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ABSTRACT This study aims to identify the relationships between democratic, autocratic, and
laissez-faire leadership behaviours perceived by the five-star hotel employees for their
Keywords: managers and their organizational identification levels. In this context, data were obtained

by using questionnaires from 464 employees working in five-star hotels operating in
Antalya, Turkey. A simple random sampling method was used in the selection of
Democratic Leadership, individuals. Structural equation modelling (SEM) was used to test the research
hypotheses. As a result of the analysis, it was found that the managers working in tourism
enterprises show democratic leadership behaviour most, and the level of organizational
Organizational Identification,  identification of the employees is medium. Besides, it was concluded that the democratic
leadership behaviour that employees perceive for their managers positively affects the level
of organizational identification, while that of autocratic and laissez-faire leadership
JEL Codes: negatively. The theoretical and managerial implications of these findings are discussed.

M10, M12, L83

OTEL CALISANLARININ ALGILADIKLARI LIDERLIK TURLERININ
ORGUTSEL OZDESLESME DUZEYLERINE ETKiSi: ANTALYA ORNEGI

Autocratic Leadership,
Laissez-faire leadership,

Hotel Businesses.

0z Bu calismamin  temel amact bes ildizli otel isletmeleri calisanlarinin
yoneticilerinde algiladiklar: demokratik, otokratik ve serbestlik tantyan liderlik davramislar:
ile Orgiitsel Ozdeslesme diizeyleri arasindaki iligkileri tespit etmektir. Bu amagla
Otokratik Liderlik, Tiirkiye/Antalya ilinde faaliyet gosteren 464 bes yildizli otel isletmesi ¢alisanmndan anket

o ora formu ile wveriler elde edilmistir. Kisilerin seciminde basit tesadiifi drneklem yontemi
Demokratik-Liderlik, kullamlmigtir. Hipotezlerin test edilmesinde yapisal esitlik modellemesi kullamlmgstir.

Anahtar Kelimeler:

Serbestlik Taniyan liderlik, Yapilan analiz sonucunda, turizm isletmelerinde ¢alisan yoneticilerin en fazla demokratik
. . liderlik davramsi sergiledikleri ve calisanlarin Orgiitsel dzdeslesme diizeylerinin orta
Orgiitsel Ozdeglegme, seviyede oldugu tespit edilmistir. Aym zamanda ¢alisanlarin yoneticilerinde algiladiklar

Otel isletmeleri demokratik liderlik davramsimin 6rgiitsel dzdeslesme diizeyini pozitif yonde, otokratik ve

JEL Kodl serbestlik tantyan liderligin ise negatif yonde etkiledigi sonucuna ulasilmstir.
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1. INTRODUCTION

Employees identify with the organization they work for as a result of their
need to belong to an organization and to eliminate the uncertainty. The organization
wants to strengthen employee identification because identification is believed to
have a positive effect on the potential and motivation of employees (Meleady and
Crisp, 2017). Therefore, organizational identification has become an essential element
for organizational behaviour studies (Ttiztin and Caglar, 2008). For this reason, the
leaders responsible for the management of the organization should be individuals
who are focused on solutions and the future, can take risks, create motivation and
inspiration for their followers, have vision and mission, and do not be content with
the achievements they achieve and aim to do better. Since hotels are institutions that
provide concurrent services and department managers and employees work in the
same environment, the relationship of leaders with employees and their leadership
approach may affect the organizational identification levels of employees. (Batman,
2003 as cited in ince, 2013). Many studies emphasize that leadership styles are one of
the essential elements in identifying employees with the organization (Alharbi and

Abdullah, 2016).

Hotel managers can exhibit different leadership behaviours in the process of
realizing the objectives of the business. At this point, the following problem arises:
which type of leadership can positively affect the level of organizational
identification of employees? Organizational identification is an essential variable in
increasing the performance of employees, sharing the same values and goals of
employees and leaders, and achieving the long-term goals of the organization.
(Morcin, 2018). The realization of organizational identification in a business can
positively affect organizational citizenship and support (Fettahlioglu and Koca,
2015), organizational commitment (Cakinberk, Derin and Demirel, 2011), job
satisfaction (Sokmen, 2019), organizational justice (Kogak, 2019), organizational
socialization (Balci, Baltaci, Fidan and Cereci, 2012) and organizational performance
(Tuztn and Caglar, 2008). As the high level of organizational identification of
employees can affect many important factors for businesses, it is very critical to

determine the effect of leadership approaches preferred by the managers of the
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hotels on the organizational identification levels of the employees. As can be seen in
the theoretical structure, the literature focuses on different leadership styles that may
affect the level of organizational identification. However, it is seen that there are not
many studies on leadership styles discussed in this study. The results of this research
are essential in terms of filling this gap in the literature. In this context, this study
aims to identify the impact of democratic, autocratic, and laissez-faire leadership
behaviours perceived by the hotel employees for their managers on their
organizational identification levels. In addition to this primary goal, determining
which leadership style the hotel managers exhibit more and the level of identification
of the employees with the hotel are the sub-goals of the study. For this purpose, first
of all, the theoretical structure of the study was created through the literature review.
Then, data were obtained with a questionnaire technique from the five-star hotel
employees operating in Antalya to test the hypotheses. Finally, the results were

compared with the literature, and some suggestions were made for the practitioners.
2. LITERATURE REVIEW AND RESEARCH HYPOTHESES

It is seen that there are many different leadership approaches in the literature
(Khan, Nawaz and Khan, 2016). However, modern leadership types exist today, as
studies in the field of management reveal that old leadership styles are now
ineffective and due to the environmental, organizational, and individual changes that
have emerged as a result of global competition (Yesil, 2016). This research addressed
democratic, laissez-faire, and autocratic leadership, which are modern leadership
styles that can reflect basic leadership behaviours. Autocratic Leadership: In this
management style, where central control is in the leadership, all the powers in the
organization are gathered in the leader, and generally, all decisions are made by the
organization leader (Bolden, Gosling, Marturano and Dennison, 2003; De Hoogh,
Geer and Den Hartog, 2015, Harms, Wood, Landay, Lester and Lester, 2018).
Autocratic leaders do not tend to negotiate or consult with their followers and expect
their orders to be fulfilled without question. They focus on procedures rather than
people. They use the punishment and reward system within the organization
(Dinham, 2007; Amini, Mulavizada and Nikzad, 2019). Employees cannot participate

in the planning of goals, plans, and strategies in the organization. Here, individuals
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typically tend to be motivated and organized. Leaders and employees act in
cooperation to achieve the determined goals and objectives (Oztekin, 1996). Leaders
who adopt such a leadership understanding control their subordinates and manage
them (Cremer, 2006). Democratic Leadership: Gastil (1994) defines democratic
leadership as the performance of three functions, such as distributing responsibility,
empowering group members, and helping the group’s decision-making process
(Gastil, 1994). Managers who adopt democratic leadership inform their employees
about everything that affects their work and share their decision making and
problem-solving responsibilities (Chukwusa, 2019; Amini et al., 2019). The leader
with this understanding allows the employees to develop themselves and show their
creativity, enables them to develop their team spirit, establish a fair reward and
promotion system, establish trust-based relationships with their employees and
enable them to participate in decisions to be taken in the organization (Ince, 2013).
The leader increases the perception of ‘we’ among his followers and reduces the
amount of conflict and competition within the organization by ensuring that his

followers are more patient and tolerant (Argyris, 1955).

Democratic (participative) leadership, which is generally defined as the
involvement of employees in decision-making processes in the enterprise, is a source
of internal motivation for employees and strengthens the sense of trust in employees
(Bitmis, Rodopman, Uner and Sokmen, 2015). Laissez-faire Leadership: While
Robbins defines laissez-faire leadership as eliminating responsibilities and avoiding
decision making (Chaudhry and Javed, 2012; Amini et al., 2019), Aydin explained
laissez-faire leadership as an unauthorized leadership style (Aydin, 2018). In this
type of leadership understanding, employees are rarely guided and directed. The
leader gives freedom to group members and provides the necessary materials. The
leader only answers employees’ questions and allows group members to decide,
avoiding giving feedback (Skogstad, Einarsen, Torsheim, Aasland and Hetland, 2007;
Canbolat, 2016). Interactions and similar actions between the leader and group
members rarely occur. In other words, the leaders’ administrative power over their
employees is considerably reduced, since leaders who adopt this leadership

approach avoid responsibility and impose their responsibilities on their employees.
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Employees try to determine their own goals, targets, strategies, and plans, if possible
(Bass, 1990; Breevaart and Zacher, 2019). Laissez-faire leadership style can be
beneficial since employees can determine their goals, objectives, plans, and business
policies, implement the decisions through trial and error, have the opportunity to get
to know themselves better, and thus discover their knowledge and skills (Khan,
2013). Managers can use this kind of leadership in an organization with talented,
experienced, educated, and highly analytical followers when there is no need to
monitor the implementation of a decision taken carefully. In contrast, if followers do
not have sufficient experience and necessary skills, the implementation of this
leadership style can have negative consequences for the organization (Sahin, Temizel

and Orselli, 2004).

Many researchers have made different definitions regarding the concept of
identification. According to the first definition made by Freud, organizational
identification is the identity in psychoanalysis, the first expression of the emotional
bond established with another person (Cirakoglu, 2010). Mael and Tetrick (1992)
define identification with a psychological group or organization as the perception of
sharing the experiences of a focus group and sharing the characteristics of the group
members. Ashforth and Mael have identified identification as the perception of
oneness with or belongingness to a group, involving the direct or vicarious
experience of its successes and failures (Ashforth and Mael, 1989; Buil, Martinez and
Matute, 2019). According to Kerse and Karabey (2017), organizational identification
is the ability for employees to identify the organization and themselves and feel
attached to the organization. Dutton, Dukerich and Harquail (1994) defined
organizational identification as a form of psychological attachment that occurs when
members adopt the defining characteristics of the organization as their defining
features. The common denominator of the definitions about organizational
identification is that they express the emotional process of the employee (such as
being satisfied and proud of the organization she/he works for), her/his cognitive
process (feeling that she/he is a part of the organization, incorporating
organizational values) or associating both situations (Riketta, 2005). Identification

reflects the strength of a person’s organizational identity and the extent to which the
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content of the member’s concept of self depends on his organizational membership
(Miao, Eva, Newman and Schwarz, 2019). When organizational identification is
strong, a person includes and integrates a large part of what she/he believes to be
permanent and central about the organization into her/his unique self-concept.
Accordingly, if an individual uses the concepts, he uses in defining the organization
to define himself, she/he is considered to be strongly identified with the enterprise

he works for (Dutton et al., 1994).

The employees must identify with the organization in hotel businesses where
it is imperative to benefit from human resources effectively (Akbaba, 2018).
Especially in businesses such as hotels, where communication with guests is intense,
identification of employees with the organization can directly affect the quality of
service (Sokmen, 2019). The leadership styles that managers will follow while
performing their business activities can significantly affect the level of organizational
identification that employees have (Moriano, Molero, Topa and Mangin, 2014). The
results of many studies in the literature examining the relationship between
leadership styles and organizational identification also support this statement
(Epitropaki and Martin, 2005; Alharbi and Abdullah, 2016). Dick, Hirst, Grojean and
Wieseke (2007) found a significant relationship between leadership style and
organizational identification in their study to reveal the relationship between
leadership behaviour and organizational identification. As a result of the study
conducted on 153 employees working in travel agencies to determine the
relationship between  perceived transactional leadership behaviour and
organizational identification, Morcin and Morgin (2013) concluded that there is a
significant relationship between transactional leadership and organizational
identification, and transactional leadership has an impact on organizational
identification. As a result of their research to reveal the relationship between
transformational leadership and organizational identification of employees, Zengtian
and Xiuyuan (2014) found a significant relationship between transformational

leadership and organizational identification.

Fettahlioglu, Akdogan and Ozay (2018) conducted a survey study on 276

employees to measure the impact of paternalist leadership on organizational
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identification and concluded that paternalist leadership behaviour positively affected
organizational identification. According to the results of the questionnaire conducted
by Iscan (2016) on 213 employees, there was a significant relationship between both
transformational and transactional leadership and organizational identification. In
their study to reveal the effect of ethical leadership behaviour on organizational
identification, Kili¢ and Erkutlu (2017) found that ethical leadership positively affects
organizational identification. Zorlu, Avan and Baytok (2019) researched with a
sample of 309 hotel employees to determine the relationship between servant
leadership and organizational identification. Similarly, significant relationships were
found between the two variables in the study by Cinnioglu (2019), which aimed to
determine the relationship between servant leadership and organizational
identification. Against this background, the models and hypotheses to determine the
effect of autocratic, laissez-faire, and democratic leadership on organizational

identification are as follows:

Hi: The autocratic leadership behaviour perceived by hotel employees affects their

organizational identification levels negatively.

Hjy: Democratic leadership behaviour perceived by hotel employees affects their organizational

identification levels positively.

Hj: The laissez-faire leadership behaviour perceived by hotel employees affects their

organizational identification levels negatively.

Autocratic

Leader

Organizational

Democratic H2

Leader

Identification

&

Laissez-faire

Leader

Figure 1. The Conceptual Model of the Study
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3. DESIGN AND METHOD

The questionnaire technique was used as a data collection tool in this study.
While the first part of the questionnaire has statements for determining the
leadership perceptions and organizational identification levels of employees, the
second part includes demographic questions. The Managerial Behaviour
Questionnaire (MBQ) scale developed by Kurt and Terzi (2005) -its validity and
reliability were proved in many studies (Kars 2017; Ozturan 2018)- was used to
measure the leadership perceptions of the participants. The MBQ scale consists of
three sections and 29 statements in total. The statements 1 to 9 in the first section are
intended to measure autocratic leadership, statements 10 to 18 in the second section
are to measure democratic leadership, and statements from 19 to 29 in the third
section are to measure laissez-faire leadership. Kurt and Terzi (2005), in their
research, calculated the Cronbach Alpha coefficient of the scale related to the first
sub-dimension as 0.85, 0.87 for the second sub-dimension, and 0.83 for the third sub-
dimension. The overall Cronbach Alpha coefficient of the scale was 0.66. The
organizational identification scale, which was developed by Mael and Ashforth
(1992) and used in many studies (Turung and Celik, 2010; Eker, 2015; Fettahlioglu
and Koca 2015; Kerse and Karabe, 2017; Cinnioglu 2019; Karaalioglu, 2019), was used
to determine the level of organizational identification. In this scale consisting of a
total of one section and six expressions, the answers were taken with a 5-point Likert
scale (scale ranging from 1 strongly disagree to 5 strongly agree.). Mael and Ashforth
(1992) found the scale’s reliability coefficient as 0.87.

The universe of the research consists of five-star hotels operating in Antalya,
Turkey. The most critical factors in choosing five-star hotels within the scope of the
research are that these businesses typically have a corporate structure, and hotel
managers and human resources practices are professional. Antalya was preferred for
the study as it has the top place in Turkey in terms of the number of hotels and
tourists. According to the data of the Ministry of Culture and Tourism, there are 285
five-star hotels in Antalya and the bed capacity of these hotels is approximately
305.000. However, the number of employees in these hotels is not precise. According

to the Labor Force Survey in the Hospitality and Tourism Industry conducted by the
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Ministry of Culture and Tourism, the number of staff per bed is calculated as 0.59 for
five-star hotel businesses. Based on this data, the number of employees in these
hotels can be considered as 179.950 (Oksit and Kilig, 2019). In this context, the
number of samples for the infinite universe has been determined as 384 people (Ural

and Kilig, 2013).

Given that the sample size should be ten times the number of statements for
the sample size to be reliable, the sample number should be 350 and above (since
there are 35 statements in total). A simple random sampling method was used to
select the people to be included in the sample. The questionnaire was conducted face
to face between October and December 2019 (Since the data collection time was
before January 1, 2020, no ethics committee permission document was required). Five
hundred ten questionnaires were distributed, and 482 questionnaires were returned.
However, after removing the defective and incomplete questionnaires, a total of 464
multivariate regular distribution questionnaires were included in the analysis. 66 % of
the employees in the sample are male (f: 306), 54% are single (f: 251), 43% (f: 200) are
high school graduates, and 52% (f: 241) are working in the food and beverage
department. Besides, 34% (f: 158) of the employees work for 2-4 years in the existing

hotel, while 41% (f: 190) work in the tourism industry for 2-7 years.
4. FINDINGS

Firstly, the explanatory factor analysis was performed to confirm the construct
validity of the scales used in the research. In the explanatory factor analysis, KMO
(Kaiser-Meyer-Olkin Measure of Sampling Adequacy) was used to measure the
sampling adequacy of the scales, and Bartlett’s test values were taken into account
for the validity of the model. In the explanatory factor analysis, it is expected that the
KMO value is typically higher than 0.60, Bartlett’s test values are significant (p
<0.05), and also the factor loadings are higher than 0.30 (Islamoglu and Alniagik,
2014).

=77
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Table 1. Factor Analysis Results for the Managerial Behaviour Scale

Factor Explained

Ttems Loading | Variance (%)

Eigenvalue | AVE CR

Laissez-faire Leadership

He/she ignores the requests and complaints

of the employees. 762
She/he does not strive for the purposes of 759
the institution. '
She/he makes very few decisions in in-house 750
activities. '
He/she does not want to face problems 750
She/he avoids exercising its powers. 749
He/she is not concerned with the motivation 732 50971 15.159
of the employees.
She/he communicates superficially with 778
employees. ' 053 | 092
He/she left the enterprise on its own. 725
She/he does not attempt to improve the 714
organization. '
His/her presence in the workplace is not felt.| .692
She/he is alienated from the employees and 689

the workplace.

Democratic Leadership

He/she takes the suggestions of the

X 836
employees seriously.
She/he believes that everyone should have 808
self-control. '
He/she wants the employees to be 798
comfortable with him. '
She/he makes decisions together with the 783
employees about the things to do. )
He/she enables employees to participate in 780 10724 3110
management.
He/she balances the needs of employees 780
with the objectives of the institution. ' 0.567 | 0.92
She/he allows employees to show their 683
creativity. '
She/he pays attention to the personal
- 673
characteristics of the employees.
He/she strives to develop team spirit in 580

employees.

Autocratic Leadership

She/he approaches the employees in a 805
prescriptive way. ' 6.127 1.777
He/she believes in one-person management. .803

]}
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=

He/she explains the reasons for his/her 795
decisions if he/she so wishes. ’
He/she treats employees officially. 757 0.568 | 0.921
He/she believes that he/she is a person to be
. 754
afraid of.
He/she is in favour of strict supervision. 732
He/she expects to be obeyed
g 727
unconditionally.
He/she does not allow anyone to interfere 795
with his/her decisions. ’
He/she does not like to be asked for help. 676
KMO: .855  Sig=.000 Bartlett's Test: 1.283E4 Total Variance Explained 69.122

As a result of the factor analysis made with the Varimax method, the KMO
value of the Managerial Behaviour scale was found to be 0.855, and Bartlett’s test
values were significant (p = 000) (Table 1). Three sub-dimensions with an eigenvalue
higher than one were detected on the scale. These dimensions were named as
autocratic leadership, democratic leadership, and laissez-faire leadership, adhering
to the original of the scale. The total variance explained by these dimensions is
69.122%. Table 1 also includes the results of Composite Reliabilities (CR) and
Average Variance Extracted-AVE analysis. Convergent validity refers to that the
statements related to variables are related to each other and to the factor they create.
Divergent validity, on the other hand, indicates that statements related to variables
should be less related to factors other than the factor to which they belong. For
convergent validity, all CR values related to the scale are expected to be higher than
AVE values, the AVE value will be higher than 0.50 and the CR value higher than
0.70 (Yashoglu 2017; Kiictikelci 2019). CR and AVE values were calculated for each
dimension of the Managerial Behaviour Scale. It is seen that AVE values for all

dimensions are higher than 0.50, and CR values are higher than 0.70.

Explanatory factor analysis results for the organizational identification scale
are given in Table 2. The organizational identification scale, which consists of six
statements, was determined as a single dimension, and this dimension explains
77.100% of the total variance (KMO: .907). It is also seen that the AVE value of the
organizational identification scale is higher than 0.50, and the CR value is higher than

0.70.
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Table 2. Factor Analysis Results for Organizational Identification Scale

. Explained .
Items Factor Loading Variance (%) Eigenvalue | AVE CR
When I talk about this hotel, I 920
usually say ““we” rather than “they.”
This hotel’s successes are my 920
successes. '
I am very interested in what others 899
think about my hotel '
When someone praises this hotel, it 880
feels like a personal compliment. ’ 77.100 4.626 0.77 0.95
If a story in the media criticized this 840
hotel, I would feel embarrassed ’
When someone criticizes my hotel, it 802

feels like a personal insult.
KMO: .907 Sig=.000 Bartlett's Test: 2.481E3 Total Variance Explained 77.100

After the dimensions of the scales were determined within the scope of the
explanatory factor analysis, confirmatory factor analysis was performed to test the
accuracy of these dimensions. At the same time, to identify if the model fit was
acceptable, X? (Chi-Square Goodness of Fit) / (degrees freedom) df, RMSEA (Root
Means Square Error of Approximation), AGFI (Adjusted Goodness of Fit Index), GFI
(Goodness of Fit Index), CFI (Comparative Fit Index), IFI (Increment Fit Index), TLI
(Tucker-Lewis Index) and NFI (Normed Fit Index) goodness of fit was taken as a

base (Akgtindiz and Eryilmaz, 2018).

Table 3. The Goodness of Fit Values of Confirmatory Factor Analysis for Scales

Managerial Behaviour Organizational
Indexes Gogg gfceptable & Scale Iden’gﬁcation Scale
CMIN/DF
(x2/sd) <3 <4-5 2.82 3.94
NFI >0.95 0.94-0.90 92 .99
RMSEA <0.05 0.06-0.08 .06 .06
GFI >0.90 0.89-0.85 .87 .98
AGFI >0.90 0.89-0.85 .87 94
CFI >0.97 >(0.95 .95 .99
TLI >(0.95 0.94-0.90 .94 .99
IFI >(0.95 0.94-0.90 .95 .99
(Meydan and Sesen 2015)

]}
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The goodness of fit values for the scales given in Table 3 show that the fit
index values of all scales are acceptable. The reliability levels of these factors were
determined following the factor analysis for the scales used in the study. When the
Cronbach’s Alpha values of the scales are analysed, it is seen that the autocratic
leadership scale is 0.835, the democratic leadership scale is 0.840, the laissez-faire
leadership scale is 0.861, and the organizational identification scale is 0.841 (Table 4).
In light of these data, it can be said that the reliability levels of the scales used in the
research are high (Cronbach’s Alfa > 0.60). When looking at the average values for
the variables in Table 4, it can be said that employees perceive their managers as a
democratic leader (3.40) rather than an autocratic (2.75) and laissez-faire leader (2.44).
Besides, it is seen that the level of identification of employees with the organization is

quite high (3,53).

Table 4. Mean and Cronbach’s Alpha Values of Variables

Number of

Variable Mean S.D. Cronbach’s Alfa
Statements
1)-Autocratic Leadership 9 N5 .885 .835
2)-Democratic Leadership 9 3.40 .952 .840
3)-Laissez-faire Leadership 11 2.44 .933 861
4)-Organizational Identification 6 3.53 864 841

Correlation analysis was conducted to determine the direction and strength of
the relationships between the variables and the results are given in Table 5. The
correlation between 0.5 and 0.8 is typically called a strong correlation (Ural and Kilig,
2013). The results of the analysis show a negative, significant, and healthy
relationship between organizational identification and autocratic leadership (r: -.575;
p <.001) and laissez-faire leadership (r: -, 728; p <.001). The correlation values
between organizational identification and democratic leadership, on the other hand,
indicate a positive, significant, and healthy relationship (r: .751; p <.001) between the

two variables.

=77
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Table 5. Analysis of Correlation for the Relationship between Managerial Behaviour

and Organizational Identification

0 Autocratic Laissez-faire Democratic |Organizational
Leadership Leadership Leadership | Identification
Autocratic Leadership 464 1
Laissez-faire Leadership 464 .660™ 1
Democratic Leadership 464 -.503" -.698" 1
Organizational Identification | 464 -575" -728" 751 1
**Correlation is significant at the 0.01 level (2-tailed)

Firstly, confirmatory factor analysis was conducted to test the construct
validity of the research model stated in the theoretical structure. Then, path analysis
was carried out to test the research hypotheses. The error terms with correction
indices, which are high in the path analysis values of the research model in Figure 2,
were connected to each other, and the goodness of fit values of the model was
increased. As a result, it is seen that the goodness of fit values of the research model

is within the limits of acceptable fit values.

Figure 2. Path Analysis Values of the Research Model

Model Fit Values: CMIN/DF: 2.99 NFI: .90 RMSEA: .07 IFI: .93 TLI: .93 GFI: .85
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Path analysis was performed to test the relationship between variables
following the goodness of fit values of the measurement model. Leadership style
refers to the independent variable in this analysis, while organizational identification
refers to the dependent variable. In the model, when the t value is above 1.96, the
relationship between the variables is at the level of 0.05, and when it is above 2.56, it
is significant at the level of 0.01 (Akg¢oltekin, 2019). Since the lowest t value in the
research model is -2.57, the relationship between the variables can be said to be

significant at the level of 0.01.

Table 6. Structural Parameter Estimates

Standardized

Hypothesized path path Stgndard t-Value P values Result
W ITors
coefficients
e Autocratic
HI1: Identification | <--- Leadership -13 .04 -2.57 0.001 Supported
I Democratic
H2: Identification | <--- Leadership .79 .09 11.51 0.001 Supported
Laissez-
H3: Identification | <--- faire -.30 .04 -3.87 0.001 Supported
Leadership

When Figure 2 and Table 6 are examined in general, it can be seen that
autocratic leadership negatively and significantly affects organizational identification
(B =-0.13; t = -2.57, p = 0.001). Similarly, laissez-faire leadership negatively and
significantly affects the level of organizational identification (p = -0.30; t = -3.87; p =
0.001). On the other hand, democratic leadership positively and significantly affects
the level of organizational identification (p = 0.79; t = 11.51; p = 0.001). Hypothesis

results are presented in Table 6 in general.
5. DISCUSSION

We found that there is a positive relationship between the democratic
leadership behaviours perceived by the hotel staff and the level of organizational
identification. It is seen that the results obtained in the scope of the research and the
studies in the literature overlap. A study by Sakal (2018) found that if managers give
importance and trust their employees and take into account their wishes and needs,
this may increase the level of organizational identification. Similarly, Baykal, Zehir

and Kole (2018) stated that the managers who care about the wishes and needs of the
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employees and enable them to participate in the management process and give
importance to the ideas of their employees in the decision-making process increase
the organizational identification level. In general, within the scope of the findings of
the studies in the literature (i@can, 2006; Turgut, Tokmak ve Giigel, 2012; Morcin and
Morcin, 2013; Akbari, Kashani, Nikookar and Ghaemi, 2014; Eren and Titizoglu,
2014; Ates, 2015; Celik, 2018; Sakal, 2018; Zorlu et al., 2019), the following
characteristics ensure that employees have a robust organizational identification as
well as increase their job performance and motivation: the trust that managers create
on their employees, allowing employees to contribute to the organization, fair
attitude, and consideration of the personal wishes and needs of each employee in the

business.

Another finding of the research is that autocratic leadership negatively affects
organizational identification. Unlike democratic leaders, managers who adopt
autocratic leadership establish a strict control system, ignore the wishes and needs of
employees, focus solely on business activities, enforce organizational procedures
unconditionally and establish formal relationships with employees. In other words,
autocratic leaders do not give their employees the right to choose and do not care
about their wishes and thoughts while doing the work while democratic leaders
consider mutual respect and try to do things by giving their employees the right to
choose, with emphasis on desire and motivation (Peker, Inand1 and Gilig, 2018).
Mboya, Were and Otieno (2018) also stated that autocratic leaders do not tend to
communicate with their employees and they expect their orders to be executed
without question, they focus on procedures rather than people. They are feared
rather than being respected or loved because they intensely use punishments and
sanctions. This situation may cause employees to move away rather than integrate

with the organization.

For this reason, it can be stated that managers who do not care about the
individuals, which are the most critical factors in tourism businesses, who do not
care about the wishes and needs of employees, can decrease the organizational
identification level of the employees. Blake and Mouton define task-oriented

leadership as the autocratic leadership and state that this kind of leadership neglects
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the human element within the business while focusing on business processes
(Cekmecelioglu, 2014). Tengilimoglu (2005) states that business managers in the
private sector have a more friendly approach and show relationship-oriented and
participative leadership behaviour. In hotels operating in the service sector, it can be
said that this type of leadership is not very suitable for hotel businesses due to the
nature of the environment created by serving people. In their study on hotels,
Ozdevecioglu and Kamgiir (2009) found that hotel employees’ perception of
relationship-oriented leadership was higher than task-oriented leadership. Findings
obtained in the study also show that most hotel managers do not show the autocratic

leadership style.

As a result of the analyses conducted to determine the effect of Laissez-faire
leadership on the level of organizational identification, it was found that this type of
leadership reduces the level of organizational identification of employees. Ozturan
and Tugsal (2019) state that Employees in enterprises with laissez-faire leadership
understanding must determine their own goals and objectives and deal with the
problems they face on their own. For this reason, a leader cannot be influential.
According to Tosunoglu and Ekmekgi (2016), the laissez-faire leader does not have
supervisory authority, and the presence and participation of the leader are not felt.
Therefore, the expectations of subordinates are not met, and this situation may cause
employees to have negative feelings towards the organization. Laissez-faire leaders
are people who do not make their presence felt in the business, do not distribute
work within the group, do not contribute to finding solutions to the problems, and
role conflicts among their employees and do not benefit their employees (Ozturan
and Tugsal, 2019). Role ambiguity and role conflict can negatively affect the
cooperation of groups within the organization and the job performance of
employees. The fact that leaders with this understanding have poor communication
and interaction with their employees, they are not concerned with the problems of
the employees, they leave their employees to themselves may cause employees to
feel insignificant and experience identification problems with their organizations (Al-

Malki and Juan, 2018).
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6. CONCLUSION

The study was carried out to determine the relationship between the
democratic, autocratic, and laissez-faire leadership behaviours adopted by the
managers of five-star hotels and the organizational identification levels of their
employees. To this end, 464 people working in five-star hotels operating in Antalya
were included in the study using the simple random sampling method, and a face-to-
face questionnaire technique was applied to them. According to the results of the
research, the hypothesis H1 (The autocratic leadership behaviour perceived by hotel
employees affects their organizational identification levels) was accepted. Hotel
managers, who show autocratic leadership behaviour, may cause the organizational
identification levels of the employees to decrease. The second hypothesis of the
research (Democratic leadership behaviour perceived by hotel employees affects
their organizational identification levels) was supported. According to the findings,
the organizational identification level of the employees may increase if the hotel
managers display democratic leadership behaviour. Finally, the laissez-faire
leadership behaviour perceived by hotel employees affects their organizational
identification levels, which means that the H3 hypothesis was also supported.
According to this result, if the managers adopt the laissez-faire leadership style, the

level of identification of the employees in the organization may decrease.

The research concluded that employees perceive their managers as democratic
leaders. In other words, it can be said that hotel managers adopt leadership styles
that consider the wishes and needs of their employees and give importance to their
subordinates. Besides, the level of organizational identity of the hotel statf was above
average. Based on this result, we can say that the employees willingly perform the
activities in the hotel operations and adopt the hotel they work in. Besides, the level
of organizational identification is high in such an organization, thanks to the fact that
managers value the employees and create an organizational culture that gives
importance and confidence to their subordinates. In this context, managers who want
to strengthen their organizational identification levels are recommended to adopt
leadership approaches similar to democratic leadership behaviours that give
importance and trust to their subordinates and take into account their personality

]}
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traits. In other words, the level of organizational identification of employees can be
positively affected if hotel executives take into account the personality traits of the
employees while performing their business activities, include the employees in the
decisions taken and pay attention to their wishes and needs. Communication is poor
between employees and hotel managers who adopt to apply strict rules and adopt

autocratic leadership.

For this reason, the motivation of the employees may decrease, conflicts may
arise between the employees, and this may lead to low productivity. Leaders who
use Laissez-faire leadership behaviour typically refrain from exercising their powers.
Their presence is not felt within the business. It can be said that this kind of
leadership approach may harm the sense of belonging of the hotel staff to the hotel

they work in; in other words, their organizational identification.

This study has some limitations. The data were obtained from employees of
the five-star hotels operating in Antalya, Turkey. Therefore, it is difficult to
generalize the results. Moreover, since the research data was obtained in 2019, the
research also has a time limitation. Future studies on the subject may include other
leadership styles that may affect organizational identification levels. Alternatively,
the same study can be carried out in different cities or businesses other than hotels,
such as restaurant businesses and travel agencies. Besides, the effect of these
leadership styles on different elements of the organization can also be the subject of

research.
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