and relates 

negatively to turnover intention. Understanding how these relationships work and how 

they influence one another is critical for hotel managers because it will help solve 

numerous problems related to low job satisfaction rates, increased turnover rates and 

costs, lack of employee organizational commitment, and lawsuits related to unethical 

conduct, behavior, and injustice. This study suggests that the key components that could 
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reduce ethical scandals and create better working environments for hotel employees lie in 

the power of fostering a positive ethical climate free of biases, prejudices, and 

discrimination. This study contends that ethical climate plays an important role in the 

hotel industry because it has the power to influence employee job satisfaction, 

organizational commitment, and turnover intention, all of which can help reduce costs 

and increase profits. 
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CHAPTER II 

LITERATURE REVIEW 

Business Ethics in the Hotel Industry  

Ethics is among the most hotly contested topics of today (Buff & Yonkers, 2005). 

The word ethics stems from the Greek word ‘ēthos’ which means “custom, habit, 

significance, disposition” (Holjevac, 2008, p.1034). The great philosophers placed a great 

deal of emphasis on ethics, honesty, and fairness, not only in their lives, but also in their 

work. They also taught that ethical values are permanent and they should be cultivated, 

respected, and applied by everyone (Holjevac, 2008). Holjevac (2008) highlighted that 

according to Confucius uprightness, wisdom, kindness, faithfulness and decorum belong 

to the category of permanent values which consist of the real values of today.  

However, a widely accepted definition of business ethics does not exist. Lewis 

(1985), defined business ethics as “rules, standards, codes, or principles which provide 

guidelines for morally right behavior and truthfulness in specific situations” (p. 381). Hall 

(1992) defined ethics, in a very simple way, as “knowing what ought to be done, and 

having the will to do it” (pp. 12-13). He also supported that doing what is right is the 

heart of ethics and if applied properly, it can become the foundation for employees’ pride 

and motivation. Hall proposed that the proper application of ethics can change a mediocre 

workplace to an excellent one. Barsh and Lisewski (2008) referred to business ethics as 

“the systematic process that commercial organizations use in order to evaluate actions as 

right or wrong” (p.29). They also suggested that business ethics encompasses a wide 

range of themes that managers and employees must face.  
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Researchers have developed theories trying to explain how people behave when 

faced with ethical situations (Tsalikis & Fritzsche, 1989), whereas ethical theorists 

created normative approaches that prescribed standards of behavior and codes of conduct 

(Chonko, 1995). More specifically, there are two major approaches to business ethics: the 

descriptive and the normative (Carroll & Buchholtz, 2006; Donaldson, Werhane & 

Cording, 2002). Descriptive ethics refers to “what is” the ethical behavior of 

organizations, individuals, and society. Normative ethics defines principles and values 

that guide behavior and decisions. It is sometimes known as the study of “what ought to 

be”. 

The importance of ethical business values has been noted since Goodspaster 

(1983) discussed the concept of corporate responsibility, and applied the concept of 

personal ethics in social life to specific business management circumstances. However, 

Reilly and Kyj (1990) noted that the employees’ ethical behavior can be influenced by 

the creation of a positive ethical environment within the company rather than just relying 

on each individual employee’s strong ethical values. Therefore, it is no coincidence that 

in recent years, several studies have pointed out the increasing need for hotels to conduct 

their business in a more ethical and responsible way and to foster a positive ethical 

climate in their organizations. 

From a financial management perspective, research studies revealed that 

stakeholders view a company’s reputation for social responsibility as an indication of its 

top management’s ability to effectively manage the company within the changing 

environment (Miles, 1987; Sethi, 1975; Sonnenfeld, 1981; Ullmann, 1985). A decline in 

a company’s reputation for social responsibility will not only have an impact on its 
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guests, but also on its stockholders. Moreover, “investors may consider less socially 

responsible firms to be riskier investments because of the possibility of government 

intervention” (Hammond & Slocum, 1996, p. 160). Therefore, it is important for a 

company to work towards becoming socially responsible from an economic perspective, 

as those kinds of companies tend to have lower perceived risk since “they appear more 

sensitive to external events and thus are able to anticipate and control their changing 

environment” (Hammond & Slocum, 1996, p. 160). 

According to Lantos (1999) “market forces provide financial incentives for ethical 

behavior” (p. 225). His study showed that a businessperson who only concentrates on the 

bottom line and short term concerns, regardless of the moral aspects, will end up harming 

the company in the long run in many ways due to negative publicity from consumer 

boycotts, class action lawsuits, etc. Not only will the company suffer, but the profession 

and industry can also be damaged by the negative publicity. 

One more thing to keep in mind is that the process for a hotel to become more 

ethical does not only require time, but also money. However, Pettijohn et al. (2008) 

argued that the hotel will be compensated for the money invested through the profits 

generated through increased employee morale and productivity. Therefore, short term 

expenses are justified by the positive long term benefits of operating as an ethical 

organization.  

The Ethical Climate of an Organization  

Measuring the business ethics of a hotel organization may sound straightforward 

and easy in theory, but in practice it can be very challenging and complicated. However, 

in order to do so, many researchers measured the ethical climate of an organization to 
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better understand its levels of business ethics. Actually, this approach is one of the 

easiest, most effective and recommended ways to calculate how ethical an organization 

truly is. Victor and Cullen (1988) defined ethical climate as “the prevailing perceptions of 

typical organizational practices and procedures that have ethical content” (p. 101). Ferrell 

and Gresham (1985) found that the climate for unethical conduct exists when the codes of 

ethics, policies and directives of a company that stipulate, discourage, control, monitor 

and discipline unethical behavior are not enforced. 

The role of ethical climate in a company is very important. Verbeke, Ouwerkerk, 

and Peelen (1996) demonstrated that the ethical climate of a company drives its values 

and encourages expected behaviors which, in turn, lead to influencing the ethics of its 

employees. Schwepker (2001) suggested that by applying and enforcing codes of 

conduct, rules and policies on ethical behavior, as well as imposing positive and negative 

discipline where needed, “management can create an ethical climate that positively 

influences ethical behavior in the organization” (p. 41). Furthermore, Valentine and 

Barnett (2003) found that employees of any type prefer working in companies that have a 

positive ethical climate.  This makes sense because a company with a positive ethical 

climate would typically have a more pleasant working environment, as it fosters ethical 

values such as honesty and trust (Schwepker, 2001). Babin, Boles and Robin’s (2000) 

study also revealed that a stronger ethical climate brings less role stress, greater job 

satisfaction and organizational commitment. 

Job Satisfaction in the Hotel Industry 

Many studies have been conducted around the world in relation to job satisfaction 

in the hospitality industry. Furthermore, the literature has described job satisfaction in 
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various ways through the years. Hoppock (1935) viewed it as the combination of 

psychological and environmental circumstances that cause a person to be satisfied with 

his or her work. Other studies saw it as seeking fulfillment through asking whether the 

job met their employee’s physical and psychological needs (Porter, 1962; Wolf, 1970). 

Locke (1969) defined it as a “pleasurable emotional state resulting from the appraisal of 

one’s job as achieving or facilitating one’s job values” (p. 317). Smith, Kendall, and 

Hulin (1975) referred to job satisfaction as the feelings employees have about their jobs 

in general. Agho, Price, and Mueller (1992), approached it as the extent to which 

employees like their work. However, according to Cranny, Smith and Stone (1992) there 

is a clear consensus in relation to defining job satisfaction. That “consensus” definition 

described job satisfaction as “an affective (that is, emotional) reaction to one’s job, 

resulting from the incumbent’s comparison of actual outcomes with those that are desired 

(expected, deserved, and so on)” (Cranny, Smith, & Stone, 1992, p. 1). While there are a 

number of definitions and studies related to job satisfaction, very little research has been 

done on the methods measuring employee satisfaction levels (Lee & Way, 2010). Perhaps 

that is because job satisfaction is a very complicated concept that includes a variety of 

different facets. 

Job satisfaction may be both intrinsic, derived from internally mediated rewards 

such as the job itself and opportunities for personal growth and accomplishment, and 

extrinsic, resulting from externally mediated rewards such as satisfaction with pay, 

company policies and support, supervision, fellow workers, chances for promotion, and 

customers (Walker, Churchill, & Ford, 1977). The extent to which someone can actually 



 Texas Tech University, Christina K. Dimitriou, August 2012  

13 
 

measure and calculate those intrinsic and extrinsic aspects of job satisfaction may lead 

researchers to confusion, wrong judgments or misinterpretations of the results. 

Several researchers have tried to determine the factors that create job satisfaction. 

The study of Barsky and Nash (2004) showed that employee satisfaction on the job was 

driven by emotions of the employees and their beliefs about their company. Aksu and 

Aktas (2005) conducted their study on job satisfaction of Turkish managers in first-class 

hotels. They discovered that despite long hours, low salaries and little colleague support, 

the managers were generally satisfied with their jobs due to the nature of the work itself 

and the authority that came from managing a first-class facility. 

In addition, job satisfaction has been closely related to positive organizational 

outcomes such as increased employee productivity, higher innovation and reduced 

turnover. The combination of all of those elements is also linked to a firm’s improved 

overall performance. More specifically, Savery and Luks (2001) demonstrated that job 

satisfaction is linked to increased firm performance as measured by enhanced employee 

productivity. Motivation also plays a crucial role in job satisfaction. However, as Sledge, 

Miles and Coppage (2008) argued little research has concentrated on the relationship 

between motivation, job satisfaction and the impact of culture in the workplace.  

Chiang, Back, and Canter (2005) found that job satisfaction strongly influences 

the employees’ intention to stay with that organization. In addition, McNeece-Smith 

(1997) suggested employees with higher levels of job satisfaction tend to be more 

productive and stay on the job. Shaw (1999) contended that a strong negative relationship 

exists between job satisfaction and the level of employee turnover when an individual’s 

personal, positive affect is taken into account. Choi’s (2006) study on Korean hotel 
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employees also found that there was a negative relationship between job satisfaction and 

turnover intention. Similarly, Pizam and Thornburg’s (2000) study revealed that high 

absenteeism rates stem from low job satisfaction rates which are related to higher levels 

of voluntary employee turnover. Moreover, Scott and Taylor’s (1985) study indicated 

that a negative relationship exists between job satisfaction and absenteeism, especially 

absence frequency. They supported that satisfied employees show much lower levels of 

absenteeism than their less satisfied colleagues. Another study based on the job 

satisfaction of Taiwanese hotel employees revealed that internal marketing, or treating 

employees as customers, was positively related to organizational performance (Hwang & 

Chi, 2005). Sizoo, Plank, Iskat and Serrie (2005) determined that among hotel workers at 

four-star hotels in Florida, employees with higher intercultural sensitivity expressed 

higher levels of job satisfaction and social satisfaction. This shows that culture may 

influence employee perception of job satisfaction. Furthermore, job satisfaction can 

positively affect the outcomes of organizational commitment, reduce employee intention 

to leave, and lead to lower turnover rates (Yang, 2008). 

Influence of Business Ethics on Employee Job Satisfaction 

Many managerial theorists believe that a company’s most important asset is its 

employees (Collins, 2001). Therefore, companies should try to take better care of their 

employees. For example, companies should be interested in knowing what their 

employees think, how they perceive the organizational culture of the specific company, if 

they are satisfied with the policies and procedures, and of course if they consider their 

working environment as ethical or not. Pettijohn et al. (2008) contended that if a 

company’s employees perceive that their employers are ethical, then the employees’ job 



 Texas Tech University, Christina K. Dimitriou, August 2012  

15 
 

satisfaction ratings are high and their turnover rate and intention to leave the company are 

low. On the contrary, Jaramillo, Mulki, and Solomon (2006) argued that when employees 

consider their employers unethical, then job satisfaction levels may decrease and turnover 

rates may rise. 

Business ethics is also a critical aspect from a manager’s perspective. In fact, 

ethical behaviors of a company are critical managerial problems and management should 

have a leading role in promoting ethical behaviors (Chonko, Wortruba, & Loe 2002; 

Hunt & Chonko, 1987). Other research studies revealed that “managers set the ethical 

tone for their organizations” (Barsch & Lisewski, 2008, p. 44). Ethical leadership 

includes personal competencies. However, the organizational behavior literature showed 

that managers who lead by example have a significant impact (positive or negative) on 

the ethical actions of employees (Morgan, 1993).   

Whitney (1990) showed that hotel industry employees need a higher ethical 

consciousness compared to other industries, as well as a stronger ability to judge ethical 

issues according to the principles of the organization. Unlike other industries, hospitality 

is very diverse. It involves employees and managers from every cultural, social, 

educational, racial, age, sex, and religious background. Moreover, Hall (1992) mentioned 

that hospitality embraces a large spectrum of beliefs and ethically acceptable behavior. 

Thus, he suggested that hospitality professionals need a global understanding of what is 

right and wrong. 

Laufer and Robertson (1997) contended that adopting ethical values helps 

individuals recognize their organization fit. Other studies showed that adopting ethical 

values influences employee’s affections for that organization (Kohlberg, 1984; Porter & 
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Lawer, 1966; Sims & Kroeck, 1994). Wong’s (1998) study demonstrated the need for a 

clear job-related ethical policy for hotel employees in Hong Kong. In addition, Fox 

(2000) through his study on hotel employees in Croatia contended that unethical 

environments lead to additional organizational costs. Therefore, the need for hotels to 

foster and promote an ethical working environment is more important than ever before. 

Several studies conducted in non-hospitality environments revealed a positive 

relationship between ethical climate in an organization and job satisfaction. Deshpande 

(1996) focused on a large non-profit charitable organization and found that managers 

may be able to enhance their employees’ job satisfaction by influencing the 

organization’s ethical climate.  His results showed that apart from satisfaction with pay, 

an organization can influence all different facets of job satisfaction by manipulating its 

ethical climate.  

The study of Joseph and Deshpande (1997) on nurses revealed that ethical climate 

is significantly associated with job satisfaction.  Viswesvaran and Deshpande’s (1996) 

study on middle level managers of three different organizations in India showed that the 

association between ethical behavior and career success is significantly associated with 

job satisfaction. Koh and Boo’s (2001) study of MBA students in Singapore showed that 

there is a strong relationship between organizational ethics and job satisfaction. In fact, it 

suggested that organizational ethics is one of the means through which leaders can 

generate favorable job attitudes/behaviors and organizational outcomes. Finally, 

Schwepker’s (2001) study on salespeople also demonstrated a significant relationship 

between ethical climate in an organization and job satisfaction. 
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Organizational Commitment in the Hotel Industry 

As mentioned in the previous section, being satisfied with one’s job will increase 

a hotel employee’s productivity and innovation and reduce their turnover rate. However, 

committing oneself to the very company the hotel employee works for has a deeper and 

more complex meaning. For example, Becker (1960) described the concept of 

commitment as “consistent lines of activity” (p. 33). Similarly, Mowday, Steers, and 

Porter (1979) defined organizational commitment as a relative strength of an individual’s 

identification with and involvement in a particular organization. Other researchers 

described organizational commitment as having the ability to work like a “psychological 

bond” to the company that influences people to act according to what is best for the 

company and its interests (Mowday & McDade, 1979; Porter, Steers, Mowday, & 

Boulian, 1974). 

According to Meyer and Allen (1991) there are three types of organizational 

commitment: normative commitment, affective commitment, and continuance 

commitment. Normative commitment applies to the employee abiding by established 

organizational values. Affective commitment refers to the degree to which the employee 

internalizes the values of the organization. Continuance commitment relates to the 

switching costs of maintaining membership or leaving the organization. 

Organizational commitment is a critical factor in understanding and explaining 

the work-related behaviors of employees in organizations (Lee, 2000). High turnover in 

organizations, employee retention problems, and the factors which contribute to the 

employees’ increased intensity to leave have been the main focus of various studies in 

many different disciplines. For example, Maertz and Campion (1998) through their study 
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found that “relatively less turnover research  has focused specifically on how an 

employee decides to remain with an organization and what determines this 

attachment...retention processes should be studied along with quitting processes” (p. 65). 

However, Hausknecht, Rodda, and Howard (2009) mentioned that despite the large 

amount of research devoted to employee turnover, which focuses on identifying factors 

that cause employees to quit, very few studies have touched upon the factors that compel 

employees to stay. 

Several other studies evolved around what determines employees’ organizational 

commitment. Yang (2008) supported that a person’s commitment to an organization 

depends heavily on his/her attitudes, and feelings, as well as involvement in that 

organization. He also found that an important precursor of commitment is the level of 

satisfaction that the newcomers get during organizational assimilation. Whereas, Luthans 

(1998) argued that job design and managerial style influence the degree of employee 

commitment. Janssen’s (2004) study revealed that employee empowerment is closely 

related with organizational commitment and that commitment exists at both the 

individual and organizational level. 

Regardless of the variety of approaches and definitions related to organizational 

commitment, there is one important aspect of commitment that must be noted. 

Committed individuals believe in and accept the values and goals of the organization they 

work for. They are not only willing to keep working there, but are also eager to provide 

considerable effort on their part in order to stay (Mowday, Steers, & Porter, 1979). 

Gaertner and Nollen’s study (1989) showed that employees are more committed to an 

organization when they believe that the company follows a promotion from within policy 
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as it reduces their uncertainty regarding the future of their career in that specific 

organization. 

The Influence of Business Ethics on Organizational Commitment 

After carefully examining several factors that can lead to organizational 

commitment, it was decided to explore whether an organization’s positive ethical climate 

can also be added to that list and if there is a connection between these two concepts. 

Even though the relationship between a company’s ethical climate and its organizational 

commitment has not been widely researched, there are several studies which showed that 

there is a relationship between the two. In fact, Kelley and Dorsch (1991) supported that 

there is a positive relationship between an organization’s ethical climate that is based on 

specific rules and employees’ commitment to that organization.  Ostroff’s (1993) study 

demonstrated a strong relationship between climate dimensions and organizational 

commitment. Moreover, Hunt, Wood, and Chonko (1989) found that corporate ethical 

values are significant predictors of organizational commitment. They also managed to 

discover the extent to which the 1,246 marketing professionals they examined perceived 

that ethical behavior was rewarded and unethical behavior was punished within the 

company they worked for.  

Schwepker (2001, p. 42) noted that “organizational commitment may blind some 

employees to the ethical problems in their organizations”. In this case, the employees’ 

commitment to the specific organization would make them believe that the organization 

would be highly ethical. However, Hunt et al. (1989) argued that employees’ 

organizational commitment could not be so high that it would stand in the way and not 

allow them to see the organization’s ethical problems. Therefore, it becomes apparent 
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that employees who perceive the ethical climate of the organization they work for as 

more ethical, then they will be more committed. 

The Influence of Job Satisfaction on Organizational Commitment 

According to Young (2008), job satisfaction is a powerful method of reinforcing 

individual commitment to an organization. Similarly, Baker (1992) found that job 

satisfaction reinforces organizational commitment. Other studies such as Lo & Lam 

(2002) and Steers (1977) found a significant correlation between job satisfaction and 

organizational commitment. Sims and Kroeck’s (1994) study on employees working in 

five different departments (pharmacy, medical records, physical and occupational 

therapy, laboratory, and maternity care) of a medium sized hospital, also revealed among 

other things that job satisfaction is positively related to affective commitment. Moreover, 

Williams & Hazer’s study (1986) showed that the predictors of job satisfaction include: 

pre-employment expectations, perceived job characteristics, leadership consideration, and 

age.  

A number of research studies that were conducted as early as the 70’s found that 

among the main correlates of organizational commitment are attitudinal, affective, and 

cognitive constructs such as job satisfaction, job involvement, and job tension (Hall & 

Schneider, 1972; Porter, Steers, Mowday, & Boulian, 1974). Interestingly, later studies 

that took place in the 80’s and 90’s produced similar results. More specifically, studies 

like Dubinsky and Hartley’s (1986), Johnston, Parasuraman, Futrell, and Black’s (1990), 

and Brown and Peterson’s (1993) provided the literature with strong evidence that job 

satisfaction positively affects employee’s organizational commitment. Additionally, 

Schwepker’s (2001) study on salespeople which was conducted soon after the year 2000 
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yielded the exact same results, which seems to make this relationship valid, consistent, 

and reliable through the years.  

Turnover Intention in Organizations 

Many studies focused on employee turnover as it has been a very important issue 

for the hotel industry (Deery & Shaw, 1999; Iverson & Deery, 1997; Kennedy & Berger, 

1994; Lam, Lo, & Chan, 2002; Mok & Luk, 1995; Price & Mueller, 1986; Stalcup & 

Pearson, 2001). For this study turnover intention is defined as “the last in a sequence of 

withdrawal cognitions, a set to which thinking of quitting and intent to search for 

alternative employment also belong” ( Tett & Meyer, 1993, p. 262). Traditionally, 

turnover can be divided into two categories: voluntary and involuntary (Price, 1977). 

However, when it comes to voluntary turnover, Dalton, Todor, and Krackhardt's (1982) 

talked about two types of turnover: a) the dysfunctional and b) the functional which are 

both examined from organization's perspective. On one hand, dysfunctional turnover 

takes place when an employee leaves voluntarily. However, the organization in this case 

offers a positive evaluation to that employee. On the other hand, functional turnover takes 

place when an employee leaves voluntarily but the organization's evaluation of the 

employee is negative, instead of positive like before. Chang (1999, p.1258) supported 

that “unlike other behaviors at workplaces, turnover indicates a breach in the relationship 

between individuals and the organization”. He also mentioned that this separation is 

accompanied by a huge amount of costs not only to the organization, but also to the 

individuals. Those costs range from opportunities costs, and costs required for reselection 

and retraining, to costs related to the remaining workers’ decreased morale. Moreover, he 
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pointed out the seriousness of those costs when they are combined with the loss of 

valuable employees or employees who were very committed to that organization. 

In their effort to reduce turnover, some studies (Graen & Ginsburgh, 1977; 

Krackhardt, McKenna, Porter, & Steers, 1981; Mowday, Porter, & Stone, 1978) placed 

emphasis on voluntary turnover as the dependent variable. Price (1977) identified several 

reasons that explain researchers’ focus on voluntary turnover. First of all, the majority of 

turnover is voluntary. Second, theory formation is eased by homogeneity. Third, 

voluntary turnover probably has different determinants than the involuntary. But, fourth 

and most important, voluntary turnover is more subject to control by organizations.  

According to Yang (2008, p. 430), “turnover may arise when a difference 

between the anticipation and reality of the situation occurs”. In fact, this seems to be 

more common in newcomers. For example, Kennedy and Berger’s study (1994) revealed 

that the highest turnover in the hospitality industry occurred during the first four weeks of 

employment. The main reason for this often lies on poor human resource decisions as 

well as the unmet expectations of newcomers. Lam, Pine, and Baum (2003) also agreed 

that employee turnover behavior occurs in the initial stage of employment simply because 

it is during this period of time that newcomers experience the new workplace and its 

expectations. 

The Influence of Business Ethics on Turnover Intention 

According to Cacioppe, Forster, and Fox (2008, p. 689), organizations that are 

socially responsible ‘‘can attract and retain quality employees because the organizations’ 

values and practices are more closely aligned to the values that such individuals hold”, 

which leads to decreased intentions to leave the organization, along with other positive 
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work outcomes. Further empirical research seemed to agree with and support these 

assertions. Pettijohn, Pettijohn and Taylor’s results (2008) showed that sales 

professionals’ beliefs about organizational ethics were positively related to job 

satisfaction, but negatively related to their turnover intention. It would also be important 

to mention that Mulki, Jaramillo, Locander’s study (2009) on service workers revealed 

that their organizations’ ethical climate played a key role as it influenced their turnover 

intention in an indirect way through other key work outcomes such as role stress, conflict 

with others, individual trust in a supervisor, and job satisfaction. 

The Influence of Job Satisfaction on Turnover Intention 

Several studies contended that turnover has become a serious problem in the hotel 

industry due to the fact that frontline employees are usually under trained, underpaid, and 

overworked (Cheng & Brown 1998; Singh 2000). Other research findings (Choy 1995; Li 

& Tse, 1998; Lam, Zhang & Baum, 2001), supported that there is a relationship between 

employee turnover and job satisfaction. They also found a relationship between employee 

turnover and job facets as perceived by the employees/managers in the tourism industry 

in relation to employee turnover. These are very important aspects that need to be taken 

into consideration because they can increase productivity, job satisfaction as well as 

organizational commitment. According to Woods (1992) the problem of employee 

turnover looks like an inalienable feature of the tourism and hospitality industry around 

the world. Smith, Gregory and Cannon (1996) found that employees who were working 

for an organization for a period of six months or more tended to have decreasing levels of 

job satisfaction. They also noticed that the highest levels of job turnover took place 

during that period. Their results revealed that the main reason for the increased employee 
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turnover rates was the absence of employee job satisfaction. Furthermore, Karatepe, 

Uludag, Menevis, Hadzimehmedagic and Baddar’s (2006) study found that there was a 

negative relationship between employee’s job satisfaction and their intention to leave. 

Mueller and Price’s (1990) study explored the antecedents of turnover intention of 

nurses and found that job satisfaction was less strongly correlated with turnover intention 

than organizational commitment. Path analysis also showed that job satisfaction did not 

directly influence the turnover intention. Tian and Pu (2008, p. 468) contended that “the 

turnover rate of hotel employees is about 31%”. They conducted their study on hotel 

employees in China and results showed that those hotel employees’ job satisfaction was 

low and differed by age and gender. Additionally, the most important contributors to 

employee satisfaction proved to be professional development opportunities for employees 

as well as the long-term growth prospects of the hotels themselves.  

The Influence of Organizational Commitment on Turnover Intention 

Several studies (Bartol, 1979; Blau & Boai, 1987; Chang, 1999; Fogarty, 2000) 

suggested that employee turnover intention was influenced by organizational 

commitment. Bartol’s (1979, p.820) results supported the notion that “perceptions of the 

reward system as valuing professional behavior are associated with higher organizational 

commitment and lower role stress, turnover, and turnover expectancy”. In addition, other 

studies (DeCottis & Summers, 1987; Morrow, 1993; Steers, 1977) revealed that 

organizational commitment negatively affected turnover intention and/or actual turnover. 

Allen and Meyer (1990) found that people who were committed to an organization 

showed less intention to leave either because they willingly wanted to continue working 

there (affective commitment) or because they had to stay because they could not afford to 
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leave (continuance commitment). They found that less committed employees were more 

likely to leave the organization they worked for. Additionally, those who were committed 

to their career, tended to look for other opportunities which would better satisfy their 

needs. However, if no better opportunity arose, they were less likely to want to move due 

to career concerns that would stand in the way.  

Interestingly, Chang’s (1999, p. 1272) study showed that employees’ continuance 

commitment increased when employees believed that the organization was “doing its best 

to prevent layoffs”. Moreover, his results revealed that employees who were committed 

to organizations were less willing to leave. However, he found that different types of 

organizational commitment, such as continuance or affective, led to different levels of 

turnover intention. For example, employees with high career commitment and low 

affective commitment had the tendency to look for a job elsewhere because they did not 

believe that the company they worked for was satisfying their career needs or goals 

(Chang, 1999). 

As Blau and Boai (1987) noted, empirical research has shown that the most 

significant predictor of turnover is organizational commitment. Several models (Mobley, 

Griffeth, Hand, & Meglino, 1979; Steers & Rhodes, 1978) have also linked 

organizational commitment to turnover and absenteeism. However, a closer look to the 

literature revealed that there were inconsistencies regarding the extent to which 

organizational commitment is a predictor of turnover. For example, Hom, Katerberg, and 

Hulin’s (1979) study found that the variance was 34% between the two whereas Michales 

and Spectors’ (1982) variance accounted for only 2%. Several theories were presented in 

the past in an effort to explain these differences. Steers and Porter (1983) blamed this 



 Texas Tech University, Christina K. Dimitriou, August 2012  

26 
 

difference on the way organizational commitment was conceptualized and 

operationalized. According to Hunter, Schmidt and Jackson (1982) this was a result of 

statistical artifacts such as sampling and measurements errors or a restriction of range. 

For Price (1977) the way that turnover was conceptualized and operationalized could also 

be the main cause for such an inconsistence. But, Young (2008) supported that 

commitment to the organization played a dominant role in employee turnover intent. 
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CHAPTER III 

METHODOLOGY 

 This chapter presents the research methodology employed to investigate the 

relationships among the following variables: ethical climate, job satisfaction, 

organizational commitment, and employee turnover intention. The conceptual model of 

this study is presented and discussed. The research design, pilot study, the survey design, 

as well as comments regarding the final survey are introduced in this chapter. Finally, 

data collection and data analysis procedures are explained. 

Conceptual Model and Research Hypotheses 

The purpose of this study is to theorize and test a model on the impact of hotel 

ethical climate on job satisfaction, organizational commitment, and employee turnover 

intention.  
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Figure 1. Theoretical Model 

 

 

 

 

 

 

 

 

 

  

The model presented in Figure 1 is a slightly modified version of the one used in 

Schwepker’s (2001) study. 

The model first proposes that positively perceived ethical climate will have a 

direct positive effect on hotel employees’ job satisfaction. This is not something new as a 

number of research studies have already supported this relationship in the past. For 

example, Pettijohn et al. (2008) contended that if a company’s employees perceive that 

their employers are ethical, then the employees’ job satisfaction ratings are high, turnover 

rates were low, and their intention to leave the company was also low. Several studies 

that were conducted in non-hospitality environments revealed a positive relationship 

between ethical climate in an organization and job satisfaction. Deshpande (1996) 
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focused on a large non-profit charitable organization and found that managers may be 

able to enhance their employees’ job satisfaction by influencing the organization’s ethical 

climate.  His results showed that apart from satisfaction with pay, an organization can 

influence all different facets of job satisfaction by manipulating its ethical climate.  

Another study by Joseph and Deshpande (1997) on nurses revealed that ethical 

climate was significantly associated with job satisfaction.  Viswesvaran and Deshpande’s 

(1996) study on middle level managers of three different organizations in India showed 

that the association between ethical behavior and career success was significantly 

associated with job satisfaction. Koh and Boo’s (2001) study of MBA students in 

Singapore showed that there was a strong relationship between organizational ethics and 

job satisfaction. In fact, it suggested that organizational ethics is one of the means 

through which leaders can generate favorable job attitudes/behaviors and organizational 

outcomes. Finally, Schwepker’s (2001) study on salespeople also demonstrated a 

significant relationship between ethical climate in an organization and job satisfaction. 

Taking into consideration what the literature offers regarding this relationship, it is 

supported that conducting a study on hotels will yield the same results. Therefore, the 

following hypothesis is suggested: 

H1a: There is a positive relationship between hotel employees’ perception of their 

organization’s ethical climate and their job satisfaction. 

The model also proposes that positively perceived ethical climate will have a 

direct effect on hotel employees’ organizational commitment. It should be noted that the 

relationship between a company’s ethical climate and its organizational commitment has 

not been widely researched. However, the literature provides some evidence that a 



 Texas Tech University, Christina K. Dimitriou, August 2012  

30 
 

relationship between the two does exist. In fact, Kelley and Dorsch (1991) supported that 

there was a positive relationship between an organization’s ethical climate that was based 

on specific rules and employees’ commitment to that organization.  Ostroff’s (1993) 

study demonstrated a strong relationship between climate dimensions and organizational 

commitment. Moreover, Hunt, Wood, and Chonko (1989) found that corporate ethical 

values are significant predictors of organizational commitment. Of course, Schwepker’s 

study (2001, p. 46) also revealed that “the more salespeople perceived their 

organization’s climate as ethical, the higher they reported levels of organizational 

commitment”. It is supported in this study that hotel employees will feel the same way. 

Therefore, the following hypothesis is proposed: 

H1b: There is a positive relationship between hotel employees’ perception of their 

organization’s ethical climate and their organizational commitment.  

Next, the model proposes that positively perceived ethical climate will have a 

negative effect on hotel employees’ turnover intention. Jaramillo, Mulki, and Solomon 

(2006) argued that when employees consider their employers unethical, then not only did 

their job satisfaction levels decrease, but there was also a significant rise in employee 

turnover rates. Other studies, also agreed that there was a negative relationship between 

employees’ perception of their organization’ climate as ethical and their intention to 

leave. Similarly, Pettijohn, Pettijohn and Taylor’s results (2008) showed that sales 

professionals’ beliefs about organizational ethics were positively related to job 

satisfaction, but negatively related to their turnover intention. Cacioppe, Forster, and Fox 

(2008, p. 689) also found that organizations that are socially responsible ‘‘can attract and 

retain quality employees because the organizations’ values and practices are more closely 
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aligned to the values that such individuals hold”, which led to decreased intentions to 

leave the organization, along with other positive work outcomes.  

Additionally, Schwepker’s (1999) study showed that a lack of fit between the 

values of managers and employees resulted in increased ethical conflict. This, in turn, 

created greater intentions for employees to leave the organization and diminished their 

organizational commitment. Mulki, Jaramillo, and Locander’s (2009) study on service 

workers revealed that their organizations’ ethical climate played a key role in influencing 

their turnover intention in indirect ways through other key work outcomes such as role 

stress, conflict with others, individual trust in a supervisor, and job satisfaction.  Finally, 

Schwepker’s study (2001) found that there was a negative relationship between 

salespeople’s perception of their organization’s ethical climate and their turnover 

intention.  

However, none of these studies was conducted in the hotel industry. Therefore, 

the current study focused on hotel employees in order to support that such a relationship 

exists in the hotel industry. Thus, the proposed hypothesis states: 

H1c: There is a negative relationship between hotel employees’ perception of their 

organization’s ethical climate and their turnover intention. 

When it comes to the relationship between job satisfaction and organizational 

commitment, the model supports Young’s (2008) and Baker’s (1992) findings which both 

showed that job satisfaction had the power to reinforce individual commitment to an 

organization. Other studies such as Lo & Lam (2002) and Steers (1977) also found a 

significant correlation between job satisfaction and organizational commitment. For 

example, Sims and Kroeck’s (1994) study on employees working in five different 
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departments (pharmacy, medical records, physical and occupational therapy, laboratory, 

and maternity care) of a medium sized hospital, revealed among other things that job 

satisfaction was positively related to affective commitment, which is organizational 

commitment based on desire. Moreover, Williams & Hazer’s study (1986) showed that 

the predictors of job satisfaction included: pre-employment expectations, perceived job 

characteristics, leadership consideration, and age.  

The literature provides strong evidence that job satisfaction positively affects 

organizational commitment not only in recent years, but also through studies that were 

conducted as early as the 1970’s (Hall & Schneider, 1972; Porter, Steers, Mowday, & 

Boulian, 1974). Interestingly, later studies that took place in the 1980’s and 1990’s 

produced similar results. Examples include Dubinsky and Hartley’s (1986), Johnston, 

Parasuraman, Futrell, and Black’s (1990), and Brown and Peterson’s (1993) studies 

which clearly showed that job satisfaction positively affects employee’s organizational 

commitment. Therefore, not surprisingly, Schwepker’s (2001) study on salespeople 

yielded the same results. These studies support a valid, consistent, and reliable 

relationship through the years and it is expected to produce similar results in a hotel 

setting for this study. Therefore, the suggested hypothesis is: 

H1d: There is a positive relationship between job satisfaction and organizational 

commitment.  

The model proposes that there is a negative relationship between organizational 

commitment and employee turnover intention. Not only because Schwepker’s (2001) 

results supported that, but also because several research studies in different settings 

reached the same conclusions. More specifically, studies like Bartol (1979), Blau & Boai 
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(1987), Chang (1999) and Fogarty (2000) suggested that employee turnover intention was 

influenced by organizational commitment. In addition, other studies (DeCottis & 

Summers, 1987; Morrow, 1993; Steers, 1977) revealed that organizational commitment 

negatively affected turnover intention and/or actual turnover. Young (2008) supported 

that commitment to the organization played a dominant role in employee turnover intent. 

Allen and Meyer (1990) found that people who were committed to an organization 

showed less intention to leave either because they willingly wanted to continue working 

there (affective commitment) or because they had to stay because they could not afford to 

leave (continuance commitment). They found that less committed employees were more 

likely to leave their organization.  Allen and Meyer (1990) also contended that those who 

were committed to their career tended to look for other opportunities which better 

satisfied their needs; however, if no better opportunity arose, they were less likely to 

move.  

As Blau and Boai (1987) noted, according to empirical research the most 

significant predictor of turnover is organizational commitment. Several models (Mobley, 

Griffeth, Hand, & Meglino, 1979; Steers & Rhodes, 1978) have also linked 

organizational commitment to turnover and absenteeism. However, a closer look to the 

literature revealed that there are concerns and inconsistencies regarding the extent to 

which organizational commitment was a predictor of turnover. For example, Hom, 

Katerberg, and Hulin’s (1979) study found that the variance was 34% between the two 

whereas Michales and Spectors’ (1982) variance accounted for only 2%. Several theories 

were presented in the past in an effort to explain these differences. Steers and Porter 

(1983) blamed this difference on the way organizational commitment was conceptualized 
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and operationalized. According to Hunter, Schmidt and Jackson (1982) this was a result 

of statistical artifacts such as sampling and measurements errors or a restriction of range. 

For Price (1977) the way that turnover was conceptualized and operationalized could also 

be the main cause for such an inconsistence. Since, so much controversy exists regarding 

this matter the model includes the following hypothesis in order to shed some light on 

what the situation is in the hotel industry: 

H1e: There is a negative relationship between organizational commitment and 

turnover intention.  

One more relationship that the model proposes is that job satisfaction will have a 

strong impact on turnover intention. This is based on previous research findings (Choy 

1995; Li & Tse, 1998; Lam, Zhang & Baum, 2001), which supported that there is a 

relationship between employee turnover and job satisfaction. Additionally, they found a 

relationship between employee turnover intention and job facets as perceived by the 

employees/managers in the tourism industry in relation to employee turnover. Smith, 

Gregory and Cannon (1996) found that employees who were working for an organization 

for a period of six months or more tended to have decreasing levels of job satisfaction. 

They also noticed that the highest levels of job turnover took place during that period. 

Their results revealed that the main reason for increased employee turnover is the 

employee’s lack of satisfaction with their jobs.  

Karatepe, Uludag, Menevis, Hadzimehmedagic and Baddar’s (2006) findings 

showed that there was a negative relationship between employee’s job satisfaction and 

their intention to leave. Mueller and Price’s (1990) study explored the antecedents of 

turnover intention of nurses and found that job satisfaction was less strongly correlated 
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with turnover intention than organizational commitment. Path analysis also showed that 

job satisfaction did not directly influence turnover intention. Tian and Pu (2008, p. 468) 

contended that “the turnover rate of hotel employees is about 31%”. They conducted their 

study on hotel employees in China and results showed that those hotel employees’ job 

satisfaction was low and differed by age and gender. Additionally, the most important 

contributors to employee satisfaction proved to be professional development 

opportunities for employees as well as the long-term growth prospects of the hotels 

themselves. Taking all the above into consideration, this model supports that higher 

levels of employee job satisfaction will result in decreased employee turnover rates and 

the proposed hypothesis is stated as follows: 

H1f: There is a negative relationship between job satisfaction and turnover intention.  

In order to test hypotheses H1a through H1f , bivariate correlations will be 

conducted between all of the variables. The second step will be to examine the 

relationship between hotel employees’ perception of their organization’s ethical climate, 

organizational commitment, and job satisfaction. The model suggests that the hotel 

employees’ perception of their organization’s ethical climate and job satisfaction are both 

predictors of organizational commitment. In other words, the more satisfied hotel 

employees are with their job and the more they consider their working environment as 

ethical, the more likely they will be committed to that hotel organization. Therefore, the 

second hypothesis suggests the following: 

H2: Hotel employees’ perception of their organization’s ethical climate and their job 

satisfaction predict organizational commitment.  
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In order to test the second hypothesis, multiple regression will be used where 

ethical climate and job satisfaction are the independent variable and the dependent 

variable is organizational commitment. The next step will be to examine the relationship 

that may exist between turnover intention and the following variables: ethical climate, job 

satisfaction and organizational commitment. The model supports that hotel employees’ 

perception of their organization’s ethical climate, job satisfaction, and organizational 

commitment are all strong predictors of turnover intention. Therefore, the third 

hypothesis proposes the following: 

H3: Hotel employees’ perception of their organization’s ethical climate, their job 

satisfaction, and organizational commitment predict their turnover intention.  

 The final step will be to test the second and third hypotheses on several 

demographic variables to examine whether they might influence or change the results. 

The demographic variables that were selected for this purpose were: “What is your 

gender?” (Gender), “What is your age?” (Age), “How long have you worked at this 

hotel?” (Length of Work) and “What is your annual income from your job?” (Income).  

Research Design 

 Many studies that dealt with issues on ethical climate, organizational 

commitment, job satisfaction, turnover intention or any combination of these variables 

such as Schwepker (2001), Chiang, Back, & Canter (2005), Moncarz, Zhao, and Kay, 

(2009), and Fournier, Tanner, Chonko, & Manolis (2010), chose to use a survey for data 

collection. “A survey is a method of data collection using questionnaires or interviews to 

collect data from a sample that has been selected to represent a population to which the 

findings of the data analysis can be generalized” (Gall, Gall, & Borg, 2007, p. 230). 
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Babbie (1998) considered survey research as the best method available for collecting data 

of populations that are too large to observe directly.  

All research methods, including surveys, have strengths and weaknesses which 

cannot be overlooked. Wimmer and Dominick (2006) offer some valuable information 

regarding the advantages of surveys. Surveys have the ability to investigate problems in 

realistic settings rather than being restricted in laboratories or artificial rooms under 

artificial conditions. Their cost is reasonable when compared to the amount of 

information that will be gathered and is directly related to the kind of survey that will be 

used (mail, telephone, personal interview, and group administration). When using a 

survey, “a large amount of data can be collected with relative ease from a wide variety of 

people” (Wimmer & Dominick, 2006, p. 180). Through the use of surveys, researchers 

have the flexibility to examine a number of variables and implement different statistical 

methods and procedures for their data analysis. Another important advantage regarding 

surveys is that they “are not constrained by geographical boundaries; they can be 

conducted almost anywhere” (Wimmer & Dominick, 2006, p. 180). Furthermore, there 

are already data available which could be used as primary or secondary sources and help 

survey research, such as data archives, government documents, census materials, radio 

and television rating books, etc. 

However, there are also several disadvantages related to surveys that should be 

taken into consideration. According to Wimmer and Dominick (2006), the most 

important disadvantage is that independent variables do not have the ability to be 

manipulated as they normally would in the case of laboratory experiments. They also 
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discuss the possibility of bias related to the selection of words used in the questionnaire. 

They contend that: “inappropriate wording or placement of questions within a 

questionnaire can bias results. The questions must be worded and organized 

unambiguously to collect the desired information” (Wimmer & Dominick, 2006, p. 180).  

They also suggest that there is a risk of having wrong respondents answering the 

questionnaire, e.g. a teenager who claims he/she is older than 18 years old. In that case, 

the researchers may include in their data collection people who do not match the 

requirements and criteria of their sample. Finally, Wimmer and Dominick (2006) 

mention that some kind of surveys, such as telephone surveys, can be difficult to conduct 

due to call blocking, state or local regulations against placing phone calls at people’s 

homes, caller IDs, or other obstacles and barriers. 

 Gall, Gall, and Borg (2007) recommended a thorough pilot test of the survey to be 

done prior to using it in the actual study. They noted that not only should the pilot study 

include a sample of individuals from the population from which respondents would be 

drawn, but the pilot-test form should also provide additional space for potential criticisms 

or recommendations that the respondents may make which will help improve the survey. 

One more suggestion that Gall et al. (2007) made referred to asking respondents to 

explain in their own words what each question meant. Should any problems occur, then 

the questions should be revised and retested until they can be accurately interpreted by 

each member of the pilot-test sample. 

Instrument 

The instrument that was used for this study consisted of four sections: the 

business ethics section, the job satisfaction section, the organizational commitment 
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section, and the turnover intent section (see Appendix A). The basic guidelines for the 

creation of these sections were based on Schwepker’s (2001) study. Nevertheless, certain 

changes were made to match the needs and requirements for this study. The researchers 

changed some of the wording from Schwepker’s (2001) questions to make it easier for all 

hotel employees to read and understand regardless of their position or department. For 

example, within the job satisfaction section Schwepker’s (2001) question stated: “My 

opportunities for advancement are limited”. For the purpose of this study this questions 

was reworded to the following: “My opportunities for being promoted at this hotel are not 

good”. Another similar example from the organizational commitment section was 

Schwepker’s (2001) question which stated: “I talk up this organization to my friends as a 

great organization to work” was simplified and expressed as: “I tell my friends this hotel 

is a great place to work for”. Moreover, wherever Schwepker (2001) used the word 

“customers”, this study replaced it with the word “guests”. In a similar manner, the word 

“organization” became “hotel”, and the words “regional sales manager” became simply 

“management “. Additionally, all response categories for this study were on a five-point 

Likert scale from (1) strongly agree to (5) strongly disagree.  

To measure business ethics, this study used the ethical climate scale that 

Schwepker (2001) used to conduct his research ten years ago. Schwepker’s (2001) 

study’s measure of ethical climate (EC) was based on work by Qualls and Puto (1989) 

which was also used by Schwepker et al. (1997). It consisted of seven five-point Likert-

type statements previously used to measure the presence and enforcement of codes of 

ethics, corporate policies on ethics, and top management actions related to ethics (Hunt et 

al., 1984; Ferrell and Skinner, 1988; Vitell and Davis, 1990; Singhapakdi and Vitell, 
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1991). His responses were averaged such that a higher score indicated a salesperson’s 

perception of a more ethical climate. Schwepker (2001) showed that the ethical climate 

scale had a reliability of .89.  Those seven statements were preferred over other ways to 

measure business ethics because they were related to the presence and enforcement of a 

code of ethics or corporate policies regarding ethical behavior.  

In addition, several studies such as Fournier, Tanner, Chonko, and Manolis 

(2010), Jaramillo, Mulki, and Solomon (2006), Mulki, Jaramillo, and Locander (2006), 

and Schwepker (2001), have also used this scale. Weeks, Loe, Chonko, Martinez, and 

Wakefield, (2006) not only used this scale successfully in their study in Mexico, but they 

also noted that it may be robust across cultures. With such strong evidence the current 

study used the same questions with slight changes on the wording. In questions 1 through 

4, Schwepker’s (2001) expression “my company” was replaced with the expression “this 

hotel”. In question 5, Schwepker’s (2001) expression “top management” was reworded as 

“management”.  

Another change that was made to the ethical climate scale was the deletion of one 

of the questions.  More specifically, experts who revised the questionnaire to tailor it to 

the needs of this study concluded that the seventh question be excluded from the survey 

since it stated a similar concept to the sixth question.  More specifically, the sixth 

question in Schwepker’s (2001) ethical climate survey stated: “If a salesperson in my 

company is discovered to have engaged in unethical behavior that results primarily in 

personal gain (rather than corporate gain), she or he will be promptly reprimanded”. 

Whereas, the excluded seventh question stated: “If a salesperson in my company is 

discovered to have engaged in unethical behavior that results primarily in corporate gain 
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(rather than personal gain), she or he will be promptly reprimanded”. Therefore, for the 

purpose of this study only the sixth item was included which stated: “Management at this 

hotel promptly reprimands employees found to be involved in unethical behavior”. 

In order to measure job satisfaction, this study used the same tool that Schwepker 

(2001) used in his study. In fact, his scale was a reduced version (20 items) of 

INDSALES (Churchill, Ford, & Walker, 1974; Comer, Machleit, & Lagace, 1989), a 

scale that assesses salespeople’s satisfaction with their job, promotion and advancement, 

pay, supervisor, company policy and support, customers, and fellow workers. He 

implemented a five-point Likert scale ranging from (1) strongly agree to (5) strongly 

disagree. After reverse scoring items, his responses were averaged such that higher scores 

indicate greater job satisfaction. INDSALES has been shown to have acceptable 

reliability and nomological validity (Comer et al., 1989).  

For the purpose of this study, the job satisfaction scale consisted of the same 

questions as Schwepker’s (2001) where he found a scale reliability of .90.  However 

some changes were made to the wording of Schwepker’s questions for this survey.  For 

example, the question “The company has an unfair policy” was reworded to “This hotel 

has an unfair policy”. “My opportunities for advancement are limited” was changed to 

“My opportunities for being promoted at this hotel are not good”. “My pay is low in 

comparison with what others get for similar work in other companies” was altered to “I 

am paid very well compared to employees who do my job at other hotels”. “In my 

opinion, the pay here is lower than in other companies” was reworded to “In my opinion 

the pay here is higher than in other hotels”. “My regional sales manager really tries to get 
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our ideas about things” was changed to “My manager asks us about our ideas about how 

to improve things”. 

Other reworded questions included “Management is progressive” was altered to 

“management works to improve the hotel”. Top management really knows its job” 

became “management really knows its job”. “This company operates efficiently” was 

changed to “This hotel operates efficiently”. “Sales persons in this company receive good 

support from the home office” was reworded to “Employees in this hotel company 

receive good support from management”. “My customers are trustworthy” became “The 

guests are honest”. Schwepker’s two other questions related to customers starting with 

the expression: “my customers” were changed to “the guests at this hotel”.   

Finally, in three questions Schwepker (2001) used the expression “my regional 

sales manager”, which was changed to “my manager” for this study. For example, 

Schwepker’s (2001) question stated: “My regional sales manager has always been fair in 

dealings with me” was reworded as “My manager has always been fair in dealings with 

me”. 

As far as organizational commitment is concerned, the nine-item version of the 

Organizational Commitment Questionnaire created by Mowday et al. (1979) was adapted 

for this study. This scale’s authors noted that the short form of the scale (having only the 

nine positively worded items) may be an acceptable substitute for the 15-item version if 

questionnaire length is a consideration. Schwepker (2001) also used this survey in his 

study and he mentioned that after reverse scoring items, his responses were averaged 

such that higher scores indicated greater organizational commitment. Once this was done, 

Schwepker’s scale had a reliability of .91.  This kind of measurement was preferred over 
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others as strong evidence for its reliability and validity (Johnston, Parasuraman, Futrell, 

& Black, 1990; Michaels, Cron, Dubinsky, & Joachimsthaler, 1988; O’Hara, Boles, & 

Johnston, 1991; Sager & Johnston, 1989).  

The minor changes in wording that were implemented for the purpose of this 

study are discussed below.  The question asking “ I am willing to put in a great deal of 

effort beyond that normally expected in order to help this organization be successful” was 

changed to “I am willing to put in a great deal of effort in order to help this hotel be 

successful”. “I talk up this organization to my friends as a great organization to work for” 

became “I tell my friends this hotel is a great hotel to work for”. “I would accept almost 

any type of job assignment in order to keep working for this organization” was altered to 

“I would accept almost any type of job assignment in order to keep working for this 

hotel”. I find that my values and the organization’s values are very similar” became “I 

find that my values and the hotel’s values are very similar”. “I am proud to tell others that 

I am part of this organization” was changed to “I am proud to tell others that I am part of 

this hotel”. “This organization really inspires the very best in me in the way of job 

performance” was altered to “This hotel inspires me to do a great job at work”. “I am 

extremely glad that I chose this organization to work over others I was considering at the 

time I joined” changed to “I am glad that I chose to work at this hotel over other hotels”. 

“I really care about the fate of this organization” became “I really care about the future of 

this hotel”. Finally, the question “For me, this is the best of all possible organizations for 

which to work” was changed to “For me, this is the best of all possible hotels to work 

for”. 
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Schwepker (2001) measured turnover intention by using four items from the 

Staying/Leaving Index (Bluedorn, 1982) coupled with two items intended to tap 

withdrawal cognition (Lucas, 1985). He used a seven-point scale where 1 was equal to 

“terrible” and 7 was equal to “excellent”.  In Bludorn’s (1982) questionnaire and 

according to Lucas’(1985) study, 1 was equal to “very often” and 7 equals to “never”. 

Schwepker’s responses were then averaged in hopes that higher scores would indicate a 

greater propensity to leave. He also mentioned that “a variation of this measure has been 

used in numerous studies to measure salespeople’s intention to leave and has had good 

reliability as indicated by coefficient alpha levels above 0.70. Some of these studies 

include: Futrell and Parasuraman (1984), Johnston and Futrell (1989), Johnston, 

Parasuraman, Futrell, and Black (1990), and Ingram and Lee (1990). 

In order to measure turnover intention, this study used a variation of Schwepker’s 

(2001) procedures. His scale included the following questions: “How would you rate 

(1=terrible to 7=excellent) your chances of quitting your company in the: 1) next 3 

months? 2) next 6 months? 3) sometime within the next year? 4) sometime within the 

next 2 years?”  He also asked, “How often do you contemplate quitting your job (1=very 

often to 7 = never)?”  As well as, “To what extent are you presently seeking other 

employment (1=great extent to 7 = not seeking)?”   

For the purposes of his study, the statements related to turnover intention were 

reduced to only two items, which were: 1) I plan to work for this hotel for a long time, 

and 2) I often think about quitting my job at this hotel. A five-point Likert scale was used 

ranging from (1) strongly agree to (5) strongly disagree. The researchers believed that 

these two questions were much easier to understand because the different response 
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categories in Schwepker’s (2001) questions made it confusing for respondents to answer.  

Therefore, using only two questions made the survey shorter and less confusing while 

basically obtaining the same information.   

The survey concluded by gathering demographic information from the 

respondents.   They were asked to provide their gender, age, marital status, ethnicity, 

level of education and income, years of experience with the current employers as well as 

in the hotel industry, and finally how long they planned to work at their current hotel. 

Some of this information was used in the regression analyses for Hypotheses 2 and 3.    

The Pilot Study 

A pilot study was conducted at a local hotel in Lubbock, Texas to test reliability and 

validity of the survey and determine if changes had to be made before conducting the full 

study. The researchers contacted the human resources manager, presented the purpose of 

the study, the research proposal, and a copy of the surveys in both English and Spanish. 

Once permission was granted, the researchers distributed 22 surveys to the hotel 

employees during a monthly meeting. A Texas Tech pen was distributed to those 

employees who participated as a way of thanking them for their time and effort. It took 

the employees about 10 minutes to complete the survey; which was the anticipated time 

frame. Out of the 22 surveys that were distributed, fourteen surveys were completed and 

usable.  The pilot respondents did not report any problems with the survey questions or 

procedures.  Therefore, this indicated that the survey was ready for final distribution for 

data collection. 
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Study Population 

The population for this study was any employee that works in the hotel industry; 

managers and supervisors were not included. The sample population consisted of front 

desk agents, food and beverage employees, and housekeeping employees. These 

employees were line-level employees that have a direct supervisor in the hotel. For this 

level employee the study assessed ethical climate rates in accordance with job 

satisfaction, organizational commitment, and turnover intention. In addition, this study 

examined if there are any differences among these variables across a number of 

demographic characteristics. 

Data Collection Procedures 

This study focused on hotels from various segments ranging from luxury to 

midscale in order to examine how employees’ perceptions of their hotel’s ethical climate 

influenced their job satisfaction, organizational commitment, and turnover intention. The 

researchers planned to collect data from three hundred (300) employees working in hotels 

in the United States. A letter was sent (see Appendix B) to the human resources managers 

of selected hotels asking them for permission to distribute the surveys. Once permission 

was granted, the researchers visited the hotel and distributed the survey to employees 

during a meeting that was scheduled by the manager. A Texas Tech University pen or 

pencil was offered to the respondents as an incentive to participate in this study and as a 

way to thank them for taking the time to complete the survey. Conducting an in-person 

survey was considered important in order to reach a wide range of hotel employees and 

not restrict the study to only those who have internet access. The printed surveys were 



 Texas Tech University, Christina K. Dimitriou, August 2012  

47 
 

also back translated into Spanish (see Appendix C) since many hotel employees are more 

fluent in Spanish than English.   

Back translation is a technique which is mostly used in survey research in order to 

check 

the accuracy of translation (Douglas & Craig, 2007). The basic concept for developing 

back translation was to help researchers who did not speak the target language to be able 

to check and confirm that the respondents of that language were also asked the exact 

same questions in that language (Harkness, 2003). For example, if a questionnaire is 

initially created in English, but is also intended to target Spanish-speaking respondents, 

then the Spanish questionnaire should include the exact same questions as the English 

one. The only difference should be that it is written and expressed in Spanish.  

Brislin (1970) considered back translation as a procedure which tests the accuracy 

of translation in cross-cultural research and detects errors in translation from one 

language to another. In fact, as Douglas and Craig (2007, p. 30) noted back translation 

“was believed to provide insights into potential errors when no other means were 

available to assess the accuracy of the translation”. More specifically, during the first step 

of this procedure “a bilingual native of the target country translates a questionnaire into 

the target language” (Douglas & Craig, 2007, p. 30). The second step is to find a 

bilingual native speaker of the source language who will translate the questionnaire back 

into the source language. The third step is to take both the original as well as the back-

translated version of the questionnaire and compare them in order to find any differences 

and/or comparability. “The accuracy of the back-translated version is considered an 

indicator of the accuracy of the target translation” (Douglas & Craig, 2007, p. 30).   
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Even though, back translation can significantly help researchers identify problems 

and spot errors in translation it has also been the subject of criticism and has raised 

concerns related to its effectiveness. Douglas & Craig argued that back translation “does 

not necessarily ensure equivalence in meaning and concepts in each country, and thus the 

translation that is adapted to the culture of the target language might not be accurate. This 

is particularly likely to be 

an issue when idioms or colloquial language is used, as is often the case in marketing 

surveys”. 

For hotels that were further away and could not be visited in person, the 

researchers mailed the surveys to the human resources managers. They in turn 

administered the surveys to employees, collected completed surveys, and mailed all 

surveys back to the researchers.   

Initially only in-person surveys were planned for this study, however the 

researchers quickly realized that this method was not generating enough data. It was 

difficult to contact some managers and many others were unwilling to participate in the 

study. Therefore, it was decided to create an online version of the study to be distributed 

via e-mail in hopes of gathering more usable data.  The online survey was sent to hotel 

contacts the researchers were familiar with throughout the U.S. and parts of Europe. All 

of the data were initially analyzed as a whole. The data were also divided into hard copy 

and online surveys which were analyzed separately. This was done to test the possibility 

of any significant differences between these two collection methods. 
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Data Analysis Procedures 

SPSS 18 software was used to analyze all of the data for this study.  Bivariate 

correlations were used to measure the hypotheses H1a through H1f; while multiple 

regressions were used to test hypotheses H2 and H3. Multiple regressions were also used 

to test those hypotheses when controlling for the selected demographic variables. Those 

demographic variables included: “What is your gender?” (Gender), “What is your age?” 

(Age), “How long have you worked at this hotel?” (Length of Work) and “What is your 

annual income from your job?” (Income).  Reliability as well as validity of the measures 

were assessed. Reliability was tested by examining the coefficient alphas for each 

measure. Scales with a satisfactory reliability were the ones with a coefficient alpha 

above 0.70. Construct validity was tested through confirmatory factor analysis of each 

scale.  

Face validity was also tested by several hospitality faculty members and industry 

experts. Face validity “is achieved by examining the measurement device to see whether, 

on the face of it, it measures what it appears to measure” (Wimmer & Dominick, 2006, p. 

61). However, “whether a measure possesses face validity depends to some degree on 

subjective judgment. To minimize subjectivity, the relevance of a given measurement 

should be judged independently by several experts” (Wimmer & Dominick, 2006, p. 61). 
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CHAPTER IV 

RESULTS 

Introduction 

 This chapter presents the findings that were obtained related to the research 

hypotheses. These hypotheses aimed at assessing the relationships between hotel 

employees’ perception of their organizations’ ethical climate, job satisfaction, 

organizational commitment, and employee turnover intentions. The first step was to carry 

out bivariate correlations between all of the variables. Then, multiple regression analyses 

were conducted to assess the second and third hypotheses. The data collection process 

will be addressed followed by descriptive statistics and the remainder of the data 

analyses.  

Data were collected in the spring of 2012 but with great difficulty due to the 

unwillingness of hotel managers, human  resource managers, or hotel employees to 

participate in this study. In some cases, management did not allow researchers to 

distribute the survey to employees. In other cases, approval was obtained by top 

management, but employees were too afraid and reluctant to complete the survey. 

Therefore, in order to get a sufficient number of responses researchers employed a variety 

of data collection methods. At first, an in-person survey was conducted in hotels in 

Lubbock, TX which was then expanded to other cities in Texas. An effort was also made 

to mail surveys to hotels that were interested in this study and were willing to be included 

in the data collection. However, this method yielded few usable surveys. Finally, an 

online survey was created using Qualtrics software in an attempt to expand the study’s 

reach to include other regions of the U.S. as well as Greece and England. Most, if not all, 
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of the completed surveys were collected as a result of prior relationships the researchers 

had with hotel managers. Cold calls to hotel organizations were unilaterally met with 

resistance and unwillingness to participate in the study, primarily because of the delicate 

nature of business ethics. 

Unfortunately, the hotels’ unwillingness to participate was not the only obstacle 

that was causing problems with the online data collection. On numerous occasions, 

participating hotel managers reported problems accessing the survey because the link was 

not working properly. Sometimes, they could not open the webpage to see the survey and 

other times a message would suddenly appear on the screen stating: “Your responses 

have been recorded. Thank you for participating in our survey”.  

 A final difficulty with data collection resulted from an error in the Spanish 

translation surveys.  After the surveys were distributed it was discovered that they were 

missing a question.  Since only 17 Spanish surveys were returned, the researchers 

decided to exclude the Spanish surveys from the study due to the missing question.   

Despite these difficulties, a total of 222 surveys were collected. There were 147 

online surveys, nearly 100 of which were collected after the study was opened up to 

Europe. However, the respondents were not asked to identify their location so the data 

could not be separated and analyzed by country. Of the 147 online surveys, 142 were 

usable; 75 hard copy surveys were also collected for a total number of surveys that were 

analyzed of 217. 
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Descriptive Statistics 

 The sample consisted of 217 respondents. The following tables show the gender 

(Table 1), the age (Table 2), ethnic composition (Table 3), and highest level of education 

acquired (Table 4) of the sample.  All of the demographic variables were tested for 

normality and none had significant skewness and kurtosis. Their values and histograms 

showed that they were normally distributed. 

Table 1 

Gender of Respondents 

 
Frequency Percent Valid Percent 

Cumulative 
Percentage 

Male 83 38.2 38.6 38.6 

Female 132 60.8 61.4 100.0 

Total 215 99.1 100.0  
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Table 2 

Age of Respondents 

 
Frequency Percent Valid Percent 

Cumulative 
Percentage 

18-21 6 2.8 2.8 2.8 

22-25 34 15.7 15.9 18.7 

26-30 57 26.3 26.6 45.3 

31-40 59 27.2 27.6 72.9 

41-50 34 15.7 15.9 88.8 

51 and over 24 11.1 11.2 100.0 

Total 214 98.6 100.0  

 

As Tables 1 and 2 indicate, the majority of the respondents were females (61.4%), 

and the largest age range was between 31 and 40 years old (27.6%). Males comprised 

38.6% of the sample, and 26.6% of all respondents were between the ages of 26-30. 

Respondents between the ages 22-25 and 41-50 each comprised 15.9% of the sample, 

respectively. 
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Table 3 

Ethnicity of Sample 

 
Frequency Percent Valid Percent 

Cumulative 
Percentage 

African- 
American 

14 6.5 6.6 6.6 

Asian 8 3.7 3.8 10.4 

Hispanic 45 20.7 21.3 31.8 

White 140 64.5 66.4 98.1 

Other 4 1.8 1.9 100.0 

Total 211 97.2 100.0  

 

Table 4 

Highest Level of Education Acquired 

 
Frequency Percent Valid Percent 

Cumulative 
percentage 

Less than high school 12 5.5 5.7 5.7 

High school/GED 40 18.4 19.0 24.6 

Some college 60 27.6 28.4 53.1 

College degree 99 45.6 46.9 100.0 

Total 211 97.2 100.0  

 

 Table 3 reveals that the most frequent ethnicity among the respondents was White 

(66.4%) followed by Hispanic (21.3%). Table 4 shows that the majority of respondents 

acquired a college degree (46.9%) followed by those who have completed some college 
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(28.4%). Almost half of the respondents were Single (50.9%), another 31.3% were 

Married, and only 11.2% of the respondents were Divorced. 

 As far as the respondents’ annual income was concerned, the majority earned 

more than $30,000 (34%) followed by those who earned between $25,000-30,000 

(18.9%). Those who earned $10,000 -$19,000 comprised 18.4% of the respondents, 

followed by 14.6% who earned $20,000-$24,999. Those who earned less than $10,000 

accounted for 14.2% of the respondents. The majority of respondents indicated that they 

had worked at their present hotel between 2-3 years (33.2%), followed by those who were 

there between 0-1 year (27%). In addition, 36% of the participants responded that they 

had worked in their current position for 2-3 years, followed by 26.5% who were there for 

up to a year. Finally, the majority (28.6%) planned to stay at their hotel for longer than 7 

years, followed closely by 28.1% who see themselves there for 2-3 years. Those who 

intended to stay with their hotel for 4-5 years accounted for 23.8%, and 14.3% said they 

planned to be there for less than one year.  

Validity and Reliability of the Instrument 

Both the reliability and validity of the measures were assessed. Construct validity 

was examined by conducting a factor analysis to determine if there would be a need to 

summarize data by grouping together variables that are correlated. Reliability 

assessments were conducted on each scale to measure whether it had a satisfactory 

coefficient alpha above 0.70. The survey for this study successfully passed all tests and 

proved to be both valid and reliable. In fact, results were quite similar to Schwepker’s 

(2001) findings. However, as mentioned in the methodology section, some changes were 
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made to Schwepker’s (2001) questions to better meet the needs of the current study, 

which limited direct comparisons between the two studies.   

The first step was to conduct a principal component analysis (PCA) with 

orthogonal rotation (varimax) on the 6 items of the ethical climate section.  Orthogonal 

rotation is “a method of rotation in factor analysis that keeps the underlying factors 

independent (i.e. not correlated)” (Field, 2009, p. 791). The Kaiser-Meyer-Olkin verified 

the sampling adequacy for the analysis, KMO = .85, which is well above the acceptable 

limit of 0.50 (Field, 2009). Bartlett’s test of sphericity (Field, 2009) χ2 (15) = 1216.64, p 

< .001, revealed that correlations between items were sufficiently large for PCA. An 

initial analysis was run to get eigenvalues for each component in that data section. Only 

one component appeared and had an eigenvalue over Kaiser’s criterion of 1 and explains 

77.39% of the variance. The ethical climate scale that was used had a high reliability, 

Cronbach’s α = .94. As previously mentioned, Schwepker’s (2001) reliability for the 

ethical climate scale was Cronbach’s α = .89. 

Secondly, a principal component analysis (PCA) with oblique rotation (promax) 

was conducted on the 20 items of the job satisfaction questionnaire. Oblique rotation is 

preferred in cases where factors correlate with each other (Field, 2009). The Kaiser-

Meyer-Olkin verified the sampling adequacy for the analysis, KMO = .90, which is well 

above the acceptable limit of 0.50. Bartlett’s test of sphericity χ2 (190) =3162.51, p < 

.001, is significant and means that the correlations between items are significantly 

different from zero. An initial analysis was run to get eigenvalues for each component in 

that data section. Seven components were identified by using an eigenvalue of 0.6 and in 
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combination explained 83.20% of the variance. The scree plot also suggested seven 

components. The items that cluster on the same components suggest the following: 

Component 1 named “JS work” represents my work is satisfying, I am really 

doing something worthwhile in my job, and my work gives me a sense of 

accomplishment.  

Component 2 named “JS manager” represents my manager asks us about our 

ideas about how to improve things, management works to improve the hotel, and 

management really knows its job. 

Component 3 named “JS guests” represents the guests at this hotel are honest, the 

guests at this hotel are understanding, the guests at this hotel are loyal. 

Component 4 named “JS hotel policy” represents this hotel operates efficiently, 

my manager has always been fair in dealings with me, my manager gives us credit and 

praise for work well done, and employees in this company receive good support from 

management. 

Component 5 named “JS pay” represents in my opinion, the pay here is higher 

than at other hotels, and I am paid very well compared to employees who do my job at 

other hotels. 

Component 6 named “JS promotion policy” represents this hotel has an unfair 

promotion policy, my opportunities for being promoted at this hotel are not good, and 

there are plenty of good jobs here for those who want to get ahead. 

Component 7 named “JS coworkers” represents my fellow workers are pleasant 

and the people I work with are very friendly. 



 Texas Tech University, Christina K. Dimitriou, August 2012  

58 
 

The total job satisfaction scale score of internal reliability was slightly higher, 

with a Cronbach’s α of .94, than Schwepker’s (2001) reliability which had a Cronbach’s 

α of.90. Furthermore, item 4 “This hotel has an unfair promotion policy” and item 5 “My 

opportunities for being promoted at this hotel are not good”, both had to be reversely 

coded in order to be consistent with the other 18 job satisfaction items. Results for job 

satisfaction are presented in Table 5.  

Table 5  

Rotated Factor Loadings from Principal Component Analysis for the Job Satisfaction 

Survey 

Item 

JS 
Work 

JS 
Manager 

JS 
Guests 

JS Hotel 
Policy 

JS Pay JS 
Promotion 
Policy 

JS 
Coworkers 

My work is satisfying .97 -.00 -.03 .00 -.01 -.08 .09 

I am really doing 
something worthwhile 
in my job 

.91 .07 .07 -.09 .02 .00 -.03 

My work gives me a 
sense of 
accomplishment 

.89 -.05 .00 .13 -.10 .03 .02 

My manager asks us 
about our ideas about 
how to improve things -.00 .95 -.02 -.17 .09 .03 -.00 

Management works to 
improve the hotel 

.13 .87 -.09 .05 -.04 -.05 .02 

Management really 
knows its job 

-.17 .61 -.04 .30 -.04 .11 .22 

The guests at this 
hotel are honest 

.03 -.11 .95 .13 -.10 -.07 -.12 
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The guests at this 
hotel are 
understanding 

-.02 .04 .76 -.14 .16 .11 .17 

The guests at this 
hotel are loyal 

.01 -.01 .75 .13 -.01 .03 .11 

This hotel operates 
efficiently 

.01 -.24 .03 .93 .12 .04 .07 

My manager has 
always been fair in 
dealings with me 

-.03 .41 .09 .69 -.08 -.11 -.13 

My manager gives us 
credit and praise for 
work well done 

.05 .32 .18 .65 -.01 -.09 -.13 

Employees in this 
company receive good 
support from 
management 

.09 .10 .00 .60 .03 .16 .11 

In my opinion, the pay 
here is higher than at 
other hotels 

-.06 .05 -.08 .01 .99 -.10 .02 

I am paid very well 
compared to 
employees who do my 
job at other hotels 

-.02 -.04 .08 .11 .92 -.04 -.05 

This hotel has an 
unfair promotion 
policy 

-.05 -.09 .12 -.18 -.12 1.01 -.06 

My opportunities for 
being promoted at this 
hotel are not good 

 

-.01 -.16 -.16 .39 -.03 .78 .02 

There are plenty of 
good jobs here for 
those who want to get 
ahead 

.28 .17 -.03 -.03 .34 .37 -.11 

My fellow workers are 
pleasant 

.00 .07 .09 -.10 -.06 -.03 .94 
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The people I work 
with are very friendly 

.08 -.02 -.07 .12 .03 -.05 .87 

Eigenvalues 9.97 1.79 1.34 1.10 .99 .81 .63 

% of variance 49.87 8.95 6.70 5.54 4.93 4.04 3.17 

α .93 .88 .85 .91 .88 .75 .87 

Note. (N = 217)   Factor loadings over .40 appear in bold 

Thirdly, a principal component analysis (PCA) with orthogonal rotation (varimax) 

was conducted on the 9 items of the organizational commitment section. The Kaiser-

Meyer-Olkin verified the sampling adequacy for the analysis, KMO = .92, which is well 

above the acceptable limit of 0.50. Bartlett’s test of sphericity χ2 (36) = 1838.54, p < .001, 

revealed that correlations between items were sufficiently large for PCA. An initial 

analysis was run to get eigenvalues for each component in that data section. Only one 

component appeared and had an eigenvalue over Kaiser’s criterion of 1 and explains 

71.63% of the variance. The scree plot also showed one component. The organizational 

commitment scale that was used had a high reliability, Cronbach’s α = .95 compared to 

Schwepker’s reliability score, Cronbach’s α = .91. 

Finally, a principal component analysis (PCA) with orthogonal rotation (varimax) 

was conducted on the two items in the turnover intention section. The Kaiser-Meyer-

Olkin verified the sampling adequacy for the analysis, KMO = .50, which is exactly the 

acceptable limit of 0.50. Bartlett’s test of sphericity χ2 (1) = 87.11, p < .001, revealed that 

correlations between items were sufficiently large for PCA. An initial analysis was run to 

get eigenvalues for each component in that data section. Only one component appeared 

and had an eigenvalue over Kaiser’s criterion of 1 and explained 78.94% of the variance. 

The scree plot also showed one component. Turnover intention’s reliability was slightly 
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higher than the acceptable .70 limit, Cronbach’s α = .73. The second question, “I often 

think about quitting my job at this hotel” was coded in reverse order to have a positive 

meaning and be consistent with all items of the other three scales.  Therefore, since the 

turnover intention questions became positively worded after the recoding, the turnover 

intention variable of this study actually measured employees’ intentions to remain with 

the hotel organization.     

Data Analysis 

 In order to test Hypothesis 1 and the relationships between hotel employees’ 

perception of their organization’s ethical climate, and their job satisfaction, 

organizational commitment, and turnover intention, bivariate correlations were conducted 

between all of the variables.  The results of each of those correlations are addressed in the 

following paragraphs.    

 There was a positive relationship between hotel employees’ perception of their 

organization’s ethical climate and their job satisfaction, r = .52, p = .000. A review of the 

data showed that the more hotel employees perceived their organization’s climate as 

ethical, the higher their job satisfaction was. 

 A positive relationship existed between hotel employees’ perception of their 

organization’s ethical climate and organizational commitment, r = .36, p = .000. This 

means that the more hotel employees perceived their organization’s climate as ethical, the 

higher their organizational commitment was. 

 There was a positive relationship between hotel employees’ perception of their 

organization’s ethical climate and turnover intention, r = .32, p = .000. This means that 
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the more hotel employees perceived their organization’s climate as ethical, the lower 

their intent to turnover was. 

 A positive relationship existed between job satisfaction and organizational 

commitment, r = .86, p = .000. The correlation analysis revealed that as job satisfaction 

increased, so did organizational commitment. 

 There was a positive relationship between organizational commitment and 

turnover intention, r = .74, p = .000. Therefore, as hotel employees’ organizational 

commitment increased, the lower their intent to turnover was. 

 There was a positive relationship between job satisfaction and turnover intention, 

r = .68, p = .000. Therefore, as hotel employees’ job satisfaction increased, the lower 

their intent to turnover was.  The results of all of these correlations are shown in Figure 2.  
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Figure 2. Theoretical Model with Correlation Results 

 

 

 

 

 

 

 

 

 

 

 

 

 

 Multiple regression analysis was conducted to test Hypothesis 2 whether hotel 

employees’ perception of their organization’s ethical climate and their job satisfaction 

predict their organizational commitment. The multiple regression found that 76.3% of the 

hotel employees’ organizational commitment can be explained by their perception of 

their organization’s ethical climate and their job satisfaction. The multiple regression also 

yielded significant effects of hotel employees’ perception of their organization’s ethical 

climate and their job satisfaction on organizational commitment, F (2, 203) = 323.14, p = 
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negative relationship with organizational commitment (B = -.19, beta = -.13, p = .001). 

As hotel employees’ perception of their organization’s ethical climate increased, their 

organizational commitment decreased. However, job satisfaction had a positive 

relationship with hotel employees’ organizational commitment (B = 11.40, beta = .94, p = 

.000). As hotel employees’ job satisfaction increased, their organizational commitment 

also increased. The collinearity diagnostics found no multicollinearity. The regression 

model was: Organizational Commitment = a + b1*Ethical Climate + b2*Job Satisfaction. 

Therefore, Organizational Commitment = -3.49 + (-.19)* Ethical Climate + (11.40)* Job 

Satisfaction. Results of the regression are shown in Table 6. 

Table 6 

Summary of Regression Analysis for Variables Predicting Organizational Commitment 

Variable  B  SE B  β  p 

(Constant)  ‐3.50  1.60    .030 

Ethical Climate  ‐.19  .06  ‐.13  .001 

Job Satisfaction  11.40  .50  .94  .000 

 Note: R2 = .76; ***p < .001 
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 The theoretical model with the regression results of H2 is presented in Figure 3. 

Figure 3. Theoretical Model with H2 Regression Results 

 

 

 

 

 

 

 Multiple regression analysis was also conducted to test Hypothesis 3 whether 

hotel employees’ perception of their organization’s ethical climate, job satisfaction, and 

organizational commitment predict their turnover intention. The multiple regression 

found that 55.3% of the hotel employees’ turnover intention can be explained by their 

perception of their organization’s ethical climate, job satisfaction, and organizational 

commitment. However, the organizational commitment variable and job satisfaction 

variable had serious problems with low tolerance rates and high variance inflation factor 

(VIF) indicating a problem of multicollinearity. More specifically, both tolerance rates 

were smaller than .40 and their variance inflation factor (VIF) were above 2.50 (Allison, 

1999, p.141). Therefore, one of these variables needed to be removed from the regression 

analysis testing for H3. 

Ethical  

Climate 

‐.19

   11.40 

Job  

Satisfaction 

Organizational 
Commitment 



 Texas Tech University, Christina K. Dimitriou, August 2012  

66 
 

 The revised multiple regression for testing H3, where the job satisfaction variable 

was excluded, was significant F (2, 203) = 123.19, p = .000, R2 = .55. Hotel employees’ 

perception of their organization’s ethical climate had no significant effect on turnover 

intention (B = .01, beta = .05, p = .338). However, hotel employees’ organizational 

commitment had a positive effect on turnover intention (B = .08, beta = .72, p = .000). As 

organizational commitment increased by 1 unit, their turnover intention increased by 

.080. The collinearity diagnostics found no multicollinearity. The regression model was: 

Turnover Intention = a + b1*Ethical Climate + b2* Organizational Commitment. 

Therefore, Turnover Intention = .86 + (.01)* Ethical Climate+ (.8)* Organizational 

Commitment. Results of the regression are shown in Table 7. 

Table 7 

Summary of Regression Analysis for Variables Predicting Turnover Intention 

Variable  B  SE B  β  p 

(Constant)  .86  .22    .000 

Ethical Climate  .01  .01  .05  .338 

Organizational 
Commitment 

.08  .01  .72  .000 

 Note: R2 = .55; ***p < .001 
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 The theoretical model with the regression results of H3 is presented in Figure 4. 

Figure 4. Theoretical Model with H3 Regression Results 
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increased, their organizational commitment decreased. However, job satisfaction had a 

positive relationship with hotel employees’ organizational commitment (B = 11.26, beta 

= .92, p = .000). As hotel employees’ job satisfaction increased, their organizational 

commitment also increased. The collinearity diagnostics found no multicollinearity. 

However, none of the demographic variables (i.e. gender, age, length of work, and 

income) were significant. The regression model was: Organizational Commitment = a + 

b1*Ethical Climate + b2*Job Satisfaction + b3*Gender + b4*Age + b5*Length of Work 

+ b6*Income. Therefore, Organizational Commitment = -3.97 + (-.15)*Ethical Climate + 

(11.26)*Job Satisfaction + (.59)*Gender + (.08)*Age + (-.02)*Length of Work + (-

.35)*Income. Results of the regression are shown in Table 8. 

Table 8 

Summary of Regression Analysis for Variables Predicting Organizational Commitment 

when Controlling for Demographic Variables: Gender, Age, Length of Work, and Income 

Variable  B  SE B  β  p 

(Constant)  ‐3.97  2.04    .054 

Ethical Climate  ‐.15  ‐.06  ‐.11  .016 

Job Satisfaction  11.26  .50  .92  .000 

Gender  .59  .59  .04  .316 

Age  .08  .24  .01  .727 

Length of Work  ‐.02  .23  ‐.00  .914 

Income  ‐.35  .22  ‐.06  .110 

 Note: R2 = .76; ***p < .001 

 The multiple regression analysis controlling for the selected demographic 

variables for testing H3 once again was conducted after excluding job satisfaction due to 
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the multicollinearity problem. The organizational commitment variable and job 

satisfaction variable had serious problems with low tolerance rates and high variance 

inflation factors (VIF). More specifically, both tolerance rates were smaller than .40 and 

their variance inflation factor (VIF) were above 2.50 (Allison, 1999, p.141). This made it 

necessary to exclude one of them and re-run the multiple regression.  

 The revised multiple regression analysis was significant F (6, 197) = 42.52, p = 

.000, R2 = .57. Hotel employees’ perception of their organization’s ethical climate had no 

significant effect on turnover intention (B = .01, beta = .05, p = .344). An increase or 

decrease in hotel employees’ perception of their organization’s ethical climate has almost 

no affect on their turnover intention. However, hotel employees’ organizational 

commitment had a positive effect on turnover intention (B = .08, beta = .72, p = .000). 

Therefore, as organizational commitment increases by 1 unit, their turnover intention 

increases by .079. The collinearity diagnostics found no multicollinearity. However, none 

of the demographic variables (i.e. gender, age, length of work, and income) is significant. 

The regression model was: Turnover Intention = a + b1*Ethical Climate + b2* 

Organizational Commitment + b3*Gender + b4*Age + b5*Length of Work + 

b6*Income.  Therefore, Turnover Intention = .92 + (.01)*Ethical Climate + (.08)* 

Organizational Commitment + (.14)*Gender + (-.05)*Age + (-.03)*Length of Work + (-

.01)*Income. Results of the regression are shown in Table 9. 
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Table 9 

Summary of Regression Analysis for Variables Predicting Turnover Intention when 

Controlling for Demographic Variables: Gender, Age, Length of Work, and Income 

Variable  B  SE B  β  p 

(Constant)  .92  .29    .002 

Ethical Climate  .01  .01  .05  .344 

Organizational 
Commitment 

.08  .01  .72  .000 

Gender  .14  .09  .08  .114 

Age  ‐.05  .03  ‐.08  .118 

Length of Work  ‐.03  .03  ‐.05  .320 

Income  .01  .03  ‐.01  .790 

 Note: R2 = .57; ***p < .001 

The data were also divided into hard copy and online and analyzed separately to 

test whether there were any significant differences between the two collection methods. 

When a factor analysis was run on the 20 items of job satisfaction, seven components 

were identified for the online data, which is consistent with the overall results and with 

previous studies. However, the same analysis on the hard copy data yielded five 

components. The results of the factor analysis of the other three variables were similar, 

yielding only one component in each case. 

Reliability tests revealed higher scores for the online data compared to the hard 

copy ones. For example, the ethical climate scale for the online survey had a higher 

reliability, Cronbach’s α = .96 than the ethical climate scale for the hard copy survey 

Cronbach’s α = .91. The total job satisfaction scale of internal reliability for online data 
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was high, Cronbach’s α = .95, whereas for the hard copy ones was slightly lower, 

Cronbach’s α = .93. Reliability differences were also reported on the organizational 

commitment scale. The online survey had a higher reliability, Cronbach’s α = .95 

compared to the hard copy surveys, Cronbach’s α = .93. Similarly, the turnover intention 

reliability for the online data also had a higher Cronbach’s α = .77 compared to the hard 

copy surveys’ reliability score, Cronbach’s α = .68. In both cases, all the bivariate 

correlations did not present any differences as they were all positive and significant. 

Multiple regression analysis was conducted on both hard copy and online data 

sets to test Hypothesis 2 whether hotel employees’ perception of their organization’s 

ethical climate and their job satisfaction predict their organizational commitment. The 

multiple regression of the hard copy data found that 71% of the hotel employees’ 

organizational commitment can be explained by their perception of their organization’s 

ethical climate and their job satisfaction. The multiple regression also yielded significant 

effects of hotel employees’ perception of their organization’s ethical climate and their job 

satisfaction on organizational commitment, F (2, 68) = 80.17, p = .000, R2 = .71. Hotel 

employees’ perception of their organization’s ethical climate had a positive relationship 

with organizational commitment that was not significant (B = .02, beta = .01, p = .855). 

Hotel employees’ perception of their organization’s ethical climate had no significant 

effect on their organizational commitment. However, job satisfaction had a positive 

relationship with hotel employees’ organizational commitment (B = 8.40, beta = .83, p = 

.000). As hotel employees’ job satisfaction increased, their organizational commitment 

also increased. The collinearity diagnostics found no multicollinearity. The regression 
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model was: Organizational Commitment = a + b1*Ethical Climate + b2*Job Satisfaction. 

Therefore, Organizational Commitment = 3.41 + (.02)* Ethical Climate + (8.40)* Job 

Satisfaction. Results of the regression are shown in Table 10. 

Table 10 

Summary of Regression Analysis for Variables Predicting Organizational Commitment 

for Hard Copy Data 

Variable  B  SE B  β  p 

(Constant)  3.41  2.60    .194 

Ethical Climate  .02  .10  .01  .855 

Job Satisfaction  8.40  .85  .83  .000 

 Note: R2 = .71; ***p < .001 

The multiple regression of the online data found that 79% of the hotel employees’ 

organizational commitment can be explained by their perception of their organization’s 

ethical climate, and their job satisfaction. The multiple regression also yielded significant 

effects of hotel employees’ perception of their organization’s ethical climate and their job 

satisfaction on organizational commitment, F (2, 134) = 242.45, p = .000, R2 = .79. Hotel 

employees’ perception of their organization’s ethical climate had a negative relationship 

with organizational commitment that was not significant (B = -.25, beta = -.17, p = .001). 

As hotel employees’ perception of their organization’s ethical climate increased, their 

organizational commitment decreased. However, job satisfaction had a positive 

relationship with hotel employees’ organizational commitment (B = 12.62, beta = .97, p = 

.000). As hotel employees’ job satisfaction increased, their organizational commitment 

also increased. The collinearity diagnostics found no multicollinearity. The regression 
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model was: Organizational Commitment = a + b1*Ethical Climate + b2*Job Satisfaction. 

Therefore, Organizational Commitment = -6.56 + (-.25)* Ethical Climate + (12.62)* Job 

Satisfaction. Results of the regression are shown in Table 11. 

Table 11 

Summary of Regression Analysis for Variables Predicting Organizational Commitment 

for Online Data 

Variable  B  SE B  β  p 

(Constant)  ‐6.56  1.94    .001 

Ethical Climate  ‐.25  .07  ‐.17  .001 

Job Satisfaction  12.62  .63  .97  .000 

 Note: R2 = .79; ***p < .001 

 Further separate multiple regressions were run to test H3 for hard copy and online 

data with and without controlling for demographics. However, no significant differences 

were found that were worth reporting or further analyzing. 

Summary of Hypotheses Findings 

H1a: There is a positive relationship between hotel employees’ perception of their 

organization’s ethical climate and their job satisfaction. 

The results provide evidence that this hypothesis is supported (r = .52, p = .000). 

Hotel employees’ perception of their organization’s ethical climate is positively related to 

job satisfaction. 

H1b: There is a positive relationship between hotel employees’ perception of their 

organization’s ethical climate and their organizational commitment.  
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The results provide evidence that this hypothesis is supported (r = .36, p = .000). 

Hotel employees’ perception of their organization’s ethical climate is positively related to 

organizational commitment. 

H1c: There is a negative relationship between hotel employees’ perception of their 

organization’s ethical climate and their turnover intention. 

The results provide evidence that this hypothesis is supported by a statistically 

significant relationship (r = .32, p = .000).  

H1d: There is a positive relationship between job satisfaction and organizational 

commitment.  

The results provide evidence that this hypothesis is supported (r = .86, p = .000). 

Job satisfaction is positively related to organizational commitment. 

H1e: There is a negative relationship between organizational commitment and 

turnover intention.  

The results provide evidence that this hypothesis is supported by a statistically 

significant relationship (r = .74, p = .000).  Recall that turnover intention measures the 

employee’s intention to stay with the organization.   

H1f: There is a negative relationship between job satisfaction and turnover intention.  

The results provide evidence that this hypothesis is supported by a statistically 

significant relationship (r = .68, p = .000).  

The theoretical model with a summary of the correlations between each variable 

is shown in Figure 2. Many of these relationships are stronger than ones originally 

reported by Schwepker’s (2001).  For example, the Job Satisfaction to Organizational 

Commitment correlation in this study was r = .86, while Schwepker’s was .70. The 
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Ethical Climate to Job Satisfaction correlation in this study was r = .52, while 

Schwepker’s was .46.  Finally, the Ethical Climate to Organizational Commitment 

correlation in this study was r = .36, while Schwepker’s was only .15.    

H2: Hotel employees’ perception of their organization’s ethical climate and their job 

satisfaction predict organizational commitment.  

The multiple regression analysis revealed that 76% of hotel employees’ 

organizational commitment can be explained by their perception of their organization’s 

ethical climate and their job satisfaction. The results show that hotel employees’ 

perception of their organization’s ethical climate had a negative relationship with 

organizational commitment (B = -.19, beta = -.13, p = .001).  As hotel employees’ 

perception of their organization’s ethical climate increased, their organizational 

commitment decreased. However, job satisfaction had a positive relationship with hotel 

employees’ organizational commitment (B = 11.40, beta = .94, p = .000). As hotel 

employees’ job satisfaction increased, their organizational commitment also increased.  

H3: Hotel employees’ perception of their organization’s ethical climate, their job 

satisfaction, and organizational commitment predict their turnover intention.  

  The multiple regression analysis revealed that 57% of hotel employees’ turnover 

intention can be explained by their perception of their organization’s ethical climate and 

their organizational commitment. Hotel employees’ perception of their organization’s 

ethical climate had no significant effect on turnover intention (B = .01, beta = .05, p = 

.34. An increase or decrease in hotel employees’ perception of their organization’s ethical 

climate has almost no affect on their turnover intention. However, hotel employees’ 

organizational commitment had a positive effect on turnover intention (B = .08, beta = 
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.72, p = .000). Therefore, as organizational commitment increases by 1 unit, their 

turnover intention increases by .079.  

 Additionally, when further multiple regression analyses controlling for the 

following demographic variables: the respondents’ gender, age, the amount of time they 

have worked at the hotel, and their annual income, were conducted for testing both H2 

and H3, none of those demographic variables was significant. 
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CHAPTER V 

DISCUSSION 

Introduction 

 The purpose of this study was to examine the impact of hotel business ethics on 

its employees’ job satisfaction, organizational commitment and turnover intention. In 

order to achieve that, a number of hypotheses related to the impact of business ethics on 

hotel employee job satisfaction, organizational commitment and employee turnover 

intention were developed explored and empirically tested.  

 This study proposed that employees who work in an ethical hotel environment 

will be more satisfied with their job, more loyal to the organization, and have low 

turnover intentions.  

It also proposed that there are strong relationships between job satisfaction, 

organizational commitment, and turnover intention. More specifically, higher levels of 

job satisfaction can positively affect organizational commitment and negatively affect 

turnover intention. Furthermore, it was supported that hotel employees’ perception of 

their organization’s ethical climate and their job satisfaction predict organizational 

commitment. Finally, it was supported that hotel employees’ perception of their 

organization’s ethical climate, their job satisfaction, and organizational commitment 

predict their turnover intention. A number of selected demographic variables (i.e., gender, 

age, length of work and income) were also analyzed to examine the extent to which they 

influence these relationships. This chapter discusses the findings and the implications 

stemming from those findings. It also presents the study’s limitations and offers 

suggestions for further research. 
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Discussion of Research Findings 

H1a: There is a positive relationship between hotel employees’ perception of their 

organization’s ethical climate and their job satisfaction. 

 The results provided evidence that this hypothesis was supported (r = .52, p = 

.000). Hotel employees’ perception of their organization’s ethical climate was positively 

related to job satisfaction. A review of the data showed that the more hotel employees 

perceived their organization’s climate as ethical, the higher their job satisfaction was. 

 These results are consistent with previous studies which stressed that employees 

prefer working in companies that have a positive ethical climate (Valentine & Barnett, 

2003) which typically creates a more pleasant working environment fostered by ethical 

values (Schwepker, 2001). These results are similar to those of Boles and Robin’s (2000) 

and Pettijohn’s et al. (2008) studies which revealed that a stronger ethical climate brings 

greater job satisfaction ratings. It also supports and reinforces Joseph and Deshpande’s 

(1997) study on nurses which found that ethical climate is significantly associated with 

job satisfaction as well as Schwepker’s (2001) results from his study on sales people. 

Therefore, just as it was in other disciplines, ethical climate also plays an important role 

in hotel employee job satisfaction. This finding also makes sense, as it is difficult to 

imagine any employee that would be happy and willing to work in a company that treats 

employees unfairly, discriminates against them, or violates important employment rules 

and regulations. This provides a strong motivation for hotels to strive to foster a positive 

ethical climate, since they should want to achieve high levels of employee job 

satisfaction. 
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H1b: There is a positive relationship between hotel employees’ perception of their 

organization’s ethical climate and their organizational commitment.  

 The results provided evidence that this hypothesis was supported (r = .36, p = 

.000). Hotel employees’ perception of their organization’s ethical climate was positively 

related to organizational commitment. This means that the more hotel employees 

perceived their organization’s climate as ethical, the higher their organizational 

commitment was. These results are also consistent with previous studies which examined 

the relationship between ethical climate and organizational commitment and found that it 

is a positive one (Kelley & Dorsch, 1991;Ostroff,1993;Schwepker 2001). Therefore, this 

study shows that working in a hotel that fosters a positive ethical climate is not only 

important to hotel employees but it also increases their organizational commitment to the 

hotel. During these difficult economic times when hotels are struggling to keep their 

employees happy, motivated, and loyal to the organization, these results provide strong 

evidence that the answer lies in building an ethical and responsible work environment. 

H1c: There is a negative relationship between hotel employees’ perception of their 

organization’s ethical climate and their turnover intention. 

 After recoding one of the turnover intention questions in order to positively word 

its meaning, the turnover intention variable measured employees’ intentions to remain 

with the hotel organization. Therefore, when the results found a positive relationship 

between hotel employees’ perception of their organization’s ethical climate and turnover 

intention, r = .32, p = .000, it provided evidence to support this hypothesis. This means 

that the more hotel employees perceived their organization’s climate as ethical, the higher 

their intention to stay with this hotel was. These findings confirm that hotel employees 
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have similar reactions as employees from other disciplines when it comes to the role that 

a positive ethical work climate plays in their decision to keep working for that 

organization (Cacioppe et al., 2008; Mulki et al., 2009; Schwepker 2001). This is 

valuable information for hotel managers who are trying to reduce the high employee 

turnover that plagues the hotel industry.  

H1d: There is a positive relationship between job satisfaction and organizational 

commitment.  

 The results provided evidence that this hypothesis was supported (r = .86, p = 

.000). Job satisfaction is positively related to organizational commitment. The correlation 

analysis revealed that as job satisfaction increased, so did organizational commitment. 

These findings are consistent with the literature over the past several decades. They  

provided strong evidence that through the years, from Steers’ (1977) study which was 

conducted in the 1970’s, to Dubinsky and Hartley’s (1986) in the 1980’s, Johnston’s et 

al. (1990) in the 1990’s, and Schwepker’s (2001) and Lo & Lams’ (2002) more recent 

studies, satisfied workers are more committed to their organization. This study can be 

added to the literature confirming that this relationship also exists among hotel 

employees.  

H1e: There is a negative relationship between organizational commitment and 

turnover intention.  

 Correlation analysis revealed that there is a positive relationship between 

organizational commitment and turnover intention which is also statistically significant (r 

= .74, p = .000). Since turnover intention in this study is positive and signifies the 

intention to stay in the hotel, this hypothesis was also supported. Hotel employees 
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expressed a strong intention to remain in a hotel that they feel committed to. This 

coincides with Schwepker’s (2001) results that reflect a reduced turnover intention of 

salespeople when their organizational commitment levels were high. This makes sense 

because it is perfectly understandable that when employees are committed to an 

organization, they have no reason to look for another job. Once again, this study supports 

that the research findings on employees of other disciplines also apply to hotel 

employees.  

H1f: There is a negative relationship between job satisfaction and turnover intention.  

 The results provide evidence that this hypothesis was supported (r = .68, p = 

.000). Therefore, as hotel employees’ job satisfaction increases, their intention to remain 

working at that hotel increases. Studies like Karatape’s et al. (2006), Schwepker’s (2001), 

Choy’s (1995) Li& Tse’s (1998) and Lam, Zhang, & Baum’s (2001) are just a few of the 

many studies that examined this relationship and concluded the same results. Therefore, 

the strong relationship that exists between job satisfaction and turnover intention is not 

something new or only restricted to marketing and sales professionals (Schwepker, 2001; 

Pettijohn et al. 2008). When hotel employees feel satisfied with their job, it increases 

their intention to stay with that hotel and not seek other job opportunities. 

H2: Hotel employees’ perception of their organization’s ethical climate and their job 

satisfaction predict organizational commitment.  

 The multiple regression analysis found that 76% of hotel employees’ 

organizational commitment can be explained by their perception of their organization’s 

ethical climate and their job satisfaction. The results show that hotel employees’ 

perception of their organization’s ethical climate had a negative relationship with 
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organizational commitment (B = -.19, beta = -.13, p = .001). As hotel employees’ 

perception of their organization’s ethical climate increased, their organizational 

commitment decreased.  

 This study yielded different results compared to Schwepker’s (2001) study on 

salespeople, but there are several reasons that could explain this difference. The current 

study was targeted to hotel front-line employees working in a variety of hotels –from 

luxury resorts to downtown hotels. Many of these hotels hire employees who are paid 

minimum wage and have little chance for promotion. Additionally, the majority of the 

hotel employees who accept those positions are there to either gain some experience or 

make money by working there for a limited time. For example, 27% of the respondents 

from this study had worked at their hotel for less than a year and 14.3% planned to leave 

within the next year.  Under those circumstances, the results of this study make sense 

since many hotel employees work on a temporary basis.  Furthermore, some respondents 

were working in seasonal resorts in Greece, where employment is temporary by its 

nature.  

 In this profession, it is common for people to move around and work for different 

hotels and perform a variety of jobs in order to gain broader experiences in order to move 

up the corporate ladder.  In hospitality, becoming complacent and comfortable with one 

position and not looking for chances for improvement or advancement is detrimental to 

one’s career. Especially, for those hotel employees and young professionals who aim to 

build a successful career in the hotel industry internationally. This is an aspect of the 

hotel industry that should not be overlooked or underestimated. 
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 One reason for the negative relationship between ethical climate and 

organizational commitment might be the unethical nature of some hotel employees. Often 

hotel managers complain about the lack of quality employees who can be trusted and 

offer high levels of guest service. In fact, quality employees are quite scarce and difficult 

to find. Perhaps this negative relationship exists because many hotel employees are 

actually unethical. Therefore, unethical employees would not be committed to a hotel that 

had a positive ethical climate where ethical codes of conduct, rules, and policies exist and 

are reinforced. They would not thrive in such an environment because it is not consistent 

with their values and beliefs, since they prefer to operate in places where it is easier for 

them to be deceitful, steal, and take advantage of people and situations.  

For example, it is no secret that numerous hotels suffer from increased pilferages 

and thefts, especially in the housekeeping and food and beverage departments. Therefore, 

it makes sense that the levels of organizational commitment of these unethical hotel 

employees would be quite low if they work in a hotel that conducts its business in a 

responsible and ethical manner. Furthermore, some employees who might otherwise be 

ethical might not have the courage to stand up for themselves against other, more 

unethical employees. Therefore, those employees tend to “go with the flow” and do 

whatever other employees do in order to simply fit in or not stand out.  

 The multiple regression also revealed that job satisfaction had a positive 

relationship with hotel employees’ organizational commitment (B = 11.40, beta = .94, p = 

.000). As hotel employees’ job satisfaction increased, their organizational commitment 

also increased. As previously mentioned, a number of studies over the years have found 

similar results. It is even more fascinating that these results could be considered robust 
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across cultures, taking into consideration that this study collected data in a variety of 

countries and regions. Finally, taking into account the number of different fields where 

this relationship has been tested (from marketing companies to hotels), it becomes clear 

that job satisfaction can predict organizational commitment.  

It is also interesting that the results revealed no changes when a second multiple 

regression was run controlling for the following demographic variables: gender, age, 

length of work, and income. In fact, none of those demographic variables turned out to be 

significant. This was somewhat anticipated because it shows that regardless of whether 

the respondents are male or female, young or old, rookies or veterans, or rich or poor, if 

they work in a positive ethical climate and are satisfied with their jobs, they will be 

committed to their organization.   

H3: Hotel employees’ perception of their organization’s ethical climate, their job 

satisfaction, and organizational commitment predict their turnover intention.  

  As previously mentioned, the job satisfaction variable was removed from this 

regression analysis due to the multicollinearity problem. The revised multiple regression 

analysis found that 57% of the hotel employees’ turnover intention can be explained by 

their perception of their organization’s ethical climate, and organizational commitment. 

The results revealed that hotel employees’ perception of their organization’s ethical 

climate had no significant effect on turnover intention (B = -.00, beta = -.02, p = .777). 

An increase or decrease in hotel employees’ perception of their organization’s ethical 

climate had almost no effect on their turnover intention. This is not surprising as it 

yielded the same results with Schwepker’s (2001) study. Therefore, both studies agree 

that ethical climate is not directly related to turnover intention as it was initially 
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proposed. Several possible reasons could lie within other factors that are much more 

strongly related to employees’ intention to leave a company. If the most important 

reasons for turnover intention are prioritized, job satisfaction and organizational 

commitment would be at the top of the list, whereas ethical climate would be further 

down. Perhaps hotel employees believe that all hotel organizations are fairly unethical 

due to the many recent lawsuits and scandals, so it does not really matter what hotel they 

work for.  

 However, hotel employees’ organizational commitment had a positive effect on 

turnover intention (B = .02, beta = .18, p = .014). As organizational commitment 

increases by 1 unit, employees’ turnover intention increases by .021. This makes sense 

and is consistent with previous studies (Bartol, 1979; Blau & Boai, 1987; Chang 1999; 

DeCottis & Summers, 1987; Fogarty 2000; Morrow, 1993; Schwepker, 2001; Steers 

1977, Young, 2008) because the higher the organizational commitment, the more the 

employee intends to stay at that hotel.  

 Therefore, this study provided evidence that organizational commitment is a 

strong predictor of turnover intention. This study also reinforced Allen & Meyer’s (1990) 

findings which showed that people who are committed to an organization show less 

intention to leave. They gave two reasons for this: Either employees willingly want to 

continue working there (affective commitment) or they stay there because they cannot 

afford to leave (continuance commitment). They also contended that people who are 

committed to their career seek opportunities that would better satisfy their needs. 

However, if no better opportunity arises, they might stay because it is too difficult to 
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leave. Though both studies yielded the same results, the current study did not explore 

further whether the results were consistent based on the same reasoning.  

 It is even more interesting that the results revealed that no changes were reported 

when a second multiple regression was run controlling for the following demographic 

variables: gender, age, length of work, and income. In fact, none of those demographic 

variables turned out to be significant. This was expected since Schwepker’s (2001) 

original study and the first regression testing this hypothesis both showed that ethical 

climate had almost no effect on turnover intention.  However many previous studies, and 

the first regression for this hypothesis, support that organizational commitment has a 

positive effect on turnover intention.  Therefore, research reveals that these relationships 

hold true for everyone regardless of demographic characteristics.   

Implications of the Research  

 Many ethical issues and scandals have been reported in the mass media in recent 

years. A number of different hotel companies were involved in them and are currently 

struggling to find ways to deal with the consequences of their unethical actions. This 

could most likely explain why resistance from hotels to participate in this study was so 

strong. Perhaps, hotel executives already know the extent to which they have violated 

important employment rules and policies and they feel guilty and uncomfortable 

discussing such a delicate matter. Therefore, from a psychological point of view, 

operating in a denial mode and adapting such a defensive attitude and approach could be 

considered a normal reaction. Actually, this is not something new in the business world. 

Keegan and Lucas (2005) contended that executives, especially in small organizations, 

are often unwilling to participate in survey research if it deals with sensitive information.  
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  Another explanation for this strong resistance on behalf of the hotels could be 

that they are overwhelmed by the number of surveys they are asked to complete. So, they 

have reached a point where they do not care anymore and they choose not to cooperate. 

Whatever the reason, it was disappointing that hotels failed to understand the true 

meaning of this study and its contribution to helping them improve their hotel operations 

and decision making. This study was not designed to confront or judge hotel 

management, but to help them improve and become safer, more welcoming, and more 

ethical places for employees to work. However, several hotel managers were interested in 

the study and are anxiously awaiting the results, so this is encouraging.  

 Nevertheless, this study revealed that the hotel industry was not ready to face 

questions on ethics. This attitude brings up several important issues that need to be 

addressed. On some occasions, managers did not want to get involved and on other 

occasions hotel employees were afraid to express their opinion even though managers 

agreed to participate in the study. If these reactions are based on lack of knowledge, then 

taking initial steps through seminars and classes offered by company headquarters could 

encourage management and staff to be more open and understanding about business 

ethics in their working environment. This is not only a matter of altering management’s 

thinking to become more ethical to avoid bad publicity and ethical scandals, it is also 

clearly more cost-effective, efficient, and appreciated by hotel employees. Employees 

will, in turn, show their appreciation by becoming more committed to that hotel and more 

willing to keep working there for a long time. Hopefully, through this type of specialized 

professional training hotels can improve by becoming more ethical. They would also 

realize that research studies like this are intended to assist hotels in order to solve 
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managerial problems and provide effective solutions so they can become more respected 

and profitable organizations. 

These types of educational programs could also expand to employee training in an effort 

to achieve high levels of job satisfaction which can result in equally high levels of 

organizational commitment. Satisfied and committed employees will presumably provide 

better service which will lead to increased guest satisfaction. Knowing that turnover 

intention can be predicted by job satisfaction and organizational commitment opens the 

door to developing more mature and responsible hotel management that realizes the 

importance of keeping hotel employees satisfied. This study showed that the most 

important key to satisfied and committed employees is to foster a positive ethical climate 

where rules are created, reinforced, and implemented and where there is no room for 

injustice, unfairness, or any violation of employees’ rights. 

Limitations  

 There are several limitations related to this study that must be discussed. First of 

all, it was extremely difficult to collect data due to a variety of reasons such as the 

managers’ or employees’ unwillingness to participate in this study, the problematic 

online survey, and difficulties with the in-person survey process. A number of important 

limitations stem from these issues. First, there was a limited number of data to work with 

and draw conclusions from. The small sample size confines the generalization of the 

findings. More specifically, this caused problems with the population validity which is 

the “extent to which the results of an experiment can be generalized from the sample that 

participated in it to a larger group of individuals; that is the population from which the 
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sample was drawn” (Gall, Gall, & Borg, 2007, p. 169). Therefore, it is supported that a 

larger sample would have provided more powerful generalizability of the findings.  

 Second, the problematic online link was a barrier to data collection. If the online 

link that was used through the Qualtrics system worked properly, more employees would 

have had access to the survey and subsequently more data would have been collected. 

Furthermore, it made it extremely difficult for those hotel employees who wanted to 

participate because the link created technical difficulties and denied access to potential 

respondents. In addition, the online survey should have included a question asking the 

respondents to identify their location. This would have allowed the researchers to 

separate the data so it could be analyzed to determine if there were any differences across 

countries. 

 Furthermore, the in-person survey had its own set of challenges. It was time 

consuming and sometimes frustrating to contact hotel managers to explain the importance 

of this study and get them to agree to participate. Since only 75 surveys were collected 

in-person, it would have been easier and more efficient to have avoided the in-person 

survey and the issues that came along with it. This study would have reached the desired 

number of completed surveys more quickly and easily if the online survey had been 

implemented from the start.  

 Additionally, a closer analysis of the second hypothesis of the hard copy data that 

were collected from the in-person survey revealed an interesting difference from the 

online and overall survey results.  Those two analyses indicated that there was a negative 

relationship between ethical climate and organizational commitment, while when the 

hard copy data was analyzed on its own a positive, but not significant, relationship 
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existed.  One explanation for this might be that when the surveys were collected in 

person, perhaps the employees felt pressured to report that they were committed to their 

organization.  Even though the researchers clearly stated that all responses would be 

anonymous and confidential, it appears that the respondents may have been apprehensive 

to indicate their commitment intentions.   

 This might also indicate that in-person surveys may not be the most ideal and 

appropriate method to follow when researchers are trying to get information as sensitive 

as business ethics. If the employees did feel pressured, then perhaps in these cases in-

person surveys should be avoided and other data collection methods should be 

implemented. 

 Another limitation is related to the type of hotels that were included in this study. 

More specifically, this study embraced all different hotel segments. On one hand, that 

was interesting because it reflected opinions of all kinds of hotel employees (those 

working in resorts, downtown hotels, limited service hotels, etc.). On the other hand, 

perhaps it would be more helpful if the study was conducted by segment or narrowed 

down to just one segment, for example the luxury segment. 

 Time and money limitations also constrained the data collection process. Nearly 

all research projects can benefit from more time to collect data. The researchers had to 

schedule a data collection cut-off date in order to complete the study in a timely manner. 

Money was also an issue as a larger budget would have allowed researchers to provide 

more expensive incentives to hotel employees to motivate them to participate in this 

study. Offering respondents a “Texas Tech University” pencil or pen turned out to be 

quite ineffective. 
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 This study focused on front-line hotel employees to determine how their 

perception of their hotel’s ethical climate effects their decision to commit to the hotel and 

not seek employment opportunities elsewhere. Managers’ opinions and ideas were not 

sought in this study, so their perspectives of their hotel’s ethical climate and the role it 

plays in their organizational commitment, job satisfaction, and turnover intention were 

not addressed. The researchers felt that concentrating on hotel employees would reveal 

more open and honest feedback. There was a concern that managers’ answers would be 

biased or expressed more positively to present the aspects of their hotel regardless of 

what the real situation would be. However, excluding the management perspective may 

have made the findings one-sided and not represented the entire situation.  

 A final limitation resulted from using a positive and a negative statement to 

measure turnover intention. The responses from the negative question then needed to be 

recoded to be positive in order to match the positive tone of the other three scales. 

Therefore, for this study the turnover intention variable actually measured employees’ 

intention to stay. In retrospect, it would have been easier to use Schwepker’s (2001) 

turnover questions, which were originally removed to simplify the survey. Additionally, 

this would have allowed for better comparisons between the two studies to examine the 

differences between hotel employees and salespeople.  

Suggestions for Future Research 

 Further studies should be conducted to determine and explain why there is so 

much reluctance on behalf of hotel managers and employees to deal with the issue of 

business ethics. The increasing number of ethical scandals in the hotel industry provides 

evidence that unethical behavior is a serious problem in the hotel industry. Even though it 
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is a delicate topic, hotel executives need to be more willing to participate in ethics-related 

research so they can better understand how to create an ethical work environment.   

 If a lack of knowledge is the reason for their negative reactions to participating in 

this study, additional studies should be conducted to determine the extent to which 

training of hotel managers and employees would help increase their ethical awareness. 

Further research could also find and introduce effective ways to help top management 

understand, respect, and appreciate the fundamental role that ethical climate plays in 

hotel employee job satisfaction, organizational commitment, and turnover intention.  

 One of the suggestions offered through this study is that management plays a key 

role in fostering a positive ethical climate in an organization and in influencing hotel 

employees’ perceptions of ethical climate. Further studies should explore the importance 

of hotel managers’ role in implementing, reinforcing, and communicating ethical 

policies, practices and values to their employees. Does ethical behavior start with top 

management? If so, how can top management be trained and educated properly to 

respond more effectively to these issues? Who should train hotel employees and how? 

Should managers be trained first and then train their employees or should they all be 

trained simultaneously? How can hotel employees overcome their fear of expressing their 

opinions freely when it comes to ethical issues and perceptions? 

Additional studies should be conducted to test this study’s model using other 

demographic variables to see if they are significant. A helpful suggestion, though, would 

be to do an online survey in order to generate more responses. 

 Furthermore, it would be interesting to conduct more studies where both 

employees’ and managers’ perspectives would be taken into consideration in order to 
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explore whether any differences would be reported. Do both employees and managers 

share the same ideas when it comes to the impact that a positive or negative ethical 

climate has on their job satisfaction, organizational commitment and turnover intention, 

or do managers perceive these relationships differently? 

 The results of this study also touch on the issue of the importance of 

organizational commitment within the hotel industry which is strongly related to reduced 

employee turnover rates that are associated with lower costs and expenses. Therefore, 

further research should focus on those areas that affect organizational commitment such 

as job position or job type to uncover other potential influences of employee commitment 

in the hotel industry. Future studies could also examine antecedents of professional 

commitment and how this kind of commitment can be instilled in hotel employees in an 

effort to make them more responsible and devoted to the organization. 

 Finally, this study provided strong evidence that ethical climate, job satisfaction, 

organizational commitment, and turnover intention are related and closely connected to 

each other. So, further research should focus on hotel employees because they are the 

most important part of the hotel industry. If employees are not satisfied, it reflects on 

their quality of service and their productivity, lowers their organizational commitment, 

and increases their desire to look for another job. Therefore, it is important for 

management to identify the needs and expectations of hotel employees and take them into 

consideration in their efforts to motivate and retain the hotel’s workforce. Further studies 

could shed more light on this matter to help make hotels better and more pleasant places 

to work.  
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Conclusions 

 The purpose of this study was to examine the impact of hotel business ethics on 

employee job satisfaction, organizational commitment, and employee turnover intention. 

It was proposed that employees who work in an ethical hotel environment would be more 

satisfied with their job, more loyal to the organization, and have low turnover intentions.  

 It was also proposed that there are strong relationships between job satisfaction, 

organizational commitment, and turnover intention. Higher levels of job satisfaction can 

positively affect organizational commitment, and negatively affect turnover intention. 

Furthermore, it was supported that hotel employees’ perception of their organization’s 

ethical climate and their job satisfaction predict organizational commitment and that hotel 

employees’ perception of their organization’s ethical climate, their job satisfaction, and 

organizational commitment predict their turnover intentions.  

 This research presented unique contributions to hospitality literature and the body 

of knowledge by addressing a topic that has rarely been examined in this field. It also 

confirmed that regardless of whether someone is employed in a hotel, a hospital, a 

marketing company or other working environments, ethical climate plays a crucial role in 

creating high levels of job satisfaction and organizational commitment. By supporting a 

number of studies conducted over the past few decades, this study confirmed that the 

relationship between these variables has remained consistent over the years.  

 A need to inspire hotels to become more ethical and provide them with the 

necessary motivation and information to help them increase their profits, increase 

employee job satisfaction, organizational commitment and ameliorate their negative 

working conditions was evident. The benefits derived from taking the time, effort, and 
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money to foster a positive ethical climate cannot be ignored and are closely related to 

long term problems that hotels have been struggling with. Employee turnover and the 

high costs associated with it have been a constant concern for many hotel companies. 

Hopefully, the information presented in this study can be valuable to hotel managers as 

they strive to decrease employee turnover and increase their organization’s ethical 

standards. This study is significant to the literature and to the hotel industry by providing 

valuable information regarding business ethics in hotels and its importance which can 

benefit both areas and help gradually bridge the gap between the two.  
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APPENDIX A 

ENGLISH SURVEY 

Survey of Ethics 

This research will examine the relationship between a hotel’s ethical climate and its employees’ 

job satisfaction and commitment to the organization.  It should take less than 10 minutes for 

you to complete this survey.  No personal information will be collected and your answers will be 

completely confidential and anonymous.  Your participation is voluntary.  You can refuse to 

participate in this study, skip questions, or end your participation at any time.  Thank you for 

your cooperation.   

Please indicate to what extent you agree or disagree with the following statements.    

Ethical Climate  Strongly 
Disagree 

Disagree  Neutral  Agree  Strongly 
Agree 

This hotel has a formal, written code of ethics.  1  2  3  4  5 

This hotel strictly enforces a code of ethics.  1  2  3  4  5 

This hotel has policies regarding ethical behavior.  1  2  3  4  5 

This hotel strictly enforces policies regarding ethical 
behavior. 

1  2  3  4  5 

Management at this hotel has told us that unethical 
behaviors will not be tolerated. 

1  2  3  4  5 

Management at this hotel promptly reprimands 
employees found to be involved in unethical 
behavior.     

Job Satisfaction 

1  2  3  4  5 

My work gives me a sense of accomplishment.  1  2  3  4  5 

My work is satisfying.  1  2  3  4  5 

I am really doing something worthwhile in my job.  1  2  3  4  5 

This hotel has an unfair promotion policy.  1  2  3  4  5 

My opportunities for being promoted at this hotel are 
not good. 

1  2  3  4  5 

There are plenty of good jobs here for those who 
want to get ahead.   

1  2  3  4  5 
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Job Satisfaction (cont.) 

 
Strongly 
Disagree 

 
Disagree 

 
Neutral 

 
Agree 

 
Strongly 
Agree 

I am paid very well compared to employees who do 
my job at other hotels.   

1  2  3  4  5 

In my opinion, the pay here is higher than at other 
hotels.  

1  2  3  4  5 

My manager asks us about our ideas about how to 
improve things. 

1  2  3  4  5 

My manager has always been fair in dealings with me.  1  2  3  4  5 

My manager gives us credit and praise for work well 
done.   

1  2  3  4  5 

Management works to improve the hotel.    1  2  3  4  5 

Management really knows its job.   1  2  3  4  5 

This hotel operates efficiently.  1  2  3  4  5 

Employees in this hotel receive good support from 
management.   

1  2  3  4  5 

The guests at this hotel are honest.    1  2  3  4  5 

The guests at this hotel are loyal.  1  2  3  4  5 

The guests at this hotel are understanding.   1  2  3  4  5 

My fellow workers are pleasant.    1  2  3  4  5 

The people I work with are very friendly.      1  2  3  4  5 

                          Organizational Commitment 

I am willing to put  in a great deal of effort  in order to 
help this hotel be successful. 

1  2  3  4  5 

I tell my friends this hotel is a great hotel to work for.  1  2  3  4  5 

I would  accept  almost  any  type of  job  assignment  in 
order to keep working for this hotel. 

1  2  3  4  5 

I  find  that my  values  and  the hotel’s  values  are  very 
similar. 

1  2  3  4  5 

I am proud to tell others that I am part of this hotel.  1  2  3  4  5 
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This hotel inspires me to do a great job at work.  1  2  3  4  5 

I am glad that I chose to work at this hotel over other 
hotels 

1  2  3  4  5 

I really care about the future of this hotel.  1  2  3  4  5 

For me,  this  is  the best of all possible hotels  to work 
for.   

1  2  3  4  5 

Turnover Intent           

I plan to work for this hotel for a long time.  1  2  3  4  5 
 

I often think about quitting my job at this hotel.  1  2  3  4  5 

 

Finally, can you please answer a few questions about yourself?   

What is your gender?   
                
(   )  Male(    ) Female 
 
What is your current age? 
      
(  )  18‐21  (  ) 22‐25  (  ) 26‐30  (  ) 31‐40  (  ) 41‐50  (  ) 50 and over 
 
What is your current marital status? 
   
(   )  Single   (   ) Married     (   ) Divorced    (   ) Other       
 
How would you describe yourself? 
   
(   ) African American   (   ) Asian   (   ) Hispanic      (   ) White       (   ) Other      

 

What is the highest level of education that you have completed? 
 
(  ) Less than high school  (  ) High school/GED  (  ) Some college      (  ) College degree 

 

What is your annual income from your job?    
 
(   )  Less than $10,000  (   ) $10,000‐$19,999  (   )  $20,000‐$24,999   (   ) $25,000‐$30,000   (   ) 
$30,000 + 
 
How long have you worked at this hotel?   
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(   )   0‐1 years  (   )   2‐3 years   (   ) 4‐5 years      (   ) 6‐7 years    (   ) Over 7 years 
 
How long have you worked in your current position? 
      
(   )   0‐1 years  (   )   2‐3 years    (   ) 4‐5 years  (   ) 6‐7 years   (   ) Over 7 years 
 
How long do you plan to work at this hotel?   
    
(   )   0‐1 years  (   )   2‐3 years    (   ) 4‐5 years  (   ) 6‐7 years   (   ) Over 7 years 

 

 

THANK YOU FOR YOUR TIME 

 

 

If you have any questions or concerns about this research please feel free to contact Dr. Shane 

C. Blum or Christina K. Dimitriou at (806) 742‐3068.  This research has been approved by the 

Texas Tech University Institutional Review Board.  For questions about your rights as a subject 

contact the Texas Tech University Institutional Review Board at (806) 742‐2064.   
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APPENDIX B 

RECRUITMENT LETTER FOR HOTEL MANAGERS 

 
April 16, 2012 
 
 
Dear Sir/Madam, 

 
My name is Christina Dimitriou and I am a doctoral student in hospitality management at 

Texas Tech University in Lubbock, TX. Dr. Shane C. Blum, and Dr. Charlie Adams are both part 
of my Dissertation Committee and together we are conducting a research study on the impact of 
hotel business ethics on employee job satisfaction, organizational commitment, and employee 
turnover. This study will attempt to show that hotels that foster a positive ethical climate will 
enjoy higher levels of employee job satisfaction and organizational commitment and reduced 
employee turnover. The purpose of our study is to help hotel managers find ways to improve their 
employee job satisfaction and organizational commitment in order to decrease the problem of 
employee turnover and the costs associated with it.    

 
You are receiving this letter because we would like to include your hotel in our study. 

Therefore, we are contacting you in order to ask your permission to distribute our survey to your 
hotel’s employees. It will only take ten minutes of their time to complete this survey. 
Furthermore, we would like to assure you that all responses will be anonymous and confidential.   
None of your employees will be asked to identify themselves or the hotel on the survey. In 
addition, your hotel and the responses received from your employees will not be identified in any 
publications. I will call you in the next few days to ask if you are interested in participating in this 
study and to schedule a date and time to administer the survey at your property. In the meantime, 
should you have any questions please do not hesitate to contact us.  

Please know that your willingness to participate in this study is greatly appreciated. 
Thank you in advance for your time and cooperation to help us with our research. We are looking 
forward to working with you on our research project.  

 
 

Sincerely, 
 
 
Christina K. Dimitriou   Dr. Shane C. Blum     Dr. Charlie Adams 
Doctoral Student                            Chairperson                Associate Professor  
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The Impact of Hotel Business Ethics on Employee Job Satisfaction, Organizational 
Commitment, and Employee Turnover 

A Proposal for Research Data Collection 

We would like to request your assistance in collecting survey data from your hotel’s employees 
for a research project entitled, “The Impact of Hotel Business Ethics on Employee Job 
Satisfaction, Organizational Commitment, and Employee Turnover”.  If you are agreeable, we 
would like to take 10 minutes out of one of your employee meetings to distribute a survey for 
your employees to complete.  The employees will not write their names on the survey so their 
answers will be anonymous and completely confidential.  We will be the only ones who have 
access to the answers.   

The purpose of this study is to examine the impact of a hotel’s business ethics on its employees’ 
job satisfaction, organizational commitment and turnover intention. More specifically, this study 
will attempt to show that there is a relationship between a hotel’s ethical climate and its 
employees’ level of job satisfaction. Our belief is that employees who work in a hotel 
environment fostering a positive ethical climate will be more satisfied with their job, more loyal 
to the hotel, and less likely to leave. The data we collect from the survey will help support this 
idea.  Based on you hotel’s approval, we will come to an employee meeting and address them 
with the following script: 

“Hello, my name is Christina Dimitriou I am a doctoral student at Texas Tech University and I 
am working on a research study about hotel employees. I am here to ask you if you would 
volunteer 10 minutes of your time to answer a few questions. This is voluntary and you do not 
have to fill out the survey if you do not want to. However, if you would like to participate, please 
read the questions carefully and answer as honestly as you can because your opinions do matter to 
me. You can skip a question if you want to or stop at any time. Please do not write your name on 
the survey. This survey is anonymous and completely confidential. Therefore, there is no way 
anyone will be able to connect the answers to you.   

Here is the survey along with a Texas Tech pencil to help you complete it. If you choose to fill 
out this survey, you can keep the pencil as my way of saying “thank you” for your time. Once 
you are done please place the survey in the box at the front of the room.  

Thank you for helping me with my research”. 

Your hotel and the responses we receive from employees will not be identified in any 
publications and before any manuscript is submitted for publication you will be allowed to review 
and approve the article. Please call us if you have any questions!  We thank you for your time and 
cooperation and look forward to working with you on this research project.   

Dr. Charlie Adams              Dr. Shane C. Blum  
Associate Professor      Chairperson NHR 
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APPENDIX C 

SPANISH SURVEY 

Encuesta  acerca de Eticas  

Esta investigación estudiará las relaciones entre el nivel de ética en los hoteles y la satisfacción 

del empleado en su trabajo y su compromiso hacia la organización. Completar ésta encuesta 

durańa menos de 10 minutos. No se requiere información personal y las respuestas son 

totalmente confidenciales y anónimas. La participación es voluntaria. Tu puedes negarte a 

participar en este estudio, saltearte cualquier pregunta o terminar participando en cualquier 

momento. Muchas gracias por tu cooperación. 

Por favor, indica que tan acuerdo y desacuerdo estás con las siguientes declaraciones. 

 Etica  Totalmente 
en 

Desacuerdo 

En 
Desacuerdo 

Neutral De 
Acuerdo 

Totalmente
        de  
    Acuerdo 

Este hotel tiene código de ética formal, por 
escrito. 

1  2  3  4         5 

Este hotel hace cumplir el código de ética 
estrictamente. 

1  2  3  4         5 

Este hotel tiene reglas de comportamiento ético.  1  2  3  4         5 

Este hotel hace cumplir estrictamente las reglas 
de comportamiento ético. 

1  2  3  4         5 

La gerencia de éste hotel nos ha dicho que el 
comportamiento sin etica, no será tolerado. 

1  2  3  4         5 

La gerencia de éste hotel inmediatemente 
reprimende a los empleados involucrados en 
comportamiento sin etica. 

Satisfacción en el trabajo 

1  2  3  4         5 

Mi trabajo me da el sentimiento de lograr algo.  1  2  3  4         5 

Mi trabajo es satisfactorio.  1  2  3  4         5 

Yo estoy haciendo algo verdaderamente de valor 
en mi trabajo. 

1  2  3  4         5 

Este hotel es injusto al promover a los 
empleados. 

1  2  3  4         5 
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Satisfacción en el trabajo (cont.) 

 
 

Totalmente 
en 

Desacuerdo 

 
 

En 
desacuerdo 

 
 
 

Neutral 

 
 

De 
Acuerdo 

 
 
Totalmente 
       de  
   Acuerdo 

En éste hotel no tengo buenas oportunidades de 
ser promovido. 

1  2  3  4         5 

Hay muchos buenos trabajos aqui para aquellos 
que los desean.  

1  2  3  4         5 

Me pagan muy bien en comparación con los 
empleados en otros hoteles.   

1  2  3  4         5 

En mi opinión, el sueldo aquí es más alto que en 
otros hoteles.  

1  2  3  4         5 

La gerencia nos pregunta ideas en como mejorar 
las cosas en el hotel. 

1  2  3  4         5 

La gerencia siempre me trata justamente.  1  2  3  4         5 

La gerencia reconoce y nos alava por un trabajo 
bien hecho.   

1  2  3  4         5 

La gerencia trabaja por mejorar el hotel.  1  2  3  4         5 

La gerencia realmente sabe lo que hace.   1  2  3  4         5 

Este hotel opera eficientemente.  1  2  3  4         5 

Los empleados en éste hotel reciben buen apoyo 
por parte de la gerencia.   

1  2  3  4         5 

Los huéspedes de éste hotel son honestos.    1  2  3  4         5 

Los huéspedes de éste hotel son leales.  1  2  3  4         5 

Los huéspedes de éste hotel con comprensivos.   1  2  3  4         5 

Mis compañeros de trabajo son agradables.    1  2  3  4         5 

La gente con la que trabajo es amigable.      1  2  3  4         5 

                          Compromiso hacia la Organización 

Estoy  dispuesto  a  poner  un  gran  esfuerzo  para 
ayudar a que éste hotel tenga éxito. 

1  2  3  4    5 

Les digo a mis amigos que es muy bueno trabajar  1  2  3  4    5 
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en éste hotel. 

Estoy dispuesto a aceptar  cualquier puesto  con 
tal de seguir trabajando en éste hotel. 

1  2  3  4   5 

Pienso  que  mis  valores  y  los  valores  de  éste 
hotel son muy similares. 

1  2  3  4    5 

Estoy orgulloso de decirles a otros que soy parte 
de éste hotel. 

1  2  3  4    5 

Este hotel me inspira a hacer un gran trabajo.  1  2  3  4    5 

Estoy  contento  de  haber  escogido  trabajar  en 
éste hotel en lugar de otro hotel. 

1  2  3  4    5 

El futuro de éste hotel realmente me importa.  1  2  3  4    5 

Para mi, éste es el mejor hotel para trabajar.    1  2  3  4    5 

Intenciones de continuidad           

Planeo trabajar en éste hotel por mucho tiempo.  1  2  3  4    5 
 

Pienso seguido en renunciar a mi trabajo en éste 
hotel. 

1  2  3  4    5 

 

Finalmente, puedes contestar algunas preguntas acerca de tu personal?   

¿Cuál es tu género?   
                
(   )  Hombre  (    ) Mujer 
 
¿Cuál es tu edad actualmente? 
      
(  )  18‐21  (  ) 22‐25  (  ) 26‐30  (  ) 31‐40  (  ) 41‐50  (  ) 50 ó más 
 
¿Cuál es tu estado civil? 
   
(   )  Soltero(a)   (   ) Casado (a)    (   ) Divorciado(a)    (   ) Otro       
 
¿Cuál es tu raza? 
   
(   ) Africa‐Americano   (   ) Asiático   (   ) Hispano      (   ) Blanco       (   ) Otro      
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¿Cuál es tu nível de educación? 
 
(  ) Menos de preparatory (  ) Preparatoria/GED  (  ) Algo de Universidad    ) Grado Universitario 

 

¿Cuál es tu salario anual?    
 
(   )  Menos de $10,000   (   )  $10,000‐$19,999   (   )$20,000‐$24,999     (   )$25,000‐$30,000            
(   ) $30,000+ 
 
¿Cuánto tiempo has trabajado en éste hotel?   
    
(   )   0‐1 años  (   )   2‐3 años     (   ) 4‐5 años  (   ) 6‐7 años   (   ) Más de 7 años 
 
¿Cuánto tiempo has trabajado en tu puesto actual? 
      
(   )   0‐1 años  (   )   2‐3 años     (   ) 4‐5 años  (   ) 6‐7 años   (   ) Más de 7 años 
 
¿Cuánto tiempo planeas trabajar para éste hotel?   
    
(   )   0‐1 años  (   )   2‐3 años     (   ) 4‐5 añps  (   ) 6‐7 años  (   ) Más de 7 años 
 

GRACIAS POR TU TIEMPO 

Si tienes preguntas o inquietudes acerca de éste estudio, por favor llama al Dr. Shane C. Blum o 

Christina K. Dimitriou al (806) 742‐3068. Esta investigación ha sido aprovada por el Consejo 

Crítico de la Universidad de Texas Tech. Para preguntas acerca de tus derechos como sujeto del 

estudio puedes llamar al Consejo Crítico Institucional de la Universidad de Texas Tech al (806) 

742‐2064. 
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