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Abstract: The purpose of this study is to reveal the relationship between the organizational
identification of the employees in hotel establishments and travel agencies and their turnover
intention. The research data were obtained from 275 participants working in hotels and travel
agencies in Antalya. The data were analysed through descriptive analyses, and correlation
and regression analyses. As a result of the analyses, it was found that there was a significant
and negative relationship between the perceptions of the employees about the organizational
identification and their turnover intention. As a result of the study, it was concluded that the
organizational identification of the employees affected their turnover intention at a level of
5%.
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INTRODUCTION

In today's business world, where change, uncertainty, risk and chaotic environment
have emerged, it can be stated that organizations are trying to provide qualified
labour force in order to reach their goals and to ensure the continuity of this work
force in the establishment. In addition, employees change their jobs for various
reasons and desire to be employed in the establishments where they can work in
better conditions each time.
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Before the employees leave their workplace, they begin to have an intention to do
so. Turnover intention is a particular asset for the organization and the employee
because of the importance of the long-term employment of the organizations and the
fact that it is an important premise of the act to leave the job. This is because the
next stage of turnover intention, which is to turn this intention into action, can have
negative consequences for both employees and organizations (Omiiris, 2014: 30).
Barttlett (1999) refers to "a conscious and cautious decision or intention to leave the
organization". Price (1977) defines the turnover intention as "the degree of
individual movement within the boundaries required to be a member of a social
system". Turnover intention is defined as the destructive and active actions that
employees have shown when they are unsatisfied with their working conditions by
Rusbelt et al. (1988). More specifically, turnover intention is a preliminary
indication of the real absenteeism and imposes significant costs on establishments
(Ehtiyar et al. 2010: 32, Tett and Meyer 1993: 259, Lambert et al. 2001: 245).

As a matter of fact, turnover intention is a concept which has received widespread
attention in the organizational behaviour literature as a premise of the act to leave
the job. The relevant literature reveals findings that turnover intention would
adversely affect the effectiveness of an organization. (Aslan and Etyemez, 2015;
Onay and Kilci, 2011; Sabuncuoglu, 2007; Giil et al., 2008; Schwepker, 2001). In
this study, the concept of "turnover intention”, which will be considered as the
dependent variable, refers to "a conscious and cautious decision or intention to leave
the organization" (Barttlett, 1999: 70). There are also organizational factors that can
cause the turnover intention of the employees to decrease or not to develop.
Organizational identification, which expresses the perceptions of the employees
about their being one and similar with their organizations, is considered as one of
these factors. What shows itself as an important role in the organizations' long-term
successes is to make the organization membership an important part of the
employees' egos and to make them proud while defining themselves as the members
of the organization, in other words, to enable them to embrace the organization to
the extent to which they identify their own identities with the organization itself
(Polat & Tabak 2009: 19). Organizational identification is the sense of unity and
belonging that the employees feel towards their organizations.

The employees who are identified with their organizations find their work
meaningful and thus get motivated. In other words, it expresses a biased, affective
commitment of the employees (Buchanan, 1974: 533) to the aims and values of the
organization, to their role and to the organization in relation to the realization of the
goals and values. This is because, as a result of the identification, individuals feel
emotionally happy and get attached to their organizations. Identification consists of
three elements (Tosun, 1981: 145-150): The main element of identification is that
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the individual strongly believes in the goals and values of the organization and
accepts them. The identification with this aspect can be seen as a process of an
integration of the organizational and individual goals. The second element of
identification is that the individual willingly performs the acts which form his or her
organizational role. It is an important source of satisfaction to try to make the goals
of the organization real for the individual who adopts them as if they were his or her
own.

The third element of identification is that the individuals are willing to maintain
their membership in the organization. Positive organizational identification reduces
the labour turnover rate, decreases the level of group conflicts, and increases the
employees' compliance, motivation, participation and job satisfaction (Vardaman et
al., 2017; Sokmen and Biyik, 2016; Rockman and Ballinger, 2017; Kesen, 2016;
Basar and Basim, 2015). Members who are strongly identified with their
organization accept the organizational goals as their personal goals and become
more loyal and harmonious. Job performances of the individuals identified with their
organizations increase as well (Santas et al. 2016). The relationship between
identification and turnover intention was examined in various studies in the
literature. It has been concluded that organizational identification is affected by
turnover intention in the studies that determine the relationship between
organizational identification and turnover intention (Turgut et al., 2017; Polat &
Meydan, 2010; Akgiindiiz & Bardakoglu, 2015; Turung & Celik, 2015; Tolukan et
al., 2016).

In brief, one of the critical success factors for the long-term achievements of the
establishments is to ensure that the employees adopt the organizational goals and to
mobilize the dynamics that will attach them to the organization. It is seen that it is
very important for the employees to stay in the organization in terms of the fact that
the human resource provides a competitive advantage to the establishments in
tourism sector; however, despite this importance, when examined at the global level,
it is seen that social and psychological problems increase in tourism establishments.
Although the turnover intention of the employees has been studied in many studies
(Bayargelik and Findikli, 2017; Yenihan et al., 2014; Serceoglu et al., 2016; Giiger
et al., 2017; Oriicii and Ozafsarliglu, 2013), the number of studies examining the
effects of the perception of organizational identification on turnover intention is
limited, especially for our country. Therefore, the present study examined the
relationship between the perception of the organizational identification, which is an
extremely important concept in terms of organizational efficiency and effectiveness,
and turnover intention.
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METHOD
The Purpose of the Study:

The main purpose of this study is to investigate the relationship between the
organizational identification and the turnover intention of the employees who are
employed in the hospitality industry. In addition, determining the extent to which
organizational identification predicts the level of turnover constitutes another aim of
this study.

The Scope of the Study

The population of this study is composed of the employees of the tourism
establishments operating in Antalya region.

The Method of the Study

Convenience sampling method was employed while forming the study group.
Convenience sampling method was used in order to reach the people to be included
in the sample so as to keep the questionnaires’ rate of return high. A total of 292
guestionnaires were distributed between April and August, 2018. As a result of the
analysis, a total of 275 questionnaires were considered valid to be included in the
analyses due to the exclusion of the incomplete questionnaires. In the related
literature, it is stated that the sample size for the analyses can be determined in
proportion to the number of variables. Accordingly, the number of variables in
normal distribution is recommended to be five, and a sample size that is ten times
larger is suggested in other distributions (Bryman ve Cramer, 2001; as cited in
Tavsancil, 2002). In this study, since the total number of items on the scales was 9, it
can be stated that 275 samples were above the minimum number and sufficient.

The research analyses were conducted through three questionnaires. In the first part
of the questionnaire, there are questions to determine the demographic
characteristics of the employees. In the second part of the questionnaire, there are
items to measure "Organizational Identification". The one-dimensional
organizational identification scale with six items which was developed by Mael and
Asforth (1992) and adapted to Turkish by Tziin (2006) was used in the study. The
cronbach alpha (o) coefficient of the organizational identification scale, which was
adapted to Turkish and whose reliability and validity analyses were made, was
found to be = ,89 in this study. In the third part of the questionnaire, the Turnover
Intention Scale, developed by Camman et al. (1979), was used. In order to measure
the level of employees’ self-evaluation intentions to stay at work or to resign, the
three-item Turnover Intention Scale, developed by Cammann, Fichman, Jenkins and
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Klesh (1979), was used. The cronbach alpha (o) coefficient of the turnover intention
scale, which was adapted to Turkish and whose reliability and validity analyses were
made, was found to be = ,88 in this study. Both of the scales were 5-point likert type
(1 = strongly disagree, 5 = strongly agree).

Hypotheses

H1: There is a negative and significant relationship between the employees'
perceptions of organizational identification and their turnover intention.

H2: The employees’ level of organizational identification significantly predicts their
level of turnover.

FINDINGS

The findings obtained as a result of performing various statistical analyses on the
data acquired by survey method are presented under the heading of demographic
findings, and the descriptive statistics regarding the organizational identification of
the employees and their turnover intention are given under the heading of correlation
and regression analysis.

When the findings of the demographic variables were examined, a total of 275
employees of accommodation establishments and travel agencies participated in the
study and 36.4% of them were female employees. A total of 46.9% of the
participants were single and 54.50% of them were 31 years old or over. It was
confirmed that 37.1% of the participants had undergraduate and graduate degrees
and 49.1% of them had tourism education. In addition, it was concluded that 42.5%
of the participants had one-year or less employment in the current establishment.

According to the results of the analysis given in Table 1, it can be stated that the
turnover intention of the employees in the tourism establishments was below the
average with 2,21 and the mean value for their organizational identification was
above the average with 3,76. A negative and significant relationship was found
between the employees' perceptions of organizational identification and their
turnover intention. Therefore, H1 hypothesis was accepted.
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Table 1: Correlation Analysis of Organizational Identification and Turnover
Intention and Their Mean Values

TI ~
OVERAL | Ol _
Mean Std Dev | L OVERALL
Turnover 1,1484 | 1.00000 -,224
Intention 2,2167 6 <.0001
Organizational -,224** 1.00000
Identification 3,7603 83339 <.0001

As a result of the regression analysis (Table 2), it was observed that the
organizational identification affected 5 % of the variance of turnover intention.
When the analysis results were analysed, it was seen that the organizational
identification was a significant predictor of turnover intention (R = -0,224 R2 =
0,060 F = 14.33, p <0,001). Accordingly, it was seen that organizational
identification had a significant impact on turnover intention (8 = -0,308; p <0001)
and explained the variance at a rate of 5 % (R? = 0.050). In the light of these data, it
can be suggested that organizational identification was a weak and significant
predictor of turnover intention. It can be stated that 5 % of the total variance related
to turnover intention was explained by organizational identification. Therefore, H2
hypothesis was accepted.

Table 2: Regression Analysis

Independent Variable Dependent Variable
Turnover
R Sig
Organizational Identification | - 308 <.0001
R*=0.050
F=14,331
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DISCUSSION AND CONCLUSION

In this study, it is aimed to determine the relationship between the organizational
identification and turnover intention for the employees in the hospitality and travel
industry. For this purpose, in the current study, analyses were conducted to
determine the correlation between organizational identification and turnover
intention in the hospitality and travel establishments operating in Antalya. As a
result of the correlation analysis, it was determined that there was a significant and
negative relationship between organizational identification and turnover intention at
the level of (r = -.0,224) in the tourism establishments that took part in the study. In
addition, the research shows that the organizational identification had a significant
effect on turnover intention (8 = -0,308; p <0001) and was explanatory at 5 % (R 2 =
0.050). The results of the present study are consistent with the findings of the studies
conducted on different sectors in the literature (Van Knippenberg and Van Schie
2000, Lee 1971, Cole and Bruch 2006, Bamber and lyer 2002, Becker 1992, Mael
and Ashforth 1995, Wan Huggins et al., 1998, Scott et al. 1999, Van Dick et al.,
2004).

As it is known, the most important source of the organization that the establishments
has centred on in recent years is human and their behaviours within the organization.
One of the most important factors in achieving organizational efficiency is a
thorough analysis of the socio-psychological factors that affect the behaviours of
employees. One of the important psychological factors that affect the employees'
behaviours is their level of organizational identification. Ensuring or increasing the
organizational identification in establishments will enable employees to develop a
strong link with their work and others by increasing their efforts to coordinate their
own beliefs and workplace values. In other words, it will highlight the strong
relationships they will develop with the establishment. Similarly, it is extremely
important to ensure that the employees remain in the organization for the human
resource to provide a competitive advantage to the establishments in the tourism
sector. Turnover is one of the main problem areas of the tourism sector (Pelit et al.,
2016; Erdem et al., 2015). Tourism is a satisfaction and saturation activity, and at
the same time it is a sector that greatly benefits from human labour. People need to
perceive their work environment positively to provide the best service to other
people. An important aspect of organizational identification is that the psychological
proximity of the individual to the organization expresses much more than the
interpersonal relations. When we consider a person in the organization as a
psychological fact, organizational identification will allow the individual to embrace
the organization voluntarily and remain faithful to that organization.
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As summary, this research provides information about the level of organizational
identification of the employees working in the hospitality and travel establishments
operating in the province of Antalya, and its impact on their turnover intention. It is
believed that the obtained results will provide important information to the sector
practitioners. Increasing the practices to increase organizational identification will
hinder employees' turnover intention. Business managers need to question which
factors will provide the organizational identification of the employees, and what
kind of individual and organizational results could be caused by organizational
identification.

The most important limitation of the study is that the research was conducted only in
Antalya and the results could not be generalized to the employees in other provinces.
Conducting this research in different provinces with broader groups of participants
will enrich the literature of organizational identification and turnover intention.
Furthermore, other emotion-based variables that may affect turnover intention can
be examined by researchers in future studies.
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