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Abstract 

This study investigated the effect of hotel employees’ fatalistic tendencies on acquiescent silence 

and turnover intention. The participants were 409 employees working in four- and five-star hotels 

operating in the Alanya district of Antalya Province, Türkiye. Data were collected by surveys, and 

the relationships between variables were tested using Pearson’s correlations and simple linear 

regression analyses. The findings indicated that fatalism had a positive and statistically significant 

effect on both acquiescent silence and turnover intention. According to the results of the regression 

analysis, fatalism explained approximately 20% of the variance in acquiescent silence and 6% of 

the variance in turnover intention. These results suggest that as the level of fatalistic belief 

increases, employees exhibit a more acquiescent and passive attitude toward organisational 

problems, and their turnover intention also increases. However, the relatively low effect of 

fatalism on turnover intention may suggest that this variable has a multidimensional structure. 

This study contributes to a better understanding of the relationship between fatalism and 

organisational behaviour outcomes within the tourism sector and highlights the importance of 

practices that strengthen employees' perception of control for managers. 
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INTRODUCTION 

In the tourism sector, human resources play a critical role in providing quality service and ensuring organisational 

sustainability because accommodation businesses are highly dependent on their employees’ knowledge and 

experience, as well as their work-related attitudes and behaviours. However, many businesses face daily operational 

challenges and high employee turnover (Al-Suraihi et al., 2021; Yang et al., 2026). Employee silence and turnover 

intention are significant problems that increase the vulnerability of organisations. 

In cases where employees do not report organisational problems or offer solutions, organisations often face 

substantial hidden costs because organisational silence leads to the persistence of unquestioned, chronic, and 

inefficient practices (Morrison & Milliken, 2000), resulting in low service quality and an unhealthy work 

environment. In accommodation businesses, where knowledge is particularly concentrated among experienced 

employees, silence significantly hinders knowledge transfer within the organisation (Kish-Gephart et al., 2009). 

Organisational silence is not one-dimensional but has multiple subtypes based on different motivations (Van Dyne 

et al., 2003). Acquiescent silence, for example, stems more from individuals' own assessment of their inability to 

influence events than from external pressures. This relates to a weakening of employees’ belief in their ability to 

bring about change and their acceptance of the status quo. 

For accommodation businesses, another critical issue that needs to be addressed is turnover intention (Park & 

Min, 2020), given that high employee turnover rates not only increase recruitment and training costs but also threaten 

organisational memory and the sustainability of service standards. Turnover intention, which is considered an 

indicator of weak organisational commitment, has been defined as the most important precursor to employee turnover 

(Mobley et al., 1978; Tett & Meyer, 1993). Turnover intention reflects a structural organisational problem rather than 

merely individual attitudes. 

Turnover intention and employee silence stem from numerous individual and organisational factors. Among the 

fundamental organisational factors are organisational culture, leadership style, and working conditions 

(Dehkharghani et al., 2023; Park & Min, 2020). At the individual level, employees’ values and belief systems can 

determine their attitudes and behaviours (Sabir et al., 2011). Values and beliefs may also vary with cultural context. 

In the Turkish context, for example, fatalistic beliefs affect both daily life practices and work-related evaluations 

(Aycan et al., 2000; Macit, 2014; Sakallı & Arıkan, 2024). 

Individuals with fatalistic beliefs tend to attribute the outcomes they face to external forces rather than to their 

own personal control (Macit, 2014). This tendency can weaken an individual’s belief that organisational problems 

can be changed (Macit & Erdem, 2020) and may provide a cognitive basis for acquiescent silence, which is 

particularly associated with a reduced confidence in the capacity to create change. Regarding tourism specifically, 

fatalistic beliefs have been linked to employee attitudes (Üngüren, 2018). However, few studies have examined 

fatalism together with organisational silence and turnover intention. 

Other studies have addressed employee attitudes in terms of locus of control (Ayan & Eser, 2016; Küçük & Agun, 

2021; Chithra & Pillai, 2024). However, locus of control differs from fatalism in that it focuses on an individual’s 

perception of their own personal influence, whereas fatalism reflects a broader cultural and contextual belief 

framework. That is, fatalism encompasses not only the expectation of individual control but also a deeper 
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understanding that events may be determined by structural or unavoidable forces. 

Given this background, the present study examined the impact of fatalism on acquiescent silence and turnover 

intention in accommodation businesses in Türkiye. By including both a culturally and individually shaped belief 

variable in the analysis, it sought to provide a complementary perspective to previous studies on employee silence 

and turnover intention, which have been predominantly based on managerial and structural explanations. 

Accordingly, the research questions were formulated as follows: 

• Does fatalism have a significant impact on employees’ acquiescent silence behaviour?  

• Does fatalism have a significant effect on employees’ turnover intention? 

Thus, the study aimed to contribute to the literature on employee silence and turnover intention by examining 

fatalism as a culturally shaped belief system. The findings provide insights into practices aimed at encouraging 

employee voice and reducing employee turnover in accommodation businesses. 

Conceptual Framework 

Fatalism 

Fatalism can be defined as the propensity of individuals to attribute events in their lives to external forces such as 

fate, chance, or divine intervention, rather than to their own actions and efforts (Aycan et al., 2000). Individuals with 

fatalistic beliefs tend to believe that the outcomes they face are beyond their personal control and therefore perceive 

that individual effort has a limited effect. In the organisational behaviour literature, fatalism is largely associated with 

external locus of control and is often addressed in terms of individuals’ believing that they have limited control over 

outcomes in their work life (Rotter, 1966). 

According to locus of control theory, individuals with an external locus of control believe that their behaviour has 

little or no effect on outcomes, which can lead to attitudes like acceptance, passivity, and withdrawal (Spector, 1988). 

Studies conducted in organisational settings have shown that an external locus of control is associated with low 

perceived control, limited use of initiative, and passive coping tendencies (Ng et al., 2006). Fatalism can thus be 

conceptualized as a cognitive orientation that may pave the way for the development of passive attitudes rather than 

active intervention in the face of organisational problems. 

In the Turkish context, fatalism can be defined as a cultural belief system reproduced through social relations and 

daily practices, rather than an individual personality trait. Previous research has shown that fatalistic beliefs in 

Turkish society are closely related to obedience, acceptance of authority, and normalisation of hierarchical 

relationships (Aycan et al., 2000; Aycan et al., 2003). In such cultural contexts, individuals perceive organisational 

structures as relatively static and resistant to change and may believe that individual efforts to transform existing 

conditions are ineffective. 

These cultural patterns shape employees’ perceptions of control and influence how they interpret organisational 

problems. Research conducted in Türkiye shows that fatalism is related to acceptance tendencies and passive coping 

strategies (Çakıcı, 2010; Durak, 2018). That is, fatalism can lead employees to view negative organisational 

conditions as unavoidable realities rather than solvable problems. Such a perceptual framework creates an appropriate 

ground for weakening voice behaviours within an organisation. 
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Organisational silence is a multi-dimensional phenomenon regarding employees’ avoidance of outwardly 

expressing their knowledge, opinions, and concerns (Morrison & Milliken, 2000; Van Dyne et al., 2003). Acquiescent 

silence, specifically, is a form of passive silence that arises when employees, despite being aware of organisational 

problems, believe that these problems cannot be changed through individual effort (Pinder & Harlos, 2001). This 

type of silence is closely related to perceived control and learned helplessness (Seligman, 1975). 

A fatalistic belief structure can provide a favourable cognitive ground for the emergence of this type of silence. 

When employees believe that the solution to organisational problems lies outside their sphere of influence, they may 

perceive silence as a low-cost and rational coping strategy. Hence, silence is a form of compliance behaviour based 

on acceptance of the situation, rather than active resistance. 

The effects of fatalism on organisational attitudes are not limited to silence because it can also affect employees’ 

relationships with the organisation in the long term. In particular, if an employee’s perception of control weakens 

then this can reduce organisational commitment and emotional investment in the organisation (Spector & Michaels, 

1986). This in turn can, for some employees, increase turnover intention. However, findings vary regarding the 

direction and strength of the relationship between fatalism, external locus of control, and turnover intention. 

Furthermore, previous studies have only investigated these relationships indirectly. 

The tourism sector, particularly accommodation businesses, offers a suitable context for investigating the 

organisational consequences of fatalism-based cognitive orientations. Hierarchical organisational structures, limited 

participation in decision-making, uncertain job security, and high employee turnover may weaken employees’ 

perceptions of control and reinforce fatalistic tendencies (Kusluvan et al., 2010; Karatepe, 2013). In short, fatalism 

offers a valuable explanatory conceptual framework for understanding the relationships between attitudes like 

organisational silence and turnover intention among employees in accommodation businesses. 

Acquiescent Silence  

Organisational silence is defined as employees’ deliberate avoidance of expressing knowledge and views about 

organisational problems, risks, or suggestions for improvement (Morrison & Milliken, 2000). Rather than being one 

type of behaviour silence is considered a multidimensional phenomenon that manifests in different ways depending 

on its underlying motivations (Van Dyne et al., 2003). More specifically, silence is classified into defensive silence 

to avoid negative consequences, protective silence to provide organisational benefits, and acquiescent silence based 

on a belief that organisational conditions cannot be changed. 

Unlike the other types, acquiescent silence is not based on fear of punishment or strategic perspectives; rather, it 

arises from cognitive acceptance that organisational processes are immutable and that speaking out will have no 

effect (Pinder & Harlos, 2001; Brinsfield et al., 2009). Acquiescent silence is thus a form of psychological withdrawal 

based on a perception of low personal impact, rather than a deliberate defensive strategy. 

This structure of acquiescent silence theoretically aligns with the concept of fatalism. A fatalistic belief system 

involves a tendency of individuals to attribute outcomes to external and uncontrollable forces rather than personal 

effort. It has been suggested that individuals with a perception of external locus of control have less faith in their 

ability to influence events and exhibit more passive coping tendencies (Spector, 1988; Seligman, 1975). Indeed, as 

the perception of control weakens, silent behaviour becomes more likely (Ng et al., 2006; Knoll & van Dick, 2013; 
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Detert & Edmondson, 2011). Studies in Türkiye that have demonstrated how cultural values can shape organisational 

expectations (Aycan et al., 2000; Çakıcı, 2010) also indicate that this relationship may have both individual and 

contextual dimensions. 

This relationship is particularly important regarding tourism and accommodation businesses. Sectoral 

characteristics, such as hierarchical organisational structures, limited participation in decision-making, intense work 

pace, and high employee turnover (Kusluvan et al., 2010; Karatepe, 2013), can weaken employees’ belief that they 

can affect organisational processes. When combined with fatalistic forms of meaning-making, these conditions can 

encourage acquiescent silence. 

Based on this theoretical framework, the following hypothesis has been developed: 

H1: Fatalism positively influences employees’ level of acquiescent silence. 

Turnover Intention 

Turnover intention is defined as an employee’s tendency to leave their current organisation voluntarily and 

develop a conscious inclination to do so. It is considered one of the most important precursors of actual employee 

turnover and is therefore treated as a key explanatory variable in employee turnover research (Mobley et al., 1978; 

Tett & Meyer, 1993). Particularly in tourism, which is characterised by a labour-intensive structure and high 

employee turnover, turnover intention is a fundamental threat to the continuity of organisations. 

Studies on turnover intention show that this attitude is closely related both to structural factors, such as wages, 

working conditions, or leadership, and also to employees’ interpretations of their organisational experiences and the 

psychological relationship they establish with their organisation (Griffeth et al., 2000). That is, employees’ intention 

to stay or leave the organisation critically depend on their perceptions of control, the coping mechanisms that they 

use to deal with organisational problems, and their expectations for the future. 

The literature on fatalism offers an important cognitive framework for explaining this process. More specifically, 

an external locus of control and fatalistic tendencies can lead individuals to view negative aspects of their work life 

as uncontrollable and therefore adopt more passive coping mechanisms (Spector, 1988; Ng et al., 2006). Employees 

with such perceptions are less likely to believe that organisational problems can be changed through individual effort, 

which can in turn weaken their psychological bond with the organisation. 

Fatalism is associated with similar tendencies to external attribution and turnover intention, which indicates that 

this relationship is context dependent. While some studies suggest that fatalistic tendencies can lead employees to 

accept adverse conditions and remain in the organisation, other research shows that a weakening of the perception of 

control can erode organisational commitment and increase turnover intention (Griffeth et al., 2000; Hom et al., 2017). 

Thus, fatalism can be considered a cognitive process that may weaken employees’ ties to the organisation in the long 

term, even if it produces an acceptance-based adaptation response in the short term. 

In the tourism sector, perceptions of uncertainty and limited control are closely related to turnover intention. 

Research conducted in accommodation businesses, for example, reveals that the more employees believe that 

organisational problems are permanent and unchangeable, the less motivated they become to stay in the organisation 

and the more their turnover intention increases (Kusluvan et al., 2010; Karatepe, 2013). These findings indicate that 
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fatalistic cognitive tendencies can indirectly nurture turnover intention by weakening employees’ expectations that 

organisational problems can be solved. 

Accordingly, the second hypothesis of the research has been developed as follows: 

H2: Fatalism positively affects employees’ turnover intention. 

Method 

To test the two hypotheses, this quantitative study adopted a correlational research design. Correlational research 

aims to estimate the effect of one variable (independent variable) on another variable (dependent variable) in order 

to identify possible relationships between variables (Büyüköztürk et al., 2012). 

The research population consisted of employees of four- and five-star hotel businesses operating in the Alanya 

district of Antalya in southern Türkiye. According to the 2023 Economic Report of the Alanya Chamber of 

Commerce and Industry, there are 190 four- and five-star accommodation facilities in Alanya (Alanya Ticaret ve 

Sanayi Odası, 2023). These hotels were preferred because they have more employees than lower level hotels due to 

their high bed capacity and more corporate organisational structures. The sample was created using the simple 

random sampling (Büyüköztürk et al., 2012). Approximately 40 hotel businesses were reached and 640 

questionnaires were distributed across these businesses. Of the returned forms, 231 were excluded because they were 

incomplete or carelessly completed, leaving 409 valid questionnaires for the analyses. The resulting sample size 

meets the sample size criteria recommended for large populations (Krejcie & Morgan, 1970). 

Data were collected through face-to-face questionnaire distribution and collection between May and October 

2024. Participants were reminded not to share their personal information and were asked to respond to the 

questionnaire items in full. 

The questionnaire consisted of the following sections: (i) demographic questions, (ii) fatalism, (iii) organisational 

silence, and (iv) turnover intention. Fatalism was measured using a five-item scale developed by Aycan et al. (2000). 

Organisational silence was measured using a scale developed by Van Dyne et al. (2003) and adapted into Turkish by 

Taşkıran (2010). The construct validity and reliability of the scale were evaluated for all sub-dimensions; however, 

in line with the theoretical focus of the research, only the 5-item acquiescent silence sub-scale was included in the 

analyses. Turnover intention was measured using a four-item scale developed by Rosin and Korabik (1991) and 

adapted into Turkish by Tanrıöver (2005). All statements on these scales were evaluated using a five-point Likert-

type scale (1 = strongly disagree, 5=strongly agree). 

Ethics Committee 

The study was conducted in accordance with ethics committee approval obtained from Alanya Alaaddin Keykubat 

University, Scientific Research and Publication Ethics Board of the Social and Human Sciences Institute (date: 

11.03.2024 and number: 03/03). 

Data Analysis 

The survey data were analysed in three stages using IBM SPSS 20.0 software. First, exploratory factor analysis 

(EFA) was applied to evaluate the construct validity of the scales used. Second, Pearson’s correlation analysis was 

performed to examine the relationships between the variables. Finally, simple linear regression analyses were 
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performed to evaluate the effects of fatalism, the independent variable, on acquiescent silence and turnover intention, 

the dependent variables (Büyüköztürk et al., 2012). 

Findings 

The research sample had a balanced profile in terms of the demographic and professional characteristics of 

accommodation sector employees. As shown in Table 1, just over half of the participants were female, a significant 

proportion were young, with nearly a third being aged 25 years or less. About three quarters of the participants had 

one to three years of experience in their organisations. Nearly two thirds had a high school education or lower, while 

very few had postgraduate-level education. Regarding workplace departments, most participants were working in 

operational units, such as the kitchen, food and beverage services, or reception. This demographic and professional 

structure indicates that the sample was appropriate for investigating the perceptions and attitudes of front-line 

employees in Türkiye’s tourism sector. 

Table 1. Participants’ Demographic Characteristics 

Gender n % 

Female 219 53.6 

Male 190 46.4 

Age (years) n % 

≤25  129 31.5 

26-35  121 29.5 

36-45  96 23.4 

46-55  49 11.9 

≥56  14 3.4 

Length of Employment in Organisation (years) n % 

1-3  304 74.3 

4-6  62 15.2 

7-9  21 5.1 

≥10  22 5.4 

Education Level n % 

Primary School 74 18.1 

High School 176 43.0 

Associate Degree 73 17.8 

Undergraduate Degree 85 20.8 

Graduate Degree 1 0.2 

Workplace Department n % 

Reception Desk 55 13.4 

Sales and Marketing 4 1.0 

Food and Beverage Services 65 15.9 

Housekeeping 37 9.0 

Accounting 45 11.0 

Animation 4 1.0 

Technical Services 14 3.4 

Kitchen 90 22.0 

Human Resources 35 8.6 

Customer Relations 7 1.7 

Other 53 13.0 

Factor Analysis Findings for the Scales Used in the Study 

This section presents the factor analysis and reliability findings regarding the fatalism, organisational silence, and 

turnover intention scales used in the study. EFA was conducted to reveal the structural characteristics of the scales 

for this study’s research sample. While these scales were previously adapted into Turkish and used in various studies, 

it is known that factor structures can vary depending on sectors and samples (Child, 2006; Hurley et al., 1997; 
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Watkins, 2018). For example, the fatalism and turnover intention scales have predominantly been tested in non-

tourism sectors while the organisational silence scale has sometimes deviated from its original three-dimensional 

structure (Taşkıran, 2010; Tanrıöver, 2005; Kütahnecioğlu İnan, 2015; Pekşen, 2023). Therefore, an exploratory 

approach was preferred to determine the most appropriate factor structures for the scales used in the present study 

for its specific research population of hotel employees in Türkiye. 

Before conducting the EFA, the Kaiser-Meyer-Olkin (KMO) sample adequacy coefficient and Bartlett’s Test of 

Sphericity were calculated to test the data’s suitability for factor analysis. The findings showed that the dataset was 

suitable for factor analysis. Only factors with eigenvalues greater than 1 were considered in the analyses. Factor 

loadings of ≥ 0.40 and common variance values of > 0.30 were set as the threshold criteria for including items in the 

factors (Williams et al., 2010; Yong & Pearce, 2013). The reliability of the scales was evaluated using Cronbach’s 

alpha coefficient. The values obtained showed that the measurement instruments had acceptable internal consistency 

(Demir, 2012). 

Table 2. EFA Findings for the Fatalism Scale 
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Factor 1: Fatalism      

1. It is often not worth trying too hard, as things rarely go as planned. .748 .560 

2.33 2.537 50.733 

2. Making plans only leads to unhappiness because they rarely come true. .805 .648 

3. No matter how hard one tries, it is impossible to prevent something bad 

from happening. 

 

.698 

 

.487 

4. A person's future success or failure is determined by destiny from birth and 

must therefore be accepted. 
.682 .464 

5. A wise person lives for the present and does not concern themselves with 

the future. 
.613 .376 

KMO    .777 

Bartlett’s Test of Sphericity   453.841 (df: 10); p 

.000 

Total Variance Explained (%)   50.733 

Overall Reliability Coefficient (Cronbach’s Alpha)   .758 

The participants’ perceptions of fatalism were measured using the five-item Fatalism Scale. The EFA revealed 

that all items loaded onto a single factor, with an eigenvalue of 2.537, explaining 50.733% of the total variance. The 

factor loadings and common variance values were within acceptable limits, so no items were excluded from the 

analysis. The scale’s suitability for factor analysis was also supported by the KMO value (0.777) and Bartlett’s Test 

of Sphericity result (χ² = 453.841; df = 10; p < .001). Finally, the reliability analysis yielded a Cronbach’s Alpha 

coefficient of 0.758, indicating acceptable internal consistency. These findings demonstrate that the Fatalism Scale 

had a unidimensional, valid, and reliable structure for the current sample. 
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Table 3. EFA Findings for the Organisational Silence Scale 
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Factor 1: Acquiescent Silence      

1. I am reluctant to discuss suggestions for change because they do not concern 

me. 
.865 .656 

2.09 1.353 9.019 

2. I keep my thoughts to myself as I am someone who consents to the decisions 

made. 
.752 .619 

3. I keep my opinions on problem-solving to myself. .736 .652 

4. I hesitate to express my ideas on how to improve my situation because I do 

not believe they will lead to a change in my favour. .611 .597 

5. I avoid expressing my opinions on how things could be done better here 

because I do not think it concerns me. 
.537 .541 

Factor 2: Defensive Silence      

6. I do not express or discuss my ideas about change because I am afraid or 

hesitant about my manager's reaction. 
.573 .462 

1.90 2.941 19.607 

7. I keep work-related knowledge to myself because I am afraid or hesitant about 

my manager's reaction. 
.708 .659 

8. I ignore negative work-related situations so that I can continue working at this 

business. 
.704 .551 

9. I refrain from expressing my existing opinions on correcting shortcomings to 

maintain my employment with the company. 
.769 .586 

10. I hesitate to develop solutions to emerging problems because I am afraid or 

hesitant about my manager's reaction. 
.841 .676 

Factor 3: Protective Silence      

11. Based on my relationships with this business and my colleagues, I keep any 

information confidential that should remain private. 
.712 .567 

3.25 4.846 32.306 

12. I keep any information confidential so that I can benefit this business and my 

colleagues. 
.720 .584 

13. I resist pressure from others to disclose information about this business. .802 .643 

14. I refuse to disclose information that could harm this business or my 

colleagues. 
.805 .668 

15. I safeguard confidential information about this business and my colleagues 

appropriately. 
.779 .678 

KMO    .850 

Bartlett's Test of Sphericity   2544.604 (df: 105);  

p .000 

Total Variance Explained (%)   60.933 

Overall Reliability Coefficient (Cronbach’s Alpha)   .810 

For the Organisational Silence Scale, the EFA revealed that the items grouped into three dimensions, consistent 

with the literature: acquiescent silence, defensive silence, and protective silence, while the other statistical tests also 

indicated that the scale was highly suitable for factor analysis (KMO = 0.850; Bartlett’s Sphericity Test: χ² = 

2544.604; df = 105; p < .001). The three factors together explained 60.933% of the total variance, while the overall 

Cronbach’s alpha value was 0.810, indicating high internal consistency. In line with the study’s theoretical focus, 

only the acquiescent silence dimension was considered in the analyses. of the scale’s five items had factor loadings 

ranging from 0.537 to 0.865, an eigenvalue of 1.353, and explained variance of 9.019%. All items had acceptable 

factor loadings and common variance values, so no items were excluded from the analysis. The Cronbach’s Alpha 

value was 0.825, indicating high internal consistency. The mean score was 2.09 out of 5, indicating that participants 

generally exhibited a low tendency toward acquiescent silence.  
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Table 4. EFA Findings for the Turnover Intention Scale 
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Factor 1: Turnover Intention      

1. If I had the opportunity, I would consider quitting my job. .874 .763    

2. Over the past year, I have thought about quitting my job more often. .891 .794 2.24 2.179 72.619 

3. I am actively looking for a new job. .788 .621    

KMO    .681 

Bartlett's Test of Sphericity   444.281 (df: 3); p .000 

Total Variance Explained (%)   72.619 

Overall Reliability Coefficient (Cronbach’s Alpha)   .722 

The EFA for the Turnover Intention Scale was first conducted with all four items. In this initial solution, three 

items had communality values ranging from .600 to .769, whereas the fourth item ("I do not intend to leave my job") 

— the only negatively worded (reverse-coded) statement on the scale — had a communality of only .186, well below 

that of the other items. The literature offers differing views on how communality values should be evaluated: Child 

(2006) considers values of .20 and above acceptable, whereas Field (2013) regards values around .30–.40 and below 

as problematic. With a value of .186, this item fell below both thresholds, indicating that it shared insufficient 

common variance with the remaining items and did not contribute meaningfully to the underlying construct. This 

pattern is also consistent with reports that reverse-coded items often function poorly and weaken the psychometric 

properties of unidimensional scales, as respondents may process them inconsistently (Weijters & Baumgartner, 

2012). The item was therefore excluded, and the EFA performed with the remaining three items revealed that the 

items gathered under a single factor, explaining 72.619% of the total variance (eigenvalue = 2.179). The items’ factor 

loadings ranged from 0.788 to 0.891, indicating that the scale had a robust unidimensional structure. The scale’s 

suitability for factor analysis was supported by a KMO coefficient of 0.681 and a significant Bartlett’s Sphericity 

Test result (χ² = 444.281; df = 3; p < .001), while the Cronbach’s alpha value (0.722) was also acceptable. The scale’s 

mean score of 2.24 indicated that participants’ turnover intention was low to moderate. 

Suitability for Parametric Analysis  

The normality of the data for the study variables was then evaluated using Kolmogorov-Smirnov and Shapiro-

Wilk tests and inspection of skewness and kurtosis values to confirm that the data were suitable for parametric 

analyses (George & Mallery, 2010). In large samples (n = 409), a significant p-value in normality tests indicates 

potential oversensitivity of these tests (Field, 2013). Therefore, both significance levels and other indicators regarding 

the form of the distribution were considered. The skewness and kurtosis coefficients for the variables Fatalism, 

Acquiescent Silence, and Turnover Intention were within the range ±1, considered acceptable for parametric analysis 

(George & Mallery, 2010), while both the histogram and Q-Q plot analyses showed that the distributions were 

approximately normal. Based on these findings, it was concluded that the use of parametric analysis was statistically 

appropriate for the present study. 
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Correlations Between the Study Variables 

The correlations between the study variables were examined using Pearson’s correlation analysis, using the 

threshold values suggested in the literature for interpreting the magnitudes of the correlation coefficients (Demir, 

2012; Coşkun et al., 2015). As Table 5 shows, there was a positive, moderate, and statistically significant relationship 

between fatalism and acquiescent silence (r = 0.454; p ≤ .01). This result indicates that as employees’ fatalistic 

tendencies increase, their tendency toward acquiescent silence also increases somewhat. There were also positive, 

low, and statistically significant correlations between fatalism and turnover intention (r = 0.238; p ≤ .01), and between 

acquiescent silence and turnover intention (r = 0.246; p ≤ .01). These results indicate that as employees’ fatalism and 

acquiescent silence increase, their turnover intention also increases, albeit weakly. Overall, the correlation analysis 

revealed several linear relationships between the variables and demonstrated that they met the necessary assumptions 

for conducting regression analysis. 

Table 5. Correlation Analysis Results 

  Fatalism Acquiescent Silence Turnover Intention 

Fatalism 1 0.454** 0.238** 

Acquiescent Silence 0.454** 1 0.246** 

Turnover Intention 0.238** 0.246** 1 

Regression Analysis Findings 

Given the significant relationships between the study variables revealed by the correlation analysis, simple linear 

regression analyses were performed using two models to examine the effects of fatalism (independent variable) on 

acquiescent silence and turnover intention. The dependent variables were acquiescent silence in the first model and 

turnover intention in the second model. Model significance, level of explanation, and independence of residuals were 

tested using, respectively, F-tests, R² values, and the Durbin-Watson coefficient (Coşkun et al., 2015; Kalaycı, 2010). 

Regarding the first model (Tables 6 and 7), fatalism had a statistically significant positive effect on acquiescent 

silence (F = 105.963; p < .001), while the R² value of 0.207 (adjusted R² = 0.205) indicated that fatalism explained 

approximately 20% of the variance in acquiescent silence. The Durbin-Watson coefficient (1.747) indicated no 

autocorrelation problem. Finally, the regression coefficients confirmed that fatalism had a significant positive effect 

on acquiescent silence (B = 0.415; β = 0.454; t = 10.294; p < .001). That is, employees with stronger fatalistic beliefs 

reported greater acquiescent silence behaviour in the face of organisational problems. 

Table 6. The Effect of Fatalism on Acquiescent Silence 

    ANOVA 

R R2 Corrected R2 Durbin-Watson F P 

0.454 0.207 0.205 1.747 105.963 .000 

Independent Variable: Fatalism 

Dependent Variable: Acquiescent silence 
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Table 7. Regression Analysis Coefficients for the Effect of Fatalism on Acquiescent Silence 

 Non-standardized Coefficients Standardized Coefficients   

Independent Variable β Std. Error Β t p 

Constant 1.124 .100  11.185 .000 

Fatalism .415 .040 .454 10.294 .000 

Dependent Variable: Acquiescent Silence 

Turning to the second model (Tables 8 and 9), fatalism had a statistically significant positive effect on turnover 

intention (F = 24.476; p < .001), while the R² value of 0.057 (adjusted R² = 0.054) indicated that fatalism explained 

approximately 6% of the variance in turnover intention. The Durbin-Watson coefficient (1.810) indicated no 

autocorrelation problem. Finally, the regression coefficients confirmed that fatalism had a significant positive effect 

on turnover intention (B = 0.272; β = 0.238; t = 4.947; p < .001). That is, employees with stronger fatalistic beliefs 

reported higher turnover intention. 

Table 8. The Effect of Fatalism on Turnover Intention 

     ANOVA 

R  R2 Corrected R2 Durbin-Watson F p 

0.238  0.057 0.054 1.810 24.476 .000 

 Independent Variable: Fatalism 

 Dependent Variable: Turnover Intention 

Table 9. Regression Analysis Coefficients for the Effect of Fatalism on Turnover Intention 

 Non-standardized Coefficients Standardized Coefficients   

Independent Variable β Std. Error β t p 

Constant 1.610 .137  11.736 .000 

Fatalism .272 .055 .238 4.947 .000 

Dependent Variable: Turnover Intention 

Overall, fatalism appears to be a significant predictor of both acquiescent silence and turnover intention, although 

in terms of predictive power fatalism has a stronger effect on acquiescent silence than on turnover intention. This 

suggests that a fatalistic belief system primarily fosters passive and acquiescent behavioural patterns within the 

organisation, while its effect on turnover intention, while still significant, is more limited. These results thus confirm 

H1 and H2. 

Discussion and Conclusion 

The main objective of this study was to examine the effect of hotel employees’ fatalistic tendencies on acquiescent 

silence and turnover intention. The findings demonstrate that fatalism is a positive and statistically significant 

predictor of both acquiescent silence and turnover intention. However, in terms of effect size, fatalism has a stronger 

effect on acquiescent silence than on turnover intention. This difference suggests that a fatalistic belief system 

primarily affects employee behaviour through passive attitudes and withdrawal behaviours within the organisation. 

The moderately significant effect of fatalism on acquiescent silence parallels findings in the literature regarding 

the perception of control. As previously explained, the few studies that have directly investigated fatalism show that 

individuals with an external locus of control are more likely to believe they cannot influence organisational processes 

and are therefore more prone to silent behaviour (Karakiraz, 2012; Küçük & Agun, 2021). Considering this issue 

within the framework of cultural values, Aycan et al. (2000) argue that, in social contexts where fatalistic tendencies 
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are prevalent, employees may position themselves as conforming individuals rather than change agents. This in turn 

can weaken their motivation to report organisational problems. In the tourism sector specifically, conditions such as 

heavy workloads, low wages, seasonal employment, and hierarchical management structure make it easier for 

employees to attribute their negative work experiences to external factors. This in turn can encourage acquiescent 

silence (Durak, 2018). Within this framework, the findings of the present study offer an opportunity to evaluate the 

effect of fatalism on employee silence along with both cultural and sectoral dynamics. 

The positive and significant effect of fatalism on turnover intention is also consistent with the literature on 

perception of control. The few studies that have directly investigated fatalism show that individuals with an external 

locus of control tend to view outcomes in their work life as beyond their control, which is associated with higher 

turnover intention (Zayas, 2006). While these studies have drawn theoretically on external locus of control rather 

than fatalism, they indicate that attributing control to external sources can weaken motivation to remain within the 

organisation. 

The present study also showed that higher fatalism is associated with stronger turnover intention, although with 

relatively low explanatory power. This modest variance explained (R² = .057) should be interpreted in light of the 

well-established multidimensionality of turnover intention. As Spector and Michaels (1986) note, perception of 

control tends to shape turnover intention in conjunction with other organisational and psychological variables rather 

than alone. Meta-analytic evidence consistently identifies job satisfaction and organisational commitment as the 

strongest and most proximal antecedents of turnover intention (Griffeth et al., 2000; Tett & Meyer, 1993), and in the 

hospitality context specifically, Park and Min (2020) report that organisational commitment and job satisfaction 

exhibit the largest associations with turnover intention, followed by work engagement, perceived organisational 

support, and burnout. Against this backdrop, a single culturally and individually grounded cognitive disposition such 

as fatalism would not be expected to account for a large share of the variance; rather, it operates as one distal 

antecedent among a broad set of attitudinal, structural, and contextual determinants, including pay, leadership quality, 

career and advancement opportunities, work–family conflict, and the availability of alternative employment 

(Kaptanoğlu, 2020). The comparatively low R² therefore does not undermine the theoretical relevance of fatalism 

but situates it as a complementary factor that exerts its influence alongside, and possibly through, these more 

established determinants. This interpretation also points to the value of multivariate designs in which fatalism is 

modelled jointly with such variables, so that its incremental and potentially indirect contribution to turnover intention 

can be more precisely estimated. 

In this context, the findings show that fatalism affects acquiescent silence tendencies within the organisation more 

significantly, whereas its effect on turnover intention is more limited but significant. The significant relationships 

between fatalism and both acquiescent silence and turnover intention suggest that a complex structure may exist 

among these variables. However, the present study did not test for any mediating relationships between the variables. 

Future research using structural equation modelling or process analysis could make a substantial contribution to the 

literature by examining whether acquiescent silence mediates the relationship between fatalism and turnover 

intention.  

From a practical perspective, the present study’s findings suggest that managers in the accommodation sector 

need to focus on practices that strengthen employees’ perceptions of control. For example, a participatory leadership 
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approach, open communication channels, and improved feedback mechanisms can reduce acquiescent silence. 

Furthermore, Jung and Yoon (2013) showed that aligning organisational goals with employee goals can reduce 

turnover intention. Hence, practices aimed at increasing employee-organisation harmony may be able to limit the 

negative effects of fatalism. 

The present study has several limitations. In particular, it only sampled employees of four- and five-star hotels in 

the Alanya district of Antalya province and was based on a cross-sectional design, which limits the generalisability 

and causal interpretations of the findings. Therefore, future studies can compare these findings with research 

conducted in different tourism regions and different types of businesses. Additionally, longitudinal designs can be 

used to investigate the relationship between fatalism, acquiescent silence, and turnover intention over time more 

comprehensively. 

In conclusion, this study showed that employee fatalism has a significant effect on organisational behaviour in 

the tourism sector, specifically on acquiescent silence and turnover intention. By highlighting the role of cultural 

values and individual belief systems on organisational behaviors, the findings demonstrate that human resources 

practices should consider not only structural but also psychological and cultural dimensions. 
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