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Abstract

This research studies the impact of the human resource management (HRM)
practices of hotel employees on their perceived organizational support (POS)
and organizational commitment (OC). The study also analyzes the impact of
socio-demographic factors on OC. Data for this study was collected via self-
administrated questionnaires with employees from 36 hotels in Hurghada.
The study revealed that correlations between HRM practices and both of
employees” POS and AC were positive and significant. There was also
significant positive relationship between POS and AC. The regression
analysis results demonstrated that HRM practices had a strong significant
relationship to employees’ OC and POS. Moreover, POS was found to
partially mediate the relationship between HRM practices and AC. The
findings revealed that proper use of HRM practices would make the
employees more committed to their hotels. The results suggest that the hotels
HR managers should put great emphasis on employees to stimulate job
commitment and to develop clear practical framework for which to analyze,
assess and potentially guide the influence of HRM practices on POS and the
influence of POS on OC.

Keywords: Human Resource Management (HRM), Perceived Organizational
Support (POS), Organizational Commitment (OC), Affective Commitment
(AC), Organizational Support Theory (OST).

Introduction

Providing quality service is one of the major concerns for hotel operators.
Employees play a primary role in delivering quality service; however, jobs in
the industry have been characterized by insufficient salaries and training
(Poulston, 2008), low job morale and high turnover (Deery & Shaw, 1999),
few benefits, low job security, and long working hours (Dawson ef al., 2011,
Sobaih, 2015). Additionally, the hotel industry is widely noted to have a poor
reputation for its ability to handle !as those policies aimed to foster
commitment among employees, creating highly involved employees who
identify with the organization. Employees’ perceptions of an organization’s
commitment to them are referred to as perceived organizational support
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(POS) (Eisenberger et al., 1986). POS is the degree to which employees
believe that their !.

It is argued that adopting specific HRM practices can improve organizational
performance and sustain competitiveness (Chang, 2005; Guest, 2011).
Despite the important role of HRM, there is no clear practical framework in
the literature to analyze, assess and potentially guide the influence of HRM
practices on POS, followed by the influence of POS on OC. This research
addresses this gap by analyzing the HRM practices role in enhancing OC of
hotel employees and provides a basis for further inquiry. Addressing this
research gap is important because HRM practices may provide a behavioral
model, which helps senior managers to focus on practicing HRM, to manage
intense market competition. Therefore, the main aim of this study is to
examine the impact of human resource management (HRM) practices on
perceived organizational support (POS) and organizational commitment
(OC). The study examines four relationships. First, it examines the influence
of HRM practices on POS. Second, it examines the influence of HRM
practices on OC. Third, it tests the influence of POS on OC. Fourth, it
examines the mediating effect of POS on the relationship between HRM
practices and OC. Moreover, the study analyzes the impact of socio-
demographic factors on OC.

Theoretical Framework

HRM Practices and Perceived Organizational Support

A review of literature revealed that many studies were commonly use ability,
motivation and opportunity (AMO) theory to study and evaluate the HRM
practices (Appelbaum et al., 2000; Boxall & Purcell, 2008). According to the
AMO theory, organizational performance is a function of employee ability,
motivation and opportunity to participate. Employees will perform well in
a job when: (1) they possess the knowledge and skills required to perform
that job (abilities); (2) they are adequately interested and incentivized to do
that job (motivation); and (3) their work environment supplies the required
support and avenues for expression (opportunity to participate) (Boxall
& Purcell, 2008). In other words, HRM systems will be most effective when
they foster ability, motivation and opportunity to contribute to effectiveness
(Boselie et al., 2005; Purcell & Hutchinson, 2007). For example, job
autonomy and involvement in decision making are regarded as being
fundamental in promoting opportunities to participate and contribute
discretionary effort (Appelbaum et al., 2000). Thus, management use of
appropriate HRM practices can help positively influence employee attitudes
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and behaviors, and these attitudes and behaviors, in turn, will have a positive
influence on organizational performance (Boselie, 2010).

The social exchange theory (SET) (Blau, 1964) and organizational support
theory (OST) (Eisenberger et al., 1986) suggested that employees who
receive high levels of support from the organization are tending to repay the
organization. Employees, who have higher POS might become more engaged
to their job and organization in order to help the organization reach its
objectives (Rhoades et al., 2001). Ogilvie (1986) proposed that employees’
perceptions of HRM practices reflect a sense of reciprocity, when employees
believe that their organization is concerned about them and cares about their
well-being, they are likely to respond by attempting to fulfill their obligations
to the organization by becoming more engaged.

According to OST, if employees perceive more support from the
organization, they are likely to show greater attendance and efforts, which in
turn, lead to better performance (Eisenberger et al., 1986; Rhoades &
Eisenberger, 2002). One essential way to reciprocate the organization’s
favorable treatment is through continued participation (Allen et al., 2003).
HRM practices and policies have been suggested as influencing factors to
increase POS among employees (Meyer & Smith, 2000). Bartlett (2001)
indicated that employees perceived the availability of training as support
from their employer, which made them more committed to their organization.
POS has been shown to be influenced by HRM practices such as training and
development, career development opportunities, work-family support,
employee engagement and organization’s recognition of individual
achievement through practices such as promotions, salary increases (e.g.,
Wayne et al., 2002; Liu, 2004; Ram & Prabhakar, 2011). Based on the
pervious discussion this study hypothesizes that:

Hypothesis 1: Human resource management (HRM) practices positively
affect perceived organizational support (POS).

HRM Practices and Organizational Commitment

Organizational commitment has three components: affective, continuance and
normative commitment. Affective commitment (AC) refers to an employee’s
emotional attachment to an organization and continuance commitment refers
to an employee’s awareness of the costs associated with leaving the
organization whereas normative commitment reflects a perceived obligation
to stay with the organization (Meyer ef al., 1993). Meyer and Allen (1997, p.
67) indicated that ‘AC is the most desirable form of commitment and the one
that organizations are most likely want to instill in their employees’.
Accordingly, AC is preferred by researchers as the central concept of OC and

is used as the only indicator of OC in many recent studies. It has been found

to significantly correlate with a wider range of desirable outcomes than both
continuance and normative commitment (Kehoe & Wright, 2013). Therefore,
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the current study focuses on the affective component of OC.
The effective implementation of high performance HRM practices such as
training, job security, promotion and communication, will lead to supportive
work environments which are likely to cause employees to feel an obligation
to the goals of the organization and develop an affective attachment to it
(Kehoe & Wright, 2013). Maxwell and Steele (2003) identified some key
issues that would increase the commitment level such as: high levels of equal
pay, employer’s interest in them, co-operation and trust between the
employees, and opportunities to engage in social activities. Research on
HRM and OC has shown positive relationship between high performance
HRM practices and OC (e.g. Kwon et al., 2010; Messersmith et al., 2011;
Yang, 2012; Takeuchi & Takeuchi, 2013). Moreover, several studies
examined the effect of HRM practices on the attitudes of employees and
showed that HRM practices had a significant positive effect on OC (e.g.
Kehoe & Wright, 2013). For example, Yang (2012) found that high
involvement HRM practices had significant positive effects on employees’
AC which in turn had significant positive effects on their display of
organizational citizenship behavior (OCB).

A number of studies have also examined the relationship between the
individual HRM practices that comprise high performance work systems and
OC. For instance, Appelbaum et al. (2000) indicated that autonomy in
decision making, formal training, employment security, pay for performance,
fair pay, company help in dealing with work and family issues, and
promotion opportunities had significant positive relationships with OC.
Likewise, Bartlett (2001) found that access to training, support for training
from senior staff and colleagues, perceived benefits of training, and
motivation had significant positive relationships with OC. Gould-Williams
and Gatenby (2010) affirmed that performance related reward schemes,
training and development, and performance appraisals had significant
positive effects on the commitment of workers. Moreover, Katou and
Budhwar (2010) indicated that job evaluation, compensation, promotion,
incentives, and benefits had significant positive effects on employee
commitment. Cantarello et al (2012) found that multi-task training,
integration, and team working had significant positive relationships with OC.
Gardner et al. (2011) explained that formal performance evaluations, merit
pay, bonuses, promotion opportunities, complaint processes, Cross-
department and company communication, and formal participation programs
had a significant positive relationship with AC. Chang (2005) argued that
employee organizational commitment was increased because HRM practices
send messages to employees about the organization’s commitment to them,
which in turn makes the employees more committed to their organizations.
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Based on the empirical findings discussed in this section, the research
proposes that:

Hypothesis 2: Human resource management (HRM) practices positively
affect employees’ affective commitment (AC).

Perceived Organizational Support and Organizational Commitment

Important organizational outcome that might result from perceived
organizational support is commitment to the organization. POS has been
found to be related to a number of favorable outcomes like job satisfaction
and OC (Rhoades & Eisenberger, 2002). OST suggested that POS, which is
an indicator of the organization’s commitment to the employee, creates an
obligation within the employee to care about the organization and reciprocate
with commitment and loyalty (Eisenberger et al., 1986). Based on the
reciprocity norm, organizational actions indicating caring of and concern for
employees may enhance OC. Empirical support has been found for a positive
relationship between POS and OC (Eisenberger et al., 2001). Meta-analysis
suggested that the overall effect size for the relationship between POS and
OC is large (Rhoades & Eisenberger, 2002). Employees tend to reciprocate
the organization’s support with higher commitment, in an attempt to help
maintain their self-image, avoid the stigma associated with violation of the
reciprocity norm, and encourage future favorable treatment from the
organization (Eisenberger et al., 2001). Rhoades et al. (2001) used repeated
measures of POS and AC to assess the direction of causality between these
two variables, and their results suggested that POS contributed to changes in
AC over time. Moreover, Research showed that those with high
organizational support perceptions develop strong psychological commitment
state (Van Knippenberg & Sleebos, 2006). A complementary argument is
made by the organizational support theory (OST) that hypothesizes that
employees view the HRM practices as indicative of investments in them by
organization, which in turn, determines their attitudes and behaviors
(Eisenberger & Stinglhamber, 2011). Additionally, Meyer and Smith (2000)
found that the relationship of HRM practices and AC was largely mediated
by perceptions of organizational support. Therefore, it is expected that
employee perceived organizational support mediates the relationship between
HRM practices and AC. Based on the pervious discussion the study
h y p o t h e s 1 z e s t h a t

Hypothesis 3: Perceived organizational support (POS) positively affects
employees’ affective commitment (AC).

Hypothesis 4: Perceived organizational support (POS) will mediate the
relationship between HRM practices and employees’ affective commitment
(AC).

118



The Impact of Human Resource Management Practices on Perceived
Organizational Support and Organizational Commitment: A Study of
Deluxe Hotels in Hurghada, Egypt

The research hypotheses aforementioned are expressed in the proposed
research model shown in Figure 1. The figure depicts a simple mediation
model, where HRM practices represent the independent variable, POS is the
mediator and AC is the dependent variable. According to lacobucci et al.
(2007), the proportion of mediation could be determined by comparing
the magnitude of the indirect to total (direct plus indirect) path
coefficients. In Figure 1, a represents the standardized path coefficient from
the independent variable to the mediator, b represents the standardized path
coefficient from the mediator to the dependent variable and c’
represents the standardized path coefficient from the independent to the
dependent variable. If both a and b are significant there is prima facie
evidence of mediation. This could be attained using the following equation:

axb
Proportion of Mediation =
(axb)+c’
Figure 1: The research proposed model
Mediator
' Indirect Effect | POS \ Indirect Effect !
! @ (SEy | . (b)(SEb) !
Independent Variable Dependent Variable
HRM Practices ————————— > AC
: (Revised) Direct |
e

a = regression coefficient for the association between the IV and mediator; SEa = standard
error of a; b = raw coefficient for the association between the mediator and the DV (when the
IV is also a predictor of the DV); SEb = standard error of b.

Methodology

Sample and Data Collection

The population frame for this study is the list of all five and four-star resort
hotels in Hurghada. According to statistics from Egyptian Hotel Association
(2016), there are 23 five-star and 46 four-star resorts and hotels in Hurghada.
A convenience sample method was used in this study. A sample of 36 resort
hotels (14 five-star and 22 four-star) were purposively selected to achieve the
aim of the study. These hotels and resorts were mostly managed by
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international or local chains and were selected in this study since they have
the privilege of their chain’s accumulated experience, standard operating
procedures, continuous training, periodical surveying of employees’
opinions, and scheduled programs for employees’ satisfaction. Data were
obtained via self-administrated questionnaires with hotel employees from
various departments as; front office, housekeeping, food and beverage,
maintenance, and recreation. The data collection process was conducted over
three month period during the moderately high summer season in 2015. One
thousand, two hundred and fifty questionnaires were self-administered, 841
questionnaires were received, 87 questionnaires were discarded because of
missing data or obviously inappropriate responses. Therefore, 754
questionnaires were valid for further analysis, resulting in a response rate of
67.3 percent. The response rate of the present study compares favorably with
the rate suggested by Baruch and Holtom (2008), which was 52.7 percent.
Research Instrument

The questionnaire used in the current study comprised of four parts. The first
part addressed demographic variables; information was gathered on
employees’ characteristics including: gender, age, educational level, tenure
with hotel, position, department, and type of hotel. The second part explored
the HRM practices of the hotels perceived by employees and the third part
asked employees about their POS while the forth section measured their AC.
HRM practices were measured using a 22-item scale based on prior literature
of the HRM practices (Hoque, 1999; Edgar & Geare, 2005; Kehoe & Wright,
2013). The HRM practices were bundled according to AMO framework. POS
was measured with seven items from the scale developed by Eisenberger et
al. (1986). AC was measured using a six-item scale (Meyer et al., 1993).
Items for each scale are presented in Table (1) and Table (2). In all scales,
respondents were asked to indicate their agreement on a 7-point Likert scale
where 1=strongly disagree and 7=strongly agree.

The study employed an Arabic version of the questionnaire in addition to the
English version. A back-translation method was used (McGorry, 2000), in
order to ensure the accuracy of the meanings in the instrument and to ensure

the equivalence of meaning among the items and constructs between the
Arabic and English versions of the instruments. Based on the translation
process and the reliability estimates, the Arabic-translated version of the
questionnaires seemed to be a valid and reliable measure for data collection.

Prior to data analysis, it was important to establish the reliability and validity
of the scales used in this study. Reliability judges the degree to which
measures are free from error and therefore yield consistent results. One of the
most commonly used measures of reliability is the Cronbach’s alpha
coefficient (Peterson, 1994). Although the scales used have previously been
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tested for reliability, it was considered appropriate to repeat the tests given
the unfamiliar hotel context. Cronbach’s alpha was calculated for the total
22-item HRM practices scale, with a result of 0.839. Reliability coefficients
for the AC 6-item scale was 0.79 and for the POS 7-item scale was 0.70.
These reliability estimates seemed consistent and acceptable with previous
research of Meyer ef al. (1993) who reported high reliability estimates for
the 6-item affective commitment scale with coefficient alpha of 0.87), and the
reliability of the POS scale assessed by Eisenberger et al. (1986) was 0.87.
Moreover, all these reliability estimates are higher than the generally
accepted minimum reliability level of 0.6 as indicated by Peterson (1994).
Finally, the questionnaire was piloted, pre-tested and adjusted to improve
content validity. The validity was also assessed by seven experts in the field
of hotel management education and business administration. Consequently, it
is concluded that the scales used in this study are acceptably reliable and
valid.

Results And Discussions

Statistical Package for the Social Sciences (SPSS) software, version 19.0 was
used to analyze the collected data. Frequencies were used to analyze the
profile of respondents. Descriptive statistics; i.e. mean and standard deviation
were used to analyze the scales. Pearson correlation and regression analyses
were used to test the research hypotheses. Proportion of mediation and Sobel
z test (Sobel, 1982) was used as means of testing the mediation.

Profile of the Sample

As shown in Table 3, 4.9% of the respondents were females and 95.1% were
males. This coincides with the results of Sobaih (2015) that the vast majority
of resort workers in Egypt are males. As for the age of respondents, more
than half of the respondents (60.1%) were less than 25 years old, 25.6% were
between 25 and 34, and the rest were above 35 years old, the average
employee age of the respondents in this study was 26.6 years.

121



Ibrahim,Y Sobaih , A. Elnasr Gabry, G

Table 1: HRM Practices Measurement Descriptive Statistics

Construct | Item’s label Item Description Mean | SD
HRMI1 | Applicants undergo structured interviews before being hired. 4.39 1.79
HRM?2 | Applicants for this job take formal tests before being hired. 3.75 1.69
Abilit HRM3 | Sufficient on-the-job training programs are provided for employees. 3.83 1.69
ity HRM4 | Sufficient off-the-job training programs are provided for employees. 4.24 1.85
HRMS | Equal employment opportunity is promoted within this hotel. 4.38 1.85
4.12 1.34
HRM6 | Employees have clear career paths within the hotel. 3.94 1.71
HRM7 The hotel fills the. new posm.ons with people from inside the hotel 435 177
rather than recruit from outside.
HRMS Employees in this job regularly receive a formal evaluation of their 421 177
performance.
o HRMO The pay is related Fo the personal performance through some sort of 387 1.69
Motivation performance or merit-related pay.
HRMI10 | Employees get sufficient benefits— other than pay. 4.06 1.68
HRMI11 | Job security is almost guaranteed to employees. 3.86 1.72
HRMI12 | My working conditions here are good. 4.49 1.72
HRMI3 Hotell spends §n0ugh money on health & safety and I always feel safe 432 172
working here in these conditions.
4.14 1.20
HRM 14 Employees in this }b re.gularly receive formal communication regarding 4.60 178
hotel goals and objectives.
HRM15 1t]?;Isli[;"loyees complete an employee attitude survey on a regular 373 1.89
HRM16 Emplloy?,es are involved in formal participation processes, such as 413 182
quality improvement groups.
HRM17 Employees get sufficient opportunities to express views on issues and 438 1.69
concerns at work.
. HRMI8 Employees are given influence in hotel decisions that affect their job 385 176
Opportunity or work.
HRM19 The hotel helps employees to achieve a balance between home life 3.99 177
and work.
HRM20 My ;mployer asks my opinions about how I can improve my job and 3.80 174
making the hotel successful.
HRM2 1 Dehbt;rate design of jobs to make full use of workers’ skills and work 444 1.79
organized around team working.
HRM22 My departme:nt gives me considerable opportunity for independence 439 191
and freedom in how I do the work.
4.15 | 1.33
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Table 2: AC and POS Measurement Descriptive Statistics

Construct Item’s label Items Mean | SD
POSI | My employer cares about my well-being. 4.38 1.85
POS2 | .... values my contributions to its well being. 420 | 1.83
Perceived POS3 | .... cares about my opinions. 405 | 1.75
Organizational | POS4 | ... considers my goals and values. 3.85 | 1.65
Support POS5 | ... cares about my general satisfaction at work. 3.69 | 1.72
(POS) POS6 | ... is willing to help me when I need a special favor. 392 | 1.67
POS7 | ... shows big concern for me. 3.890 | 1.84
4.00
AC1 | I would be very happy to spend the rest of my 4.08 1.75
career with this hotel
AC2 | Treally feel as if this hotel’s problems are my own. 4.16 1.82
Affective AC3 | T feel like part of the family at my hotel. 4.22 1.85
Commitment | AC4 | I feel emotionally attached to this hotel. 4.15 1.66
(AC) AC5 | This hotel has a great deal of personal meaning for 4.13 1.79
me.
AC6 | I feel a strong sense of belonging to my hotel. 429 | 191
4.17

As for educational level of the respondents, more than one-third of the
respondents (36.6%) had a bachelor’s degree, (38.9%) had high school degree
or equivalent intermediate vocational education, (23.3%) had a 2-year
diploma degree and only 9 respondents (1.2%) did not complete high school.
The occupational distribution of the respondents varied widely. The largest
group of the respondents was food and beverage service employees (38.3%)
followed by housekeeping employees (22.7%), kitchen employees (11.4%),
front office employees (11%), recreation employees (10.9%) and finally,
maintenance employees (5.7%). Regarding the length of service in their
current hotels, more than half of the respondents (56.8%) worked in their
current hotels for 1 to less than 5 years, 33.8% worked for less than one year,
8.5% worked for more than 5 years and less than 10 years and only 7
respondents (0.9%) worked in their hotels for more than 10 years. The
majority of respondents (81.4%) work in entry level positions, and only
18.6% of respondents are from the supervisory level. 43% of respondents
were employed in five-star hotels, and the rest were employed in four-star
hotels.

123




Y. Ibrahim A. Elnasr Sobaih G. Gabry
Table 3: Profile of the Respondents (n = 754)
Characteristics Frequency| Percent
Male 717 95.1
Gender Female 37 4.9
Less than 25 years 453 60.1
25-34 years 193 25.6
Age 35-44 years 104 13.8
45 years and above 4 0.5
Married with no children 65 8.6
. Married with children 108 14.3
Marital Status Divorced with children 8 1.1
Single 573 76.0
Did not complete high school 9 1.2
Highest Educational| High school degree/equivalent 293 38.9
Qualification 2-year diploma degree 176 23.3
Bachelor’s degree 276 36.6
Less than a year and more than 6 months 255 33.8
. 1 to less than 5 years 428 56.8
Length of Service 5 to less than 10 years 64 8.5
10 years or more 7 0.9
Position Entry Level 614 81.4
Supervisory Level 140 18.6
Front Office &3 11
Housekeeping 171 22.7
Department .
Food and beverage service 289 383
Kitchen 86 11.4
Recreation 82 10.9
Maintenance &3 5.7
5 star 324 43
TypeofHotel | e 430 57

Testing the research hypotheses

As shown in Table 1, employees exhibited a moderate mean score for the
items that comprised the three HRM bundles, namely, ability (4.12),
motivation (4.14) and opportunity (4.15). This implies that on average, the
respondents have positive perceptions of these practices. Nevertheless, there
are notable variations in the responses to all the items measuring HRM

practices. For instance, the means of the items measuring selection (HRM2 =

3.75) and on job training (HRM3 = 3.83) were less than the average of the
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scale (4.12). In the same direction, the mean of the job security item (HRM11
= 3.86) was less than the scale average (4.14). The findings in Table 2 reveal
that the respondents had moderately positive levels of POS (mean=4) and AC
(mean=4.17). The findings showed that on average, respondents have
positive perception of their hotels organizational support. On the other hand,
the means of the AC items suggest that employees are generally committed to
their hotels.

Pearson product-moment correlation coefficient was used to examine the
relationships between HRM practices and both of POS and AC. Preliminary
analyses were performed to ensure no violation of the assumptions of
normality, linearity and homoscedasticity. The results revealed that there was
a strong positive correlation between HRM practices and POS (» =.719, n =
754, p < .01). There was also a strong positive correlation between HRM
practices and AC (r =707, n = 754, p < .01). Positive correlation was also
found between POS and AC (r =.658, n = 754, p < .01). These findings are
consistent with results of (Meyer ef al., 2002).

Pearson product-moment correlation coefficient was also used to examine the
relationships among the HRM practices subscales. Results revealed strong
positive correlations among the HRM practices subscales ( = 0.661 to r =
0.708). All were statistically significant with p <.01. Additionally, the study
investigated how the HRM practices subscales correlated with AC and POS.
With (p < .01) all the HRM practices bundles subscales had positive, strong,
statistically significant correlations with POS, r = 0.659 to » = 0.683, and
positive, strong, statistically significant correlations with AC, » = 0.649 to r =
0.671 (see Table 4). The perceived effects of factors of HRM practices were
significantly and positively related to POS, signifying that as the employees’
level of perception of the HRM practices effectiveness increases, the level of
employees’ POS also increases. The results also suggest that there is a strong
positive relationship between HRM practices and AC. This suggests that
rewards, working conditions, equal employment opportunity and
participation are to some extent related to how employees feel about wanting
to stay with the hotel.
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Table 4: Pearson product-moment correlations between Ability,
Motivation, opportunity, POS and AC

Scale 1 2 3 4 5
1. Ability - 0.6617  0.697"  0.666  0.671"
2. Motivation - 0.708"  0.659"  0.649™
3. Opportunity - 0.683"  0.669™
4. POS - 0.658™

5.AC -

**Correlation is statistically significant with p<0.01.

Regression analyses were used to further examine the effects of the HRM
practices on both of POS and AC. The results of the regression analyses
shown in Table 5 demonstrate significant positive paths from the three
bundles of HRM practices to POS (f = 0.266, f = 0.265, = 0.385, and p <
0.001, respectively), and significant positive paths from HRM practices to
AC (=0.342, p=0.281, = 0.304, and p <0.001, respectively).

Table 5: Effects of HRM Practices Bundles on POS and AC

Relationship Standardized t-value
Coefficient
Ability — POS 0.266 7.180%%*
Motivation — POS 0.265 6.895***
Opportunity — POS 0.385 9.280***
Ability — AC 0.342 9.503 ***
Motivation — AC 0.281 7.539%**
Opportunity — AC 0.304 7.542*%**
% p<0.001

Regression analysis was further used to test the research hypotheses. Before
applying the regression analysis the data was checked to evaluate the
regression analysis assumptions. Tests for linearity, homoscedasticity,
normality and multicollinearity were performed and the results indicate that
all the regression assumptions were upheld.

The results in Table 6 demonstrated significant positive path from HRM
practices to POS (f = 0.464, p < 0.001), and significant positive path from
HRM practices to AC (f = 0.460, p < 0.001). The results revealed that
the relationship between POS and AC was positive and statistically
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significant (f = 0.226, p < 0.001). Hence, these results revealed that
research hypotheses 1, 2 and 3 were supported.

Table 6: Hypotheses Testing Results

Hypothesized Relationship Standardized t-value Result
Coefficient
Hypothesis 1: HRMP— POS 0.464 9.514***  Supported
Hypothesis 2: HRMP— AC 0.460 6.654***  Supported
Hypothesis 3: POS— AC 0.226 4.224%**  Supported
**¥9<0.001

Table 7 shows that the standardized path coefficient from HRM practices to
POS and the standardized path coefficient from POS to AC are significant.
The coefficient associated with the indirect path of HRM practices via
POS to AC equaled 0.105 [0.464 x 0.226], and was significantly different
from zero (Sobel test = 3.888, SE = 0.029, p < 0.001). The result also
shows that the ratio of indirect to total effect equaled 0.186 [0.105 /
(0.105 + 0.460)]. This indicates that 18.6 percent of the AC variance
explained by both HRM practices and POS was accounted for by the indirect
path via POS, whereas the rest of the AC variance explained by both HRM
practices and POS was accounted for by the direct path. Thus, the
mediation hypothesis (4) was supported.

Table 7: Results of Testing Proportion of Mediation of POS on HRMP-AC
Link

HRMP( | | POS!] | HRMP[ | Ratio of
. . . POS AC AC  |Indirect-to-
Hypothesized Relationship @ (b) ©) Total Result
Effects®
Hypothesis 4:
HRMP[IPOSJAC 0.464*** | 0.226%** | 0.460%** 0.186 Supported
**%p<0.001

This study analyzes the impact of socio-demographic factors on AC (see
Table 8). The results revealed that age had a significant positive relationship
with AC (p < 0.001). Older hotel employees were more committed to their
hotels than younger workers. This concurs with findings of previous studies
that suggest that age has a significant positive relationship with
organizational commitment (Meyer et al., 2002). The results found that
female workers are more committed to their hotels than male workers. This
coincides with Singh et al., (2004) who found that female workers are more
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committed to their organizations than male workers. The results showed that
educational level had a significant positive relationship with AC (p < 0.01),
employees with higher levels of education were more committed to their
hotels. This disagrees with previous studies (e.g. Bakan et al., 2011) who
reported a significant negative relationship between educational level and
affective commitment. The results of the current study showed that tenure
with employer had no significant relationship with AC. This contradicts
findings of past research which suggests that tenure has significant positive
relationship with organizational commitment (Meyer et al., 2002). Moreover,
the results showed that position and marital status relationships with
organizational commitment were not significant.
Table 8: Effects of Control Variables on AC

Control Variable Effect Standardized t-value Relationship
Coefficient
Age /Commitment 0.149 4138 Positive
Gender/Commitment 0.073 2.007" Positive
Education/Commitment 0.093 2.560 Positive
Tenure/Commitment -0.018 -0.486 None
Position/Commitment 0.043 1.181 None
Marital Status/Commitment -0.048 -1.328 None

#45p<0.001, **p<0.01, *p<0.05

Conclusion And Recommend Ations

This research investigated the impact of the human resource management
(HRM) practices of hotel employees on their perceived organizational
support (POS) and organizational commitment (OC). The results signify that
as employees’ perceptions of the level of HRM practices effectiveness
increased, the level of POS also increased. The findings indicate that a
greater and effective use of HRM practices will lead to higher POS
supporting Hypothesis 1. Previous studies reported a positive relationship
between employees’ overall perceptions of an organization’s HRM practices
and POS (e.g. Chang, 2005). The research results provided support to the
existing research investigating HRM practices as an antecedent to POS,
where HRM explains 46.4% of the variance in employees perception of the
organizational support of the hotel. Liu (2004) found that employees’
satisfaction with their pay level would be positively related to POS, and
while the relationship between pay level satisfaction and POS was in the

hypothesized direction, this path was only marginally significant (f = .08, p <
.10), employees perceptions of career development opportunities and POS,
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was strongly supported (f = .49, p < .001), work-family support was also
found to have significant positive relationship with POS (f = .39, p <.001),
suggesting that employees who believe the organization offers support to
help deal with work-family balance issues were more likely to have higher
levels of POS.

A significant link was found between HRM practices and AC. The findings
suggest that greater use of HRM practices effectiveness would make the
employees more committed to the organization supporting Hypothesis 2. This
finding is consistent with studies by Chang (2005) and Edgar & Geare (2005)
which found a significant effect of HRM practices on OC. Prior research has
highlighted the importance of studying the differential effects of HRM
bundles with respect to other variables. For instance, the theoretical study by
Wright and Kehoe (2008) proposed that the motivation and opportunity
bundles would be positively related to OC, while the ability bundle may have
no or a negative impact on commitment. The results showed statistical
relationship between ability-enhancing HRM practices and AC (r = 0.671, p
< 0.01). These findings suppose that enhancing skills of employees stipulated
by HRM practices, determine the increased organizational commitment.
Meaningful statistical relationship is between empowerment-enhancing HRM
practices and AC (r = 0.669, p < 0.01). One more meaningful statistical
relationship is between motivation-enhancing HRM practices and AC (r =
0.649, p < 0.01). Therefore, it is possible to state that the enhancement of
motivation and empowerment allow avoiding or reducing number of
employees whose commitment to the organization is low. The results
provided support to the existing research investigating HRM practices as an
antecedent to AC, where HRM explains 46% of the variation in their
affective commitment to their hotels.

The results demonstrate positive and significant paths from the Ability
bundle including training factor to POS (f = 0.266) and AC (f = 0.342). A
significant positive relationship between training and OC was reported by
Bartlett (2001), and the findings suggested that greater use of training will
make employees more committed to the organization. Chang (2005) and
(Kusluvan, 2003) included performance appraisal as one of the HRM
practices in the HRM commitment package, and the findings suggested that
effective use of performance appraisal system would make the employees
more committed to their hotels. The results demonstrate positive and
significant paths from the Motivation bundle including performance appraisal
factor to POS (f = 0.265) and AC (S = 0.281).
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When employees believe that the organization has fulfilled its obligations,
they become more committed to the organization (Coyle-Shapiro & Kessler,
2000). A direct effect of POS on AC was found in this study supporting
Hypothesis 3. The finding is consistent with the results of previous studies
that found a significant positive relationship between POS and OC. (i.e.
Eisenberger et al., 1986, Shore & Wayne, 1993, Liu, 2004, Chang, 2005,
Zafar et al., 2014). Thus, it can be said by increasing support of organization,
AC and belonging of employees to their hotels are increased. Furthermore,
the Hypothesis 4 was supported by the current data. The findings confirm
that POS had a partial mediating effect on the relationship between HRM
practices and OC and this was consistent with (Meyer & Smith, 2000).
There was partial mediation, but the direct path predominated. This
suggests the existence of other mediators of the relationship between high
performance HRM practices and AC that still require discovery.

As for socio-demographic factors, the results revealed that older hotel
employees and employees with higher levels of education were the most
committed to their hotels, and female employees are more committed to their
hotels than male employees. Moreover, tenure, position and, marital status
had no significant relationship with organizational commitment.

It was anticipated that HRM practices would have a significant influence on
POS, which would have a significant influence on AC and which in turn
would conclude that HRM practices have a significant influence on AC.
According to the study findings, when employees believe that the hotel
supports them by providing them good HRM practices, they reciprocate by
being more committed to their hotels. This finding is important for the
industry and practitioners and they need to focus more on significant HRM
practices. Based on the findings, the HR departments should consider the
application of proper HRM practices to maintain POS and OC. Hotels should
improve working conditions to increase job satisfaction. The findings
indicate that improvement of working conditions, promotion, morale
conditions, financial rewards, compensation and fringe benefits and
participation practices are important factors that affect the satisfaction and in
turn will affect the POS and OC. Training and development affects
organizational commitment. A well-designed staff development program can
assist in raising their morale and organizational commitment, as well as
contributing to continuous improvements. Hotels should continue to offer
additional training and related workshops/seminars on the components of its
HRM program and its impact on performance indicators, organizational
commitment and citizenship and job satisfaction. HR departments in hotels
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should enhance social activities, cooperation and trust among employees in
order to increase POS and OC.

Limitations and Scope for Future Research

Perceptions of the employees may not be accurate, resulting in a limitation.
The self-report format of the questionnaire poses the problem of honesty in
reporting attitudes. Some characteristics of the hotels may have affected the
findings, such as their source of funding. Whether they had foreign or local
funding may have affected their organizational culture, which in turn could
influence the study results. Demographic factors might have affected the
results. Moreover, most of the sample chosen came from males, which would
strongly open a debate of whether such results would be obtained if gender
composition was different. There may have been a self-selection bias among
the subordinates who participated in this study since participation was
voluntary. There is a question about the generalizability of the study findings
to other hospitality organizations such as three-star hotels. Future field
studies could address these limitations.

This study provides scope for future studies, with different HRM practices
and a different population. A future study could take a larger sample and
extend the sampling process beyond Hurghada to include other regions.
Future researches could have further study on the other two dimensions of
OC; normative commitment, and continuance commitment. However, the
study only used a single dimension (i.e. AC). Further investigation of
additional individual demographic factors and other organizational outcomes,
to include performance indicators, quality, OCB, and employee productivity
in the interaction between the variables could contribute to better
interpretation. Longitudinal research could help to clarify how the
relationship between the study variables changes through the various stages
in the life-cycle of an organization, such as growth, decline, mergers, etc.
Overall, this study provides scope for academics and practitioners to find the
best HRM practices that would work for hotels so as to enhance OC.
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