The Impact of The Contract Type on Job Involvement
in The Hotel Industry: The Case of Croatia

Pupavac, Justin; Marinac, Antun; Krpan, Ljudevit; Pupavac, Drago

Source / Izvornik: Polish Journal of Management Studies, 2023, 27, 278 - 293

Journal article, Published version
Rad u casopisu, Objavljena verzija rada (izdavacev PDF)

https://doi.org/10.17512/pjms.2023.27.2.17

Permanent link / Trajna poveznica: https://urn.nsk.hr/urn:nbn:hr:277:346393

Rights / Prava: In copyright /Zasti¢eno autorskim pravom.

Download date / Datum preuzimanja: 2024-05-21

-"'-:_‘__\_-\""-\-\..
// _““\\\\ Repository / Repozitorij:
i ik el
f’-.l,f_......... '|
II"\ \ j : ,I FTRR Repository - Repository of Faculty Tourism
\_\ KL / and Rural Development Pozega

aodar

DIGITALNI AKADEMSKI ARHIVI [ REPOZITORLJI



https://doi.org/10.17512/pjms.2023.27.2.17
https://urn.nsk.hr/urn:nbn:hr:277:346393
http://rightsstatements.org/vocab/InC/1.0/
http://rightsstatements.org/vocab/InC/1.0/
https://repozitorij.ftrr.hr
https://repozitorij.ftrr.hr
https://repozitorij.unios.hr/islandora/object/ftrr:123
https://dabar.srce.hr/islandora/object/ftrr:123

2023 POLISH JOURNAL OF MANAGEMENT STUDIES
Vol.27 No.2 Pupavac J., Marinac A., Krpan Lj., Pupavac D.
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INVOLVEMENT IN THE HOTEL INDUSTRY: THE CASE OF
CROATIA
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Abstract: The main aim of this paper is to determine the level of job involvement in the
Croatian hotel industry and investigate the interrelationship between the different types of
contracts and job involvement. This research aims to determine the size and extent of job
involvement between the employees with a standard (full-time) and the employees with a
non-standard employment contract. Research results are based on confirmatory factor
analysis methods, descriptive statistics (mean, standard deviation, frequency) and t-tests. The
survey was conducted among the employees (n=228) in the hotel industry along the Adriatic
coast during the summer season of 2022. The research result indicated that the type of
contract significantly affects job involvement.
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Introduction

The hotel industry represents an important economic activity in most European
countries. That is a labor-intensive activity with high income that supports economic
growth. It is especially reflected in countries like Croatia, Montenegro, and Greece,
where tourism contributed more than 20 % of the GDP. In 2019, tourism contributed
a significant part of the GDP in Cyprus, Spain, Malta, and Portugal, varying from
13.7 % to 17.1 %. According to the World Bank Group (2017), the hotel industry
has a significant multiplier effect when compared with other industries (USD3.20),
and it is higher than the industry average (USD2.70). Increased labor productivity in
the hotel business is critical for increasing economic growth and creating new jobs
in nations that are heavily reliant on tourism. In order to achieve this, it is necessary
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to raise job involvement to the highest possible level. A higher level of job
involvement influences labor productivity and income (Luthans and Jensen, 2002).
Job involvement also affects the following business outcomes (Sorenson, 2013): 1)
absenteeism, 2) turnover, 3) safety incidents, 4) quality, 5) customer metrics and 6)
profitability.
According to Bates (2004), half of all American employees are not fully involved in
their jobs. McShane and VVon Glinov (2010) came to a similar conclusion. According
to their research, less than 60% of employees are partly involved in their job, and
every fifth employee shows very low involvement in their job. In more recent
research, Steve Crabtree (2013) concluded that only 13 % of worldwide employees
are involved in their jobs. Crabtree also found that 63 % of employees in Central and
Eastern European countries are not preoccupied with work, while as many as 26 %
are “actively disengaged”, indicating they are unhappy and unproductive at work.
That imposed the research question about the size and extent of job involvement in
the hotel industry depending on the type of employment contract. Accordingly, this
paper aims to determine the level of job involvement in the Croatian hotel industry
and investigate the interrelationship between the different types of contracts and job
involvement. The importance of this work stems from the lack of theoretical and
empirical evidence on the influence of the type of employment contract on job
involvement in the hotel industry. This paper also analyzes the differences in job
involvement depending on demographic characteristics, including gender and
domicile/residence of employees in the hotel industry.
In this paper, the authors try to find answers to the following scientific questions:
1) What is the average level of job involvement in the Croatian hotel industry?
2) Is there a connection between the type of employment contract and job
involvement?
3) Is there a relationship between gender and the level of job involvement?
4) Is there a connection between the domicile/residence of employees and job
involvement?
Achieving the aim and purpose of the research and finding answers to the scientific
questions is based on methods of descriptive (arithmetic means, standard deviation,
frequency) and inferential statistics (t-test).

Literature Review

One of the most studied constructs in organizational psychology is job involvement.
Job involvement (Salessi and Omar, 2019) is important for organizations (to have
employees who are more emotionally committed, dedicated, preserving, motivated,
proactive and willing to make extraordinary efforts) and for the workers (higher job
satisfaction, life satisfaction, better balance between work and family life). The
degree to which an individual identifies with their job is referred to as job
involvement (Lodahl and Kejner, 1965). This construct is defined by Lawler and
Hall (1970) as the degree to which one actively participates in one's job and the
importance of one's job to one's self-image. Fletcher (1998) defined job involvement
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as a belief that describes an employee's relationship with his or her current job.
According to Sethi and Mittal (2016), job involvement shows the degree to which
an individual is personally involved with his job and is a significant job-related
behaviour. Employees showing a high level of involvement in their job are motivated
(Sharma, 2012), and their job performance is important to their self-esteem (Pathak,
1983). Job involvement is a fundamental factor for personal development,
satisfaction, motivation, and goal-oriented behaviour. Employees show a high level
of involvement in their job and think less about leaving the organization they are
working for (Uygur and Kilic, 2009). For an individual not involved in their job, that
is not a significant part of his life, interests and image of himself. His identity does
not depend on what he does and how he works successfully at his job (Hogan,
Lambert and Griffin, 2013). Employees with lower levels of job involvement are
keen on counterproductive behaviour (Welbourne and Sariol, 2017). Abdallah, Phan
and Matsui (2016) say that employees with lower levels of job involvement will be
less creative and innovative. According to Jansen (2010), worker's innovative
behaviour interacts with his or her job involvement. Mgedezi, Toga and Mjoli (2014)
point out that job involvement contributes to harmonising individual and
organizational goals. Danish et al. (2015) detected a positive correlation between
organizational performance and job involvement. Kiyani et al. (2011) indicated a
significant positive relationship between job involvement and career salience.
Characteristics such as stimulation, independence, responsibility, diverse skills and
good feedback are also positively correlated with job involvement (Muchinski,
2000). A high level of job involvement can enhance organizational effectiveness
(Nwibere, 2014). Bahjat et al. (2017), in their research, conclude that employees with
high levels of job involvement have higher levels of social recognition, self-esteem,
freedom and empowerment. A high level of job involvement encourages employees
to make independent decisions which is the base for the creative and efficient
execution of tasks at work (Ohly, Sonnentag and Pluntke, 2006). Employees with a
high level of involvement show initiative and participate in organizational change
(Madsen, Miller and John, 2005). Accordingly, a strong and ongoing interest in
researching this construct is based on the assumption that job involvement affects
important organizational performance.

Zapiatis et al. (2014) investigated the association between job involvement and job
satisfaction in the Cyprus hotel industry. The same research subject, Selvanayagam
and Thiagarajan (2019), in the hotel industry in Tamil Nadu and Grobelna (2018), in
the Poland hotel industry, investigated the impact of employees' job involvement on
their customer orientation. Feng (2018) analyzed the structure of job involvement of
hotel staff in China. Kim and Spears (2022) investigate differences in hospitality and
tourism undergraduate students' involvement with work between countries with
individualist and collectivist cultures (i.e. US and South Korean students). Akin et
al. (2020) investigated the relationship between job involvement and turnover
intention in the tourism sector in Antalya. Cheng (2011) critical factors of job
involvement for employees in Taiwan international hotels. Nguyen et al. (2021)
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investigated the role of organizational emotional engagement through relational
contracts.

According to the literature review, there is obvious that no researches focus on the
interrelations between contract type and job involvement. As the hotel industry is an
extremely labor-intensive activity in which non-standard (precarious) forms of
employment contracts prevail, this problem becomes especially important.

The research hypothesis has been set:

H1: Employees with standard (full-time) contracts show a higher level of job
involvement than employees with non-standard contracts.

The relationship between job involvement and demographic variables is also the
subject of this research. Women are more likely than men to choose part-time jobs
work (Matuszewska-Janica and Witkowska 2021). EU hotel industry includes more
female workers (59 %) than male workers (UNWTO, 2019). Women in the hotel
industry have an average salary of 14.7% less and are less often in managerial
positions (Araujo-Vila, Otegui-Carles and Fraiz-Brea, 2021). Past research shows
that demographic characteristics have different effects on job involvement.
According to Chughtai (2008), there is a link between job involvement and gender
and educational level. Dailey and Morgan (1978) found that age significantly
predicts job involvement. Govender and Parumasur (2010) discovered a strong but
curvilinear link between age and job involvement in a cross-sectional sample of 145
employees. Selvanayagam and Thiagarajan (2019) find that hospitality industry
employees significantly differ in their job involvement concerning gender, but they
do not differ with regard to age.

The most important problem for managers in the hotel industry is that the hospitality
industry is generally seasonal. Human resource managers can take two approaches
to seasonality employment, “embrace" or “challenge” seasonality (Jolliffe and
Farnsworth, 2003). An approach based on embracing seasonality focused on
temporary workers, while a challenging approach focused on full-time core workers.
The most appropriate view is to see this problem as a continuum ranging from
embracing to challenging seasonality with many possible strategies between these
two extremes. Until now, seasonal labor needs were mainly met in the domestic labor
market, mostly from the continental parts of the country. Due to the departure of the
workforce abroad, this is no longer enough. Accordingly, hotel companies
increasingly recruit internationally to solve the problem. Due to a large number of
seasonal workers who are only temporarily residing in the place where they work, it
seems appropriate to investigate their job involved in the hotel industry., i.e., to
determine the difference in job involvement between employees who work in their
place of domicile (local workforce) and employees who work where they reside.
Accordingly, two more hypotheses were formulated:

H2: The gender of employees does affect job involvement in the hotel industry.

H3: Local workforce shows a higher level of job involvement than employees
residing in the place where they work.
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Conceptual Research Model

Based on the literature and existing scientific knowledge, a conceptual model of this
research has been defined (Figure 1).

Type of employment contract Job involvement in the hotel
a) Full-time contract — | industry
b) Non-standard contracts
T
Demographic characteristics
Gender

Domicile/residence

Figure 1: Conceptual research model

It investigates the impact of certain forms of employment contracts on job
involvement. Croatia belongs to the group of European countries with a high share
of temporary employees (20 %). EU-28 average is at about 14 %. In the theory of
labor law and labor legislation, it is an atypical employment contract. Non-standard
forms of employment contracts are associated with precariousness and worse
working conditions. This suggests that job involvement depends on the type of
employment contract. A study of 363 bank employees in Taiwan (Ouyang, 2009)
found that job insecurity negatively impacted employees' job involvement.
According to Cuyper et al. (2010), contract type (standard and non-standard) is a
moderated variable in the relationship between autonomy and job involvement.
These findings are stronger for employees with a standard work agreement.

Job involvement is vital to any organization. A review of the literature indicates that
many job involvement measuring instruments were developed. Lodahl and Kejner
(1965) developed a 20-item scale to measure job involvement. Kanungo (1982)
proposed a ten-item measure. Both of them have often been criticised. Sharma et al.
(2012) used the 5-item questionnaire to measure job involvement among senior
managerial personnel working in a Central Public Sector (n=98).

Research Instrument

The data were collected using a questionnaire resulting from an extensive literature
study. The questionnaire consisted of two parts. The first part collected information
about the demographic characteristics of respondents. The second part consisted of
five items relating to job involvement. Closed-ended items, with options from which
participants could choose a response, were used in the questionnaire. A Likert scale
was applied. Accordingly, five items scale was developed to measure job
involvement in the Croatian hotel industry (cf. Table 1).
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Table 1. Operationalization of job involvement

Literature Construct Question item The type of

ordinal scale
Gutic, D., et | Job 1. Work experience is very important. | Likert scale
al, 2016. involvement | (Experience) (1-5)

2. | expect to do well in this job.
(Expectations)

3. | feel good about my job. (Feeling)

4. 1 am interested in my job. (Interest)
5. 1 would not change my job to any
other job. (Change J)

Respondents were able to express their opinion with each of this statement offered,
from 1 to 5, where 1 meant “strongly disagree”, 2 “mostly disagree”, 3 “neither agree
nor disagree” 4 "mostly agree" and 5 "completely agree".

The reliability of the measuring instrument was assessed using factor analysis. Table
2 gives the values of the Kaiser-Meyer-Oiklin measure (Tabachnick Fidell, 2013)
for each of the five items.

Table 2. Kaiser-Meyer-Oiklin measures for factor analysis of job involvement

indicators
Variables Kaiser-Meyer-Oiklinova measure
Experience 0.502
Expectations 0.773
Feeling 0.887
Interest 0.943
Change J 0,736

In Table 2, all of the standardized factor loadings are greater than 0.5, which exceeds
the minimum value according to Hair et al. (2010).

In the following, the proposed conceptual model is subjected to empirical
verification (test) using confirmatory factor analysis. Confirmatory factor analysis
confirmed the good fit of the measurement model (Hair et al., 2010).

Table 3. Model fit

Indicator Value

y2-test 22.3 (df = 5), p < 0,001
CFI 0,957

TLI 0,915

RMSEA 0.123 (0.074-0.177)
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The convergent validity of the measurement model is also satisfactory, as confirmed
by the value of the composite reliability CR=0.88 and the value of the average
extracted variance AVE=0.61.

Sample

Primary data were collected by surveying employees in the Croatian hotel industry
with different employment contracts. The survey was conducted over 3 months, from
June 15th until September 15th 2022. The research was carried out in cooperation
with the human resources department of different hotel companies in Adriatic
Croatia. The survey was anonymous. Convenience sampling was used to collect
data. 228 questionnaires were filled correctly. Respondents were divided into two
subsamples for analysis purposes. The first subsample consisted of workers who
have a standard (full-time) contract (n=65), while the second subsample included
workers who work in non-standard forms of work (n=163). The research set up in
this way enabled a comparison between workers working in a standard form of
employment and a non-standard form of employment. The sub-sample consisting of
workers working in non-standard forms of work mostly included workers working
through fixed-term employment contracts (cf. Table 4).

Table 4. The type of the respondents’ contract

Type of contract Cou | Cumulative  — | Perce | Cumulative -
nt Count nt Percent
Full-time 65 65 28.51 | 28,51
Part-time (full-time schedule) 121 | 186 5307 | 8158
Part-time (less than full-time
schedule 7 193 3.07 84.65
Civil contracts, students 27 220 11.84 | 96.49
Indepengjept contractors - 6 296 263 99.12
Cash paid job
Others 2 228 0.88 100.00
Missing 0 228 0.00 100.00

As for the demographic characteristics of the respondents, the sample consisted of
151 (66.23 %) females and 77 (33.77 %) men. The respondents’ average age was
31.3 years (standard deviation=11.6). The youngest respondent was 17, and the
oldest was 60 years old. In terms of the educational structure, 6.14 % of respondents
had an elementary school, 62.72 % secondary school, and higher education had
31.14 %. More than half of all respondents (135 or 59.21%) worked outside their
homes. The part of the local workforce is 40.79 %.

Research Results

Research on job involvement is very important because it shows us what employees
think about it and, therefore, the productivity of work. Low work productivity is
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most often the result of low job involvement. The obtained results of the survey
(Table 5) suggest that the employees in the hotel industry show a relatively high
level of job involvement with two of the five mentioned elements — average grades
higher than 4.

Table 5. Descriptive statistics of job involvement

Items N Mea | strongl | mostly | neither | mostly | complete | Std.D
n y disagr | agree | agree ly agree | ev.
disagr | ee nor
ee disagr
ee
Experience 228 | 440 | 175% | 0.88% | 10.09 29.82 57.46 % 0.84
% %
Expectations | 228 | 4,11 | 3.07% | 219% | 22.81 24.12 4781 % 1.03
% %
Feeling 228 | 3,72 | 746% | 439% | 26.75 31.58 29.82 % 1.16
% %
Interest 228 | 384 | 658% |570% | 21.05 30.70 35.97 % 1.17
% %
Change_J 228 | 2,74 | 24.56 18.42 29.39 14.03 13.60 % 1.34
% % % %

It is evident that the highest average score out of all five statements was achieved by
the statement, Work experience is very important (M=4.40; SD=0. 84), while the
following statements, | feel good on my job (M=3.72; SD=1.16.) and | would not
change my job to any other job (M=2.74; SD=1.34), have lowest average rates. The
obtained data suggest that managers in the hotel industry should work on improving
existing jobs and creating better working conditions. A low average rating on the
statement that | would not change my job to any other job indicates that many
employees may quit their job if another opportunity arises. Latent fluctuation can
result in high costs of finding new employees. This is particularly worrying in the
context of the Covid-19 crisis when many jobs in tourism are at stake, and seasonal
employment opportunities are kept to a minimum. Countries exceptionally
dependent on tourism, like Spain and Croatia, had one of the most significant
declines in GDP (UNWTO, 2020).

H1: Employees with standard (full-time) contracts show a higher level of job
involvement than employees with non-standard contracts.

A t-test was performed to verify hypothesis H1, which should confirm or reject the
hypothesis with 95% reliability. Table 6 displays the results of the t-test.
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Table 6.

The t-test results for the different types of contract

Items Standard contract Non-standard t(df=226)
contract

Experience M=4,65 M=4.31 3 D aws
SD=0.51 SD=0.92 '

Expectations M=4.28 M=4.05 151
SD=0.97 SD=1.04 '

Feeling M=3.65 M=3.75 -0.60
SD=1.15 SD=1.16 '

Interest M=4.09 M=3.74 2 09**
SD=0.91 SD=1.24 '

Change_J M=2.98 M=2.64 1.77%
SD=1.32 SD=1.33 '

Note: ***p-value is below 1 %, **p-value is below 5 %, *p value is below 10 %

According to the data in Table 6, employees with a standard type of contract have
higher job involvement than employees with a non-standard type of contract.
However, there is a statistically significant difference in just two out of five
statements, and therefore it cannot be established with 95 % confidence that
employees with a standard type of contract, in most cases, show higher job
involvement than employees with a non-standard type of contract. Nevertheless, the
proposed hypothesis should not be lightly rejected because the last statement is at
the very limit of acceptance with a statistical significance level of p < 0.05.

H2: The gender of employees affects job involvement in the hotel industry.

The gender differences in job involvement were investigated through t-test. (cf.
Table 7).

Table 7. The t-test results for the gender structure

Items Female Male t(df=226)
Experience M=4.31 M=4.57 2 16%*
SD=0.91 SD=0.63 '
Expectations M=4.15 M=4.02 0.92
SD=1.05 SD=0.98 '
Feeling M=3.72 M=3.71 0.04
SD=1.18 SD=1.11 '
Interest M=3.80 M=3.89 -0.53
SD=1.23 SD=1.03 '
Change_J M=2.80 M=2.61 101
SD=1.40 SD=1.19 )

Note: **p-value is below 5 %

It can be concluded that only one of the statements has a statistically significant
difference between men and women. Men (M=4.57; SD=0.63), unlike women
(M=4.31; SD=0.91), value job experience highly. This result corresponds to the
findings of Feng (2018). Accordingly, hypothesis H2 can be rejected.
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H3: Local workforce shows a higher level of job involvement than employees
residing in the place where they work.

The accelerated growth and development of the hotel industry result in a continuous
increase in the number of employees in tourism. The EU hotel industry employs
more than 13 million workers. Of the total number of employees in the EU hotel
industry, 16 %, or every six, is a foreign citizen. In Cyprus, every fourth, Ireland and
Austria every third, and in Luxembourg, as many as 61 % of employees in tourism
are foreign citizens. To confirm the statistically significant difference in job
involvement between employees who work where they reside and employees who
work in the place of domicile t-test has been used (cf. Table 8).

Table 8. T-test results regarding the place of domicile/residence

Items Work in the place of | Work in the place of | t(df=226)
domicile (local | residence
workforce)

Experience M=4.53 M=4.31 2 O1**
SD=0.66 SD=0.93 '

Expectations M=4.20 M=4.05 1.09
SD=1.06 SD=1.00 '

Feeling M=3.77 M=3.68 059
SD=1.23 SD=1.10 '

Interest M=4.02 M=3.71 1.98%*
SD=1.13 SD=1.18 '

Change_J M=3.05 M=2.51 3 Q0%
SD=1.29 SD=1.32 '

Note: ***p-value is below 1 %, **p-value is below 5 %, *p value is below 10 %

T-test confirmed a statistically significant difference between employees who work
where they reside and employees who work in the place of domicile in three of the
five statements. It can be stated that employees who work in the place of domicile
(M =4.,53; SD = 0.66), in contrast to employees who work where they reside (M =
4.31; SD = 0.93), show a higher degree of agreement with the statement that work
experience is very important to them. A statistically significant difference between
employees who work in the place of domicile in contrast to employees who work
where they reside also exists according to the statements, | am interested in this job,
and I would not change this job for any other. Results point out that employees who
work in the place of domicile (M = 4.02; SD = 1.13), in contrast to employees who
work where they reside (M = 3.71; SD = 1.18), show a higher degree of agreement
with the statement that they are interested in the work they are doing. It can also be
menti oned that employees who work in the place of domicile (M = 3.05; SD = 1.29),
in contrast to employees who work where they reside (M = 2.51; SD = 1.32), show
a higher degree of their agreement with the statement that they would not change the
work they do. Accordingly, hypothesis H3 is accepted.
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Discussion

For the first time, the present research investigates the role that contract type may
play in job involvement in the Croatian hotel industry. Research results confirmed
the relatively high level of job involvement in the hotel industry (M = 3.76; SD =
1.10). Two claims achieved below-average marks | feel good about my job (M=3.72;
SD=1.16) and | wouldn't change my job for any other job (M=2.98; SD=1.30). The
research results show that around 43 % of employees would change jobs if given the
opportunity. This point to a large latent employee turnover and the problems it brings
with it. Managers in the hotel industry should do everything to make employees feel
better at work, which will increase their involvement and help companies in the hotel
industry to improve their performance through people. This can be achieved by
improving the motivation and reward system, training and developing employees,
creating a creative, stimulating, and supportive environment, establishing a balance
between private and business life, and harmonizing individual and organizational
goals.

Three hypotheses were tested in the paper. The hypothesis that employees with the
standard (full-time) type of contract show a higher level of job involvement in most
of the elements than employees with a non-standard type of contract can be
accepted only with 90 % of reliability. Employees with the standard contract point
out that work experience is very important and are more interested in their job. This
is one more reason to find some solutions, such as the permanent seasonal measure.
This measure helped to raise the job involvement of seasonal workers. The
instrument was introduced in 2013.

The hypothesis that there are statistically significant differences in job involvement
between men and women was rejected. There is no statistically significant difference
between men and women in job involvement. This finding is opposite to the findings
of Selvanayagam and Thiagarajan (2019). A statistically significant difference was
found between men and women in only one of the five statements. Namely, more
men (M=4.57; SD=0.63) than women (M=4.31; SD=0.91) point out that work
experience is very important to them. This finding is encouraging because women
make up the majority of the workforce in the hotel industry and, at the same time,
perform jobs that require fewer skills. The high level of their involvement in the
work is of utmost importance for the satisfaction of the guests and the success of the
hotel industry as a whole.

Based on the research results, the hypothesis that employees who work in their place
of domicile show a higher level of job involvement than employees residing in the
place where they work was accepted. This is not encouraging information for
managers in the hotel industry, which is highly dependent on seasonal workers. Even
now, Croatia's hotel industry lacks about 20,000 workers. Managers in the hotel
industry should adapt more quickly to changes in the labor market and provide good
working conditions and decent wages. It also seems appropriate to point out that
there is a statistically significant difference in three out of five elements between
employees who work where they reside and employees who work in the place of
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domicile. Employees, who work in their place of domicile, point out that they are
more interested in the job they do and that work experience is very important to
them. They also point out with 99 % of reliability that, they are more willing to stay
in their existing job. This finding highlights the importance of the local workforce in
developing the hotel industry.

Conclusion

Job involvement is one of the most studied constructs in organizational psychology.
Employees' job involvement should be seen as the core of the hotel industry's
competitiveness. Research on job involvement in the hotel industry is necessary,
especially about the impact of the type of contract on job involvement. The research
problem comes from the fact that most of the employees do not show high
involvement in their job. Recently, the problem has been further complicated by the
impossibility of finding and retaining qualified workers in the hotel industry. One of
the main problems in the Croatian hotel industry is finding qualified workers to fill
the peak season.

The research results illustrate that contract type strongly affects job involvement.
Research results confirmed that employees with a standard type of contract have
higher job involvement than employees with a non-standard type of contract. There
was no statistically significant difference based on gender. These findings can be
beneficial to hotel managers so they, through the improvement of work contracts,
can increase the level of job involvement of their employees and thus increase overall
business outcomes. Without the active participation of all employees and
management support at all levels to provide quality products and services, there is
no success in the hotel industry. A pleasant working atmosphere, the possibility of
training and progress, and the attitude of the management towards the staff and
permanent employment are significant factors that encourage the employee to work,
direct him, and determine his intensity and duration.

The obtained results confirm that there is still plenty of room for raising the level of
employee job involvement in the Croatian hotel industry. With the aim of raising the
level of employees' job involvement, the hotel industry should replace hard with a
soft approach to human resources. Successful hotel companies should rely on full-
time employees, permanent seasonal workers, and the local workforce in their
locations. The study could also investigate the influence of certain types of non-
standard forms of employment contracts on job involvement, which is also the main
limitation of this paper. In future research, it seems appropriate to focus on the
interrelationship between different types of non-standard contracts regarding work
and job involvement in the hotel industry.
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WPLYW RODZAJU UMOWY NA ZAANGAZOWANIE W PRACE
W BRANZY HOTELARSKIEJ: PRZYPADEK CHORWACJI

Streszczenie: Glownym celem artykulu jest okreSlenie poziomu zaangazowania
zawodowego w chorwackiej branzy hotelarskiej oraz zbadanie wspodtzaleznosci migdzy
roznymi typami umdéw a zaangazowaniem zawodowym. Celem badan jest okreslenie
wielko$ci i stopnia zaangazowania w prac¢ pomiedzy pracownikami zatrudnionymi na
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umowe o prac¢ standardowa (w pelnym wymiarze czasu pracy) a pracownikami na
niestandardowg umowg o pracg. Wyniki badan opierajg si¢ na metodach konfirmacyjnej
analizy czynnikowej, statystykach opisowych ($rednia, odchylenie standardowe, czgsto$c¢)
oraz t-test. Badanie zostalo przeprowadzone wsréd pracownikow (n=228) branzy
hotelarskiej wzdtuz wybrzeza Adriatyku w sezonie letnim 2022. Wynik badania wykazat, ze
rodzaj umowy znaczaco wplywa na zaangazowanie w praceg.

Stowa kluczowe: branza hotelarska, zaangazowanie w pracg, rodzaj umowy, pracownicy
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