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Abstract

The aim of this study is to determine the human energy levels of hotel business employees and to reveal the factors
affecting the energy levels of employees and the factors affecting the energy levels. For this purpose, the relationship
between perceived organizational support, leader-member interaction, perceived autonomy, workplace friendship,
organizational commitment, employee performance, employee creativity and human energy were examined with a
positive organizational behavior approach. In this context, 393 data were collected from the employee of the five-
star hotel business in Antalya by using the purposeful sampling method and survey technique. As a result of the
regression analysis conducted with the obtained data, it was determined that perceived organizational support,
leader-member exchange, perceived autonomy, workplace friendship and organizational commitment had a
significant and positive effect on the energy of hotel business employees and that organizational commitment was
the variable that affected energy levels the most. As a result of the regression analysis conducted to examine the
effect of energy levels of hotel employees on individual outputs, it was determined that the energy levels of the
employees had a significant and positive effect on their creativity and performance. The study is expected to

contribute to the relevant literature and to offer solutions to the employees and managers in practice.

Keywords: Hotel Enterprises, Hotel Employees, Human Energy, Human Energy Causes, Human Energy
Consequences.

Oz

Bu calismamin amaci, otel isletmesi ¢alisanlarimin insan enerji diizeylerini belirlemek ve calisanlarin enerji

diizeylerini etkileyen faktorleri ve enerji diizeylerini etkileyen faktorleri ortaya ¢ikarmaktir. Bu amacla bu
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calismada, algilanan érgiitsel destek, lider-iiye etkilesimi, algilanan ozerklik, isyeri arkadashgn, orgiitsel baghlik,
calisan performanst ve cahsan yaratiahgi ile insan enerjisi arasindaki iliski, pozitif orgiitsel davrams
yaklasimwyla ortaya konulmustur. Bu kapsamda Antalya ilinde faaliyet gosteren bes yildizhi otel isletmesi
calisamindan amach 6rnekleme yontemi ve anket teknigi kullamlarak 393 adet veri toplanmistir. Elde edilen
verilerle yapilan regresyon analizi sonucunda, algilanan érgiitsel destek, lider-iiye etkilesimi, algilanan 6zerklik,
isyeri arkadashg ve orgiitsel baghhgin otel isletmesi calisanlarimin enerjileri tizerinde anlamh ve pozitif yénde
etkiye sahip oldugu ve enerji diizeylerini en fazla etkileyen degiskenin orgiitsel baghlik oldugu tespit edilmistir.
Otel isletmesi calisanlarvmn enerji diizeylerinin bireysel ciktilar iizerindeki etkisini incelemek icin yapilan
regresyon analizi sonucunda ise, ¢calisanlarin enerji diizeylerinin yaraticiiklar: ve performanslar: tizerinde
anlambh ve pozitif yonde etkiye sahip oldugu tespit edilmistir. Calismanin ilgili literatiire katk: saglamasiun yam

sira uygulamada ¢alisan ve yoneticilere ¢oziim 6nerileri sunmast beklenmektedir.

Anahtar Kelimeler: Otel Isletmeleri, Otel Isletmesi Calisanlari, Insan Enerjisi, Insan Enerjisi Nedenleri, Insan

Enerjisi Sonuglari.
Introduction

Proceeding from Einstein's thesis that everything is energy, it can be said that every activity and
movement results in the transfer of energy, and ensuring that the material world maintains its integrity
and balance depends on energy. In this regard, role of energy in the life of organizations, as well as for
individuals, cannot be ignored. Achieving the goals and objectives of the organization and ensuring the
continuity of its performance depends on the energetic structure of the organization. The concept of
energy is expressed in the organization at the individual level by the concept of human energy. Human
energy is the impulse that drives an individual to act when performing tasks. This impulse is a
multifaceted experience that arises as emotional, mental, spiritual and physical energy, which also
includes social interaction. Energy is the feeling of a person's willingness to engage in a certain behavior

or take on a task (Quinn & Dutton, 2005).

Without energy, the action, movement and power necessary for taking place of change cannot arise, and
as a result, goals cannot be carried out and developed. Therefore, the ability of organizations to adapt
to changing and developing global markets depends on the fact that they create the environment and
conditions that ensure constant energy renewal within themselves. Organizations should constantly
strive to achieve a balance between the processes of stimulation and slowdown of the energies of their

employees if they want to survive.

When the literature is examined, it can be said that the studies conducted on human energy until the
2000s were based on theory (Hjelholt, 1979; Maisonrouge, 1977). In the studies conducted from 2000
to the present day, some researchers have used terms for a feeling of energy, vitality, vigor, etc. instead
of the concept of human energy. It has been observed that some researchers have been working on their

predecessors using the term of human energy (Bayram, 2016, 2018).

Globalization, rapid technological development, national and international competition cause
enterprises face many problems and they are under great pressure to find quick solutions to problems,
to be the best and to be ready for new ideas. Saving businesses from these pressures are possible with
innovative, creative and high-performance employees in the workplace. Creativity “is defined as to

produce new and useful ideas” by employee (Amabile, 1983) to achieve the goals he has put himself into
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the business that performs a sequence of behaviors defined as performance (Motowidlo & Van Scotter,

1994) relates the employees to be powered at a high level.

Researchers have stated that positive emotions and having high energy increase employee productivity,
thus, the performance of employees (Fredrickson, 2001; Jansen, 2004) , creativity (Atwater & Carmeli,
2009) and satisfaction (Cherniss et al., 2006; Donnelly & McSweeney, 2008) have increased. Other
studies on human energy have shown that autonomy (Ryan & Deci, 2000), leader-member exchange
(Atwater & Carmeli, 2009; Bayram, 2018; Owens et al., 2016), perceived organizational support (Bruch
& Vogel, 2011), organizational commitment (Bruch & Vogel, 2011; Hoon Song et al., 2012) and relations

with colleagues (Hjelholt, 1979) have a positive effect on energy.

Within the framework of the explanations, employees with autonomy will be able to feel more energetic
as they can take the initiative in all activities. High-quality relations between the employee and the
leader will also have a positive impact on the employees' energy of the interaction of the leader and the
member. Employees may feel that the organization cares about them and that they are being treated
fairly with organizational support. In this way, positive interactions and OC will increase decisively
between employees with workplace friendship. The bond formed between the organization and the
employee will affect the further efforts for its success. Therefore, It will allow people to reveal their

existing energy and replenish their energy while performing their duties.

Research shows that the overall energy level in an organization is based on the common synergy formed
by the individual energies of employees. The general behavior and positive dynamics exhibited by
employees also affect energy at the organizational level by changing or encouraging employees' energy
levels (Cole et al., 2012). Cole, Bruch and Vogel (2012) and Dutton (2003) individual, team and
organizational level of energy is a helpful resource in organizations to motivate the employees. They
stated that it is extremely important to be examined in the field of organizational behavior in order to
be able to perform better. Cross, Baker and Parker (2003) emphasized the importance of applying
employee energy in different fields. They stated that the service sector is the sector most affected by the
energy phenomenon in these areas. Although energy-related studies have been made in countries and
cultures such as France, Germany, Switzerland, Great Britain, Sweden, USA and South Africa (Cole et
al., 2012),Bruch and Vogel (2011) stated that there are still missing parts for the concept of energy and
that more work needs to be done on this issue. Although studies conducted over the past 20 years have
increased the interest in human energy, Cameron, Dutton and Quinn (2003) have stated that the
current literature is insufficient. Similarly, Quinn and Dutton (2005) emphasized that although the
concept of energy has been used in many studies in the field of organizational behavior, it is a concept
that is rarely defined. Cameron and Caza (2004) emphasized that there is a lack of a valid and reliable
measurement tool to measure energy in the workplace. Taylor (2015)stated that it is important to
determine the dimensions in which employees' energy levels occur and which variables are affected by
these dimensions and which variables affect them. Bayram (2016) stated that it is important to expand

the literature by examining human energy with different sectors and variables.

Kipfelsberger, Bruch and Herhausen (2019) stated that organizations with high customer contact

should have higher individual, team and organizational energies, and in parallel, they will be more likely
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to achieve their goals. Hotel enterprises are the leading organizations that have high contact with the
customer. Intense competition in the hotel industry and customer demands/expectations in the face of
change, survival of businesses depends on to reconfigure themselves to the hotel enterprises and human
use resources effectively and efficiently. The fact that employees can create a unique customer
experience using their knowledge skills and experience is related to the fact that they mobilize the

energy they have.

For these reasons, the determination of the energy of the employees of the hotel business is needed as
described. a) Development of a measurement tool that will allow it to be measured. b) Expansion of the
existing literature. ¢) Identification of variables that encourage employees to be energetic. d) How
energetic employees have an impact on their performance and creativity, which is expressed in the fact

that they play an important role in providing a competitive advantage to enterprises.

In the study, the variables affecting the energy levels of hotel employees and the energy levels of
employees were also examined. Although there is not much research in the literature on human energy,
it was created based on the recommendations of both one-to-one related studies and studies conducted
with the sub-dimensions of human energy, as well as studies conducted and based on a positive

organizational behavior approach.

The positive organizational behavior approach deals with the sustainability of people, organizations and
the environment (Spreitzer & Cameron, 2012). It focuses on productivity-enhancing dynamics. It
emphasizes the highlighting of employee strengths and positive situations in shaping results at the
individual and organizational level (Meyers et al., 2013; Steele et al., 2012). Therefore, in the research,
the variables that are considered to contribute positively to human energy have been determined as the

predecessor.

It can be argued that the problem of human energy in hotel establishments and the situations depicted
on the basis of observations are not generalizable. However, in order to determine and solve this
situation, it is necessary to be able to concretely describe its existence and to test the relevant
antecedents and successors of the energy levels of hotel employees. In this way, it is thought that an
important contribution will be made to the relevant literature. A study examining related variables
together has not been found in the literature. In addition, the absence of a study on the human energy
variable in the sample of hotel management employees in Turkey reveals the originality and importance

of the study.

Deriving from the above-mentioned description, the main purpose of this study is to reveal the effect of
perceived organizational support, leader-member exchange, perceived autonomy, friendship in, OC on
human energy and the effect of human energy on employee creativity and performance. In line with this
general purpose, it is aimed to introduce the concept of human energy into the Turkish tourism
literature, to present a valid and reliable measurement tool for measuring the energy levels of hotel

employees, and to determine the dimensions in which human energy has emerged.

Literature review

Human energy
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The word energy was derived from the Greek words “energia” meaning “being in motion, action and
functioning” and energos meaning “active, working" in the 1590s. The British began to use energy as a
broader meaning of power in the 1660s (Harper, 2001). Louw, Sutherland and Hofmeyr (2012) defined
energy as the ability that allows us to perform physical, mental and emotional tasks and they stated that
some of the energy is consumed while performing these tasks. The concept of energy was scientifically
described for the first time in 1807 by the doctor and physicist Thomas Young as the ability to do work
(Dell & Rand, 2004; Trumper, 1990). When the literature is examined, it is possible to say that the
definitions made about energy are considered by the authors from different perspectives. Dewey (1922)
defined energy as a force that mobilizes the basic source that ensures the continuation of life. This also
applies to group and organizational life (Quoted by Dewey, 2004). Energy is the capacity that provides
continuity in the structure and behavior in which it is used (Dhawan, 1982). Etzioni (1968) expressed
energy as a spiritual and social resource. According to this view, people are members of a social system

and can take action by dedicating themselves to a mission that causes social change.

The concept of energy in the context of organizational behavior was first considered by Adams in 1984.
Adams defined energy as the power to take action and the ability to take on the job in order to do the
job successfully (Cuff, 2011). Levy and Merry (1986) then considered this definition of energy as the
level of performance, motivation and intensity of employees in their work tasks. Loehr and Schwartz
(2001) stated that human energy is the ability of members of an organization to perform their work
tasks. Zobel (2006) stated that working with a physical approach to explain human energy in the
working environment is the transfer of energy. Dutton (2003), when considering the concept of energy,
considered energy as the fuel that governs organizations and referred to human energy. Similarly, Katz
and Kahn (1966), when defining the concept of energy, referred to human energy by considering it as
the input necessary for an organization to continue its activities. In this view, money, raw materials and
human energy are the most important inputs of the organization. Quinn and Dutton (2005) have
defined human energy as an emotional experience that includes a positive feeling of arousal, a desire to
act and the ability to move in a working environment. Cole, Brush and Vogel (2005) suggested that
human energy represents the level of spirit, morale, enthusiasm, motivation, speed and performance
that increase the vitality and endurance of employees. Cartwright and Holmes (2006) expressed human

energy as a constructive incentive that evokes the feelings of employees of the organization.

As stated in the definitions above, energy is the ability and capacity to do work from within, no matter
from what point of view, by its most general definition. Energy is the main fuel that allows us to perform
physical, mental, emotional and spiritual tasks. Every activity we carry out consumes this fuel. However,

the interactions of individuals ensure that their exhausted energies are fulfilled again.
Dimensions of Human Energy

Mental Energy (ME): Mental energy is conceptualized as the collective experience of cognitive processes
that lead employees to approach work-related activities and challenges in a productive way (Cole et al.,
2005). Lykken (2005) defines ME as the ability to continue thinking productively in the face of a
problem for a long time, ability to focus attention, ability to stop distracting things and ability to insist

on looking for a solution.
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Physical Energy (PE): Physical energy is the most basic mechanism of human energy and is related to
nutrition, exercise, sleep and rest. PE determines the basic energy level of a person, his ability to manage
emotions and direct attention to work (Schwartz & McCarthy, 2007; Zhang et al., 2018). The
continuation of physical energy throughout the day depends on a good breakfast and, in particular,

lunch, which is rich in protein.

Spiritual Energy (SE): People's spiritual energy increases when their daily tasks at work are consistent
with the things they value most. Increased SE allows people to feel more positive, focus better and show
more perseverance. Schwartz and McCarthy (2007) noted that the energy of the human psyche can be
accessed by people who are doing their best and enjoying their job the most, devoting time and energy

to important issues of life and applying the basic values in everyday behavior.

Emotional Energy (EE): Emotional energy is caused by the fact that the employee is positively
influenced by work-related situations and experiences. Barsade (2002) used emotional energy as a
synonym for emotional intensity. He defined emotional energy as the expression and transmission of
emotions from one person to another. It is noted that energy here includes nonverbal elements such as

movements or facial expressions, as well as verbal elements such as the speed and height of speech.
Human energy and Perceived Organizational Support (POS)

The concept of perceived organizational support forty years ago, researchers and graduate students
first, it has emerged when discussing that the research on the organizational commitment of employees
has failed to take into account the commitment of the organization to them. Perceived organizational
support refers to the organization's perceptions that it values the contributions of employees and cares
about their well-being (Eisenberger et al., 1986). Studies conducted to better understand organizational

support have allowed us to gain a new perspective on the concept over time.

According to another definition, organizational support means that employees are not only appreciated
with financial rewards, but also valued for their happiness, success, and business ambitions (Tanriverdi
& Kilig, 2016). In addition to making the employees of the organization feel safe, perceived
organizational support always makes the presence of the organization feel on their side (Eisenberger et
al., 1990). The researchers stated that the fact that employees see that rewards are distributed fairly
within the organization, have a say in decisions, and see their managers as supportive allows them to
perceive their organizations as supportive (Robbins & Judge, 2017). In addition, Howes et al., (2000)
stated that employees perceive the support provided by their organizations as a commitment to them
and, in turn, employees' commitment to the organization increases. From this point of view, it is seen
that employees with a higher perception of organizational support want to contribute more to the

organization.

The description in the light of organizational support and employees’ ideas, suggestions, and criticism
of the acquisition, ensuring the safety of employees, giving them job security and supporting intra-
organizational communication can help employees perceive the organizations in which they work as
supportive. In addition, it can be said that treating all employees equally and fairly, being with them in
their difficult situations and times, and praising the diligence, efforts and achievements of employees

will also strengthen the perception of employees that their organizations support them.
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When the literature is examined, there are no studies that address the relationship between HE and
perceived organizational support. However, some studies provide indirect support for this relationship.
According to Quinn and Dutton (2005), every organization has a large energy store and they have stated
that in order to increase the sustainability of this energy, the individual should be guided by the
management and the leader. One of the important factors for stimulating and developing energy in an
organization is the style of leadership, especially with charismatic and transformational leadership, as
well as managerial (trust, support, commitment and job security, etc.) are approximations (Ashkanasy
& Tse, 2000; Bruch & Vogel, 2011; Dutton, 2003). Louw, Sutherland, and Hofmeyr (2012) found that
the factors that positively affect the energy of employees in an organization are job security,
management support, leadership style, and recognition. Within the framework of the information

obtained, the following hypotheses were developed.
H1: POS has a positive effect on HE.
Hia: POS has a positive effect on ME.
Hib: POS has a positive effect on SE.
Hic: POS has a positive effect on PE.
H1d: POS has a positive effect on EE.
Human Energy and Leader-Member Exchange (LMX)

The basic logic underlying the theory of leader-member exchange is that relations of the same quality
cannot be established between the leader and all of his members. According to Graen and Uhl-Bien
(1995), the focus of this approach is on the mutual relationship between the leader and the member.
The main opinion that the approach advocates that effective leadership can arise if a leadership
relationship is developed between the leader and the member. Cheung and Wu (2012) define LMX as
one-on-one business-oriented relationships established between employees and managers. Harris,
Wheeler and Kacmar (2009) express the key point of LMX as a result of people's mutual feelings and
needs becoming a series of interactions with each other and differentiating these interactions. In
summary, LMX is strengthening or weakening according to the quality of the benefit-based mutual
exchange between the leader and his follower. It is stated that the LMX , the interaction of the leader
and his followers varies from follower to follower. This, in turn, leads to the fact that the interaction

occurs in different qualities.

When the literature is examined, it is possible to say that there are almost no studies investigating the
effects of LMX on energy feeling and human energy. According to Atwater and Carmeli (2009), LMX
has a positive effect on energy sensation. Bayram (2016, 2018), in his study on white-collar employees
in the manufacturing industry, revealed the positive effect of LMX on human energy. Tushman and
O'Reilly (1996), on the other hand, stated that “the best leaders are those who can create energy before
managing employees”. Bruch and Ghoshal (2004) stated that the main task of a leader is not only to
make employees happy and feel comfortable, but also to direct their intellectual abilities and energies
to the organizational vision. Kiirla (2007) stated that humble, talented and intellectual leaders increase

the emotional energy of employees. This result shows consistency with Collins' (2004) theory. Collins
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stated that interacting with high-status people increases emotional energy, while interacting with low-
status people reduces emotional energy. However, Kiirla (2007) stated that using a sense of trust,
enthusiasm, strength and initiative has an effect on emotional energy. Owens et al. (2016) found a
positive relationship between LMX and relational energy in their studies. The following hypotheses are

proposed depending on the explanations.
H2: LMX has a positive effect on HE.
H2a: LMX has a positive effect on ME.
H2b: LMX has a positive effect on SE.
H2c: LMX has a positive effect on PE.
Had: LMX has a positive effect on EE.
Human Energy and Perceived Autonomy (PA)

Having significant freedom in deciding how to complete a job and determining work schedules is very
important for a large number of employees in today's world. Turner and Lawrence (1965) expressed
business autonomy as the discretion that employees are expected to use when performing a given task.
Turner and Lawrence (1965) expressed business autonomy as the discretion that employees are
expected to use when performing a given task. Hackman and Oldman (1975), on the other hand, defined
autonomy as the amount of freedom, independence and discretion over the work of an employee.
Control is the main theme in both personal and professional endeavors. Individuals desire to have
control over their work environment and make efforts to have control (Jex et al., 2003). Perceptions of
control in the workplace are related to autonomy. The person's control over the work schedule affects
the lives of employees in work and non-work environments. Therefore, the perception of control by an
employee plays a role in determining how he will react in a particular situation (Landy & Conte, 2004 ).
In summary, autonomy is the ability of individuals with the knowledge and experience required by the
profession to determine the method they will use in work-related matters, to make decisions and to

method this process by taking responsibility on themselves.

When the literature is examined, there are no studies that address the relationship between autonomy
and human energy. However, some studies provide indirect support for this research. Ryan and
Frederick (1997) noted that autonomy contributes to an increase in the level of vitality and emotional
energy. Ryan and Deci (2000) stated that autonomy has a significant effect on energy and motivation.
Shirom (2003)stated in his study that autonomy is the predecessor of vitality and that autonomy affects
vitality levels. Within the framework of the information obtained, the following hypotheses were

developed.

H3: PO has a positive effect on HE.
H3a: PO has a positive effect on ME.
Hg3b: PO has a positive effect on SE.

Hg3c: PO has a positive effect on PE.
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H3d: PO has a positive effect on EE.
Human Energy and Organizational Commitment (OC)

Organizational commitment has become one of the topics of interest to researchers working in the field
of organizational behavior since the 1960s, as it increases the productivity of employees within the
organization and reduces their intention to leave work (Wasti & Onder, 2012). Allen and Meyer (1990)
stated that OC is a psychological situation that binds an individual to an organization. Meyer and
Herscovitch (2001) argue that no matter the goal or form, commitment is a balancing force experienced
as a psychological situation or mindset that drives behavior, regardless of other motives and attitudes.
In summary, employees with higher OC have higher organizational citizenship behavior and job
performance, while they tend to have lower stress levels, withdrawal behaviors, and intention to leave

work.

When the literature is examined, there are no studies that address the relationship between OC and
human energy. However, some studies provide indirect support for this relationship. Milliman,
Czaplewski and Ferguson (2003) stated that SE and organizational commitment, intention to leave
work and job satisfaction are closely related. Downey (2008) found that there is a positive relationship
between productive organizational energy and OC and job satisfaction. According to Hoon Song et al.
(2012) in their studies: they used vitality and energy in the same sense, they stated that there is a high
correlation between OC and energy, and that both structures contribute to the development of each
other. Owens et al. (2016) found a positive relationship between commitment and relational energy in

their studies. The following hypotheses are proposed depending on the explanations.
H4: OC has a positive effect on HE.

Hga: OC has a positive effect on ME.

Hg4b: OC has a positive effect on SE.

H4c: OC has a positive effect on PE.

H4d: OC has a positive effect on emotional energy.
Human Energy and Workplace Friendship (WF)

Workplace friendship is expressed as voluntary and mutual dependence between two people over time,
which is aimed at facilitating the achievement of the social-emotional goals of the participants and can
include friendship, closeness, decency and mutual assistance of various types and degrees (Lee & OK,
2011). According to Bimrose et al. (2011) defined workplace friendship as the process of exchange

between two or more people associated with perception, evaluation, and responses in the workplace.

It is seen that there are studies in the literature that provide indirect support for the relationship
between workplace friendship and human energy. Hjelholt (1979) stated that the content of work,
relationships with colleagues, family life, leisure activities and organizational structure affect the SE
levels of individuals in different fields of work in an organization (Quoted by Dhawan et al., 2002). The

purpose of Hjelholt's work is to increase the energy levels of employees in order to improve
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organizational effectiveness. However, in this study, he considered it theoretically rather than providing
empirical evidence. Therefore, it is important to examine the expressed workplace friendship through
an empirical study. Within the framework of the information obtained, the following hypotheses were

developed.
Hs5: WF has a positive effect on HE.

Hsa: WF has a positive effect on ME.

Hsb: WF has a positive effect on SE.

Hsc: WF has a positive effect on PE.

H5d: WF has a positive effect on emotional energy.
Human Energy and Employee Creativity (EC)

Creativity is defined as the production of new, appropriate ideas in any field of human activity, from
science to art, education, business, everyday life, therefore, ideas must be new and appropriate to the
opportunity (Amabile, 1997). When the literature is examined, there are no studies that deal with
human energy and employee creativity. However, it can be said that there are studies that provide

indirect support for this relationship.

Atwater and Carmeli (2009) concluded that employees' sense of energy increases their creativity. Kark
and Carmeli (2009) stated that vitality has a positive effect on creativity. Within the framework of the

information obtained, the following hypotheses were developed.
H6: HE has a positive effect on EC.

H6a: ME has a positive effect on EC.

H6b: SE has a positive effect on EC.

Hoé6c: PE has a positive effect on EC.

H6d: EE has a positive effect on EC.
Human Energy and Employee Performance (EP)

Performance is defined as achieving both quantitative and qualitative results that employees produce
by successfully fulfilling their daily responsibilities (Sawitri et al., 2016). Although there are many
definitions of employee performance in the literature, it is possible to say that it is usually defined as
employee behaviors that are compatible with role expectations and contribute to organizational
effectiveness (Riketta, 2002). Employee performance is defined as a “by aligning the performance and
goals of each individual with the overall mission and goals of the organization that a continuous process
aimed at determining, measuring and improving performance in organizations” (Aguinis, 2013). There
are no studies in the literature that address the impact of human energy on employee performance.

However, there are many studies that provide indirect support for this relationship.

Schiuma, Mason and Kennerly (2007) stated that the important bond formed by individual and team

energy with each other affects organizational energy. They found that this interaction positively affects
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performance at both the individual and organizational levels. According to Bruch and Ghoshal (2003),
individual and organizational energy concepts have become one of the most studied concepts in
organizational behavior and performance studies because they define the ability of energy to reach the
maximum potential of an organization. However, they stated that the organization cannot achieve
productivity growth, cannot grow quickly, and cannot create major innovations without the high energy
level of their employees. Cole, Bruch and Vogel (2012) have concluded that the collective energies of
employees in an organization, which are formed by combining the energy they have, are related to
individual and organizational performance. Owens et al. (Owens et al.,, 2016) found a positive
relationship between employee performance and relational energy in their studies. Depending on the

explanations, the following hypotheses have been developed.

H7: Human energy has a positive effect on employee performance.
Hya: ME has a positive effect on employee performance.
H7b: SE has a positive effect on employee performance.
H7c: PE has a positive effect on employee performance.

H7d: EE has a positive effect on employee performance.

Perceived

Human Ener,
Organizational Support gy

Leader-Member 0
Exchange \ 1.; e Mental Energy
HZ ” Employee Creativity
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Perceived Autonomy —H3abcd Spiritual Energy < >
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. 6@0 Physical Energy
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Figure 1. The proposed research model
Research methodology
Sampling and Data Collection

The universe of the research is composed of employees of five-star hotel enterprises operating in the
most tourist-attracting city of Turkey (Antalya). There are 314 five-star hotel enterprises in Antalya. The
total number of beds of these enterprises is approximately 255,554 (Culture and Tourism Ministry,
2018). There is no data available on how many employees these enterprises have in total. Agaoglu (1992)
stated in his study that there were 0.59 staff per bed in five-star hotel establishments. In this regard, it
can be said that the number of employees of the five-star hotel enterprise in Antalya region is about

133,077 people. In order to prevent time and material loss, the sample was determined in order to make
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it unrealistic to reach an exact count of such a large-scale universe. As a sampling method, the judicial
sampling method, also known as the purposeful sampling method, one of the improbable (non-random)
sampling methods, was used in the research (Burns et al., 2017). The survey technique was used to

collect the research data.

According to Altunigik et al. (2012) , they state that for a mass over 100,000 people, at least 384 people
should be reached with a 95% confidence interval and a 5% sampling error. However, it can be said that
there are different opinions about the sample size in the literature. Kline (1994) stated that a sample
size of 200 people would be sufficient, and Tabachnick and Fidel (2014) stated that a sample size of at
least 300 people could give good results. Taking into account the return rates of the surveys, the number

of surveys to be distributed was determined as 800.

The data of the study were collected by the researcher between September-December in 2019. Antalya
province, districts and towns; in Belek (8 hotels), Alanya (8), Manavgat (6), Kemer (5), Tekirova (4),
Side (7) and Titreyengol (3) business and 800 questionnaires were distributed to 41 five-star hotel
enterprises that volunteered to participate in the study. As a result of the research, 472 questionnaires
were collected. The return rate of polls is 59%. Forza (2002) stated that it is acceptable to have this ratio
of 20% and above 79 of the returned questionnaires were not included in the analysis due to incorrect
and incomplete filling out of the form. The remaining 393 (Belek 128, Kemer 39, Tekirova 35, Side 57,

Manavgat 48, Alanya 71 and Titreyengol 15) were analyzed with the available questionnaire.

This research was found ethically appropriate with the decision of Nevsehir Haci Bektas Veli University
Ethics Committee dated 21/10/2019 and numbered 84902927-050.01.04-E.252078000-
65/2019.17.132. This research was conducted by Ahmet AKNAR under the supervision of Faculty
Member Prof. Dr. Sule AYDIN on "A Research on Determining the Antecedents and Successors of
Human Energy in Hotel Businesses: The Case of Antalya Province" and 687321 thesis no. derived from

his doctoral thesis.
Scales

In the questionnaire, questions that measure demographic data of the participants, as well as human
energy, perceived organizational support, LMX , perceived autonomy, organizational commitment,
workplace friendship, employee creativity and employee performance have been used to measure eight

different scales.

Human Energy Scale: In order to determine the energy levels of the participants, the “Human
Energy Scale” consisting of 4 dimensions (physical, emotional, mental and spiritual) and 20 expressions

were used, who was developed by Bayram (2016).

Perceived Organizational Support Scale: In order to determine the levels of organizational
support perception of hotel employees, Eisenberger et al. (1986) have made use of their studies. The

scale consists of one dimension and 8 expressions.

The Scale of LMX: In order to determine the levels of relations between hotel employees and their
chefs and managers, Hui et al. (Chan et al., 2017) used the “Leader-Member Exchange Scale” consisting

of one dimension and 5 expressions created by Graen and Uhl-Bien (1995).
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Perceived Autonomy Scale: In order to determine the level of autonomy of the participants, the 3-
expressions “autonomy scale” developed by Spreitzer (1995) and adapted into Turkish by Siirgevil,
Tolay and Topoyan (2013), which is one of the sub-dimensions of the psychological empowerment scale,

was used.

Workplace Friendship Scale: In order to determine the relationship levels of hotel employees with
their colleagues, a total of 12-expression “Workplace Friendship Scale” consisting of 2 dimensions and
6 expressions each was used as a friendship opportunity and friendship prevalence developed by

Nielsen, Jex and Adams (2000).

Organizational Commitment Scale: In order to determine the organizational commitment levels
of hotel employees, the short form consisting of one dimension and 9 expressions of the “Organizational

Commitment Scale” was used, which was developed by Mowday, Porter and Steers (1982).

Employee Performance Scale: In order to determine the performance levels of hotel employees,
Sigler and Pearson (2000) used the “Employee Performance Scale”, consisting of one dimension and 4

expressions, which they used in their studies.

Employee Creativity Scale: In order to determine the level of creativity of hotel employees, the
“Employee Creativity Scale” consisting of one dimension and 4 expressions used by Jaiswal and Dhar

(2015) which, was used in their studies.

The scale is a 5-point Likert type, and the scale is scored ((1) disagree at all, (2) disagree, (3) somewhat
agree, (4) agree, (5) totally agree).

In order to ensure the language validity of the scales, the translation-retranslation method was used. In
this context, in the first stage, the scales were translated from the original language (English) into
Turkish by 3 faculty members. In the second stage, the faculty members were given 3 different English-
Turkish forms of the scales and asked to choose the most appropriate translation. Turkish English
translation of the expressions was provided by 2 linguists in the third stage and the linguists were given
the original form and asked to compare it. The items that do not match the original form have been

translated back into Turkish by linguists and the application form of the scales has been created.

In order to ensure the content and surface validity of the measurement tools, the opinions of 5
academicians, 3 sector employees and the dissertation monitoring committee were obtained. As a result
of the evaluation, the expression “I am sensitive to the wishes of my colleagues and customers” of the
PE dimension of the human energy scale was divided into two separate expressions as “I am sensitive
to the wishes of my colleagues” and “I am sensitive to the wishes of customers”. By adding appropriate
words to the expressions contained in the measurement tools in the field of tourism, their correct
understanding was ensured, and the scales were cleared of speech disordered sentences and technical
concepts. In addition, in order to avoid the effect of “common method variance”, statements to be scored

in the opposite direction were included in the scales and the statements were ranked randomly.

The pilot application of the research was carried out between March 2019 and April 2019 on hotel
employees operating in Corum province. In this context, 100 questionnaire forms were distributed to 8

hotel enterprises. 89 of the questionnaire forms have been returned. As a result of the pilot research, it
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was understood that the scales are understandable, free from technical concepts and in accordance with
the terminology of the field.Arastirmanin bu kisminda 6ncelikle arastirmanin evren ve 6rneklemi, veri
toplama aragclari, veri toplama yontemi agiklanmigtir. Bu caligma icin etik onay, Nevsehir Hac1 Bektag

Universitesi Etik Kurulu'ndan 04.12.2020 tarih ve 2020/21 sayih olarak alinmustir.
Analysis of the Data

Frequency analysis was used to analyze the information belonging to the participants. Exploratory
factor analysis (EFA) and Confirmatory factor analysis (CFA) were used to determine the dimensions
of the scales, and CFA was used to determine the Overall measurement model. In analyzing the

relationship between the variables, the regression analysis model was used.
Results

Of the 800 questionnaires distributed to hotel enterprises, 472 were returned. As a result of the
research, 393 valid questionnaires were obtained. The ratio of available surveys to returned surveys is

83%. The findings related to the results of the research are given below.
Sample characteristics

Of the respondents 55,7% men, 44,3% are women. 62.5% of the participants are between the ages of 18
and 29. 37.5% of the participants are between the ages of 30-56. 50.6% of the participants graduated
from a department related to tourism. It was seen that 89.6% of the participants had been working in

the sector for 2 years and more, while 60.5% had been working in the same hotel for 2 years and more.
Individual measurement model

Skewness and Kurtosis values were examined to determine whether the scales used in the study
provided the assumption of normality. Before proceeding to the normality test, all items of the EE scale
are included in the second item of the POS scale, the third, fifth and seventh items and the sixth
expression of the friendship prevalence scale were arranged because they were coded in reverse. Kline
(2016) stated that the kurtosis value in between ranges of +10 and the skewness value in the range of +
3 is sufficient for the assumption of normality of the data set. It was found that the kurtosis values of
the scales took values in the range of -1.270 to 0.657, and the skewness values took values between the
range of -1.153 and - 0.018. According to the results obtained, it can be said that the normality condition
is achieved (Kline, 2016). Then, descriptive and confirmatory factor analysis were performed for the

scales used in the study.

In order to determine the dimensions for the human energy scale, Varimax rotational EFA was applied
to 21 expressions using the basic components method. In the study, the Kaiser Mayer Olkin (KMO)
sample adequacy ratio was found to be 94.2% and the Bartlett test was found to be significant (x2=
6214.528, df: 210, p<.000). As a result of factor analysis, 4 dimensions were revealed as the same as
the original scale. The dimensions obtained were named as ME, PE, SE and EE as in the original scale.
The 4 obtained factors explain 72.329% of the total variance. Of the total variance, ME accounts for
21.344%, PE accounts for 19.515%, SE accounts for 17.593%, and EE accounts for 13.877%. The ME

dimension obtained as a result of the analysis consists of 6 expressions, PE dimension consists of 5
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expressions, SE consists of 5 expressions and EE consists of 5 expressions. The reliability of the ME
factor is Cronbach alpha:0.92, the reliability of the PE factor is Cronbach alpha:0.92, the reliability of
the SE factor is Cronbach alpha:0.90, the reliability of the EE factor is 0.82.

After the explanatory factor analysis, the human energy scale was subjected to confirmatory factor
analysis in four dimensions. The goodness of fit values of the CFA analysis are acceptable (x2/df:2.407,
AGFI=0.971, GFI=0.986, CF1=0.958, NFI=0.931, TLI=0.952 RMSEA=0.06).

EFA and CFA were conducted for the OC scale. In the EFA analysis, 9 variables of the scale were
collected under one factor. In the study, the KMO sample adequacy ratio was found to be 92.1% and the
Bartlett test was found to be significant (2= 2418,682, df: 36, p<0.000). The total variance explained
is 69.720%. The reliability of the scale is Cronbach alpha:0.924. As a result of the CFA, the one-factor
structure of the scale was confirmed (y2/df:3.175, AGFI=0.926, GFI=0.957, CFI=0.977, NFI=0.966,
TLI=0.967, RMSEA=0.074).

EFA and CFA were conducted for the workplace friendship scale. As a result of the EFA, two dimensions
emerged as friendship opportunity and friendship prevalence. It was excluded from the analysis
because the factor load of the first item of the friendship opportunity dimension was less than 0.50. As
a result of the recently applied factor analysis, the KMO sample adequacy ratio was found to be 84.5%
and the Bartlett test was found to be significant (x2= 1556.284, df: 55, p<0.000). The 2 obtained factors
explain 55.997% of the total variance. Friendship opportunity (5 expressions) accounts for 23.718% of
the total variance, and friendship prevalence (6 expressions) accounts for 32.279%. The reliability of
the friendship opportunity scale was Cronbach alpha:0.759 and the friendship prevalence scale was
Cronbach alpha:0.854. As a result of the CFA, the two-factor structure of the scale was confirmed
(x2/df:3,109, AGFI=0.910, GF1=0.942, CFI=0.940, NFI=0.915, TLI=0.924, RMSEA=0.079).

In the analyses, the results of KMO and Bartlett's test (Karagoz, 2016; Tavsancil, 2010) and EFA results
(Hair et al., 2010) and CFA results (Hu & Bentler, 1999; Sivo et al., 2006), it has been concluded that it

is among the accepted values in the literature.
Overall measurement model

Human energy (HE), perceived organizational support (POS), LMX (LMX), perceived autonomy (PA),
organizational commitment (OC), workplace friendship (WF), employee creativity (EC) and employee
performance (EP) were subjected to confirmatory factor analysis. The fit indices of the model
(x2/df:1.994, AGFI=0.918, GFI=0.908, CFI=0.912, NFI=0.908, TLI=0.912 RMSEA=0.060) are good
and acceptable. Among the results, it was found that each of the observed variables had standardized

regression weights greater than 0.50 (Bagozzi & Yi, 1988).

According to the data obtained as a result of CFA, composite reliability (CR), average variance extracted
(AVE) values were determined in table 1. However, Cronbach’s alpha values, correlation analysis results
and mean and standard deviation values of each variable were found. According to the researches, it is
stated that the reliability coefficient should be at least 0.70 (Hair et al., 2010). Accordingly, Cronbach's

alpha values were determined in order to scale the internal consistency of the structures. It was
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concluded that the Cronbach's alpha values of the variables were between 0.761-0.948 and 0.70. Both

reliability and validity tests of the study were performed with the results obtained.

It was observed that AVE values remained below the value of EE sub-dimension (0.479), employee
creativity scale (0.497) and friendship prevalence sub-dimension (0.404) 0.50. It has been observed
that other scales values in between 0.517-0.785>0.50. Malhotra and Dash (2019) suggest that the AVE
is very strict, therefore, if the AVE value is below 0.50 and the CR value is above 0.70, the analysis
should be continued without removing the relevant variable from the analysis. Therefore, the analysis
was continued without removing the variables from the analysis. The square root of the AVE value of
each structure is greater than its correlation with other structures. However, AVE values are larger than
MSV values. According to these results, convergent and discriminant validity were provided (Hair et al.,

2010).

When the correlations between the variables are examined, it is that the sub-dimensions of HE are ME
(r=.333 between .505, p<.001), SE (r=.363 between .507, p<.001), PE(r=.444 between .600, p<.001)
and EE(r=.297 between .514, p<.001) and is positively correlated with other variables. In addition, a

positive relationship was found between all the variables with each other.



2819

0DU Sosyal Bilimler Arastirmalari Dergisi / ISSN: 1309-9302 / dergipark.org.tr/tr/pub/odusobiad -

O

Y9L¢0| ,.x9EV‘0 **vmonw £%5x00859°0]| wxxlSO **vmvaw 235x09C°0|| 4520680 445xVTG0|[42£009°0|| 4 £xL89°0|| +4+50G‘0|| TL¥0|| ¥85°0|| Scb6‘0|| SP6°0 vSCll DO-cr
610 **mwmam 22208 V0|| 552928V°0|5529GG0|| £5x00TO|| 455V GTO|| 45x0TE 0| 45x0CV O 45xxLTG0|| 4xx98€°0||0C 0|| L15°0| 298°0|| L6TQ €9C|| g -1t
CEOO|| LOSTO|| 45xxETV O] £ GOTO|| £45LGCO|| 45xELEO|| 45x08G°O|| 426V V0|l £4x9LE0|| 12 EEEO||COV 0| YOV O|| 19L0| TEOT 9L‘€|| 04 -o1
L8LO|| 445xV8V 0| 155xCTCO||  VTTO|| 44401 O|| 4500V 0| 45 VPV 0| 45.6T9°0|| 4% 89E°0(|S6E‘O|| 6T9‘O|| TH6°0|| 0L6‘O 7|l SOJ-6
PILO|| 45501V 0| 45OV E O] £4289C°O|| 45x9TVO|| 4 54LLSG O] 44xGV90|| 4OV Ol OTFO|| 0S‘O|| gEQ‘0|| eg‘0 61°C|| XIN'T-8
0TLO|| 45490V 0| 445 CTEO]| 454L6T O] 4559050 || 41 V0GO|| 44L0G0||Q0C 0| QTS‘O|| TIQ‘O|| 60°T 29‘C|| HAH-L
COL O] 444 E8C°0]| 440GV O] 45xVECGO|| 449V O|| £G4V 0||GQT 0| L6V O] g6L0|| PO‘T aeell Dd-9
OVLO|| 4429LE°0|| 45500V 0| 452 E9€°0|| xSV V0| ST 0| 8FS‘O|| ¥8L0|| 8860 asell vda-9
T09°0|| +TT90|| 45xx0E5°0|| 45 7EG0|| SLE O] 64F°0|| 128‘O|| VS6°0 9%¢|| HHA-¥
988°0|| 44x+06L°0|| +.xV29‘0[|€29‘0|| G84°0|| gY6‘0|| P16‘0 vG€|| HAd-©
S08°0|| .+V19°0(|€290| PP9‘0|| 006°0| St60 8C‘C|| HS-¢c
TI80(|06€°0|| 859°0|| 0T6O|| L6T‘T SPE|| AN -T
‘A
4! 11 o1 6 8 L 9 g 14 € I T ASIN || AAV || D - UBIIN

K1pI[EA pue A[IRI[oY JO SaN[eA PUR SUBSIA ‘SUOTIR[RIIO) *T d[qe],




¢
Atif / Citation: Aknar, A. & Aydin, $. (2023). Human energy in hotel enterprises: Causes and
consequences. ODUSOBIAD, 13(3), 2803-2836, Doi: 10.48146/odusobiad.1198343

Hypothesis testing

In order to test the hypotheses of the study, regression analysis was performed. For this purpose, nine
different models have been created to test the effect of perceived organizational support, LMX,
perceived autonomy, organizational commitment, workplace friendship on HE and its sub-dimensions.
In order to test the effect of human energy and its sub-dimensions on the consequences variables
(employee performance, employee creativity), nine different regression analysis were conducted. It has
been observed that the Anova results of all analysis were significant (p<.001). Since the tolerance and
VIF values are less than 5, it has been determined that there is no multi-connection problem (Craney &

Surles, 2002). The results obtained from the regression analysis are given below.

As a result of multiple regressions conducted to see the effect of antecedent variables on the energy
levels of hotel employees, it was found that the percentage of model description was significant with an
adjusted R2=56.3%. This result shows that the 56.3% change in HE depends on the antecedent
variables. Perceived organizational support (f=,168, p<,001), LMX (=,178, p<,001), perceived
autonomy (=,172, p<,001), workplace friendship (f=,206, p<,001) and OC (=,235, p<,001), has been
shown to have a positive and significant effect of variables on human energy. Therefore, H1, H2, H3,

H4 and Hs5 are accepted.

In the second multiple regressions, it was found that the variables explain 28.4% of the change in ME.
Multiple regression analysis was performed according to perceived organizational support (§=,117,
p<,05), LMX (B=,100, p<,05), perceived autonomy (f=,251, p<,001). workplace friendship (p=,191,
p<,05) and OC (B=,178, p<,01), has been shown to have a positive and significant effect of variables on

ME. Therefore, Hia, H2a, H3a, H4a and H5a are accepted.

In the third multiple regressions, it was found that the variables explain 55.6% of the change in SE.
Multiple regression analysis was performed according to perceived organizational support (f=,319,
p<,001), LMX (B =,268; p<,001), workplace friendship (=,180, p< ,01) and OC (=,306, p<,001), the
variables have been found to have a positive and significant effect on the SE. On the other hand, it has
been observed that perceived autonomy ( = ,055, p > 0.05) does not have significant effect on SE.

Therefore, Hib, H2b, H4b and H5sb are accepted and H3b is rejected.

In the fourth multiple regressions, it was found that the variables explain 43.6% of the change in
physical energy. Multiple regression analysis was performed according to perceived organizational
support (B=,121, p<,05), LMX (p=,282, p<,001), perceived autonomy (f=,235, p<,001). workplace
friendship (=,236, p<,01) and OC (f=,275, p<0,001), has been shown to have a positive and significant
effect of variables on physical energy. Therefore, Hic, H2c, H3c, H4c and Hsc are accepted.

In the fifth multiple regressions, it was found that the variables explain 28.3% of the change in
emotional energy. Multiple regression analysis was performed according to perceived organizational
support (f=,127, p<,01), perceived autonomy (f=,129, p<,01), workplace friendship (f=,220, p<,01)
and OC (B=,194, p<,001), has been shown to have a positive and significant effect of variables on

emotional energy. On the other hand, it has been observed that LMX (B=,075, p>,05) does not have

viThenticate:
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significant effect on emotional energy. Therefore, Hid, H3d, H4d and Hsd are accepted and Had is

rejected.

In the sixth simple linear regression was used to demonstrate between HE and EC relationships.

According to this analysis, HE (=,552, p<,001) have positive effect on EC. Therefore, H6 is accepted.

In the seventh multiple regressions, it was determined that mental, spiritual, physical and emotional
energy dimension of HE explained 24.5% of the change in EC. As a result of the multiple regression
analysis, ME (=,166, p<,001), PE (B=,260, p<,001) and EE dimension (=,123, p<, 001) of HE has a
positive and significant effect on EC. A positive and significant effect, however, of SE dimension on
employee creavity was not found (= -,043, p>,05). Therefore, H6a, H6b, and H6d are accepted and
Héc is rejected.

In the eight simple linear regression was used to demonstrate between HE and EP relationships.
According to this model, HE (f=,512, p<,001) have positive effect on employee performance. Therefore,

H7 is accepted.

The last multiple regressions, it was determined that mental, spiritual, physical and emotional energy
dimension of HE explained 25.6% of the change in employee performance. According to this model ME
(B=,225, p<,001), SE (B=,160, p <,01) and PE ( =146, p<,01) dimension of HE has a positive and
significant effect on employee performance. A positive and significant effect, however, of EE dimension
on employee performance was not found (= -,064, p>,05). Therefore, Hya, H7b, and H7c are accepted
and H7d is rejected.

In this study, human energy, LMX, perceived organizational support, autonomy, organizational
commitment, workplace friendship, theories about employee creativity and employee performance are
put together. The effect of perceived organizational support, autonomy, LMX, WF and OC on HE and
the effect of HE on employee performance and creativity were investigated. The theoretical model was
tested by regression analysis. The data were collected from 393 hotel management employees operating
in Antalya province. This study is the first to examine the related variables together within the author's

knowledge.

This study has been prepared based on the statement that contributions can be made from the works of
various authors. Proceeding from this, in the work of Lerdal (2005), he states that individual energy
needs to be studied in more depth. Jansen (2004) mentions that it is important to determine the level
of individual energy expressed in his study and that it affects his performance. In the studies of Cross,
Baker and Parker (2003), they state that the service sector is the most affected sector by the energy

phenomenon and that it is important to measure it in different areas.

When the results obtained were evaluated separately, it was found that the positive effect of perceived
organizational support on human energy and its sub-dimensions was in line with similar studies in the
literature (Ashkanasy & Tse, 2000; Bruch & Vogel, 2011; Dutton, 2003; Kiirla, 2007; Louw et al., 2012).
In Taylor (2015)'s study, it is explained that it is necessary to determine the dimensions in which

employees' energy levels arise and which variables are affected by these dimensions and which variables
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affect them. Bayram (2016) explained that different variables with human energy should be studied and

that their application in different sectors can contribute to the science of organizational behavior.

Perceived autonomy, human energy, and from the lower dimensions of mental, physical and emotional
a positive effect on your energy, is in line with similar studies in the literature (Alexiou et al., 2019;
Quinn & Dutton, 2005; Ryan & Frederick, 1997; Shirom, 2003), but it was determined that it did not
have a significant impact on the SE. As this result may be due to the relationship of autonomy with other
independent variables, it can also be caused by the relationship between spiritual and physical energy,
emotional and ME. Therefore, instead of multiple regression analysis in future studies, it can investigate
how autonomy affects SE alone by performing simple linear regression, as well as the mediating effect

of SE can be investigated.

It has been determined that the positive effect of OC on human energy and its sub-dimensions is in line
with similar studies in the literature (Ashkanasy & Tse, 2000; Bruch & Vogel, 2011; Downey, 2008;
Dutton, 2003; Hoon Song et al., 2012; Milliman et al., 2003; Owens et al., 2016; Shirom, 2003).

It has been determined that the positive effect of workplace friendship on human energy and its sub-

dimensions is in line with similar studies in the literature (Hjelholt, 1979; Tosey & Llewellyn, 2002).

It can be said that the positive effect of LMX on the sub-dimensions of human energy, mental, spiritual
and physical energy is in line with similar studies in the literature (Atwater & Carmeli, 2009; Bayram,
2018). However, it has been observed that LMX does not have a significant effect on EE from the sub-
dimensions of human energy. This result is to differ from previous studies (Atwater & Carmeli, 2009;
Bayram, 2018). It can be said that this situation is due to the difference between the sample groups of
other studies and the measurement tool used in the research. In addition, it can be said that this
situation is caused by the age difference between employees and leaders, as also as De (1981) and
Dhawan (1982) have stated in their studies, the managers Kiirla (2007) have expressed in their work
are not humble and talented. In this context, relationship between leadership styles and emotional
energy can be examined in future studies. Other findings of the research that examined the impact on
individual outcomes of human energy, human energy, mental, physical and emotional energy sub-

dimensions have a significant and positive effect on EC has been found.

Other findings of the research that examined the impact on individual outcomes of human energy, when
the human energy of the detected information with mental, physical and emotional energy sub-
dimensions that is having a significant and positive effect on EC. Although there is no possibility of one-
to-one comparison due to the limited literature, it is possible to say that Atwater and Carmeli (2009)
and De Dreu, Baas and Nijstad (2008) are in the same line with their studies. On the other hand, it has

been determined that SE does not have a significant effect on the creativity of employees.

Another model of the research, the effect of human energy and its sub-dimensions on employee
performance, is examined, it has been determined that the sub-dimensions of human energy, mental,
physical and SE have a significant and positive effect on employee performance. However, it has been
determined that emotional energy does not have a significant effect on employee performance. Again,
since it is not possible to make a one-to-one comparison due to the limited literature; Owens et al.

(2016), although there are conceptual differences (relational energy positively affects employee
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performance) in their studies, it is possible to say that it is in the same line with our study. It is possible
to say that the energetic activation expressed by Rothbard and Wilk (2011) in their study is closely
related to the quality of performance and that its expression supports our study. In the same way, it is
possible to say that the studies of Schiuma, Mason and Kennerly (2007) and Bruch and Ghoshal (2003)
are in the same line with our study. However, the lack of effect of emotional energy on employee
performance differed with the studies of Shirom (2003). It can be said that this situation can be caused
by cultural and sectoral differences, as well as by the difference in the measurement tool used.
Therefore, it is considered that the study of the effect of both the human energy scale as a whole and its
sub-dimensions on employee performance separately will be important both from the point of view of

the tourism literature and organizational behavioral science.
Theoretical and practical implications

The findings obtained from this study contribute to the literature in various ways. First, the study
responded to the call of Cross, Baker and Parker (2003) that the service sector is the sector most affected
by the energy phenomenon and that it is important to measure it in different areas. Thus, its validity
and reliability have been proven in the sample of hotel employees and the human energy measurement

tool has been introduced into the literature.

Secondly, it was responded to the call expressed by Taylor (2015) in his study, it is necessary to
determine in which dimensions the energy levels of employees arise and which variables are affected by
these dimensions and which variables affect them. Thus, it has been established that human energy
consists of four sub-dimensions: physical, emotional, spiritual and mental. In addition, as a result of
the findings obtained, it was determined that the variables that reveal the energies of employees and
allow them to replenish their depleted energies are perceived organizational support, autonomy, LMX,
OC and workplace friendship. Thirdly, by responding to Bayram’s (2016) call for the study of human
energy with different sectors and variables, a contribution to the science of organizational behavior was
made by examining human energy in the tourism sector and with different variables. Finally, this study
contributes to the theory of social interaction, the theory of conservation of resources, the theory of
attention restoration, the theory of ego depletion, the theory of autonomy, energetic and stressful

arousal.

Again, considering that the main purpose of their enterprises is to increase efficiency and productivity,
it has been found that energy has a positive significant effect on the creativity and performance of
employees. However, given that the topic of human energy is limited in terms of the tourism literature,

the findings of this study may contribute to the literature as well as provide a basis for future studies.

The findings obtained in the study show that the ideas of employees' energies should be respected,
environments where they can express themselves comfortably should be created, and a happy, peaceful
working environment should be created. it shows that it is necessary to create areas where employees
can use their competencies while doing their jobs in a relationship based on trust and respect with
Managers. it shows that by creating environments where all employees can interact, they can unleash
their existing potential energy and replenish their depleted energy. In summary, as organizational

support perceptions, autonomy, LMX levels, OC and friendship levels increase, thus, employees will be
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more full of energy to perform their duties, and their creativity and performance will also be increased.
However, hotel enterprises will need employees with high performance and creativity to achieve their

goals. This will be possible by keeping employees' energy levels constantly high.

However, the energy resource manager may be appointed who will be responsible for the design and
implementation of initiatives aimed at reviving, supporting and activating energy. This should be a
continuous process due to the dynamic nature of the energy. The main role of the manager should be to
ensure that the vision and strategy of the enterprise capture the emotional excitement of people, fulfill
their intellectual abilities, and create a sense of urgency to take action. Its purpose should be to make
energy management permanent and to add energy to daily business life. The energy manager should

spend time for “meeting and talking with people”, “understanding people's feelings and energy”. The

manager should have the competence to be both a psychologist and a coach.
In addition, hotel operators and managers;

e  When distributing tasks, employees should avoid giving tasks that exceed their potential.

e Rewards, penalties, wages, promotions and rotation practices should be treated fairly. In
particular, it should be ensured that the work that employees will do, especially during
promotion and rotation, is compatible with their knowledge, skills and abilities, and that
employees do their jobs willingly.

e They should create a social environment that stimulates social interactions and thus facilitates
the formation of friendship, which will allow the development of social relations between
employees.

e Respect and trust-based relationships should be established between managers and employees.
An environment should be created that will allow employees to easily explain their problems to
their managers, and solutions to their problems should be found.

¢ Employees should be given enough time and space during the working day to rest, talk on the
phone, read something.

o The eating and drinking habits of employees should be investigated, food menus should be

created that will give employees the right to choose, and balanced nutrition should be ensured.
Employees, on the other hand, to keep their energy at a high level during the day;

e In the performance of their duties, they should take time for themselves, make stretching and
relaxation exercises and they should engage in social relations.

e During off-duty hours, they should participate in social activities and ensure that their energy
is renewed by participating in activities that can refresh them.

e He/she should try not to bring his/her non-work problems to the work environment and stay

away from stress.
Limitations and suggestions for future study

Besides the fact that the research has both theoretical and practical contributions, it also has some
limitations. In the research, one-sidedness of relationships can be mentioned due to the fact that the

data obtained for testing hypotheses were collected over a certain period of time. Therefore, a
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longitudinal approach can be used in future studies. Another limitation of the research is that it was
carried out using a quantitative method based on the survey technique. In future studies, human energy

can be investigated using qualitative methods.

The data obtained in the study are the perceptions of employees about their energy levels, performance
and creativity, not their occurred energy levels, performance and creativity. The energy, performance
and creativity of the employees were evaluated by themselves. This may have caused employees to rate
themselves higher. For this reason, more subjective measurements can be obtained by ensuring that
managers also evaluate employees in future studies. The study is limited to hotel management
employees operating in the coastal region and Antalya province. In future studies, it can be carried out

on city hotel employees and hotel business employees operating in different destinations.
However, what will be done in the future may be as follows.

e Itisstated that psychological and physical factors affect energy (Ryan and Frederick, 1997). For
this reason, it can be investigated in which way people's temporary illness and chronic ongoing
disorders affect their energy levels.

e The effect of positive and negative contact of hotel management employees with the customer
on their energy levels can be investigated.

o The effect of employees' sleep quality on their energy can be investigated.

o The effect of external customers on the energy of employees can be investigated.

e Measurement tools with proven validity and reliability related to team energy and
organizational energy can be developed.

e It can be investigated what factors affect the energy of teams in enterprises.

e The factors affecting organizational energy and the factors affecting organizational energy can

be investigated.
The relationship between the habits and energy levels of employees can be investigated.

e The mediating effect of the relationship between variables related to human energy can be

investigated.

e Variables that cause a decrease in human energy can be investigated.

New studies are needed to clarify the concepts related to human energy, to understand its importance
from the point of view of enterprises, and to fill in the gaps related to the subject in the literature. As a
specific research topic proposal, the effect of work, family and friend support on human energy can be

investigated.
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Genisletilmis Ozet

Bu calismamin temel amaaci, algilanan érgiitsel destek, lider-iiye etkilesimi, algilanan ozerklik, isyeri arkadashgi
ve orgiitsel baghlhigin insan enerjisi iizerindeki etkisi ile insan enerjisinin isgoren yaraticithgi ve performansi
tizerindeki etkisini ortaya koymaktir. Bu genel amacg dogrultusunda, insan enerjisi kavramimn turizm
literatiiriine kazandirilmas, otel isletmesi calisanlarimin enerji diizeylerini 6lgmeye yoénelik gecerli ve giivenilir
bir olgiim araa ortaya konulmasi ve insan enerjisinin hangi boyutlarda ortaya ¢iktigimin belirlenmesi

amaclanmgtir.

Bu kapsamda Antalya ilinde faaliyet gosteren bes yildizh otel isletmesi calisanlarindan amagh 6rnekleme
yontemi ve anket teknigi kullamlarak 393 adet veri toplanmistir. Analizler sonucunda insan enerjisi degiskeninin

zthinsel, ruhsal, fiziksel ve duygusal olmak iizere dort boyuttan olustugu tespit edilmistir.

Elde edilen verilerle yapilan regresyon analizi sonucunda algilanan algilanan orgiitsel destek (f=,168, p<,001),
lider-iiye etkilesimi (f=,178, p<,001), algilanan 6zerklik (f=,172, p<,001), isyeri arkadashgi (f=,206, p<,001) ve
orgtitsel baghhk (B=,235, p<,001), degiskenlerinin insan enerjisi tizerinde pozitif ve anlamh bir etkisi oldugu

gortilmiistiir.

Ikinci modelde algilanan érygiitsel destek (B=,117, p<,05), lider-iiye etkilesimi (B=,100, p<,05), algilanan 6zerklik
(B=,251, p<,001), isyeri arkadashg (f=,191, p<,05) ve orgiitsel baghlk (f=,178, p<,01), degiskenlerinin insan

enerjisinin alt boyutlarindan zihinsel enerji tizerinde pozitif ve anlamh bir etkisi oldugu tespit edilmistir.

Uciincii modelde orgiitsel destek (8=,319, p<,001), lider-iiye etkilesimi (f =,268; p<,001), isyeri arkadashdt
(B=,180, p< ,01) ve orgiitsel baghlik (f=,306, p<,001), deJiskenlerinin ruhsal enerji iizerinde pozitif ve anlaml
bir etkisi oldugu, algilanan ozerkligin ise ruhsal enerji tizerinde anlamh bir etkiye sahip olmadigr (B = ,055, p

> 0,05) goriilmiistiir.

Dordiincii modelde orgiitsel destek (f=,121, p<,05), lider-iiye etkilesimi (f=,282, p<,001), algilanan ozerklik
(B=,235, p<,001), isyeri arkadashgr (=,236, p<,01) ve orgiitsel baghhk (B=,275, p<0,001), degiskenlerinin

fiziksel enerji iizerinde pozitif ve anlamh bir etkisi oldugu goriilmiistiir.

Besinci modelde algilanan érgiitsel destek (f=,127, p<,01), algilanan ozerklik (f=,129, p<,01), isyeri arkadashgi
(B=,220, p<,01) ve orgiitsel baghlik (f=,194, p<,001), degiskenlerinin duygusal enerji iizerinde pozitif ve anlamh
bir etkisi oldugu, lider-iiye etkilesiminin ise duygusal enerji tizerinde anlaml bir etkiye sahip olmadigi (f=,075,

p>,05) tespit edilmistir.

Altinct modelde insan enerjisinin (f=,552, p<,001) isgéren yaraticthg iizerinde pozitif ve anlamh etkisi vardir.

Yedinci modelde insan enerjisinin ise isgoren yaraticthgi ve isgoren performanst iizerinde insan enerjisi 6lgeginin
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alt boyutlarindan zihinsel enerji (=,166, p<,001), fiziksel enerji (f=,260, p<,001 ) ve duygusal enerjinin (f=,123,
Pp<,001) isgoren yaraticthg tizerinde pozitif ve anlamh etkisi oldugu, ruhsal enerjisinin ise, isgéren yaraticthg

tizerinde anlamh bir etkiye sahip olmadigi (f= -,043, p>,05 ) tespit edilmistir.

Sekizinci modelde insan enerjisinin (f=,512, p<,001) isgoren performansi iizerinde pozitif ve anlamh etkisi
oldugu tespit edilmistir. Dokuzuncu modelde zihinsel enerji (f=,225, p<,001), ruhsal enerji (B=,160, p <,01) ve
fiziksel enerjinin (B =146, p<,01) isgoren performanst iizerinde pozitif ve anlamh etkisi vardir. Duygusal enerji

boyutunun ise, isgoren performanst tizerinde anlamh bir etkisi olmadigi (f= -,064, p>,05) tespit edilmistir.

Bu calismadan elde edilen bulgular literatiire cesitli sekillerde katkida bulanmaktadir. Ilk olarak, arastirmada
Cross, Baker ve Parker (2003)1n enerji olgusundan hizmet sektdriiniin en ¢ok etkilenen sektor oldugu ve farkh
alanlarda élgtilmesinin 6nemli oldugu cagrisina yanit vererek, otel isletmesi calisanlar: ornekleminde gecerliligi

ve giivenilirligi kamitlanmis insan enerjisi ol¢iim arac literatiire kazandirilmistir.

Ikinci olarak, Taylor (2015) cahsmasinda ifade ettigi cahsanlarin enerji diizeylerinin hangi boyutlarda ortaya
caktigr ve bu boyutlarin hangi degiskenlerden etkilendigi ve hangi degiskenleri etkilediginin belirlenmesi
gerektigi cagrisina yamt vererek, insan enerjsinin fiziksel, duygusal, ruhsal ve zihinsel olarak dort alt boyuttan
olustugu, bununla birlikte, elde edilen bulgular sonucundan ¢calisanlarin enerjilerini agiga ¢ikaran ve tiikenen
enerjilerinin yenilenmesini saglayacak degiskenlerin algilanan orgiitsel destek, 6zerklik, lider-iiye etkilesimi,
orgiitsel baghhk ve isyeri arkadashgr oldugu tespit edilmistir. Uciincii olarak Bayram (2016)mn insan
enerjisinin farkh sektér ve degiskenlerle incelenmesi cagrisina yamit vererek, turizm sektériinde ve farkh
degiskenlerle insan enerjisi incelenerek orgiitsel davrams bilimine katki saglanmigtir. Son olarak ise bu calisma
sosyal etkilegsim teorisi, kaynaklarin korunmas: teorisi, dikkat restorasyonu teorisi, ego tiitkenme teorisi, ozerklik

teorisi ve enerjik ve stresli uyarilma teorilerine katkida bulunmaktadir.

Arastirmamin hem teorik hem de pratik katkilarimin olmasvun yam swra baz kisitlart da bulunmaktadir.
Arastirmada hipotezleri test etmek igin elde verilerin belirli bir donemde toplannus olmast nedeniyle iliskilerin

tek yonliiliigii bahsedilebilir. Bu nedenle gelecek calismalarda boylamsal bir yaklasim kullamlabilir.

Arastirmada elde edilen veriler calisanlarin gerceklesen enerji diizeyleri, performanslar: ve yaraticiliklar: degil,
enerji diizeyleri, performans ve yaraticthga iliskin algilaridir. Calisanlarin enerjileri, performanslart ve
yaraticihiklar kendileri tarafindan degerlendirilmistir. Bu durum, ¢calisanlarin kendilerine daha yiiksek puan
vermelerine neden olmus olabilir. Bu nedenle gelecekte yapilacak ¢alismalarda yoneticilerin de ¢alisanlar
degerlendirmesi saglanarak daha subjektif ol¢iimler elde edilebilir. Calisma sahil bolgesinde ve Antalya ilinde
faaliyet gosteren otel isletmesi ¢alisanlar: ile stmirhdir. Gelecek calismalarda sehir otel ¢alisanlar: ve farkh
destinasyonlarda faaliyet gosteren otel isletmesi calisanlart ve diger turizm endiistrisi calisanlart (seyahat

acenteleri, yiyecek-icecek isletmeleri vb.) tlizerinde yapilabilir.
Bununla birlikte gelecekte yapilacak ¢calismalar asagidaki gibi olabilir.

e  Psikolojik ve bedensel faktorlerin enerjiyi etkiledigi ifade edilmektedir (Ryan ve Frederick, 1997). Bu
nedenle insanlarin gegici hastalik ve kronik olarak devam rahatsizliklarimin enerji diizeylerini hangi
yonde etkiledigi arastirilabilir.

e Otel isletmesi calisanlarimin miisteri ile olumlu ve olumsuz temasimn enerji diizeylerindeki etkisi
arastirilabilir.

e Cahsanlarin uyku kalitesinin enerjileri lizerindeki etkisi arastirilabilir.

e Dig miisterilerin calisanlarin enerjileri iizerindeki etkisi arastirilabilir.

e Takim enerjisi ve orgiitsel enerji ile ilgili gecerliligi ve giienilirligi kamtlanmis 6l¢iim araclart

gelistirilebilir.
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Isletmelerdeki takimlarn enerjisini etkileyen faktérlerin neler oldugu arasturlabilir.
Orgiitsel enerji etkileyen faktérler ve érgiitsel enerjisin etkiledigi faktorler arastirlabilir.
Cahsanlarin beslenme aliskanliklarimin eneryji diizeylert arasindaki iliski arastirilabilir.
Insan enerjisi ile ilgili degiskenler arasindaki iliskide aracilik etkisi arastirabilir.

Insan enerjisinin azalmasina neden olan degiskenler arasturilabilir.

Insan enerjisi ilgili kavramlarn netlestirilmesi, isletmeler agisindan éneminin anlasilmast ve literatiirde konuyla

ilgili bosluklarin doldurulmas: agisindan yeni ¢calismalara thtiyag duyulmaktadir. Spesifik bir arastirma konusu

onerisi olarak, is, aile ve arkadas desteginin insan enerjisi iizerinde etkist arastirilabilir.
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