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Abstract

Organizational commitment (OC) achieves numerous positive organizational outcomes as well as
positive employee behaviors and attitudes that help the organization to succeed. Hence, it is
important to identify employee organizational commitment in hospitality organizations and
recognize the factors that influence it, such as perceived organizational support (POS) and
employee advocacy. Therefore, the study aimed at investigating the influence of POS and
employee advocacy on OC dimensions. For achieving these objectives, data were collected using
questionnaires. A convenience sample of 600 hotel employees from 8 five-star hotels in Cairo
was chosen for investigation. However, only 367 valid questionnaire forms were received from
the respondents, representing a response rate of 61.2 percent. Descriptive analysis, correlation
analysis, and multiple regression analysis were used to analyze the data. The findings showed
that the two independent factors had significant positive effects on all dimensions of OC. POS as
well as employee advocacy had the highest impact on continuance commitment (CC). However,
employee advocacy is more important than POS in terms of its impact on normative commitment
(NC) and CC. It was recommended that hotel management should increase hotel employees’
organizational commitment, particularly the affective commitment (AC), by raising
organizational support through many practices, such as organizational rewards, good work
conditions, promotion at work, job safety, etc. The results also suggested that hotel management
should facilitate the access of employees to required information to improve employee advocacy.
Keywords: Perceived organizational support; organizational commitment; affective
commitment; normative commitment; continuance commitment; employee advocacy.

Introduction

This research involves three dependent variables, which are AC, NC, and CC as well as two
independent variables, which are POS and employee advocacy. OC is an attitude that reflects the
relationship between employee and organization. It involves three overall issues: emotional
attachment to an organization; feeling a sense of duty and obligation to continue employment
because of the social pressure; and feeling committed to an organization based on understanding
the costs associated with leaving.

OC is a key factor to identify organizational behavior and it is one of the best indicators that can
be used to predict the employees’ turnover (Meyer and Allen, 1997). Several studies found that
OC positively influence employee behaviors and attitudes. OC was also found to be negatively
related to turnover intention (e.g. Mathieu and Zajac 1990; Meyer et al., 2002).

In addition, OC was found to have positive effects on service quality (Garg and Dhar, 2014).
Additionally, a plethora of studies has found that OC positively influences the relationship of the
organization with its customers (Boshoff and Allen, 2000; Gounaris, 2005) because it increases
customer satisfaction which in turn leads to customer retention and positive word of mouth
publicity (Libai et al., 2013).

Furthermore, OC is a strong indicator of organizational effectiveness (Steers, 1977). It is
essential for organization success (Uludag et al, 2011). It is an effective response to the whole
organization (Morrison, 1996). It appears to be strategically important for employers due to
potential financial returns in the long term (Papadakis et al., 1998). Accordingly, it is crucial to
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increase employee organizational commitment in hospitality organizations and identify the
factors that influence it, such as POS and employee advocacy.

POS is realized when employees think that their contribution and interests are being respected by
organizational practices. Employees who have high POS feel honored, protected, and
acknowledged, and in response show raised assistance, identification, gratitude, and persistent
work (Chiang and Hsie, 2012). POS usually generates an obligation on employees to make
contributions to the organization (Howes et al., 2000), have a concern for the organization's
prosperity, and help the organization achieve its goals (Armeli et al., 2002; Chew and Wong,
2008; Dhar, 2012).

Employees recognize the support obtained from their organization and consequently have a
feeling of obligation to it (Eisenberger et al., 1990; Rhoades and Eisenberger, 2002). This
obligation makes employees feel and show commitment towards their organizations (Wayne et
al., 1997).

As regards to employee advocacy, it means that the organization represents and supports the
interests of employees. The employee advocacy perception is developed as a consequence of
assessing management practice (O'Fallon, 2014). When management defends employees’
interests, the trust of employees and their positive behaviors and feelings towards the
organization increase (Akgunduz and Sanli, 2017).

In the literature there are few studies looking into the concept of employee advocacy (e.g. Yeh,
2014; Akgunduz and Sanli, 2017). No study in the areas of hospitality management has measured
to date the influence of employee advocacy on employees’ organizational commitment.

As a result, the purpose of this study is to explore the extent to which employees in five-star
hotels in Cairo perceive organizational support and employee advocacy as well as to assess their
commitment to the organization. In addition, the study investigates the impact of POS and
employee advocacy on OC dimensions.

The research was conducted on the category of five-star hotels where the concepts of
organization support and employee advocacy are applied, therefore they can be measured. Also,
these types of hotels are managed by international hotel chains or franchised. Thus, when the
research is conducted on these hotels, the results obtained will be obvious and can then be
applied on the other categories of hotels (i.e. three or four-star hotels).

Literature review

Perceived organization support

The idea of organizational support is derived from the social exchange theory (SET) (Blau, 1964)
and Norm of Reciprocity Theory (NRT) (Gouldner, 1960). According to these two theories,
employees who are offered a favor by their organizations will not harm these organizations and
will show positive feelings and behaviors towards them.

The POS concept was first introduced by Eisenberger et al. (1986) to explain the reciprocations
between employees and their organization. POS is regarded as a social exchange connection that
stems from interactions between an employee and his or her organization. It is described as a
psychological contract that the employee makes with the enterprise (Eisenberger et al., 2004). It
also refers to individuals’ “global beliefs concerning the extent to which the organization values
their contribution and cares about their well-being” (Eisenberger et al., 1986, p. 501).

The antecedents and consequences of POS and its mediating and moderating roles between many
variables were identified. Examples of the antecedents that help to develop POS include
organization justice, managerial support, organizational rewards, work conditions, promotion at
work, job safety, etc. (Riggle et al., 2009). POS consequences include organizational
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commitment, job satisfaction, job performance, job involvement, low levels of voluntary
quitting, and positive work behaviors (Rhoades and Eisenberg, 2002).

POS is supposed to be as a strong predictor of OC (Eisenberger et al., 1986). It has been found to
be associated with employee commitment to the organization (Eisenberger et al., 1990; Muse and
Stamper, 2007; Panaccio and Vandenberghe, 2009). POS was found to be the real cause of OC
(Rhoades et al., 2001).

Organizational commitment

OC means the degree to which an employee identifies with an organization (Malik et al., 2010;
Mehrabi et al., 2013). It is also conceptualized as an acceptance of the organizational objectives
(Robbins and Coulter, 2012; Alniagik et al., 2013),
a willingness to work hard to accomplish those objectives (Porter et al., 1974; Su et al., 2013),
and the desire to remain with the organization (Porter et al., 1974; Meyer and Allen, 1991;
Greenberg and Baron, 2000; Robbins and Judge, 2013).

From business managers’ viewpoint, OC is very necessary to bring, maintain, and motivate key
individuals (Michaels et al., 2001). In addition, OC was found to positively influence employee
behaviors, including work effort, organizational citizen behaviors, job performance (e.g.,
Mathieu and Zajac 1990; Meyer et al., 2002), absenteeism (Joiner and Bakalis, 2006),
cooperative behaviors, efficiency, and productivity of employees (Eisenberger et al., 2010; Lub
etal., 2012).

OC comprises three components, i.e. AC (feelings-based), NC (obligation-based), and CC (cost-
based) (Meyer and Allen, 1991; Becker, 2009). This classification is broadly accepted and came
as the superior one (Allen and Meyer, 1996; Powell and Meyer, 2004; Gellatly et al., 2006). On
the other hand, Bergman (2006) and Solinger et al. (2008) argued that AC and NC are highly
correlated practically although they differ from each other theoretically. Therefore, there is a
slight difference between these two concepts. In contrast, CC has almost no relationship with
either AC or NC (Solinger et al., 2008; Wallace et al., 2013).

Affective commitment

AC, the most studied dimension of OC, is defined as a strong belief in and acceptance of the
goals and values of an organization (Porter et al., 1974). In addition, it is “an emotional
attachment to, identification with, and involvement in to an organization” (Allen and Meyer,
1990, p. 1). The employee who is driven by AC stays in the job because he likes his organization,
enjoys the working relationship, and feels a sense of loyalty and belongingness (Mathieu and
Zajac 1990; Somers 1995; Robbins and Judge, 2013).

Reichers (1985) suggested that AC indicates a higher level of commitment, while NC and CC
show moderate and low levels of commitment, respectively. AC has stronger positive effects on
organizational outcomes, such as turnover intentions and performance, compared to the other two
types of commitments (Tett and Meyer, 1993; Meyer et al., 2002; Joarder et al., 2011; Luo et al.,
2013a; 2013b). AC also influences both the continuance and normative commitment (He et al.,
2011). AC is the most influential dimension to understand employee behavior among the three
dimensions of OC (Malik et al., 2010; Dhar, 2015; Jaiswal and Dhar, 2016).

Eisenberger et al. (1986) proposed that when employees believe that the organization cares about
their well-being, they feel obliged to return the caring by developing AC. Several researchers
(e.g. Armeli et al., 2002; Wayne et al., 2002) provide support for this assumption, indicating that
POS and AC are strongly related. Depending upon the existing literature, POS is believed to be
positively associated with the AC. Thus, following hypothesis is made.
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Hypothesis 1. POS positively influences AC.

Normative commitment

NC is described as “a feeling of obligation to continue employment” (Meyer and Allen, 1997, p.
11). In this commitment category, employees “feel that they ought to remain with the
organization” (Meyer and Allen, 1991, p. 67). They stay in the job because of the social pressure,
the moral and ethical values, or the responsibility toward the organization, in spite of the degree
of job satisfaction (Tufail and Naveed, 2012). NC happens when employees feel loyal and
indebted to organization that gave them a lot of advantages (Powell and Meyer, 2004; Weng et
al., 2010). Individuals with a strong NC do not desire to dissatisfy their supervisors and
colleagues if they depart the organization (Greenberg and Baron 2000).

There is a positive relationship that has also been found between POS and NC (e.g. Meyer et al.,
2002; Maertz et al., 2007). This relationship between POS and NC is based on internalized
normative pressures (Weiner, 1982) in addition to social exchange and reciprocity to positive
work experiences (Maertz et al., 2007). Based on the existing literature, POS is expected to be
positively linked with the NC. Therefore, following proposition is made.

Hypothesis 2. POS positively influences NC.

Continuance commitment

CC is the extent to which employees feel committed to their organizations based on the costs
associated with leaving. Employees may remain in an organization because of the investments
they have made or the costs/benefits related to leaving (Jaros 2007; Tufail and Naveed, 2012).
Antecedents of CC include magnitude and/or the number of personal investments, monetary
rewards, alternative work options, and organization specific skills (Jaros et al., 1993; Nazem and
Mozaiini, 2014).

Therefore, CC may be believed as a self-centered feeling (Powell and Meyer, 2004). It is
different from AC because there is no affective bond with the organization in CC category.
Employees who have CC continue to stay in the organization because they need this. They are
considered to be less committed to organization than affective employees (Meyer and Allen,
1991).

CC, as opposed to AC and NC displays modest consistent negative relationships with POS (e.g.
Meyer et al., 2002; Rhoades et al., 2001; Powell and Meyer, 2004). In addition, Tetrick et al.
(1991) argued that low POS may increase the ‘‘negative form of commitment” reflected in CC.
Based on the prior research, POS is supposed to be positively associated with the CC. Thus, the
following proposition is made.

Hypothesis 3. POS positively influences CC.

Employee advocacy

Employee advocacy is defined as the straightforwardness of the organization’s employment
policy, and its readiness to accomplish the best interests of the staff, although solution to a
problem is recommended by the competitors (Urban, 2004). Another definition is a method of
supporting and enabling employees to convey their opinions and concerns, to gain access to
information and services, to defend and announce their rights and responsibilities, and to
discover choices and options (UK Essays, 2015). Employee advocacy includes issues, such as
taking the employees’ complaints into account, maintaining them from discriminatory
employment practices, behaving to employees appropriately (e.g. promotion and transfer), and
avoiding them from harassment (Kim, 2009).
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Employee advocacy widely spreads in organizations that respect and give value for their staff.
On the contrary, it is not adopted in those organizations where the employees are dealt
worthlessly (Rynes, 2004). Management support of workers directly influences employee
advocacy. This leads staff to maintain and create extra effort for fulfilling their work for a long
term (Yeh, 2014).

There are several benefits of applying employee advocacy in organizations. It positively affects
organizational productivity (Mathieu and Zajac, 1990), job satisfaction (Chen, 2006; Chen, 2008;
Petrescu and Simmons, 2008) and OC (Park and Rainey, 2007). Moreover, employee advocacy
was found to positively influence job embeddedness (e.g. Yeh, 2014; Akgunduz and Sanli,
2017). In addition, it was found to decrease the turnover intention (Yeh, 2014). Likewise, in this
research it is expected that the employee advocacy affect the OC positively. In addition,
depending on the SET, RNT, and the existing literature, employee advocacy is believed to be
positively associated with AC, NC, and CC. Thus, the following hypotheses have been
developed.

Hypothesis 4. Employee advocacy positively influences AC.

Hypothesis 5. Employee advocacy positively influences NC.

Hypothesis 6. Employee advocacy positively influences CC.

Research methodology

Based on previous research, this study was designed to assess five variables in hotels: two
independent variables (i.e. POS and employee advocacy) and three dependent variables (i.e. AC,
NC, and CC). Moreover, the research examines the effect of the independent variables on the
three dependent variables.

Measurement and instrument

A questionnaire of three main parts was designed for the purpose of this research. The first part
(POS) was composed of 6 items (Eisenberg et al., 2001). The second part (OC) comprised three
sections: AC (9 items) (Meyer et al., 1993); NC (5 items) (Meyer and Allen, 1991); and CC (2
items) (Meyer and Allen, 1991). The final part (employee advocacy) included 6 items
(Eisenberger et al., 1986). A five-point Likert scale was used in all sections of the survey (1 =
strongly disagree and 5 = strongly agree).

Population and sample

The target population for the study was employees of all five-star hotels (33 hotels) in Cairo
(Egyptian Hotel Guide, 2016). After conducting a pilot study, it was found that only 8 five-star
hotels accepted to distribute the questionnaire to their employees and that the whole number of
employees in each hotel is almost equal. Thus,
a convenience sample of 600 hotel employees from the eight hotels was chosen for investigation.
The questionnaire forms were equally distributed to these eight hotels (75 per hotel). Only 367
complete questionnaires were received, representing a response rate of 61.2 percent. The
questionnaire forms were distributed and collected by hand to the investigated sample of
employees during period from 7-2017 to 8-2017.

Validity and reliability of the study instrument

With regards to the validity of the survey scales, face validity was established by seeking the
perceptions of several hotel employees toward the appropriateness of the questionnaire and
whether it rang true for them or not. Moreover, the questionnaire was initially pre-tested for its
validity by handing it out to human resources specialists and a professor of human resources.
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Based on the comments and suggestions obtained from the pre-test, necessary improvements
were made and some mistakes were corrected. In addition, the scale validity includes the
collection of empirical evidence concerning its use (Pallant, 2007). In this research, the 5 scales
constituting the survey were used and tested by previous researchers. For example, POS scale
was used by many previous scholars (Eisenberg et al., 2001).

In terms of reliability, Cronbach's alpha coefficient was calculated to determine the internal
consistency of the scales used in the research. Cronbach’s coefficient alpha indicates greater
reliability if its value is higher than .7 (Pallant, 2007). In this study, all the values of Cronbach’s
coefficient alpha were above .7 which indicated that the instrument was reliable.

Data analysis

Data analysis depended on using SPSS package (Statistical Package for the Social Sciences)
version (16) to analyze the data. Mean scores and standard deviations are calculated for all
factors in the study. Pearson correlation coefficient was used at a significance level of 5% to find
the relationship between POS, employees’ advocacy, and the three OC dimensions (i.e. AC; NC;
CC). The hierarchal multiple regression at

a significance level of 5% was used to determine the strength of the relationship between
variables of the study.

Results and discussion

Sample characteristics

The questionnaire included four items concerning the respondents’ demographic characteristics,
i.e. gender, age, educational level, and hotel department. Regarding gender, 70.5% of hotel
employees were male and 29.5% of them were female. Concerning age, about 65% of the
respondents were aged from 20 to less than 40 years, while approximately 35% of them were
aged from 40 to 55 years. In regards to educational level, the majority of hotel employees (89%)
graduated from university, 9% of them graduated from high school, and only 2 % of them were
post graduates. In terms of hotel department, 40% of hotel employees were from the
housekeeping department, 55% of them were from the food and beverage department, and finally
10 % of them were from the front office department.

A descriptive analysis of POS, employee advocacy, and OC dimensions
This analysis was conducted to assess employees’ perceptions regarding the variables of POS,
employee advocacy, and OC in hotels. SPSS for Windows version 16 was used to descriptively
analyze all items related to the previous variables by their means and standard deviations (Table
3).
Table (1) shows that the mean scores of the overall POS and employee advocacy were 3.8 and 4,
respectively. Also, the results clarified that OC dimensions, which are AC, NC, and CC, had
means of 4, 4.3, and 1.6, respectively. This indicates that all investigated factors (i.e. POS;
employee advocacy; OC dimensions) were accepted by hotel employees with the exception of
CC dimensions which were perceived disagreeably.

Table 1: A descriptive analysis of POS, employee advocacy, and OC items

Cronbach's Std.
Mean _—
alpha deviation
Perceived organizational support items
POS_.; This hotel is willing to help me when | need a 875 43 2432
special favor.
POS;: This hotel values my contributions to its well- 914 4.2 .3462
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being.
\F,,vgﬁf: This hotel takes pride in my accomplishments at 901 41 8205
POS,: This hotel strongly considers my goals and 911 4 5732
values.
POS:. This hotel cares about my opinions. .785 4 .6453
POS;: This hotel shows very little concern for me. 901 2 1472

Employee advocacy items 901 4 .8462
EA;:: The hotel provides mformz_mon that epables 911 43 3462
employees to choose between different options.
EA;: The hotel proyldes its employees with tools to 911 49 7862
help them solve their problems.
EAS:_The hotel attempts to represent the employees 901 4 4562
best interests.
EA4: Thg hotel attempts to improve employee 912 4 9672
satisfaction.
EAs: The hotel enables employees to share information
about their experiences when using various products 912 4 3414
and services.
EAs: The hotel provides complete and open information 911 35 7562
for employees.

Cont. table (1)
Organizational commitment
Affective organizational commitment items
AC;: This organization deserves my loyalty 911 4.7 .4085
ACZ_: I am proud to tell people that | am part of this 901 16 5890
institution
AC;: | really feel as if this organization's problems are 911 45 6032
my own.
ACy: _Thls organization has a great deal of personal 911 45 6640
meaning for me
ACs: | feel emotionally attached to this organization 912 4.3 4830
ACq: | _Wou_ld be very h_appy to spend the rest of my 911 49 5430
career in this organization
AC-: | feel like part of my family at this organization .902 4 5324
ACs: | owe a great deal to this organization 911 4 .3462
ACq: I do_not feel a strong sense of belonging to this 914 5 2021
organization.
Normative organizational commitment items 4.3

NC;: It would not be morally right for me to leave this 911 44 9022
company now
NC,: _I feel a pgrsonal (esp_ons.lblllty to continue 913 43 5449
working for this organization:
NC;: If | got another offer for a better job elsewhere, |
would not feel it was right for me to leave my 911 4.3 7562
organization:
NC,: Even_lf it were to my advanj[agg, I do n(?t feel it 911 49 3302
would be right to leave my organization now:
NCs: | would feel guilty if | left this organization now 901 4.1 9472
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Continuance organizational commitment items 1.6
C(_:l: Ther_e's no too mL_Jc_h to be gained by sticking with 901 9 3762
this organization indefinitely
CC,: Often, I find it difficult to agree with this
organization's policies on important matters relating to 901 1.2 .3542
its employees.

As shown in table 1, it could be noticed that POS elements (POS;, POS,, POS;, POS,, POSs, and
POSg) achieved mean scores of 4.3, 4.2, 4.1, 4, 4, and 2, respectively. With regards to POS,
statement (i.e. this hotel shows very little concern for me), it expresses satisfactory commitment
although mean score is below four.

Furthermore, the results in table 1 clearly stated that employee advocacy elements (EA1, EA,,
EAs, EA4, EAs, and EAg) had means of 4.3, 4.2, 4, 4, 4, and 3.5, respectively. It is clear from this
table that EAs (i.e. providing complete and open information for employees in the hotel) got the
lowest mean score (3.5). This finding revealed that the employees were not satisfied about the
quality and quantity of information provided to them by management. Hence, there is a necessity
for hotel management to facilitate the access of employees to complete information.

In addition, from the previous tabulated data it can be seen that AC elements (AC;, AC,, ACs,
AC4, ACs, ACg, ACy, ACg, and ACy) recorded means of (4.7, 4.6, 4.5, 4.5, 4.3, 4.2, 4, 4, and 2)
respectively. In addition, most of AC elements had average scores above four, indicating that
employees’ AC was satisfactory. Moreover, ACy (mean = 2) also expresses acceptable
commitment although it is below 4 because the statement (i.e. 1 do not feel a strong sense of
belonging to this organization) is negative.

Furthermore, the previous tabulated data indicated that NC items (NC;, NC,, NC3, NC4, and
NCs) reported means of 4.4, 4.3, 4.3, 4.2, and 4.1, respectively. All NC scores had average scores
above four, indicating that employees showed acceptable NC. In terms of employees’ CC, the
two items (i.e. CC; and CC,) reported means of 2 and 1.2 respectively, expressing satisfactory
commitment although they were below 4 because CC is a negative form of commitment. These
findings are consistent with Tetrick’s et al. (1991) who argued that CC reflects a negative form
of commitment reflected in CC.

Relationship between POS, employee advocacy and OC dimensions
To indicate the relationship between POS, employee advocacy and OC dimensions, a correlation
was measured. The results obviously exposed that, there were significant relationships among all
these variables. These results are presented in tables 2 and 3.

Table 2: Correlation between POS and OC dimensions

POS AC
Pearson correlation 1 .762
POS Sig. (2-tailed) .000
N 367 367

Pearson correlation .762 1

AC Sig. (2-tailed) .000

N 367 367
POS NC
Pearson correlation 1 .876
POS Sig. (2-tailed) .000
N 367 367
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Pearson correlation .876 1
NC Sig. (2-tailed) .000
N 367 367
POS CcC
Pearson correlation 1 .830
POS Sig. (2-tailed) .000
N 367 367
Pearson correlation .830 1
cC Sig. (2-tailed) .000
N 367 367

**Correlation is significant at the 0.05 level (2-tailed).

The findings clearly revealed that there are positive relationships between POS and the three
dimensions of OC: NC (r= 0.876, Sig. <0.000); CC (r= 0.830, Sig. <0.000); and AC (r= 0.762,
Sig. <0.000), respectively (see table 2). This means that if POS increases, OC dimensions will
increase.

Additionally, it is clear from table (3) that there are positive relationships between employee
advocacy and all OC dimensions. Furthermore, it was clearly noticed that CC achieved the
highest score of correlation (r= 0.715, Sig. <0.000), whereas AC got the lowest score (r= 0.480,
Sig. < 0.000).

Table 3: Correlation between employee advocacy and OC dimensions

Employee advocacy AC
Pearson correlation 1 480
Employee Sig. (2-tailed) 000
advocacy N 367 367
Pearson correlation 480 1
AC Sig. (2-tailed) .000
N 367 367
Employee advocacy NC
Employee Pear_son corr_elation 1 .675
advocacy Sig. (2-tailed) .000
N 367 367
Pearson correlation .675 1
NC Sig. (2-tailed) .000
N 367 367
Employee advocacy CcC
Employee Pear_son corr_elation 1 715
advocacy Sig. (2-tailed) .000
N 367 367
Pearson correlation 715 1
ccC Sig. (2-tailed) .000
N 367 367

**Correlation is significant at the 0.05 level (2-tailed).

Regression results of POS and employee advocacy with OC dimensions

Multiple regression analysis was conducted to determine whether the two independent variables
(i.e. POS and employee advocacy) affect the dependent variables, which are OC dimensions or
not (see tables 4 and 5).

The first regression analysis was used to assess the degree of influence of POS on the three OC
dimensions based on the previously mentioned correlation, as shown in table (4). Concerning
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NC, it was found to be positively influenced by POS (R-square =.490, P-value=.000). The
present finding concurs with other studies (e.g. Meyer et al., 2002; Maertz et al., 2007).
Table 4: POS influencing OC dimensions

Un-standardized coefficients Sig. Model statistics
Variables B Std. Error R-square .000
Constant .089 .020 .000
AC .045 .059 . 401 .000 F: 14.8903
NC 198 032 490 .000
CC .325 .099 592 .000

Regression equation can be formed as POS =.089 + .045 AC +.198 NC + .325 CC.
In terms of AC, it was also found to be positively affected by POS (R-square =. 401, P-
value=.000). In this regard, several researchers (e.g. Armeli et al., 2002; Wayne et al., 2002)
found a positive relationship between POS and AC. This result also provided support for the
assumption of Eisenberger et al. (1986) who stated that employees feel obliged to develop AC if
they believe that the organization cares about their well-being.
As regards to the dimension of CC, it was also found to be positively affected by POS (R-square
=.592, P-value=.000). This finding is consistent with the results of previous research (e.g., Meyer
et al., 2002; Rhoades et al., 2001; Powell and Meyer, 2004).
The hypotheses 1, 2, and 3 predicted that POS would have a positive effect on NC, CC, as well
as AC. These three hypotheses are supported. The findings showed that employees who perceive
that their organization supports them have higher levels of NC, AC, and CC.
The second regression analysis (see table 5) was used to assess the degree of influence of
employee advocacy on the three OC dimensions. They all were found to be significantly affected
by employee advocacy [i.e. (CC) R-square = .69, P-value=.000; (NC) R-square =.60, P-
value=.000; (AC) R-square =.30, P-value=.000], respectively. These findings are in agreement
with those of Park and Rainey’s (2007) which showed that employee advocacy positively affects
OC.

Table 5: Employee advocacy influencing dimensions

Un-standardized Coefficients Sig. | Model Statistics

Variables B Std. Error | R-square | .000
Constant 754 .060 .000

AC .097 077 .30 .000 F: 18.2890

NC 134 .054 .60 .000

CC .087 .043 .69 .000

Regression equation can be formed as employee advocacy = .754 + .097 AC +.134 NC + .087
CcC

The previous regression results are also supported by the two social theories (i.e. SET and NRT).
The former one supposes that employees are obliged to return a favor after benefiting from
another person or group (Blau, 1964). The latter posits that “people should help those who have
helped them” as well as “people should not injure those who have helped them” in the process of
human interchange (Gouldner, 1960, p.171).

It was expected that employee advocacy would have a positive effect on NC, AC, and CC
dimensions. These hypotheses (4, 5, and 6) are also supported. This finding supports the
argument that employees, who perceive that employers value their interests, have positive
attitudes towards their organization.
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Second, the influence of POS and employee advocacy on AC is not strong as compared to the
other two dimensions, although AC indicates a higher level of commitment, while the normative
and continuance dimensions of commitment show moderate and low levels of commitment
(Reichers, 1985). Third, the figure illustrates that employee advocacy is more important than
POS in terms of its impact on OC dimensions (NC; CC). This may be due to that providing POS
is more expected by staff than the employee advocacy which may exceed the expectations of
employees. This coincides with the study of Yeh (2014) who stated that employee advocacy
leads workers to create extra effort for accomplishing their work for a long term.
Figure 1: Research framework

Dependent variables Independent variables
POS OoC
%
AC
NC
Employee advocacy
H6=.69 —> CC

Conclusion and implications

The study aims at identifying the effect of POS and employee advocacy on OC dimensions (i.e.
AC, NC, and CC). The results have certified that there are positive effects of the POS and
employee advocacy on the three dimensions of OC. This study could be useful for hotel
management in the following: (1) regarding POS, hotel management can increase hotel
employees’ organizational commitment by raising organizational support through many practices
as providing organization justice, organizational rewards, good work conditions, promotion at
work, job safety, etc.; (2) concerning employee advocacy, hotel management should facilitate the
access of employees to required information. This can be occurred through presenting sufficient
information about the products and services of the hotel (e.g. facilities available, amenities,
restaurants and lounges, transport services, attractions, etc.) via the intranet, which may consist
of a single network or several interlinking networks within all hotel departments. These types of
networks give employees easy access to information unavailable through conventional channels,
such as delivering printed papers (Gilbert et al., 1999), resulting in less paper consumption and
costs. In addition, hotel management can also provide an extranet for their employees, which is
partially accessible to authorized outsiders by username and password. This allows more
accessibility to networked resources and information (Nassar, 2002).
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Limitations and future research

The study has several limitations which also pave the way for further research. First, the sample
includes only hotels from one city in Egypt and this may weaken the generalization of the
research results. Another limitation of this research is that it investigated the organizational
support and employee advocacy only from employees’ viewpoints. Further research could try to
assess hotel managers’ behaviors in terms of support and advocacy towards their employees with
the intention that employees’ perceptions and behaviors of hotel managers are matched. An
additional limitation of this study is that it examined the effect of organizational support and
employee advocacy only on employees’ organizational commitment. Future research could also
identify the impact of POS and employee advocacy on staff turnover intention.
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