

  sustainability-13-08395




sustainability-13-08395







Sustainability 2021, 13(15), 8395; doi:10.3390/su13158395




Case Report



Women’s Role in Organizational Commitment and Job Satisfaction in the Travel Industry—An Evidence from the Urban Setting



Tamara Gajić 1,2,*, Marko D. Petrović 2,3[image: Orcid], Milan M. Radovanović 2,3[image: Orcid], Darko Vuković 3,4[image: Orcid], Darko Dimitrovski 5[image: Orcid] and Natalia V. Yakovenko 6[image: Orcid]





1



Faculty of Sport and Hotel Management, Singidunum University, 11000 Belgrade, Serbia






2



Institute of Sports, Tourism and Service, South Ural State University, 454080 Chelyabinsk, Russia






3



Geographical Institute “Jovan Cvijić” SASA, 11000 Belgrade, Serbia






4



Department of Economics and Industrial Engineering, Perm National Research Polytechnic University, 614990 Perm, Russia






5



Faculty of Hotel Management and Tourism, University of Kragujevac, 36210 Vrnjačka Banja, Serbia






6



Research Institute of ITLK of Voronezh, State University of Forestry and Technologies, 394018 Voronezh, Russia









*



Correspondence: tamara.gajic.1977@gmail.com







Academic Editor: Alastair M. Morrison



Received: 22 June 2021 / Accepted: 14 July 2021 / Published: 27 July 2021



Abstract

:

Employee satisfaction is the main factor achieving high work performance, providing quality services in the tourism sector, which directly affects the increase in productivity and commitment to the organization. The research is focused on determining the factors of job satisfaction and commitment to the institution by the female workforce. The authors conducted a survey in tourism companies in Novi Sad (the second-largest city in Serbia), based on a sample of 610 women in total, using a standardized MSQ questionnaire for job satisfaction, and Meyer and Allen’s organizational commitment scale. Three multiple regression analyses were used to determine the relationship between job satisfaction factors and organizational commitment factors. The results confirm the existence and strength of correlation between satisfaction factors and types of organizational commitment, and the fact that the position of women in the tourism sector is not at an enviable level, and that they remain in the same organization because of the small number of alternatives and moral obligations.
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1. Introduction


The participation of the female workforce in tourism in the world is clearly visible. The intensity of work within the tourism sector is considered to be a significant source of employment and job creation for the younger population, women and migrants. The employment rate of women in tourism in many countries of the world is far above their employment in other sectors of the economy. The International Labor Organization (ILO) reports that on a global scale the share of women in tourism was 55.5% in 2013, and in certain regions this share is as high as 70%. According to statistics in Serbia, the majority of staff in the tourism industry are women, a total of 61.54%. Until the appearance of Covid-19, it could be said that tourism is an economic branch of the future of Serbia. However, the pandemic had severe consequences for all economic branches, and especially for tourism. Many lost their jobs, many tourist companies were closed completely. In recent years, large tourism organizations have put employee satisfaction at the forefront, and explored factors that will influence the creation of high commitment by employees. Furthermore, leaders are aware of the importance of employees for their own business, understanding the direct impact that employees have on productivity and service efficiency. There are a large number of research papers on similar topics, but very few papers that have covered the female workforce in researching job satisfaction and organizational commitment. With that, the authors approached the idea of researching the labor market of tourist companies, exclusively female labor. The aim of the research was to reveal the dimensions of the job satisfaction and types of organizational commitment and to determine the extent to which satisfaction factors (internal and external) correlate with types of organizational commitment. The research was conducted in Novi Sad, during 2019, in tourist companies, on a total sample of 610 women, who made up the leading workforce. The final results of this research indicated that there is a correlation between satisfaction factors and types of organizational commitment, but also indicate a very poor position of women in the tourism sector, who due to the small number of alternatives and moral obligations remain in the same organization.



The significance of this research is to find factors that will affect employee satisfaction and loyalty, especially when it comes to women. In Serbia, women are put in the background when it comes to employment. In recent years, projects have been organized where women try to get involved in the tourism sector, in order to avoid prejudice, and be stimulated to contribute to the family and their personal satisfaction. The paper emphasizes the position and satisfaction of the female workforce, because the highest percentage of women employed in the tourism sector was recorded. The originality of this research work can help empower women at work and create strategic measures to improve the work environment in Serbia. The question is which will be largely the topic of future research, and that is what factors will affect job satisfaction and commitment to the organization. Given the significant job losses, women will largely stay at work due to lack of other job opportunities, and the level of factors that will affect satisfaction will certainly go down. Nowadays, it is very difficult for women to achieve and reconcile work and family functions, because they do not have sufficient support from institutions.




2. Literature Review


2.1. Gender Theory and Women’s Participation in Tourism


Gender theory as a social structure must clarify certain phenomena in organizations with attention to gender implications. Gender is deeply embedded as a basis for stratification not only in our personalities, our cultural rules or institutions, but in all of these, and in complicated ways [1,2,3]. Gender structure distinguishes gender-based opportunities and constraints, and this has consequences in three dimensions: (1) at the individual level for the development of the gender self; (2) during the interaction, how men and women face different cultural expectations even when they fill identical structural positions; and (3) in institutional domains where explicit regulations on the distribution of resources and material goods are gender-specific [4,5,6]. Agency theory is a theoretical approach to an enterprise that explains the complex relationships, actors, interests and goals of an enterprise through an agency relationship, that is, a contract in which one or more principal(s) hires another person(s) to do a certain job, giving them the authority to make some key decisions. With the development of the company, these relationships become more complex, and management emerges as the principal agent of the owner or the original principal and assumes his role in relation to the employees [7]. This theory is an important explanatory instrument in economics and finance, and is a good basis and framework for considering the interests, goals and relationships of shareholders, management and employees, as well as many processes within the organization in promoting and achieving them [8]. The problem of female workforce employment is certainly a driving force for research, and such research can contribute to a broader perspective on the issue and influence structural change for better business. Public perceptions of the enviable status and position of women in tourism are masked by non-transparent data and statistics that speak in favor of employment growth in the sector, record earnings and economic impacts, such as the share of tourism revenue in national GDP [9]. Through labor rights and employers’ attitudes towards them, the dimensions of gender discrimination (unequal position of women in this sector, and in society in general) are shown, as well as the complexity of their position within the tourism and hospitality sector [10]. As for women themselves and their status, the fact is that more women than men work in this industry [11]. However, it is also true that they are employed in low-paying jobs [12]. There is evidence that women’s participation in the services sector has improved, both quantitatively and qualitatively, but undoubtedly, they continue to encounter some obstacles that reflect labor market discrimination [13]. However, as the participation rate of women in the labor market increases, their working conditions are less favorable than men’s [13], and are therefore mostly in these low-quality and less valued jobs [14,15]. Accoding to Pleck [16] women in Turkey suffer injustice due to social norms and prejudices and the lower position of women in society in relation to men.



The participation of women in the business world of tourism has increased in recent years, and there has even been an increase in the share of women in management and leadership. The tourism industry has always been considered a sector that employs a low-skilled workforce and offers low-paid jobs. A similar study on the participation of women in the tourism sector of Karnataka in India [17]. The obtained data indicate that in the tourism industry, the percentage of women working in the industry is increasing, but their function is dominated by unskilled, low-paid jobs. In her research, she pointed out the importance of tourism in the great contribution of women’s employment. Accor hotel groups launched a program in 2011, in which it employs over 160.000 people in 3.500 hotels in 92 countries around the world. They brought the "Charter on Diversity", which emphasizes the fight against prejudice and stereotypes, and thus the goal of achieving equality for women in the tourism sector. That year, the percentage of employed women was 50%. However, only 27% of women were in the hotel management sector, and 13% of directors (https://sites.google.com/a/nf-int.org/digitale-bibliothek/home/tourismus/dossiers, accessed on 16 May 2021). According to Alrwajfah et al. [18] point out that there are barriers to women’s empowerment and employment in tourism, and show that women do not have a favorable view of the economic impacts of tourism. Interesting study called “Women’s participation and Tourism industry”, gives an overview that India employs a large number of women in the tourism sector, but the gender ratio has almost reached a level playing field [19]. By the data of census the current Sex Ratio of India in 2015 is 943 Females/1000 Males. In a paper entitled “Woman Empowerment through Entrepreneurship in Service Sector with special Reference to SHGs in Tourism”, are shown data on the increasing participation of women in tourism, especially in the rural tourism development sector in India [20]. According to research which was provide in in a paper called “Women in Turkish tourism”, show results indicating that with the development of tourism in Turkey, women overcame prejudices, broke away from tradition, and first started working in their homes, becoming strengthened both economically, socially and individually by entering the business and using the opportunities provided by tourism [21].



Similar research on women’s empowerment has been conducted in the following countries: Egypt, the United Arab Emirates and Oman [22]. In a total sample of 784 female respondents, they found that perceptions of women’s work in tourism and women’s entrepreneurship are significant predictors of women’s empowerment in the tourism sector. The United Arab Emirates ranks first in the impact of women’s empowerment on tourism development. A group of authors in their study entitled “Perceptions of Women’s Empowerment in Ramsar, a Tourist Destination in Northern Iran", identified 10 unique perceptions of women”s empowerment in tourism [23]. They also emphasize that they must not neglect the sociocultural aspects of empowerment, the extent to which women perceive themselves as empowered. According to Boley et al. [24]. The increasing participation of women in tourism has been confirmed. They emphasize the intercultural validity of resident empowerment through the tourism scale (RETS) in the city of Oizumi, Japan. The poor position and participation of women in tourism is influenced by marginal, but also feminist postcolonial, political poststructuralist approach that prevails in the country [25].




2.2. Job Satisfaction and Organizational Commitment


Job quality in the broadest sense encompasses employment and job characteristics (hours, salaries, skills required), general work environment and the labor market (working conditions, training, equal opportunities, social dialogue) and subjective perception or appraisal of their job (job satisfaction, career expectations) [26]. Insufficient research and attention to this part of the business is often an indicator of failure to respond to modern market trends. An employee who is the potential holder of the idea as of a change, depending on their will, can become motivated enough to put in the effort in the day-to-day business, can become the one who begins to align his interests with the interests of the company where they are employed, and does not intend to leave it as long as it responds to his demands and challenges him [27,28]. Equality theory proposed by Mercurio [29], built on the belief that employees become demotivated about their job and their employer if they feel their inputs (hard work, loyalty, commitment, skills, ability, flexibility, tolerance, enthusiasm, trust in leaders, support colleagues, dedication), are much greater than outputs (financial rewards, accolades, reputation, responsibility, sense of advancement and personal development, compassion for achievement, praise, incentives, job security) [30]. Employees respond to this “unjust” disparity in various ways, including low motivation, reduction of work effort (down to the level that the employee considers parity with the rewards he receives), open expression of dissatisfaction, reduced loyalty until “diversion”, damage to the employer [31,32,33]. Research shows that the most dissatisfied are young people [34,35,36]. They have no work experience and do not yet know what looking for a job really looks like, they have high expectations, because they have just finished their education, their salary is the lowest, and there are generally a greater number of superiors above the firm’s hierarchy. As working life increases, people are more and more satisfied with their jobs, and before retirement, interest in work decreases, and therefore dissatisfaction increases [37]. Additionally, each truth has two sides, so the situation should be seen through the eyes of employers. It is not only a question of how much a worker is given when performing a job, it is also a question of what the job offers to employees [38].



In the existing literature, commitment to the organization, job satisfaction and involvement in the business is considered to be the most significant and the most researched attitude towards business [39,40,41]. To begin with, consideration of a construct within an organization is characterized by a view of commitment to behavior [42]. Research starts from Becker’s side-betting model [41], and the model of commitment suggested by Mowday et al. [43]. The last era is the most famous and well-researched multidimensional model of Meyer and Allen [44,45]. The beginning of model development is related to their earlier research [46] in which they claim that commitment to the organization is referred to as affective commitment. The same authors concluded that it is a multidimensional construct, starting from different definitions of commitment to the organization. They also propose their operationalization of Becker’s [47] approach and call it a lengthy, instrumental commitment. The authors conceptualized affective and instrumental commitment as two independent dimensions, that is, types of commitment to the organization. They emphasize that these two forms of commitment are independent. That is, the level at which it is affectively attached does not determine the degree to which it is instrumentally committed, and vice versa. Drawing on the results of their 1987 research, in a 1990 article, they present a three-dimensional model of commitment, as well as scales for measuring it. In addition to affective and instrumental commitment, they also define normative commitment. The validity of a three-dimensional model of commitment to an organization has been tested in many studies [48,49,50,51]. Some theorists argue that affective and normative commitment are mutually positive and independent of instrumental commitment. Criticism has also emerged in this model, on the emergence of overlapping normative and affective dimensions, as well as the multidimensionality of the instrumental model [52,53]. Some authors claim that it is necessary to "refine the construct" and adequately define it as a one-dimensional psychological state or connection, regardless of the purpose or purpose of the commitment. Commitment is more than just a passive stay, and it is a willingness for an individual to commit to and take responsibility for the organization [54]. The one-dimensional commitment model is positively and highly associated with an affective, moderately with a normative, commitment, while not being significantly associated with instrumental commitment from the Meyer and Allen model.



According to Kehoe et al. [55], more unambiguous and non-conflicting the expectations and demands of the role are, the more affective the employees will be. When it comes to the antecedents of instrumental commitment to the organization, there is far less research than there is about affective commitment, because the affective dimension is the essence, the essence of commitment to the organization. Satisfaction is a pleasant or positive emotional state resulting from a job evaluation or job experience. It arises as a result of the employee’s perception that the job they are performing has the ability to fulfill his essential business values and to enable those values to be aligned with their own needs [56]. Job satisfaction can also be understood as the degree of alignment between what an organization requires from employees and what it provides them with, on the one hand, and what employees expect from an organization, on the other. Job satisfaction is influenced by several factors: working conditions, salary, working atmosphere, interpersonal relationships, quality of communication, personal compliance, etc. [57,58] The findings so far suggest that overall job satisfaction is closer to intrinsic motivation, professional interests and expectations, and a more general relationship to job type [59,60,61,62]. Emphasis is placed on actively managing their potential, and in the context of advancing the use of human factors, various schemes are being developed to increase motivation to work [63,64,65,66,67]. Satisfaction affects productivity on some other phenomena such as organizational commitment [68,69,70,71]. Very interesting structural model of organizational commitment that assumed that there was a link between job involvement, job satisfaction and organizational commitment, developed by Kuruuzum [72]. In recent studies, Khan and Nemati [73] and Yeh [74] are unequivocal in their claim that job involvement has a significant positive impact on job satisfaction. Within the model, job involvement is linked to organizational commitment, which in turn affects job satisfaction [75]. Three dimensions of organizational commitment were highlighted by Meier and Allen [76] while Robbins and Judge [77] argued that they define each dimension starting with affective commitment (the degree to which an employee identifies with a particular organization and its goals and desires to retain organizational membership), specifically, employees stay in their workplace because they want to. It must be emphasized that commitment to leadership and the organization itself are interactive: commitment to the organization often results from a commitment to leadership, while commitment to leadership can be a consequence of commitment to the organization [78,79]. As with most psychological constructs, there are many different definitions of commitment. According to Sheldon commitment to an organization can be viewed as an attitude or orientation towards an organization that connects or binds an individual’s identity to the organization. Organizational commitment was addressed by Meyer and Allen [80] who formed the three-factor scale of organizational commitment and argued that organizational commitment influences employees’ decision to remain in an organization. They emphasized affective (emotional), continuous (willingness to remain in the organization) and normative commitment (obligatory commitment to the organization) [81]. Some authors used commitment measures operationalized through different approaches in their meta-analytic study [82]. The authors divided the predictors of commitment into five groups, where the first refers to employees’ personal characteristics (gender, work experience, values, and so on), which will not be shown in this section of the text, while the other four groups relate to job characteristics, relationships between leader and group, organization characteristics and role status. Seven categories of lateral roles were investigated by Powell and Meyer [83], and in their research contributed to Becker’s conceptual model of attachment. In their research, they came to the conclusion that all seven categories of lateral roles are associated with organizational commitment and a constant need for sacrifice. In tourism, the role of women is often extended to their domestic responsibilities and there is little compromise on life-choice issues. Some theorists see the value, in terms of conscious managerial practice, of claiming that employers are harnessing the social and domestic skills that women acquire through gender role socialization and employing women for jobs that include cleaning, serving and caring for children [84]. There are studies that make it clear that the relationship and position at work is closely related to those of family. Many authors have dealt with this current topic, which is given in Table 1.



The research entitled "Job Satisfaction, Organizational Commitment and Involvement in Work: The Mediating Role of Involvement in Work", presented a survey conducted among 566 respondents in Serbia, where the authors concluded that employees are mainly affected by work habits, as well as organizational policies and procedures do. do not significantly affect employee satisfaction [85]. Transformational leadership cannot give significant impact to work performance [86]. The research was performed in Indonesia.



Sexual segregation has been shown to be prone to locating women in areas that are considered less qualified and therefore less valuable to the economy [87]. The starting hypotheses of the research were set as:



Hypothesis 1 (H1).

There is a strong correlation between satisfaction factors and types of organizational commitment among women employees in tourism enterprises.





Hypothesis 2 (H2).

There is a visible difference between the types of organizational commitment among female respondents employed in tourism enterprises.







3. Methodology


The survey was conducted in Novi Sad, in the period August–October 2019. The survey included a sample of 610 women, who were employed in various tourism sectors. For the purpose of conducting this research, two questionnaires were used—the Job Satisfaction Questionnaire (Minnesota Job Satisfaction Questionnaire) and the Organizational Commitment Scale (Meyer and Allen), which were distributed to employees, and participation in the survey was anonymous. The bibliographic-speculative method was used in collecting, analyzing and interpreting the obtained data, or for structuring the theoretical part of the paper. The statistical method was applied in the mathematical processing of empirical material, that is, the results obtained from the questionnaires after completing the information collection were statistically processed, using the Statistical Package for Social Sciences Version 23.00–SPSS. The factors of satisfaction in the research are divided into three groups, proposed by Chuang et al. [88]:


1. Intrinsic factors (use of one’s own abilities, activity, achievement, authority, creativity, independence, moral values, responsibility, job security, social utility, social status, diversity; 2. Extrinsic factors (relationships of supervisors) with subordinates, supervisor competence, organization policy and practice, compensation—relationship between salary and amount of work completed, advancement, recognition for a job well done; and 3. Factors of general satisfaction (all intrinsic and eccentric with two other aspects: associates and working conditions).







The research instrument consisted of two distinct sections. The first part of the survey used the Minnesota Job Satisfaction Questionnaire (MSQ), where respondents were asked to express a level of satisfaction for 20 specific aspects of the job, using a five-point Likert scale. The second included tools for measuring organizational commitment using Meyer and Allen’s [89] Organizational Commitment Scale, which consists of 24 items (each containing eight statements of commitment). The analysis of descriptive indicators was performed for commitment to organization and job satisfaction. Three multiple regression correlations were performed to determine the correlation between satisfaction factors and types of organizational commitment.




4. Results and Discussion


Based on the results of the research (presented in Table 2), it is observed that in the total sample, most of them belonged to the age group from 31 to 40 years of age, a total of 37.9%. The most common category of research was employed women with a total working experience of one to five years, and 37.4% had higher education or a university degree, while the smallest number of participants had the title of master or doctor of science, 3.3%.



In the very description of sociodemographic characteristics, one notices the dilemma of how employed women, in the range of one to five years of employment, may feel a kind of attachment to an organization. Is this a sufficient period to create loyalty, and what factors affect their loyalty or change of a job? A total of 34.9% of research participants are employed in the workplace of travel agencies, followed by 27.2% in hotel facilities, 21.8% of them in the service of tourist guides, and only 8.5% in some of the managerial positions. Of the total number of respondents, 53.4% have education in the field of tourism and catering. When considering wages as a sociodemographic category, it can be observed that the largest number of women are with earnings in the range of 301 to 400 Euros per month, while the smallest number are with earnings of more than 500 Euros per month.



All research factors (intrinsic and extrinsic) are summarized in Table 3, where we can see the results of descriptive statistical analysis. It is noted that employed women, research participants, gave the highest average rating for factors of moral value (3.61), then the variety of tasks at work (3.54), the creativity they can express while working in an organization (3.61), social status and authority, with average scores above 3.5. The highest standard deviation value has a progression factor of 1.507. The standard deviation indicates the smallest deviation from the arithmetic mean for the authority factor (0.694), which is otherwise rated as high by an average score of 3.83. The worst-rated factors are job recognition (2.99) and job compensation (2.52).



Regarding organizational commitment factors, in Table 4, through the analysis of descriptive indicators, it can be seen that factors A6 and A7, with affective organizational commitment (1.82 and 1.81), have the highest ratings. At the same time, with these factors the standard deviation shows a deviation from the arithmetic value of A7 = 0.621 and A6 = 0.881. Employees emphasize that they enjoy discussing the organization in which they work, and have a clear attitude about not being attached to a given collective. Factor A8, concerning the issue of staying in one organization for the rest of the career, carries a weaker average score of 1.43, with a standard deviation of 0.715. In continuous organizational commitment, the K7 factor stands out, with an average score of 2.02. Participants in the research point out that they have no fear of leaving the institution where they are currently employed. Factor N4, which belongs to the group of normative factors, carries the highest average score of 2.14 (std. dev. 0.672), and it speaks to the fact that employees do not feel that they have to remain loyal to only one organization, which has inevitable connections with factor K7, from a continuous group of factors, and talks about the ease of leaving the organization.



Considering the data in Table 5 leads to the conclusion that all the variables examined are distributed according to the normal distribution. The values of the slope and flattening coefficients range within the acceptable values (−1.5 < x < 1.5). Scales were educated on a predetermined key for the questionnaires used.



Since all variables were normally distributed, parametric statistics methods were used. Considering the arithmetic mean of the variables used, it is noticeable that all three types of commitment are much smaller than the theoretical arithmetic mean of the scales (3.00), which indicates that the respondents show low attachment to the job. Three multiple regression analyzes were used to examine the relationship between different aspects of job satisfaction (intrinsic factors, extrinsic factors and general satisfaction) and commitment (affective, continuous and normative). Different aspects of job satisfaction were predictor variables and different types of attachment were set as criterion variables (Table 6).



The results of the first multiple regression analysis indicate that job satisfaction factors contribute significantly to affective job attachment. In fact, 42% of affective job attachment is determined by job satisfaction factors. Significant contributions to affective attachment are made by intrinsic satisfaction factors, and overall satisfaction in the positive direction. Therefore, employees who are driven by intrinsic satisfaction factors, as well as those who are generally more satisfied with the job, also exhibit greater affective attachment to the job, that is, they remain employees of the organization because they want it. When talking about continuous attachment, the results of multiple regression analysis show that 67% of this type of attachment is determined by job satisfaction factors. Significant contributions to continuous commitment are made by intrinsic factors of job satisfaction and general satisfaction withthe negative direction, but also by extrinsic factors of job satisfaction with the positive direction. In conclusion, it can be stated that employees who are less driven by intrinsic satisfaction factors, as well as those who are less satisfied with the job, remain employed in the workplace because they have to do so for certain reasons (material benefit, lack of employment alternative, etc.) Likewise, they are driven by more extrinsic satisfaction factors. The results of the last multiple regression analysis indicate that only 7% of normative commitment was explained by job satisfaction factors. As the only significant factor in normative commitment, overall job satisfaction turned out to have a positive direction. This means that the more employees are generally satisfied with their job, the more they will remain in that workplace for reasons of loyalty and moral obligation, or just because they feel it is right, since high job satisfaction can create an employee’s sense of duty toward an organization where they are employed. The initial research hypotheses were confirmed. A strong correlation was found between job satisfaction factors and organizational commitment (H1), which was observed on the basis of the obtained research results. Furthermore, differences in types of organizational commitment are also evident (H2). The ratio of organizational commitment is such that continuous commitment has the highest value of 3.04, and is thus more pronounced in relation to affective and normative commitment.



Similar results were obtained by Mathur & Salunke [90]. They emphasize that job satisfaction plays a significant role in achieving a committed workforce, in their research manusrcipt “Organizational commitment and Job Satisfaction: A study of Manufacturing“, including a study conducted in Gwalior. According to Mabasa et al. [91] there is a significant positive relationship between job satisfaction and affective commitment, as well as continuous commitment, but a significant link between job satisfaction and normative commitment has not been established. In their paper “Determinant of Organizational Commitment among Women Employees in Malaysia”, has been indicated the key problems of women’s commitment to work [90]. Their research emphasizes that women’s multiple-role such as being a mother and a wife, among others, proved to be a hindrance to their career commitment. The fact that employee empowerment has a positive moderating impact on the relationship of organizational commitment with career satisfaction of female gender is confirmed by the research of authors Swati & Shalini [91], who conducted and presented results in paper entitled “Organizational Commitment & Career Satisfaction among Women Employees”.




5. Conclusions


Tourism is considered to be a sector that employs more women as workforce, but it is known from various studies that they still occupy lower levels in organizational structures. Based on an increasingly topical theme, that satisfaction is inevitably linked to organizational commitment, the authors of the paper conducted a survey, but profiled only the female workforce in tourism organizations. The aim of the study was to determine the degree of satisfaction with pre-determined intrinsic and extrinsic satisfaction factors. Each type of organizational commitment, according to this scale, contains eight factors or statements, to which the research participants responded. The research hypotheses which were put forward were confirmed at the end of the data analysis. The largest percentage of employed women in the tourism sector is in the random ratio of one to five years, which is not relevant for the number of years of work experience in order to have strong reasons to be attached to the organization. It has been observed that all types of organizational commitment are much smaller than the theoretical arithmetic mean of the scales. The research participants showed relatively low commitment to the organization in which they work. Based on the results of the research, it was found that the factors of job satisfaction contribute to affective attachment, with the largest contribution from intrinsic satisfaction factors and overall job satisfaction in a positive direction. The conclusion was drawn that employees remain in the organizations as they wish. When looking at continuous organizational commitment, it is concluded that employees are driven by intrinsic factors. Only 7% of normative commitment was explained by job satisfaction factors. The employed women who participated in the research are generally satisfied with their jobs, and, moreover, they will remain loyal to the organization from moral obligations.



The modern business environment is characterized by high turbulence, uncertainty and risk, and for a company to survive in such an environment, it is necessary to continuously invest in human resources development and innovative activities. Many studies have emphasized the narrow relationship between job satisfaction and organizational commitment. People’s values in the organization are strongly influenced by their values and attitudes. Both of these categories create a strong predisposition for people to act in a particular direction. If employees hold on to the value of flexibility and have a positive attitude towards change, it is very likely that they will respond positively to changes in the organizational structure, support them or give less resistance to them. Values and attitudes are related but not identical categories. A positive attitude will cause less absenteeism, better employee motivation and greater loyalty to the organization, while a second attitude will imply less commitment and motivation, greater absenteeism and a greater likelihood of leaving the job. Namely, organizational commitment represents positive attitudes that an employee feels not with their job, as in the case of job satisfaction, but with the organization as a whole or with some of its members. Organizational commitment indicates that employees have a deep commitment to the organization or some of its members. The three basic issues related to organizational attachment are attachment objects, basis or source of attachment and attachment effects. In order to anticipate one’s job satisfaction, one must take into account not only satisfaction with the particular aspects of the job the individual is engaged in but also their expectations of that job. Overall job satisfaction is actually affected by the discrepancy or deviation of satisfaction from expectations regarding particular aspects of the job, not by the amount of satisfaction with those aspects per se. People have a tendency to associate the level of satisfaction with certain aspects of work with the amount of discrepancy between expectations and satisfaction. The term organizational commitment refers to positive attitudes that employees feel about their business and the organization as a whole. It implies a much stronger level of emotion towards an organization than job satisfaction. When studying organizational commitment, the commitment objects, the basis or source of commitment, and the effects of commitment are taken into account. It is very important to understand the commitment to the organization, as well as all the factors that determine the level of commitment. Particular emphasis is placed on job satisfaction as a significant indicator of job stimulation and the overall dimension of work. Job satisfaction is often seen in empirical research and practice as an important indicator of work motivation. The significance of this research is reflected in obtaining a more comprehensive view of the problem regarding the satisfaction of employed women in the tourism sector, as it has been confirmed that women make up a large proportion of tourism employees. Namely, the research emphasizes certain factors that influence the level of employee satisfaction, which can become a strategic starting point in organizing corrective measures for more efficient and effective business and survival in the market. The importance of this research is to find the factors that will affect the satisfaction and loyalty of employees, and thus contribute to the productivity, profitability and competitiveness of enterprises in the tourism market. The paper emphasizes the position and satisfaction of the female workforce, as the highest percentage of women employed in the tourism sector is recorded. The originality of this research work can help empower women in business and create strategic measures to improve the working environment.
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Table 1. Related works.
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	Dimensions
	Authors





	Gender Equality; Women’s Participation
	[6,11,12,14,15,31,53,54,55,56,59,68,69,70]



	Job Quality and Satisfaction; Organizational Commitment
	[28,29,32,33,57,58,64,68,71,72,73,74]
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Table 2. Analysis of demographic characteristics (%).






Table 2. Analysis of demographic characteristics (%).





	
Age Range




	
20–30

	
31–40

	
41–50

	
50+




	
20%

	
37.9%

	
27.9%

	
14.3%




	
Work Experience




	
Less than 1

	
1–5

	
5–10

	
10–15

	
More than 15




	
20.3%

	
27.7%

	
14.6%

	
20%

	
17.4%




	
Educational Level




	
High school

	
College

	
Faculty

	
MSc, PhD




	
34.3%

	
25.1%

	
37.4%

	
3.3%




	
Work Place




	
Hotel

	
T. agency

	
T. guide

	
Managers

	
Chambermaid




	
27.2%

	
34.9%

	
21.8%

	
8.5%

	
7.5%




	
School of Tourism Completed




	
Yes

	
No




	
53.4%

	
46.6%




	
Monthly Income (in Euros)




	
Under 200

	
201–300

	
301–400

	
401–500

	
Above 500




	
11.3%

	
35.1%

	
35.6%

	
7.4%

	
10.7%








Source: author‘s research.
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Table 3. Analysis of descriptive indicators (intrinsic and extrinsic, general satisfaction).






Table 3. Analysis of descriptive indicators (intrinsic and extrinsic, general satisfaction).





	Satisfaction Factors
	M
	SD





	Activity at work
	3.19
	1.201



	Independence in work
	3.18
	1.206



	A sense of job security
	2.93
	1.159



	Supervision (Human Resources)
	3.40
	1.260



	Moral values
	3.61
	1.162



	Social service
	3.23
	1.103



	Satisfaction with associates
	3.11
	1.283



	Supervision (technical support)
	3.45
	1.273



	Work conditions
	3.17
	1.255



	Diversity at work
	3.54
	1.070



	Creativity at work
	3.61
	1.098



	Using your own abilities
	3.30
	0.985



	Degree of responsibility
	3.51
	1.444



	Organization policy and practice
	3.08
	1.352



	Social status
	3.78
	1.033



	Acknowledgement of the work done
	2.99
	1.298



	Authority
	3.83
	0.694



	Achievement (job fulfilment)
	3.45
	1.193



	Compensation
	2.52
	1.393



	Possibility of progression
	3.01
	1.507







Note. M, arithmetic mean; SD, standard deviation.
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Table 4. Descriptive statistics for factors of organizational commitment.






Table 4. Descriptive statistics for factors of organizational commitment.





	Organizational Commitment Factors
	M
	SD





	A1—Easy attachment to another organization
	1.35
	0.688



	A2—Emotional disconnection with the organization
	1.70
	0.750



	A3—Problems in the organization are personal problems
	1.35
	0.866



	A4—Organization has a lot of influence on me
	1.62
	0.808



	A5—I don’t have a strong sense of belonging to an organization
	1.56
	0.815



	A6—I enjoy discussing the organization
	1.82
	0.881



	A7—Sensitivity to the collective
	1.81
	0.621



	A8—Stay in the organization for the rest of your career
	1.43
	0.715



	K1—Financial expenses if I leave the company
	1.53
	0.695



	K2—No reason to leave the organization
	1.60
	0.689



	K3—Remainder of personal wish organization
	1.65
	0.872



	K4—Lack of alternative influences leaving the company
	1.74
	0.862



	K5—Leaving the organization, personal injury
	1.58
	0.823



	K6—Leaving this organization, life changes
	1.70
	0.782



	K7—I am not afraid of the consequences of leaving the organization
	2.02
	0.671



	K8—It’s hard to quit a job even when there’s a desire
	1.38
	0.666



	N1—People often change jobs
	1.88
	0.792



	N2—Transitioning from one organization to another is not unethical
	1.67
	0.782



	N3 -There is no loyalty to just one institution
	1.81
	0.856



	N4—I have no opinion that I have to be loyal to only one institution
	2.14
	0.672



	N5—It’s better when employees stay in one organization
	1.63
	0.756



	N6—I don’t consider the value of being a member of an organization
	1.76
	0.726



	N7—Loyalty is very important
	1.71
	0.889



	N8—It’s okay to move to another job when it comes up
	1.74
	0.849







Note. M, arithmetic mean; SD, standard deviation. A1–A8 affective, K1–K8 continuous, N1–N8 normative factors.
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Table 5. Analysis of descriptive indicators for job commitment and job satisfaction.






Table 5. Analysis of descriptive indicators for job commitment and job satisfaction.












	
	M
	SD
	Oblique Coefficient (Skewness)
	Flattening Coefficient (Kurtosis)





	Intrinsic satisfaction factors
	3.42
	0.57
	−0.72
	0.69



	Extrinsic satisfaction factors
	3.07
	0.56
	−0.16
	−0.80



	General satisfaction
	3.29
	0.54
	−0.64
	−0.76



	Affective commitment
	2.77
	0.71
	0.60
	0.13



	Continuous commitment
	3.04
	0.60
	−0.48
	−0.91



	Normative commitment
	2.79
	0.49
	0.90
	1.20







Note. M, arithmetic mean; SD, standard deviation.













[image: Table] 





Table 6. Job satisfaction relationships and commitment to work.






Table 6. Job satisfaction relationships and commitment to work.





	

	
Affective Commitment

	
Continuous Commitment

	
Normative Commitment




	
F = 148.06 **; R2 = 0.42

	
F = 414.60 **; R2 = 0.67

	
F = 15.63 **; R2 = 0.07




	
β

	
t

	
β

	
t

	
β

	
t






	
Intrinsic satisfaction factors

	
0.37

	
1.99 *

	
−0.67

	
−7.91 **

	
0.37

	
1.59




	
Extrinsic satisfaction factors

	
−0.05

	
−0.62

	
0.27

	
2.68 **

	
0.01

	
0.11




	
General satisfaction

	
0.44

	
4.40 **

	
−0.41

	
−4.31 *

	
0.22

	
2.06 *








Note. F, the value of the F-test; R2, multiple determination coefficient.* p < 0.05. ** p < 0.01.
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