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ABSTRACT

The term institutionalization is a process that necessitates change and harmony with the environment and provides value
and balance to establishments. The tourism industry plays quite an important role in the economic development of all
countries. Therefore, the phenomenon of institutionalization is considered a strategic management system for tourism
establishments to adapt to intense competition conditions, make a profit and sustain their existing share in the market. The
purpose of this study was to measure the level of institutionalization perceived by 368 persons working at 50 five-star
hotels operating in Antalya. Descriptive statistics were utilized in the study, with factor analysis, t-test, and ANOVA
test. As a tesult of the analysis performed, it was found that the participants' perceptions on formalization,
professionalization, cultural power, and consistency vary in accordance with the variables of total employee number, bed
capacity, and time in the business of the hotels where they are employed.
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INTRODUCTION

In an environment of global competition, it can only be possible for organizations to grow and
get a foothold in the international markets through a good management system (Shmatenko ef
al, 2020). Management systems are of utmost importance for businesses to sustain their
presence and use their resources in the most efficient manner (Sboeva ef al, 2019). As a result
of the significance of management systems for businesses and the constant changes taking place,
management science has started to focus more on the field of institutionalization (Tengilimoglu
& Akgoz, 2019). The concept of institutionalization is one that envisages a faster and more
permanent adaptation of businesses and establishments to a constantly changing and developing
economic world and them being able to maintain their existence independently from people by
becoming simpler institutions, which are at the same time different from their competitors with
their own flexible structure and autonomous nature (Cakir & Bediik, 2013).

Institutionalization expresses the process of harmonization between establishments and the
environment in which they operate and progress that happens over time (Selznick, 1996).
Institutionalization brings forth change. In such a process, establishments need to change their
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structural characteristics and especially make arrangements to their organizational structure
and system to harmonize with the environment (Akyol & Zengin, 2014). Within the
institutionalization process, with an orientation from the environment to the establishment, a
harmony between the establishment and the environment comes to the forefront. As a result of
the institutionalization process, which adds value and stability to establishments, such
establishments achieve their goal of survival and persistence. Accordingly, when an
establishment becomes institutional, this means that the establishment is accepted by its
environment and has achieved permanency (Dilbaz, 2005). Institutionalization also means the
establishment of a structure that allows businesses to continue and develop their activities
without being bound to the presence of people (Yildiz, 2008; Akca, 2010). Restructuring an
establishment in line with certain principles and standards requires that the management and
personnel are made up of persons who know what they are doing and the establishment operates

within the scope of an understanding based on knowledge (Uzungarsili ef al, 2000;
Moghaddam & Dehkhodania, 2020).

To give another definition, institutionalization is a systemic phenomenon that explains
organizational change, as well as guiding establishments on how to keep in step with their
environment. Accordingly, the concept of institutionalization is understood to refer to a system
of harmonized and controlled activities, which arises out of the interaction between the
establishment and its external environment and is a process of executing the rules, practices and
procedures borne out of said system (Cevher, 2014). The establishment developing the necessary
managerial and organizational system in order to fulfil the conditions of the present time,
identifying the appropriate conduct and business standards and principles which are the
requirements of becoming an institution and setting them down in writing for implementation
is another definition given for the process of institutionalization (Aydemir ef al, 2004).

From an organizational viewpoint, institutionalization is defined as the establishment adopting
rules, standards, rational management principles and procedures not bound to any person,
establishing systems that monitor changing environmental conditions, developing an
organizational structure that is congruent to the developments, translating business transaction
procedures and methods into organizational culture and thus taking on a different and
distinguishing identity when compared with other establishments, becoming systematic and

providing an efficient working environment (Giimiistekin & Adsan, 2006). In this sense, tourism
establishments in the tourism industry, which is dubbed the "smokeless industry", having
economically positive impacts on developing countries by ensuring the inflow of hot money and
foreign currency to bridge the import deficit, need to take the necessary measures to adapt to
intense competition conditions, make a profit and retain their share in the existing market. The
tourism industry shoulders the burden of expediting the development of countries. The industry
actualizing such an expedition and creating an impact depends to a great extent on employees
who carry out labor-intensive activities therein (Tayfun ef al., 2010; Terzi & Pata, 2016). From
this viewpoint, the phenomenon of institutionalization is considered to provide an extremely
strategic management system for tourism establishments.

The scope of the present study involves employees of five-star hotel establishments operating in
Antalya. In the study, data were collected from 368 people consisting of the employees of 50
five-star hotels by using survey techniques between September and October of 2019. Descriptive
statistics, as well as the t-test and ANOVA test, were utilized in the study. The reliability of
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measurements carried out via the measurement tool was determined with the Cronbach's alpha
measurement reliability prediction method and the validity of the use of measurements and the
proposed interpretations were determined through explanatory factor analysis. A statistical
package software was utilized in the analysis of survey data.

Theoretical Framework

The Institutional Theory, which serves as the basis for the concept of institutionalization, was
put forth for the first time by Philip Selznick in 1948. According to Selznick, institutionalization
is a process of propagating ideas and values. It is defined as an applied process shaped by the
organization and individuals and restricted by the environment (Giirol, 2011). Meyer and
Rowan (1977) define institutionalization as processes, obligations, and facts which become the
norm in cases of social thinking and action. On the other hand, according to DiMaggio and
Powell (1983), institutionalization is an adaptation tool necessary to resolve the uncertainty
which the organization finds itself in. DiMaggio and Powell state that organizations can become
institutional by imitating and adapting to other successful organizations in their environment
(Aylan & Kog, 2018). The first thing that comes to mind about institutionalization is the
description of work to be done and organizational units and preparation of written procedures
(Kocel, 2014). According to Broom and Selznick (1955: 238), institutionalization is a neutral

@ concept, which means “the emergence of orderly, stable, socially integrating patterns out of

unstable, loosely organized, or narrowly technical activities”. The process of institutionalization
is one that commences with organizations adopting the values of groups within both the internal

® and the external environment, which needs to be monitored by leaders in terms of the benefits

and dangers it contains. Also, according to Zucker (1977: 728), the degree of institutionalization
can vary according to the environment in which the action takes place and the position and role
of the actor. She argues that as the level of institutionalization increases, cultural permanence
will occur by itself (Ozen, 2010).

Looking at studies contributing to the formation of the Institutional Theory (Meyer & Rowan,
1977; Zucker, 1977; Scott & Meyer, 1983), the fundamental argument of the theory is that the
structure and processes of organizations are shaped according to their adaptation to the
institutional environment they are in. An institutional environment consists of the rational
structures, rules, norms, and beliefs formed outside of and above organizations with the
modernization process (Ozen, 2010).

In the institutional approach, a certain similitude and parallelism is observed between the
structural and procedural features of organizations operating within a certain environment and
the features of such environment itself. This similitude, also expressed as isomorphism, is the
most important component in the establishment of the relation between the organization and
the environment. Organizations operating in the same branch will surely take on similar
structures and operational features due to facing similar environmental pressures. As a result of
all organizations displaying a similar isomorphism, “institutional isomorphism” will emerge.
That is to say, organizations in the same branch will look alike in terms of their structures and
operational characteristics. In business management, institutionalization starts with the
establishment of a system in businesses. In summary, with the development of systems for
business activities such as the procurement of raw material, stocking, production flow, collection
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records, payments, etc. institutionalization starts. This is true for all businesses regardless of their
size, be it at a small or large scale (Kogel, 2014).

In a study carried out by Tolbert and Zucker (1996: 182), institutionalization process is
explained over a model. According to this model, factors such as technological developments,
the emergence of a legal obligation, or problems borne out of market impacts give way to a new
manner of organizational adaptation. That being said, the first step of institutionalization is
named the habitualization stage. Conventional/stereotypical courses of conduct are generated
in this stage. In the second stage, called objectification, generally-accepted meanings on
stereotypical courses of conduct are formed. Finally, in the sedimentation stage, such courses of
conduct take on a quality of externality and achieve reality by themselves (Cakar & Danisman,
2012).

In the study conducted by Tolbert and Zucker (1996), the stages and comparative dimensions
pertaining to institutionalization were addressed. Accordingly, information on the pre-
institutionalization stage, semi-institutionalization stage, and full institutionalization stage is
presented in Table 1 here below.

Table 1. Stages of institutionalization and comparative dimensions
Pre-institutionalization = Semi-institutionalization = Full institutionalization

Dimension
stage stage stage
Processes Habitualization Objectification Sedimentation
Characteristics of
Homogeneous Heterogeneous Heterogeneous
adopters
Impetus for o o . .
.p . Imitation Imitative/normative Normative
diffusion
Theorizati .
corlzation None High Low
activity
Variance in )
. . High Moderate Low
implementation
Structure failure .
rate High Moderate Low

Source: Tolbert and Zucker, 1996: 185

It is assumed that in organizations three different types of institutional mechanisms affecting
decision-making exist, namely coercive mechanisms, mimetic mechanisms, and normative
mechanisms. Of these, coercive mechanisms stem from political influence and legitimacy issues.
Mimetic mechanisms refer to imitating the strategies and practices of rival organizations due to
uncertainties in management. Normative mechanisms, on the other hand, are related to
professionalization (Boselie ef al., 2003).

Studies from the literature (Alpay ef al, 2008; Apaydin, 2008; Cavus & Demir, 2011; Sanal,
2011; Tengilimoglu & Akgdz, 2019; Akkus & Bilen, 2020) reveal that generally five basic
dimensions were addressed as regards institutionalization. These are formalization,
professionalization, transparency, cultural power, and consistency (Karacaoglu & Sozbilen,
2013). Brief information on the mentioned dimensions is provided below.
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Formalization

Formalization refers to a clear definition of works and procedures, authorities, and
responsibilities (Akkus & Bilen, 2020). Formalization is the standardization and recording of
business-related processes such as procedures, rules, and roles (Ferrel & Skinner, 1988). A
formal structure demonstrates how the control and coordination of the establishment's actions
are performed and contains a set of rational managerial relations. Within this scope, formal
structures express institutionalized values (Apaydin, 2008). According to Pugh ef al. (1969),
the structure of an organization is closely related to the content of its activities. The diversity

of organizational structures can be explained by many content-related factors (Aylan & Koc,
2017).

Professionalization

Professionalization is based upon the precepts that the works and transactions within the
establishment are performed by those who are experts in the relevant area, and the balance of
duty, authority, and responsibility is established on the basis of expertise (Barnes & Hershon,
1994). As regards professionalization, there is a perception that all employees working under
the establishment must be persons from outside of the family. However, professionalization
not only means the assignment of persons outside of the family but also persons from within
® the family being vested with such duties in accordance with their knowledge, skills, and
° ® training (Yazicioglu & Kog, 2009). Additionally, according to Apaydin (2008), professionalism
also means the development of the business climate in a way to support the characteristics of
o ® ®  professional employees (freedom, continuous training, etc.) and keeping in contact with the

professional and industrial institutions within the relevant sector.

Transparency

Transparency refers to establishments sharing information with the public in a correct, open,
and complete manner (Akkus & Bilen, 2020). Also referred to as accountability in the
literature, transparency ensures that establishments share with the public the information that
they hold in an accurate and complete manner. Moreover, transparency is a factor that boosts
performance (Apaydin, 2008).

Cultural Power

Also called organizational culture, cultural power is the entirety of organizational beliefs and
values guiding the attitudes and conduct of employees (Akkus & Bilen, 2020). Cultural power
refers to the level of acceptance of the business culture and its commonality throughout the
establishment. As the acceptance by the employees of the norms, ethical code, values, and
principles constituting the culture increases, the establishment will have a stronger culture
(Apaydin, 2008).

Consistency

Consistency means that all actions fit the purposes of the establishments and promises are kept
(Akkus & Bilen, 2020). According to Jaworski and Merchant (1988), consistency refers to
establishments keeping the promises that they make. Additionally, it can also be defined as the
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harmony between the mission, strategy, and actions of establishments and acting and reacting
in a similar manner to other establishments that carry out similar activities within the relevant
sector (Apaydin, 2008).

Literature Review

Examining the body of literature on institutionalization, it is understood that different
dimensions of institutionalization such as its relation to human resources management practices
(Boselie ef al, 2003; Yilmaz & Kitapei, 2017; Akkus & Bilen, 2020), possible problems (Akyol &
Zengin, 2014; Ozbay & Ellidort, 2020), a scale study on its criteria (Aylan & Kog, 2017), levels
of perception in hotel establishments (Aylan & Kog, 2018), relations to job satisfaction (Demirci
ef al., 2020), its impact on levels of institutional entrepreneurship (Karacaoglu & Sozbilen,
2013), applications in catering establishments (Kizanlikli, 2018), its variance according to the
structure of establishments (Tengilimoglu & Akgoz, 2019), its impact on emotional labor
behavior (Cetinkaya & Korkmaz, 2018), its impact on business performance (Apaydin, 2008),
its relation to hotel feasibility studies (Hodari & Samson, 2014), its impacts on the quality of
working life (Marta ef al., 2013) and on competitive power (Tiirkoglu & Dalgi¢, 2017; Tiirkoglu,
2018), its impact on the use of strategic management instruments (Kurt & Yesiltas, 2016) have
been investigated. Specifically, within the scope of the present study, a similar study carried out
by Aylan and Koc (2018) comes to the fore. The purpose of the study conducted by Aylan and
Ko¢ (2018) was to identify the perceptions of employees working at hotel establishments
pertaining to institutionalization. According to study results, it was found that employees
working at chain establishments, hotels with an international branding, and hotel establishments
with professional managers in senior management positions had a higher institutionalization
perception than those working at other establishments.

In the study performed by Akkus and Bilen (2020) the relation between institutionalization and
human resources management practices in establishments was examined. According to the
results obtained, significant relations were found between institutionalization and human
resources management practices in establishments. The results also support the outcomes of the
study carried out by Yilmaz and Kitap¢i (2017). In said study, it was found that strategic human
resources management has a positive impact on the institutionalization process. In a similar
study conducted by Boselie ef al. (2003), it was identified that human resources management
has a lesser impact on institutions with a high level of institutionalization (such as hospitals and
local administrations). In establishments with a lower level of institutionalization such as hotels,
the impact of human resources management was found to be greater.

In the study conducted by Akyol and Zengin (2014) problems that may arise concerning
institutionalization were addressed. In the study performed on family-owned businesses, it was
understood that the most significant problem areas related to institutionalization were focused
on communication, planning, generational conflict, population problems, role conflicts, high
labor turnover rate, power struggles, and gossip. In a similar study performed by Ozbay and
Ellidort (2020), it was identified that the most significant problems which family-owned
businesses face with relation to institutionalization are impulsive decision-taking on the part of
the managers, strategic decisions being made by the owner of the establishment, verbal
disclosure of decisions taken by family members, persons outside of the family not having an
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impact on the decisions made and difficulties in the implementation of decisions due to
differences in opinion.

In the study carried out by Marta ef al (2013), it was found that institutionalization has a
positive effect on the quality of working life. In the study conducted by Cetinkaya and Korkmaz
(2018) as regards the relation between institutionalization and emotional labor, it was found
out that in establishments where written work descriptions and rules are present and adopted
by everyone, employees tend to exert more emotional labor. The results show that
institutionalization also has a positive impact on emotional labor. Additionally, in the study
performed by Demirci ef al (2020) on the relation between institutionalization and job
satisfaction, a positive relation was found between institutionalization and job satisfaction. It was
underlined that hotel establishments wishing to increase job satisfaction should take steps
towards institutionalization (Demirci ef al, 2020). Along with this, in a study performed to
investigate the impact of the level of institutionalization in hotel establishments on the use of

strategic management tools, Kurt and Yesiltas (2016) found a significant relationship between
the two. Consequently, as the level of institutionalization in establishments increases, strategic
management tools are also used more (Kurt & Yesiltas, 2016; Velavan & Natarajan, 2020).

In the study conducted by Tengilimoglu and Akgoz (2019), institutionalization levels and
business structures were investigated. Looking at the results pertaining to the relation between

® ihe institutionalization levels of hotels and their structural characteristics, it was found that
@ hotels that are active year-round had a higher level of formalization and cultural power average

than seasonal hotels. Moreover, according to study results, it was revealed that hotels that are
not family~-owned businesses have a higher level of formalization when compared to hotels that
are family-run establishments. In a study where the impact of institutionalization on the
institutional entrepreneurship levels of accommodation establishments was examined,
Karacaoglu and Sozbilen (2013) concluded that institutionalization in accommodation
establishments have a significant impact on institutional entrepreneurship.

MATERIALS AND METHODS

The research population was made up of employees of five-star hotel establishments in Antalya.
Most of the accommodation establishments with a tourism operation license in Turkey (19.5%)
are located in Antalya (Ministry of Culture and Tourism, 2020). A great portion of
accommodation establishments in Antalya (42.3%) consists of five-star hotels (TUROB, 2020).
The survey method was utilized in the study as a data collection tool. The study took place
between September and October of 2019. The survey was applied to the employees of 50 five-
star hotels. According to the information obtained from the hotels, a total of 14.167 personnel
work at these establishments. 750 survey questionnaires in total were handed out by the
researchers and 404 filled questionnaires were collected back. Following the examination of the
questionnaires collected, 368 questionnaires were found to be eligible. The ratio of the survey
questionnaires evaluated to the survey questionnaires handed out is 49.1%.

In the survey, alongside the questions asked to identify the demographic characteristics of the
respondents (gender, age, level of education, marital status, term of employment) and the
features of the hotel they work at (number of employees, bed capacity, time in business, type of
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establishment, seasonality status), the 5-Point Likert Scale (1: Absolutely Agree; 5: Absolutely
Disagree) developed by Apaydin (2007) was used to reveal the level of institutionalization which
hotel employees associate with their establishment and to investigate their tendencies pertaining
to the level of institutionalization. Consisting of 26 items in total, the scale encompasses four
dimensions. Each of these dimensions represents the components of institutionalization. These
dimensions are formalization (4 items), professionalization (6 items), cultural power (5 items),
and consistency (11 items).

In order to come up with findings on the demographic features of hotel employees and the
perceived level of institutionalization and to identify whether such perceptions differ according
to the demographic characteristics of hotel employees and the features of the hotel they work at,
statistical methods of frequency, percentage, arithmetic mean, standard deviation, t-test for
independent samples (for variables containing two groups such as gender, etc.) and ANOVA (for
variables containing more than two groups such as level of education, etc.) were utilized in the
analysis of the data. In the study, it was assumed concerning the use of parametric tests (t-test
for independent samples, ANOVA) that by addressing each group (female, etc.) under each
dimension (formalization, professionalization, cultural power, consistency) and each variable
(gender, etc.) separately it was ensured that the data which needed to be met fit the normal
distribution. In order to identify which groups caused a significant difference emerging in

variables containing more than two groups as a result of the analyses performed over parametric ®
tests, in cases where the homogeneity of variances was achieved according to the post-hoc

multiple comparison test statistics which do not require a principle of the equal number of 9 o
samples between the groups the Bonferroni test and in cases where such homogeneity was not g ®

achieved Tamhane’s T2 test were utilized. The homogeneity of variances was analyzed using
Levene’s statistics. Moreover, in cases where the homogeneity of variances was not achieved,
instead of the (F and p) values obtained as a result of the ANOVA analysis, the data obtained
from the output of Welch and Brown-Forsythe's statistics, which is another result of the same
analysis, were utilized. The reliability of measurements made with the measurement tool was
determined with the Cronbach's alpha measurement reliability prediction method and the
validity of the use of measurements and the proposed interpretations were determined through
explanatory factor analysis. SPSS statistical software was used in the analysis of survey data.

RESULTS AND DISCUSSION

Findings on Demographic Characteristics

Demographic characteristics of the participants are presented in Table 2. The majority of the
participants consist of male (65.8%) employees between the ages of 31-40 (47.6%), who have
graduated from university (52.7%), are married (59.8%), and have been working as a chef
(13.3%) in the hotel they are presently employed at for a duration of (1-3 years) (43.8%).

Table 2. Distribution of study participants by demographic characteristics

Dem. Charact. Groups f %
Female 126 34.2
Gender Male 242 65.8

Total 368 100
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21-30 82 22.3
31-40 175 47.6
Age 41-50 88 23.9
51-60 23 6.3
Total 368 100
Primary School 28 7.6
High School 137 37.2
Level of Education University 194 52.7
Postgraduate 9 2.4
Total 368 100
Married 220 59.8
Marital Status , Singl.e 104 285
Divorced/Widow (er) 44 12
Total 368 100
General manager 24 6.5
Purchasing manager 1 3
@ Accounting-finance manager 21 5.7
S Human resources manager 5 1.4
o o Marketing sales manager 4 1.1
® ([ ] Front office manager 18 4.9
¢ Catering manager 32 8.7
Housekeeping manager 27 7.3
Technical manager 2 .5
) . Security manager 23 6.3
Assigned Duty (Position) - -
Public relations manager 25 6.8
IT manager 1 3
Quality manager 21 5.7
Entertainment manager 22 6
Floor supervisor 25 6.8
Chef 49 13.3
Accounting supervisor 24 6.5
HR supervisor 24 6.5
Bar supervisor 20 5.4
Total 368 100
Less than 1 year 71 19.3
1-3 years 161 43.8
Term of Employment 4~ years 106 28.8
7-9 years 20 5.4

10 years and above 10 2.7
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Total

368

100

Findings Regarding the Features of the Hotels from the Ferspective of the Employees

The distribution of hotel employees who participated in the study by the features of the hotel

they work at is presented in Table 3 here below. The majority of the participants consists of

employees of hotels where between 201-300 personnel is employed (32.1%), with a bed capacity
of 601-800 (41.6%), with 6-~10 years of time in business (39.7%), defined as domestic chain
establishment (65.2%) and operating year-round (73.6%).

Table 3. Distribution of hotel employees who participated in the study by the features of the

hotel they work at
Features Groups f %
0-200 42 114
201-300 118 32.1
301-400 106 28.8
Number of Hotel Personnel 401-500 73 19.8
501-600 23 6.3
601 and above 6 1.6
Total 368 100
200-400 14 3.8
401-600 36 9.8
i 601-800 153 41.6
Hotel Bed Capacity
801-1000 103 28
1001 and above 62 16.8
Total 368 100
1-5 years 40 10.9
6-10 years 146 39.7
. . . 11-15 years 118 32.1
Hotel's Time in Business
16-20 years 59 16
21 years and above 5 1.4
Total 368 100
Foreign hotel chain 25 6.8
Domestic hotel chain 240 65.2
Hotel's Type of Business Foreign independent hotel 9 2.4
Domestic independent hotel 94 25.5
Total 368 100
Seasonal 97 26.4
Seasonality Status Year-round 271 73.6
Total 368 100

Findings from the Scale
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Findings Obtained Through Descriptive Statistical Methods and Reliability and Fxplanatory
Factor Analysis Results
Findings from the Institutionalization Principles Scale (IPS) developed to identify the
perception of hotel employees concerning the level of institutionalization of their
establishments are presented in Table 4. As a result of the reliability analysis performed with
the Cronbach's alpha measurement reliability prediction method and of the validity analysis
performed through explanatory factor analysis, no items were found necessary to be removed
from the scale. As a result of the explanatory factor analysis, only three factors with eigenvalue
statistics higher than 1 were identified under the consistency dimension in the scale.

Table 4. Findings from the scale

Standard Factor Reliability

Scale WA Deviation Loads Coefficient
IPS 3.76 46 891
Formalization dimension 3.53 .70 704

Employee handbooks on issues such as safety and

adoption of new policies
Our hotel is specialized 3.58 97 923
" Professionals have a say in the selection of persons
to be newly employed at our hotel
Our hotel is professional 3.43 1.09 787
Employees of our hotel are awarded in accordance
with their performance and skills

3.71 1.04 923

. L . . . 1.11 7
working conditions are available in our hotel 5.56 85
@ ° There are written opergtional instructions for 334 33 767
~ employees in our hotel
. . . .
(] 2 There is a written handboqk on established rules 346 36 716
o r \? and procedures in our hotel
(™) % There are written task definitions in our hotel 3.45 .99 .706
S
§ Explained Cumulative Total Variance %
‘5 53.466
2 KMO
]
617
§ KMO and Bartlett's Test :
= Barlett's Test p
ﬁ .000
§ Professionalization dimension 3.55 .86 934
\% In our hotel, promotions are made in accordance 3.70 34 392
S with the performance skills of employees
S . . -
§ Our professional supervisors have a say in the 3.60 95 933
Q
e
N
g
<

3.28 1.05 774

Explained Cumulative Total Variance %
76.485
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KMO
872
O and Bartlett's Test
KMO and Bartletts Tes Barlett's Test p
.000
Cultural power dimension 3.46 77 .885
In our hotel, it is easy to réach. a compromise 3.9 1.03 374
between employees even in difficult matters
In our hotel, there is a clear understanding among
the employees on the right and the wrong ways to  3.30 .96 .940
do things
Employees working at different departments' of 3.35 98 930
our hotel share the same corporate perspective
There is a good consistency of purpose among the
departments of the hotel and at different levels  3.39 .85 .885
(subordinate/supervisor)
In our hotel, there is a strong culture of corporate 3.98 33 461
commitment among the employees
Explained Cumulative Total Variance %
70.122 ]
KMO o
801
KMO and Bartlett's Test ® (g
Barlett's Test p
.000 b~
Coherency dimension 4.09 45 .804
The strategic goals and actlogs (activities) of our 407 32 300
hotel are consistent
In our hotel, business ﬂow processes and .the 3.89 37 908
_ structure of our organization are compatible
5 Our hotel is consistent 3.76 .85 .851
§ Our hotel keeps the promises it makes to its
™ stakeholders (other institutions, customers, and ~ 3.72 .73 .853
employees)
Our hotel's strategies and pu81ness processesare . o, 4 913
compatible
Technical prof1c1en01§s of the employees of our 421 78 738
hotel are congruent with our business processes
All actions, processes, and structures implemented
in our hotel is exactly as explained to the external 4.14 .84 915
o auditors
% In our hotel, punishment and reward applies in
= the same manner to everyone under similar 4.21 .81 873
conditions
The processes and structure of our hotel are
similar to those of establishments doing the same 4.32 71 .867

business in the same sector
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Our hotel reacts to similar situations in similar

g 4.38 .64 878
5 ways
5 In our hotel, managerial decisions are taken in line 435 ol 347

with the vision, mission, and strategy

Explained Cumulative Total Variance %
79.162

KMO
729
Barlett's Test p
.000

KMO and Bartlett's Test

According to the analysis results provided in Table 4, it can be said that the institutionalization

levels of the hotels are good (Xx=3.76). Specifically, in the consistency dimension, which is one

of the components of institutionalization the employees have a rather positive perception
(x=4.09). When compared with the other dimensions of institutionalization, employees have

the least positive perception partially in the cultural power dimension (x=3.46). Moreover, it

is observed that the arithmetic mean for the responses given to all items is above 3.00.

o ® Employees express the most positive thoughts on statements which read “our hotel reacts to
similar situations in similar ways” (x=4.38), “in our hotel, managerial decisions are taken in
line with the vision, mission and strategy” (x=4.35) and “the processes and structure of our
@ ® hotel are similar to those of establishments doing the same business in the same sector”
(¥=4.32) under the dimension of consistency, among the components of institutionalization.

Contrarily, employees' considerations concerning the statements which read “employees of our

hotel are awarded in accordance with their performance and skills” (x=3.28), “in our hotel,

it is easy to reach a compromise between employees even in difficult matters” (¥x=3.29) and
“in our hotel, there is a clear understanding among the employees on the right and the wrong
ways to do things” (x=3.30) are partially less positive.

Findings on whether the data obtained from the scale prepared to reveal the study participants’
considerations on the four dimensions which determine their perceived level of
institutionalization pertaining to the hotel establishment they work at vary according to their
demographic features are presented in Table 5.

Considerations of respondents under the formalization dimension differ in accordance with
age, level of education, and term of employment at the hotel. In consequence of the post-hoc
tests performed, it could not be identified from which groups the difference related to age and
level of education arises; and it was found that as the term of employment at the hotel increases,
a more positive outlook on formalization which is among the components of
institutionalization is adopted.

Considerations of respondents under the professionalization dimension again differ in
accordance with age, level of education, and term of employment at the hotel. It could not be
determined from which groups the difference related to the term of employment at the hotel
arises, following the post-hoc test performed. Looking at the age variable, the difference stems
from the fact that those within the (51-60) age group have a more positive perception
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(x=3.96) than those within the (31-40) age group (Xx=3.43). As for the variable of the level of
education, the difference stems from the fact that those who have received postgraduate
education have more positive opinions (x=4.46) than high school (Xx=3.49) and university
(x=3.51) graduates.

Likewise, participants’ considerations under cultural power differ in accordance with gender,
age, and level of education. The difference stems from the fact that men (x=3.53) compared
to women (¥=3.33), and those within the (51-60) age group (x=3.92) when compared to
those within the (21-30) (x=3.36) and (31-40) (x=3.39) age groups have provided more
positive responses under the cultural power dimension. As for the variable of the level of
education, it can partially be said that a higher level of education leads to a tendency of more
positive perception. Lastly, the perceptions of the participants under the consistency dimension
show no difference according to any demographic feature of hotel employees, as understood
from the analyses performed. Generally speaking, it was found that the perceptions of the
employees show no difference in accordance with the variable of marital status but the
variables of age and level of education play a significant role.

Table 5. Findings from the comparison of the evaluations of study participants in terms of their

demographic features ®
d
4 . Levene's Test t/F/W-
g Variables Groups n W.A.  sd (0)* BE p Post-hoc ° ®
Female 126 346 .49 No e ®
Gender 000  -1.569 118 . ¢
Male 242 356 .78 difference
21-30 82 3.42 .60
Age 31-40 175 3.47 .71 168" 3370 019" ()
41-50 88 3.65 71
51-60 23 3.84 .75
Primary School 28 3.49 1.05 3.078
Levelof  High School 137  3.41 .75 000 ’ 18 9~ .041*/0. -)
_§ Education University 194 3.60 .59 ' e 97 S
| Postgraduate 9 3.86 .50
§ Married 220 3.55 .75 602
§  Marital Single 104 3.47 .59 ’ .549/.57 No
= Status Divorced/Wid 019 555 7 difference
44 3.57 .66 R
ow(er)
lessthan 170 559 7
year @
1-3 years? 1ol 3.48 .67 (atod,e:b
Term of . - 27
4-6 years 106 3.56 .66 .643 4.441 .002 toe)
Employment s
7-9 years d 20 3.90 77
l0yearsand 45 74
above ¢

A Gender Female 126 3.66 .73 .000 1.854 .065
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Male 242 349 91 Mo
difference
21-30 82 3.57 .76
31-40° 175 343 .84 . . (btod)
Age 4150 33 366 97 410 3.320 .020 -
51-604d 23 3.96 .95
Primary School 28 3.85 .75 11.956
Levelof  High School® 137  3.49 .81 013 - 09 2~ .000***/. (dtob,c)
Education  Universityc 194 3.51 .89 | s 000*** R
Postgraduated 9 4.46 47
Married 220 3.59 .88
NSIT;ZI Di Sm%dle'd = - = 1547 1.208 .500 diffel\iince
orced/ Wit g 361 75
ow(er)
Lessthan 17 570 85
year
1-3 years 161 3.46 .86
Term of iGyears 106 347 84 658 2882 .023%* O
Employment .
® 7-9 years 20 3.92 .87
L] 10 years and 10 402 73
° ® above ’ )
Female 126 3.33 .69 Difference
d .001 -2.533 .012*
® ® Gender Male 242 353 .80 z O12% s resent
® 2130« 82 336 .74
31-40° 175 339 .76 . e (dtoa,b)
Age 1150 38 358 9 .256 4.447 .004 e
51-604d 23 3.92 .b6
Primary School 28 3.51 .85
levelof HighSchool? 137  3.27 .71 7393 000 ® ttoocé)d’ ¢
E Education  Universitye 194 3.56 .76 ' ' ) e
< Postgraduated 9 4.24 .50
E Married 220 3.50 .78
5 . .
= l\;[:;ﬁil Di Sm%dle'd = = - 3617 955 587 diffel\iznce
O Worece/ WIS 44 348 75
ow(er)
Lessthanl o 547 47
year
Term of 1-3 years 161 3.44 .78 No
Emplovment 4-6 years 106 3.39 .78 3147 1.427 224 difference
by 7-9years 20  3.77 .85
0yearsand 500 g4
above
Female 126 4.11 43 No
= *
g Cender Male 24z 408 44 % 779 AT difference
& - } . 518- . .
5 Age 21-30 82 3.99 54 003 2.518~ .062/.06 . No
O 31-40 175 4.13 42 2.422 7 difference
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41-50 88 4.12 40 e
51-60 23 3.99 .24
Primary School 28 4.13 .45
Level of High School 137 4.09 41 . No
Education University 194 4.08 47 267 210 889 difference
Postgraduate 9 4.00 .33
Married 220 4.12 44
l\g:;ﬁzﬂ Di Sm%dle'd = = 521 16 .522 diffel\ioence
woreed/ WIS 44 404 46
ow(er)
Lessthan 12y 403 43
year
1-3 years 161 4.08 45
Term of N No
Employment 4-6 years 106 4.11 43 441 1.213 .305 difference

7-9 years 20 4.24 41
10 years and
above
If p>.05, the variances for the variable are homogeneous (equal); **p<.05; ***p<.01; **** Welch/Brown-Forsythe,

e Bonferroni, ****** Tamhane T2

10 4.22 .54

Findings from the Examination of the Considerations of the Respondents Pertaining fo the Level 4
of Institutionalization of Their Hotel Establishments from the Viewpoint of the Features of @ ®
Hoftels

Findings on whether the data obtained from the scale prepared to reveal the study participants' ® )
considerations on the four dimensions, which determine their perceived level of
institutionalization pertaining to the hotel establishment they work at vary according to their
features of the hotels are presented in Table 6.

Participants’ considerations under the formalization dimension differ in accordance with the
variables of the total number of personnel, bed capacity, and time in the business of the hotels

they work at. It could not be determined from which groups the difference related to the total
number of hotel personnel arises, following the post-hoc test performed. As concerns the
variable of bed capacity, the difference stems from the fact that those working at hotels with a

bed capacity of (601-~800) have a less positive perception (x=3.39) when compared to those
working at hotels with a bed capacity of (401-600) (x=3.78) and of (1,001 and above)
(x=3.77) and that those working at hotels with a bed capacity of (801-1,000) have a less
positive perception (Xx=3.46) when compared to those working at hotels with a bed capacity

of (1,001 and above) (x=3.77). As for the variable of hotel's time in business, the difference

stems from the fact that the perception of those working at hotels which have been in business

for (1-5 years) is more positive (X¥=3.99) when compared to those working at hotels, which

have been in business for (6-10 years) (x=3.42) and for (11-15 years) (x=3.44).

On the other hand, participants’ considerations under the professionalization dimension differ

in accordance with the variables of the total number of personnel, bed capacity and time in
business, and type of establishment of the hotels they work at. Concerning the variable of the

total number of personnel, the difference stems from the fact that those employed at hotels
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employing (0-~-200) personnel have a more positive perception when compared to the other
groups (201-300, 301~-400, 401-500). As for the variable of hotel bed capacity, the difference
stems from the fact that those working at hotels with the lowest bed capacity (200-400) have
a more positive perception than those employed at hotels with the highest bed capacity (1,001
and above). And for the variable of hotel's time in business, the difference stems from the fact
that employees of hotels with the least time in business (1-5 years) have a more positive
perception when compared to the other groups (6-10 years, 11-15 years, 16-20 years). As
concerns the variable of the type of establishment, the difference stems from the fact that
employees of foreign independent hotels have a more negative perception (Xx=2.76) than those
working at domestic chain hotels (x=3.58) and domestic independent hotels (x=3.57).

Participants’ considerations under the cultural power dimension differ in accordance with the
variables of the total number of personnel, bed capacity, and time in the business of the hotel
they work at. Concerning the variable of the total number of personnel, the difference stems
from the fact that those working at hotels employing (501-600) personnel have a less positive
perception (¥x=3.38) than those working at hotels employing (601 and above) (x=4.53). As
for the variable of hotel bed capacity, the difference stems from the fact that the employees of
hotels with the lowest (200~-400) and the highest (1,001 and above) bed capacity have a more

) positive perception pertaining to the dimension of cultural power when compared with the

®  others. For the variable of hotel's time in business, the difference stems from a more positive

® @ perception on the side of the employees of hotels with the least time in business (1-5 years)
H ® Whe}fl 'compared tQ othe? groups (6-10, 11- 1 5, 16~ZQ years). ' . '

) Participants’ considerations under the consistency dimension differ in accordance with the

variables of the total number of personnel, bed capacity and time in business, and the
seasonality status of the hotels they work at. It could not be determined from which groups the
difference related to the hotel bed capacity arises, following the post-hoc test performed.
Concerning the variable of the total number of personnel, the difference stems from the fact
that employees of hotels with the highest number of personnel (601 and more) have a more
positive perception within the scope of the consistency dimension (x=4.55) when compared
to those working at hotels employing (401-500) personnel (x=3.99) and (501-600) personnel
(Xx=3.95). As for the variable of hotel's time in business, the difference stems from the fact that
those working at hotels with the least time in business (1-5 years) and the most time in business
(21 years and above) have more positive perceptions when compared to other groups. And for
the variable of seasonality status, the difference stems from the fact that those employed at
hotels operating year-round have a more positive perception (x=4.12) than those working at
seasonal hotels (x=4.00).

Generally speaking, it was found that the perceptions of employees differ less in accordance to
the variables of type of establishment and seasonality status than other variables, that on the
other hand, the variables of total hotel personnel number, bed capacity, and time in business
play a significant role and that perceptions under the dimensions of professionalization and
consistency display more variance when compared to variables pertaining to hotel features
under other dimensions.
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Table 6. Findings from the comparison of the evaluations of study participants in terms of the
features of the hotel

4 . Levene's t/F/W-
E Variables Groups n W.A sd. Test (p)* BF p Post~hoc

0-200 42  3.74 .92
201-300 118 3.37 .70
Number of 301-400 106 3.50 .57 000 1039112 .004***/.0 )
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otel Bed 601800° 1556 539 72 014 4655 0L /0 "o
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801-1000 4 103 3.46 .59
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5 1-5 years @ 40 399 .71
3 6-10years® 146 3.42 .74
'FES' Hotel's Timein  11-15 years ¢ 118 3.44 .60 440 79297 000™* (a tlo b? c) S ®
5§  Business 16-20 years 59 3.61 .63
a 21 years and ® (
5 4.15 .82
above ® ®
i o
Forelgn. hotel 25 344 @63
chain
Domestlft hotel 240 3.53 74
Hotel's Type of chain . No
. - 459 429 732 .
Business Foreign 9 333 63 difference
independent hotel ’ )
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Seasonality Seasonal 97 3.532 .67 No
.520* -.076 .940 .
Status Year-round 271 3.53 .71 difference
0-200 2 42 398 .04
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6-10 years b 146 3.56 .77 B
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Business 7 5 . 00
years an 5 453 .55
above
Forelgn. hotel 25 341 76
chain
Domest}c hotel 240 358 86
chain b
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. . .788* . .032** o
Business  independent hotel 9  2.76 .85 88 2.960 082 o
Domestic
independent hotel 94  3.57 .84
d
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.002 1.956 .052 .
Status Year-round 271 3.50 .88 difference
0-200 42  3.62 .76
[ ) 201-300 118 3.36 .85 47
@ Number of 301-400 106 3.36 .67 5.247- 001***/.0 (etof)
.038 4.557 Fekok EEE T
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601 and above f 6 4.55 .52
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. .045 2.488 o s
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If p>.05, the variances for the variable are homogeneous (equal); **p<.05; ***p<.01; **** Welch/Brown-Forsythe,
e Bonferroni, ****** Tamhane T2

CONCLUSION

Tourism industry provides a significant economic contribution, especially for developing
countries. Therefore, institutionalization has strategic importance for tourism establishments to
adapt to intense competition conditions, make a profit, and sustain their existing share in the
market. Generally, five dimensions are addressed within the scope of the concept of
institutionalization. These dimensions are formalization, professionalization, transparency,
cultural power, and consistency.

The population of the present study consists of employees of five-star hotel establishments in
Antalya. The survey method was utilized in the study as a data collection tool. The study took
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place between September and October of 2019. The survey was applied to the employees of 50
five-~star hotels.

In the survey, alongside the questions asked to identify the demographic characteristics of the
respondents (gender, age, level of education, marital status, term of employment) and the
features of the hotel they work at (number of employees, bed capacity, time in business, type of
establishment, seasonality status), the 5-Point Likert Scale (1: Absolutely Agree; 5: Absolutely
Disagree) developed by Apaydin (2007) was utilized to reveal the level of institutionalization
which hotel employees associate with their establishment and to investigate their tendencies
pertaining to the level of institutionalization. Consisting of 26 items in total, the scale
encompasses four dimensions. Each of these dimensions represents the components of
institutionalization. These dimensions are formalization (4 items), professionalization (6 items),
cultural power (5 items), and consistency (11 items).

Descriptive statistics were utilized in the study, with factor analysis, t-test and ANOVA test.
According to the analysis results, it can be said that the institutionalization levels of the hotels
are good (3.76). Specifically, in the consistency dimension, which is one of the components of
institutionalization the employees have a rather positive perception (4.09). When compared
with the other dimensions of institutionalization, employees have the least positive perception
partially in the cultural power dimension (3.46).

@ As a result of the analysis performed, it was found that the participants' perceptions on

formalization, professionalization, cultural power, and consistency vary in accordance with the
variables of total employee number, bed capacity, and time in the business of the hotels where

® they are employed. Generally speaking, it was found that the perceptions of the employees show

no difference in accordance with the variable of marital status but the variables of age and level
of education play a significant role.

Examining the body of literature on institutionalization, it is understood that different
dimensions of institutionalization such as its relation to human resources management practices
(Boselie ef al., 2003; Yilmaz & Kitapei, 2017; Akkus & Bilen, 2020), possible problems (Akyol &
Zengin, 2014; Ozbay & Ellidort, 2020), a scale study on its criteria (Aylan & Kog, 2017), levels
of perception in hotel establishments (Aylan & Kog, 2018), relations to job satisfaction (Demirci
et al., 2020), its impact on levels of institutional entrepreneurship (Karacaoglu & Sozbilen,
2013), applications in catering establishments (Kizanlikli, 2018), its variance according to the
structure of establishments (Tengilimoglu & Akgodz, 2019), its impact on emotional labor
behavior (Cetinkaya & Korkmaz, 2018), its impact on business performance (Apaydin, 2008),
its relation to hotel feasibility studies (Hodari & Samson, 2014), its impacts on the quality of
working life (Marta ef al., 2013) and on competitive power (Tiirkoglu & Dalgic, 2017; Tiirkoglu,
2018), its impact on the use of strategic management instruments (Kurt & Yesiltas, 2016) have
been investigated. Specifically, within the scope of the present study, a similar study carried out
by Aylan and Koc¢ (2018) comes to the fore. The purpose of the study conducted by Aylan and
Ko¢ (2018) was to identify the perceptions of employees working at hotel establishments
pertaining to institutionalization.

Recommendations
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The study is expected to contribute to the body of literature and hotel establishments. The results
obtained contribute to the studies on institutionalization in the literature. In addition, the results
obtained provide information to business managers about the perceptions of personnel
regarding institutionalization. At the same time, variables pertaining to institutionalization can
be explained by using different variables, different samples, and different analysis methods.

Limitations

The scope of the present study involves employees of five-star hotel establishments operating in
Antalya. Since the results are obtained only from the employees of five-star hotel establishments
operating in Antalya, generalizations cannot be made to all businesses.
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