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Abstract-Empowerment is giving authority and responsibility to the people who do the work in the 

organization. In this respect, especially at the hotel businesses where production and consumption occur 

simultaneously and thus there is no possibility for compensation, it will sure let the employees to gain 

time and money when they get the whole authority and responsibility about their job. For this reason, it is 

aimed to determine the levels of empowerment in stared hotel businesses in Gaziantep province by 

conduction a face to face survey among the employees. As a result of the study, it has seen that the 

empowerment applications are not conducted sufficiently. In this case, it is caused both economical loss 

and also not effective use of time. 
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I. INTRODUCTION 

The increment of the competition environment with the globalization, empowerment has become more 

difficult. This situation cause more quickly responds to the customers’ need and expectations for the 

corporations that want to gain a competitive advantage against their competitors (Çınar, 2004: 2). Earlier 

in the 20th century, since the number of the corporations producing the same type of product or service is 

less, there was not a marketing problem of the goods and services. For this reason, the corporations were 

not paying more attention to the customers’ expectations. With the significant increment in the number of 

the corporations producing same kind of product or service today, the competition environment had 

become more intense and challenging, and as a result, the corporations have started to pay more attention 

to the customers’ demands and expectations. It is an undeniable fact that, human resources is the most 

important factor for increasing the market share and the growth of the organizations in today’s 

challenging competitive environment. The human resources factor that pushed into the background with 

the Classical Theory perception in the 20th century began to come to the forefront at the end of the same 

century and has become the biggest weapon against the competitors for the organizations (Koçel, 2003: 

275).  

 Significant changes have occurred in people’s lifestyles and expectations with the globalization. 

This situation has led to further growth of some sectors that the service sector found at the beginning of 

these sectors. Service sector has become fastest growing sector of today’s global world. (Drucker, 1994: 

51).  

 The service sector which has an important place in the economy has revealed the importance of 

the quality herewith. With influence of the increment of inefficiency and poor quality to other sectors 

socio-economically, awareness of quality is required regularly and systematically in this sector (Ozgen 

and Türk, 1997: 76). In addition, the satisfaction of the customer’s needs and expectations as soon as 

possible without the expression by the customers’ apprehension has emerged. Because, the organizations 

have to maintain their current status and find new markets by holding the customer satisfaction in the 

highest level and providing most quality services based on the customers’ expectations. With this 

apprehension, it has once again revealed that human resources are very important for the organizations.  
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 Employees and customers are face to face with each other always and production and 

consumption occur simultaneously in the service organizations. Based on the developments in human 

resources and customer satisfactions, the use of empowerment management technique in hotels will bring 

lots of benefits such as higher customer satisfaction (Budak, 2005:93, Ceylan et al., 2005:2). Since 

empowerment provides wide authorization and responsibility to the employees, this enables the faster 

satisfaction of the customer expectations (Cacioppe, 1998:263; Conger and Kanungo, 1998:473). 

 In the literature, empowerment is described in behavioral and cognitive dimensions by considering 

different perspectives. The aim of this study is to determine whether empowerment is applied in the 

starred hotels or not and also to demonstrate the importance of the usage of empowerment management 

technique.  

II. TERATURE SUMMARIES 

Empowerment is an important management tool applied almost in every sector. This is also very 

important for service sector (Koçel, 2003:414). 

Empowerment emerged in the late 1980s and has been advocated by influential researchers of the period. 

Empowerment has been suggested to provide guidance to the employees by empowered staffs and also to 

carry out the objectives of the organization effectively (Kruja and Oelfke, 2009:92; Erstad, 1997:325). 

According to Cogner and Kanungo (1988), empowerment in management practices must be examined 

both relationally and motivationally. In this respect, they pointed to the necessity of the investigation of 

the psychological side of the empowerment. Cogner and Kanungo, had relied on empowerment theory to 

Bandura’s (1997) motivational structure of self-efficacy. These researchers had propounded that 

empowerment can be explained by an increment in the performance of the staff or self-efficacy levels. 

Cogner and Kanungo have identified important factors affecting empowerment in their 3-stages model. 

Firstly, the cases such as controlling and supervision, rewarding systems and working designs that cause 

psychological weakness have been identified. Then, goal setting, the feedback system and job enrichment 

tactics were used.  

Hammuda and Dulaimi (1997) have investigated the empowerment applications of the organizations in 

the service, manufacturing and construction sectors. For this purpose, they examined the perception of 

managers towards empowerment programs. As a result of the study they found that, empowerment 

provides efficiency for both staff and organization, it increases the motivation of the staff, and it also 

provides economical benefits to organizations. 

Kruja and Oelfke (2009) have investigated the effects of empowerment on job satisfaction in Albanian 

hotels. In this context, staffs working in 3 and 4 starred hotels used in the study. Survey method was used 

to collect data. In the light of the data obtained from the study, it was found that job satisfaction is higher 

in organizations which use empowerment applications.  

Ayupp and Chung (2010) have tried to identify the factors affecting empowerment in hotels and how 

empowerment is perceived by the employees. As a result of the study it was found that there is a 

significant relationship between the factors such as communication, coaching, participation, training and 

rewarding and empowerment. 
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There are also studies in Turkey related to empowerment.  

Özgen and Türk (1997) have emphasized that; the organizations in the service sector will gain 

competitive advantage against competitors when applying empowerment management techniques.  

Akhan (2002) had focused on the necessity of empowerment for organizational change. According to 

Akhan, in breaking the resistance to change and adaptation in environmental conciliations, empowerment 

is a very important tool for organizations.  

Erdil and Keskin (2003) have examined the relationship between empowerment, job satisfaction, 

organizational attachment and job stress. As a result of the study significant relationship between 

empowerment, job satisfaction and organizational attachments was found.  

Zencir (2004) has investigated the managers’ perspectives about empowerment management applications 

and the suitability of empowerment in hotel organizations. As a result of the study, it was found that 

empowerment applications are very suitable for hotel organizations and the managers have positive 

opinions about empowerment management technique.  

Şahin (2007) has tried to find out the effects of empowerment on job satisfaction and organizational 

attachment in 4 and 5 starred hotels in Ege Region. As a result of the data obtained from the study, it has 

been found that empowerment increase job satisfaction and organizational attachment of the employees.  

Öğüt et al. (2007) have tried to find out whether empowerment applications trigger innovative idea in 5 

starred hotels in Antalya. In the light of the findings obtained from the study, when empowerment 

applications used in hotels, the duration of taking a decision become shorter and powers and 

responsibilities could shared in a balance. As a result, demands and expectations of the customers could 

be met more quickly.   

Çavuş and Akgemci (2008) have investigated the impact of empowerment on organizational creativity 

and innovation in the manufacturing industry. Survey technique was used for data collection. This survey 

was applied to middle and lower level managers. During the study periods, 280 people were surveyed. 

According to the results obtained from the study it has been found that the perception of empowerment 

has a positive impact on meaning, ability, competence dimensions and on organizational creativity.  

Elbeyi (2008) has tried to find out the effects of empowerment on job satisfaction in hotels. For this 

purpose he had used multi-stage sampling method in 7 regions of Turkey. During the study period he had 

interviewed with 1854 employees. As a result of the statistical analyses, it was found that the most 

important factor in job satisfaction is wage. 
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Empowerment 

There are a number of different empowerment definitions in the literature. According to Koçel (2003: 

414) empowerment is a process that increasing decision-making power and development of the people 

process by solidarity, sharing, training and teamwork. According to Coşkun (2002: 220), empowerment is 

“power and control of the individual over another and hand over this power and control to a weaker one”. 

Cogner and Kanungo (1988. 474) have defined empowerment as the process of empowerment of self-

efficacy sense among the members of the organizations and enhancing the efficiency of the organization 

by elimination of the circumstances that cause weakness. According to Spitzer (1995: 1442), 

empowerment is a management philosophy that enables the employees having capability of solving 

problems and also giving decisions about works without senior management control. According to Erstad 

(1997: 325) empowerment is “providing an environment to the employees that will enable them to make 

decisions about their works”. Empowerment expressed as a power that giving decision by employee 

without approval from anyone and as a result empowerment aims to taking up their work by the employee 

(Randolph, 2000: 95; Ataman, 2001: 345).  

For a real sense of empowerment, administrators have to explore ways of releasing the power within the 

employees in the organization (Randolph, 2000: 95). 

Empowerment aims to make individuals more powerful. But this is not making the employee powerful in 

the organization hierarchy or financial sense, it aims to become individuals more informed, more self-

confidence and make individuals capable of construct beneficial relationships with other individuals in 

the organization (Doğan, 2006: 32).  

The Importance of Empowerment 

Parallel with the fast changing environment conditions of today’s global world, competition become more 

challenging day by day and as a result customer satisfaction has become more important for the 

organizations.  

Parallel with the quickly changing environment of today’s global world, competition become more and 

more difficult. As a result, customer satisfaction has become even more important for organizations 

(Özgen ve Türk, 1997:75). Empowerment activities have become an important management concept in 

modern global world for the rapid adaptation of the changeable conditions and in addition to increase 

efficiency and productivity by organizations (Doğan, 2003: 57; Çöl, 2004: 12).  

The Structure of the Organization That Implement Empowerment  

There is a high level of hierarchy and an organizational pyramid that pointed structure in classic 

organizations. In organizations where empowerment implementation is found, organizational pyramid is 

fairly flat with only a few management levels are available. Works and the whole process are designed in 

a different way at the production center. Leadership and management functions can be replaced directly 

and easily. Information flow is quite obvious and information sharing is found. Rewarding is not made by 

personal basis, it made by group basis (Kolarik, 1995: 801). 
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 Table 1. The differences between classic organizations and organizations that implement empowerment  

(Kolarik, 1995:273). 

Components Classic Organizations 
Organization that Implement 

Empowerment 

Organizational Structure Pointed/Personal Flat/Group basis 

Work Design Narrow tusk definition Whole Process/wide tusk definition 

The Role of 

Administration 
Directly/Control Directive (Coaching) 

Leadership Top-Down Sharing with the team 

Information flow Controlled/Restricted Obvious/Share-based 

Rewarding Personal/Seniority-based Team-based/Ability-based 

Business process 
Managers plan, control and develop 

process 

Teams plan, control and develop 

process  

 

Empowerment and Productivity in Hotels 

Hotels found in the most important position of the classic accommodation organizations are economical 

and social organizations that serve for accommodation, food and other necessities of the people. As well 

as meeting material needs of the customers, hotels are also meet the spiritual needs (Usta, 2002: 166).  

Empowerment is very important for front-office employees because they are the direct point of contact 

for customer ans as such need the autonomy to deal effectively with customers’ concerns (Go et al., 1996: 

61).  

Hotels are affected in terms of employment by the seasonal concentration. While hotels need qualified 

staff during the intense season, in other months the staff is often forced to dismiss. Therefore, qualified 

staff thought it was a temporary job and as a result they do not have higher attachment to their job (Usta, 

2002: 127). This can be considered a serious handicap for empowerment in hotels. In hotels that 

implement empowerment, efficiency and economy is increasing. The works that finished in longer time 

finished in a shorter period in hotels with empowerment.  

Since most of the staff works mostly part-time, lowness of job security, promotion and career 

opportunities, in addition the lowness of the wages and the capabilities of the newly recruited staff, 

accommodation industry is characterized by high rotation ratios (Iverson and Deery, 1997: 71).  

Empowerment is very important for hotels because it ensure competitive advantage. The fulfillment of 

customer requests and faster response to the problems are very important for departments communicating 

directly with customers. Because the staff that quickly solve problems, improve productivity in hotels and 

this situation also provides customer satisfaction in hotels. Empowered staff should have the ability to use 

all the resources and also do their utmost in solving problems. Empowered staff will be friendlier and 

warmer in relations with customers (Bowen and Lawler, 1992: 31-34; Lashley, 1996: 333). 

While in classical organization structure the performance of the staff is mostly controlled by external 

factors, in organizations with empowerment there is an internal control, staff share the values and goals of 

the organization (Lashley, 1995: 28). Especially to give this power to the staff in service organizations is 

important at the time service is provided and consumed (Bowen and Lawler, 1992:33, Erstad, 1997:331).  
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Empowerment applications not only have benefits for organizations, these applications also have benefits 

for staff and managers. The staffs, who feel self-empowered himself, will take up their job and also will 

be more interested in with customers. In addition, managers will not try to take control of the staff 

constantly; will be able to deal with more important managerial activities. The more efforts of staff within 

the organization will bring customer satisfaction and organizational effectiveness in terms of hotel 

organizations. In this way hotel organizations will be more efficient and since the quality of service 

increased, they will have the opportunity to get in the way their competitors.  

Material and Method 

The Aim of the Study 

As a result of the developments in almost all areas the need for empowerment becomes more and more 

important day by day for all sectors in the world. Wherever the organizations may be ready for the 

changes and developments, a new unexpected change can cause everything upside down. Beyond this 

case, while managers dealing with important problems, they can not follow and evaluate the problems of 

the staff and also they are unable to follow the ideas that will provide the development of the 

organization. Therefore, most of the organizations are now conscious of empowerment.  

The aim of this study is to determine whether empowerment is applied in the starred hotels in Gaziantep 

province or not and also is to demonstrate the importance of the usage of empowerment management 

technique.  

Universe and Sampling 

Data used in the study have been obtained by means of face to face survey technique in a total of 25 

starred hotels in Gaziantep province. In this context, a total of 124 staffs were interviewed during the 

study. 

Method 

Survey technique has been used for data collection. The questions in the survey are closed-ended and 

organized according to 5-point Likert scale. Participants were asked to mark the most appropriate option 

for each statement using 1-5 points. The survey used in the study is composed of 2 sections and a total of 

22 questions. The first section which includes 10 questions is deal with demographic properties of the 

staff. In the second section of the survey, there are 12 questions taken from Spreitzer (1995) about the 

empowerment. 6, 8, 9, and 10th questions are reverse questions and scoring was made accordingly 

reverse.  

The Cronbach Alpha coefficient was found as 0.723. According to this result, it may be said that the 

survey used in the study is reliable and valid.  
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Hypothesis and Assumptions 

The hypothesis and assumptions were constructed as follows: 

H0:  The is no difference between the gender and empowerment perceptions of the hotel staff 

H1: The women have higher empowerment perception than the men 

H2: The educational status do not effect the empowerment perception of the staff 

H3: The staffs with higher education level feel themselves more powerful than the others with lower 

education level.  

H4. There is no difference between the front office and back office staff in terms of empowerment 

perception 

H5: The staff work in the front office has higher empowerment perception than the staff work in the back 

office.  

H6: Empowerment perceptions do not change in terms of working year.  

H7: The experienced staffs feel themselves more powerful than the others.  

H8: Income status does not affect empowerment perceptions of the staff. 

H9: The staffs with higher income feel themselves more powerful than the others 

Statistical Analyses 

Data obtained from the study was analyzed with SPSS 16.0 (Statistical Package for Social Sciences). In 

the analyses, descriptive statistics and independent samples t-test were used; the values were evaluated at 

a significance level of 95%.  

 

Contributions 

This study helps the hotel industry in empowering their employees by sharing research based results and 

recommends to them that if they empower their employees not only the self-confidence, loyalty and 

efficiency of the employees increase but it will also help to them to increase their turnover. 
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Findings 

The findings from the study are given in tables below. 

Table 2. Demographic findings  

  N % 

Gender 
Female 32 25.8 

Male 92 74.2 

Age 

0-19  2 1.6 

20-29  55 44.4 

30-39  46 37.1 

40-49  18 14.5 

≥50  3 2.4 

Education Status 
Primary-Secondary-High School 80 64.5 

University 44 35.5 

Marital Status 
Married 75 60.5 

Single 49 39.5 

Department 
Front office 88 71.0 

Back office 36 29.0 

Total Career (year) 
< 5  33 26.4 

≥ 5 91 73.6 

Total Career in the Available Hotel 

(year) 

< 5  69 55.6 

≥ 5 55 44.4 

Monthly Income (TL) 

Minimum wage  24 19.4 

750-999   31 25.0 

1000-1.249  30 24.2 

1.250-1.499  24 19.4 

≥ 1.500  15 12.1 

 

The study was conducted with 32 (25.8%) women and 92 (74.2%) men participants.  

While 55 of the participants (44.4%) were between 20 to 29 ages, 46 (37.1%) were between 30 to 39 

ages, 18 (14.5%) were between 40 to 49 ages, 3 (%2.4) were 50 years and over, and 2 (1.6%) were 

between 0 to 19 ages.  

While 80 of the participants (64.5%) graduated from primary, secondary or high school, the other 44 

participants (35.5%) have university degree.  

While 75 of the participants (60.5%) were married, 49 (39.5%) were single.  
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While 88 of the participants (71%) were the front office staff, 39 (29%) were back office staffs. 

While 37.1% of the participants were in working life for 10 years or more, 23.4% were 1-3 years, 18.5% 

were 4-6 years, 17.7% were 7-9 years and 3.2% were less than 1 year. 

45 of the participants (36.3%) for 1-3 years, 33 (26.6%) for 4-6 years, and 24 (19.4%) for less than 1 year, 

15 (12%, 1) for 7-9 years, 7 for (5.6%) have been working for more than 10 years in the available hotel. 

The monthly income of 31 of the participants (25%) was between 750-999TL, 30 of the participants 

(24.2) was between 1000-1249TL, 24 of the participants (19.4%) was between 1250-1499TL, 15 of the 

participants (12.1%) was 1500TL. In addition 24 of the employees (19.4%) were working with the 

minimum wage.  

 

Table 3. The means of the expressions about empowerment  

 

The means of the expressions found in the survey is seen on above table. According to statistical analyses 

the participants have achieved the highest mean from the 2nd question (4.354±.989) and the lowest mean 

from the 10th question (2.201±1.081). As a result, most of the participants think that their job is very 

important for them, they trust their ability to perform the activities required by the job, they have the 

skills necessary for the job, and they have no doubt their ability.  

 

 

 

 

 

 

 

  N Mean SD (±) 

1 My job is very important for me 124 4.185 1.128 

2 I trust my ability to perform the activities required by the job. 124 4.354 .989 

3 I have the skills necessary for my job 124 4.314 1.084 

4 I feel autonomous while doing my job 124 4.048 1.132 

5 My influence on events in my department is too much 124 3.854 1.227 

6 I do not feel free and independent while doing my job 124 2.774 1.095 

7 I decide everything for myself while I’m doing my job 124 3.032 1.425 

8 My job makes no sense 124 2.604 .961 

9 I am not acting in the execution of the works 124 2.282 .941 

10 I would not impact on the decisions taken in the department 124 2.201 1.081 

11 Missions are pretty much 124 3.000 1.355 

12 I have no doubt my ability 124 4.048 1.132 
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Table 4. The relationship between gender and the perception of empowerment 

  N Mean SD (±) p 

Gender 
Female 32 3.356 .622 

.674 
Male 92 3.404 .515 

  

A result of the statistical analysis it was observed that the perception of empowerment is not change 

according to gender (p = .674, p>0.05).  

 

Table 5. The relationship between education level and the perception of empowerment 

  N Mean SD (±) p 

Education 
Primary-Secondary-High School 80 3.355 .566 

.314 
University 44 3.458 .495 

 

 The relationship between education level of the participants and the perception of empowerment is 

seen in Table 5. According to table it is seen that there is no statistically significant difference between 

education level and the perception of empowerment (p = .314; p>0.05). 

 

Table 6. The relationship between department and the perception of empowerment 

  N Mean SD (±) p 

Department 
Front office 88 3.351 .538 

.196 
Back office 36 3.490 .548 

 

As a result of the statistical analysis it was found that the department does not have impact on the 

perception of empowerment of the participants (p = .196; p>0.05) (Table 6).  

 

Table 7. The relationship between total experience and the perception of empowerment 

  N Mean SD (±) p 

Total Experience 
<5 years 33 3.282 .624 

.179 
≥5 years 91 3.431 .508 

 

As a result of the statistical analysis to detect whether total experience has impact on the perception of 

empowerment or not, it has found that there is no difference between total experience of the participants 

and the perception of empowerment (p = .179; p>0.05) (Table 7). 
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Table 8. The relationship between the working duration in the available hotel and the perception of 

empowerment 

  N Mean SD (±) p 

Total Working 

Duration 

<5 years 69 3.301 .624 
.038 

≥5 years 55 3.504 .396 

 

As a result of the statistical analysis it has seen that the perception of empowerment of the participants 

working for 5 or more years in the available hotel is significantly higher than the others (p = .038; 

p<0.05) (Table 8).  

 

Table 9. The relationship between monthly income and the perception of empowerment 

Monthly Income (TL) N Mean SD (±) p 

Minimum wage 24 3.184 .559 

.001 

750-999TL 31 3.161 .565 

1000-1249TL 30 3.461 .601 

1250-1499TL 24 3.663 .295 

≥1500TL  15 3.627 .331 

 

As a result of the statistical analysis to detect whether monthly income has an impact on the perception of 

empowerment or not, the values seen in Table 9 were found. According to table it is seen that the 

perception of empowerment of the participants with higher income (1250-1499 and ≥1500TL) is higher 

than the others. There is a statistically significant difference between the groups (p = 0.001, p<0.05).  

Post-Hoc (Tukey HSD) test was used for determining the difference between in which groups. The results 

obtained from Post-Hoc test are shown in the following table.  

 

Table 10. Post-Hoc (Tukey HSD) results 

 (I) Monthly income (J) Monthly income Mean Differences (I-J) p 

Tukey HSD 

Minimum wage 1250-1499TL -.479
*
 .012 

750-999TL 
1250-1499TL -.501

*
 .004 

≥1500TL -.466
*
 .034 

According to Table 10 it is seen that there is a negative significant relationship between the participants 

with minimum wage and participants with 1250-1499TL (p=.012, p<0.05). In addition there is negative 

significant relationship between the perceptions of empowerment of the participants with 750-999TL and 

1250-1499TL (p =0.04) and the participants with 750-999TL and ≥1500TL (p = 0.034, p<0.05). 
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Table 11. The mean scores obtained from the sub-dimensions 

 N Minimum Maximum Mean SD (±) 

Meaning 124 4.00 15.00 9.790 2.146 

Ability 124 3.00 15.00 12.717 2.733 

Choice 124 4.00 15.00 9.854 2.315 

Impact 124 3.00 13.00 8.338 1.920 

 

The means scores of the participants obtained from the sub-dimensions are seen in Table 11. According to 

table it is seen that the participants have achieved the highest score from the ability sub-dimension 

(12.717±2.733) and the lowest score from the impact sub-dimension (8.338±1.920). According to results 

it may be said that the participants trust their ability too much.  

 

Table 12. The relationship between gender and sub-dimensions 

 Gender N Mean  SD (±) p 

Meaning 
Female 32 9.593 2.394 

.550 
Male 92 9.858 2.062 

Ability 
Female 32 12.437 3.212 

.503 
Male 92 12.815 2.558 

Choice 
Female 32 9.718 2.372 

.701 
Male 92 9.902 2.306 

Impact 
Female 32 8.531 2.078 

.513 
Male 92 8.271 1.869 

 

As a result of the statistical analysis to determine whether the mean scores for the sub-dimensions are 

change according to gender or not, the above results were obtained. According to Table 11 it is seen that 

there is no statistically significant difference between the gender and the empowerment sub-dimensions 

(p>0.05).  
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Table 13. The relationship between education level and sub-dimensions 

 Education Level N Mean  SD (±) p 

Meaning 
Primary-Secondary-High School 80 9.675 2.231 

.422 
University 44 10.000 1.988 

Ability 
Primary-Secondary-High School 80 12.537 2.885 

.324 
University 44 13.045 2.429 

Choice 
Primary-Secondary-High School 80 9.775 2.316 

.607 
University 44 10.000 2.332 

Impact 
Primary-Secondary-High School 80 8.275 1.909 

.620 
University 36 8.454 1.958 

As a result of the statistical analysis it was found that however, the participants with higher education 

(university) had obtained the higher scores, the education level does not have significant affect on sub-

dimensions (p>0.05).  

 

Table 14. The relationship between the department and sub-dimensions 

 Department N Mean  SD (±) p 

Meaning 
Front office 88 9.693 2.178 

.433 
Back office 36 10.027 2.076 

Ability 
Front office 88 12.602 2.731 

.464 
Back office 36 13.000 2.756 

Choice 
Front office 88 9.602 2.282 

.057 
Back office 36 10.472 2.311 

Impact 
Front office 88 8.318 1.950 

.853 
Back office 36 8.388 1.871 

 

As a result of the statistical analysis used to determine whether mean scores obtained from sub-

dimensions change according to the department or not, it has found that there is no statistically significant 

difference between the groups (p>0.05).  
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Table 15. The relationship between total experience and sub-dimensions 

 Total Experience N Mean  SD (±) p 

Meaning 
<5 years 33 10.000 2.291 

.515 
≥5 years 91 9.714 2.099 

Ability 
<5 years 33 12.151 3.260 

.166 
≥5 years 91 12.923 2.504 

Choice 
<5 years 33 9.393 2.235 

.183 
≥5 years 91 10.022 2.333 

Impact 
<5 years 33 7.848 1.938 

.087 
≥5 years 91 8.516 1.893 

 

According to independent samples t-test results used to determine the relationship between total 

experience and sub-dimensions the above results have found. According to Table 15, it is seen that there 

is no significant difference between the groups (p>0.05). 

  

Table 16. The relationship between total working duration in the hotel and sub-dimensions 

 
Total Working Duration in 

the Hotel 
N Mean  SD (±) p 

Meaning 
<5 years 69 9.623 2.230 

.333 
≥5 years 55 10.000 2.036 

Choice 
<5 years 69 12.304 3.340 

.059 
≥5 years 55 13.236 1.574 

Impact 
<5 years 69 9.478 2.416 

.042 
≥5 years 55 10.327 2.108 

Ability 
<5 years 69 8.217 1.961 

.433 
≥5 years 55 8.490 1.874 

  

As a result of the statistical analysis it was found that participants with higher working duration (≥5 years) 

in the available hotel obtained higher mean scores from the sub-dimensions. In addition there is only 

statistically significant difference for “impact” sub-dimension (p = .042; p<0.05). 

 

 

 

 

 

 

 

 

Dr.Mustafa METE, Ayşe AKBULUT METE,Int.J.Eco. Res., 2015, v6i1, 64 - 82 ISSN: 2229-6158

IJER JAN - FEB 2015 
Available online@www.ijeronline.com 

77



 

 

 

Table 17. The relationship between monthly income and sub-dimensions 

 Monthly income N Mean SD (±) p 

Meaning 

Minimum wage 24 9.625 2.163 

.160 

750-999TL 31 9.387 2.216 

1000-1249TL 30 9.866 2.112 

1250-1499TL 24 10.708 2.216 

≥1500TL  15 9.266 1.667 

Ability 

Minimum wage 24 11.833 3.157 

.003 

750-999TL 31 11.709 3.013 

1000-1249TL 30 12.800 2.940 

1250-1499TL 24 14.208 1.020 

≥1500TL  15 13.666 1.345 

Choice 

Minimum wage 24 9.041 2.115 

.000 

750-999TL 31 8.516 1.895 

1000-1249TL 30 10.533 2.431 

1250-1499TL 24 10.500 1.911 

≥1500TL  15 11.533 1.995 

Impact 

Minimum wage 24 7.708 1.899 

.288 

750-999TL 31 8.322 1.904 

1000-1249TL 30 8.333 2.324 

1250-1499TL 24 8.541 1.350 

≥1500TL  15 9.066 1.791 

 

In general, the mean scores are increasing with the increment of the monthly income. As a result of the 

statistical analysis, statistically significant difference was found between the groups in terms of ability 

and choice sub-dimensions (p<0.05) (Table 17).  

To determine the differences detected between the groups, Post-Hoc (Tukey HSD) test was used. 

 

Table 18. Post-Hoc (Tukey HSD) results 

Dependent Variable (I) Monthly income (J) Monthly income Mean Differences (I-J) p 

Ability Tukey HSD 
Minimum wage 1250-1499TL -2.37500

*
 .016 

750-999TL 1250-1499TL -2.49866
*
 .005 

Choice Tukey HSD 

Minimum wage ≥1500TL -3.01720
*
 .000 

750-999TL 
1000-1249TL -2.01720

*
 .002 

1250-1499TL -1.98387
*
 .006 
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The results obtained from Post-Hoc (Tukey HSD) test is seen on Table 18. According to the table it is 

seen that there is a negative significant difference between the participants with minimum wage and 

participants with 1250-1499TL monthly income (p = .016, p<0.05) and also significant difference was 

found between the participants with 750-999 TL monthly income and 1250-1499TL monthly income (p = 

.005, p<0.05) for ability sub-dimension. For choice sub-dimension statistically significant different was 

found between the participants with minimum wage and ≥1500TL monthly income and participants with 

750-999TL monthly income and 1000-1249 TL and 1250-1499TL monthly income (p<0.05).  

Conclusion 

This study was aimed to find out whether empowerment is being applied in the starred hotels in 

Gaziantep by the viewpoints of the hotel staff.  

When the mean scores obtained from the empowerment sub-dimensions by the participants are 

considered it is seen that the hotel staff pay a lot of importance to their work. In addition, it was 

determined that the participants’ self confidence levels are high and they trust their ability required for 

doing their jobs.  

Considering these results, it is observed that the participants have higher empowerment perception about 

themselves. 37.1% of the participants included in the study have been working for 10 or more years. In 

this respect, it is thought that the importance to their work and the higher trust level to their ability are due 

to the long time job experience.  

As a result of the study, it was found that the employees’ empowerment perception relevant to 

management concept tends to fall. In addition, it was also observed that the employees found their jobs 

quite meaningless. These results indicate that the empowerment applications do not effectively applied in 

starred hotels throughout the province.  

As a result of the statistical analyses it has seen that the men have higher empowerment perception than 

the women but it is not statistically significant.  

As a result of the statistical analysis to determine whether there is a significant difference between 

education levels and empowerment perception, it was found that there is no significant difference. In most 

of the starred hotels in Gaziantep, most of the employees have primary, secondary or high school degree. 

So, it is thought that the minority of the staff with university degree is effective in this finding.  

When taking into account the findings obtained from the study, it was observed that the perception of 

empowerment of the staff in front office is lower than the staff in back office.  

As a result of the statistical analysis to detect whether total experience has impact on the perception of 

empowerment or not, it has found that there is no difference between total experience of the participants 

and the perception of empowerment. 

As a result of the statistical analysis it has seen that the perception of empowerment of the participants 

working for 5 or more years in the available hotel is significantly higher than the others. It is thought that 

the increase of the knowledge, ability and self-confidence parallel with the increase in working 

experience is effective in the emergence of these results. 
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As a result of the statistical analysis to detect whether monthly income has an impact on the perception of 

empowerment or not, it is seen that the perception of empowerment of the participants with higher 

income (1250-1499 and ≥1500TL) is higher than the others and there is a statistically significant 

difference between the groups. The wage is the most important motivation and empowerment tool in 

especially developing countries like Turkey.  

The empowerment was examined with 4 sub-dimensions. As a result of the study it was determined that 

the mean scores related to the ability sub-dimension is higher than the mean scores related to other sub-

dimensions. This shows that, while hotel staffs trust their ability required for the job, in other sub-

dimensions related with the management, the empowerment perception is lower.  

As a result of the statistical analysis it was found that however, the participants with higher education 

(university) had obtained the higher scores, the education level does not have significant affect on sub-

dimensions. 

As a result of the statistical analysis to determine whether mean scores obtained from sub-dimensions 

change according to the department or not, it has found that there is no statistically significant difference 

between the groups. 

The results obtained from the study showed that total experience do not affect significantly the 

empowerment perception. However, it was also determined that except the meaning sub-dimension, the 

participants working for 5 or more years got higher scores in other sub-dimensions. This shows that, total 

experience has a positive impact on empowerment perception.  

As a result of the statistical analysis to determine the relationship between working duration and 

empowerment sub-dimensions, it was found that there is a statistically significant difference for choice 

sub-dimension. In this respect it may be said that the empowerment perception related to choice and 

ability increase parallel with the increment in working duration.  

Statistically significant difference was found between monthly income and empowerment sub-

dimensions. This difference is between the participants with 750-999TL and over 1000TL monthly 

income.  

It is inferred from the results obtained from the study that, when given the authority to decide on their 

own to employees, they become more self-confidence, more independent, productive and effective. As a 

result, the efficiency of the employees and also organization increase.  

 

Recommendations 

Further studies should be conducted in other Turkish states and comparison studies of different rated 

hotels to determine the employees’ perception of empowerment. In addition to studying the relationship 

between empowerment, job satisfaction, productivity, quality, job commitment and customer satisfaction, 

a comparative study could also be conducted among employees in different industries. 
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