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Abstract

Small and medium size industries may not functiah without proper human resource management pexti
They have important role to play in ensuring workerformance and positive organizational outcoriéss
study sought to assess the performance appraisathgasmall and medium hotels. A cross-sectional esurv
design was used for the study and data were obt&iam sixty mangers of small and medium size lwielthe
Ayawaso Central Sub-metro of the Greater Accra &egif Ghana, using questionnaires. The study eskesal
performance appraisal was mainly done on daily shasid information on performance appraisal was for
individual discussions of employee concerns anititrg need determination. The hotels used HRM tres
that were cost effective and less time consumistead of the available sophisticated HRM practices.

Keywords: Human Resource Management, Performance Appraiselll &hd Medium Size Hotels

1.0 Introduction

The progress of every organization depends onuhgh resource practices adopted by the organizaSomall
and medium size enterprises (SMEs) cannot funatieth without proper human resource practices. &hee

S0 many human resource management practices cortonSMEs and this research looks at specific human
resource function of performance appraisal.

Human resource is inherent in all organizationsgtivlr big or small business, or industrial firmgavernment,
a university, a club, a military establishment oy arganization, which seeks to achieve resultsujin people
(Eduful, 2002). The objective, therefore, is toimten the relationship in such a way that at aiweig time, the
firm has the right kind of people at the right glacendering most economical and useful servideseby
contributing to the sustenance and growth of thierprise as a whole. In fact, they are the centrevery
organization.

After an employee has been selected for a jobbkas trained to do it, and has worked on it foredqa of
time, his or her performance should be reviewede @ay in which to review the performance and piiséof

staff is through a system of performance appraidalis important that members of the organizatiorow
exactly what is expected of them, and the yardstlok which their performance and results will beameed.
According to Mathis and Jackson (2003, p 328), fterance Appraisal is the process of evaluating nmhN
employees do their jobs compared with a set ofdstals and communicating that information to empdaye
Performance appraisal makes clear to employees ishexpected of them and assures line managers and
strategic planners that employee behaviours wilinbiine with the firm’'s goals. (Noe, HollenbedBjrhart, &
Wright, 2003)

Every day, around the globe hundreds of thousafidsem and women start new small businesses ane thes
entrepreneurial activities make major contributidnsworldwide economic growth.  Many nations have
perceived the role SMEs play as the engine of drawtthe development of their countries and Ghanaoi
exception. Many governments in recent years hawugetlitheir attention to selectively targeted pebcifor
growth. In Ghana, SMEs constitute the vast majaftfirms and generate income and have a substahizae

of both overall employment and output which dingetffect poverty reduction.

There is no single, uniformly acceptable, defimtiaf a small firm (Storey, 1994). The definitioh‘small and
‘medium’ business varies per country and largelpetels o the criteria for determining ‘small’ and avh
qualifies as a ‘business’. Again, firms differthreir levels of capitalization, sales and employtnétence, the
most common criteria used to differentiate betwaetarge’ organization and a ‘small’ one is theesiaf its
labour force, sales revenue, total value of asssishe value of owner’s equity.

In Ghana, generally this target group is definetaso enterprises: those employing up to 5 perseitis fixed
assets not exceeding the value of $10,000; Smttmises: those employing between 6 and 29 penatiths
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fixed assets of $100,000 and Medium enterprisesetemploying between 30 and 99 persons with fassets

of up $1 million. For the purpose of this researttie researcher used the number of employeeseof th
enterprises as the criteria for the hotel. Heac8mall and Medium Sizes hotel as used in thisareeemeans
those hotels that employ between 6 to 99 persons.

One of the growing sectors of our economy is teounghich has the hotel industry under its umbrelahotel is

a place where all who conduct themselves propertyveho being able and ready to pay for their eatentent,
accommodation and other services including thedingrlike a temporary home. It is home away froomie
where all the modern amenities and facilities alable on a payment basis. It is also considévdak a place
where tourists stop, cease to be travellers, andrbe customers. The definition presented by hagetators to
authorities of the National Recovery Administration Washington is found to be a more comprehensive
definition. The definition states that “primarily@ fundamentally”, a hotel is an establishment Wisapplies
boarding and lodging not engaged in inter — statarnerce (or so related that the regulation of owelve the
control of others. (Ghana Tourist Board Directdi§98).

It is important that issues relating to human reseunanagement are given serious attention andtakelh care

of in every organization. It is, therefore, necegda investigate the use of HRM practices by SMiBshetter
understand its importance and possibly compensatdifficulties they may encounter in the formatina of
these practices. The aim of this research wasviestigate the employment of best practices of hureaaurce
management in the area of performance apprais&Ntls. However, the researcher used Hotels andtGues
Houses in the Central Ayawaso Sub-metropolitan Arie&reater Accra as a research location of thésaech
work.

2. Methodology
2.1 Research Design

The study sought to investigate human resource geament practice of performance appraisal within SME
the hotel industry with a focus on effectivenessso€h practice. The study sought to research hiotels

ranging from two (2) star and below as well as ghesises within the Ayawaso Central Sub-metropolizca

of Greater Accra Region. The study utilized a cresstional survey research design of which purpese to

assess the performance appraisal practices of &Mie hotel industry in the Ayawaso Central Sulirmearea.
Gravetter and Forzano (2006) point out that suna questionnaires are used extensively in thaviebral

sciences as relatively efficient ways to gathegdaamounts of information. By presenting peoplthai few

carefully constructed questions, it is possiblelbtain self reported answers about attitudes, op#ipersonal
characteristics and behaviours.

As is done in this study, these problems were @mraec by carefully designing the questionnaire; als®
researcher personally administered and retrievedjtiestionnaire to ensure a higher rate of retégain, the
personal interaction yielded a higher response estdhe respondents are taken through the queatienand
clarifications made where necessary. The quediioes were administered to both managers and owner-
managers and the researcher made sure that ttendesps understood the questions.

2.2 Research Location

The research was conducted to assess the of hwsanrces practice of performance appraisal of Sivilse
hotel industry. The study was conducted in the AgsavCentral Sub-metropolitan Area of the Greaterréc
Region. The location forms part of Accra East snthade up of suburbs of Kotobabi, Pig Farm, Al&aprice,
Kpehe, part of New Town, part of Nima, and Kokomlem It shares boundaries with East Ayawaso, Osu
Clottey, West Ayawaso and Okaikoi North.

It is a densely populated area with a lot of SMEseeially hotels, Guest houses and small scaléimgihouses
and the popular known Mallam Atta market. The am@s selected because of its dense population askl br
small business activities by both Ghanaian anddosgs.

2.3 Sudy Population
The research was conducted in Accra municipalitgcigely Ayawaso sub-metropolitan area, the Assgmibk
contacted and the names and locations of abouts@d and medium size hotels were supplied. Thgeta

population for the study comprised all managersvaner-managers of the hotels/Guest house numbehagt
100. This consisted of both owner-managers ancages. By definition, ‘owner-managers’ are the exsnof
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the hotels/Guest house who manage it themselvesraathgers’ are those who have been hired to mathege
hotel for the owners.

2.4 Sampling size/ Sampling Method

The accessible population from which the sample drasvn (sampling frame) comprised all the managers
owner-managers of hotels/ Guest houses numberiogt d)0 in the study location. The sample for thely
comprised 60 respondents from a total populatiobO&f The sample was made up of 40 owner-managdra@n
managers. In order to get a meaningful impact enstibject, simple random sample method and statifias
used to select 60 managers and owner-managerstf®mopulation to form the sample size. This s
ensure that every hotel/Guest house is given thaladpance for its member to be selected and iedud the
sample. The respondents consisted of either a gear@ owner-manager from each hotel. The reason f
choosing the respondents was based on the facthtégtare internal stakeholders who are abreast thig
internal situation in term of the effectivenesdiaman resource functions that are practiced there.

The study adopted the probability sampling methddstatified and simple random sampling to draw
respondents for the study. Table 1 show the sasipéeof 60 for the study which was randomly selddtom a
total population of 100 hotels. In this study,éist(55) and guest (45) houses was the basisatifisttion. In
both cases of hotels and the guest houses, ther-omaeagers were more than the number of the masmage
The stratum for hotels was divided into managerd awner-managers. Twenty (20) respondents were
randomly selected from the owner-managers stratiatem (10) respondents from that of the managdiise
strata for guest houses were again divided in owmamagers and managers. The simple random sampéiag
used to select twenty (20) owner-managers andlt@hrfanagers to respond to research instrumenible Tla
show the sample size for the study which was ramglsalected from accessible population of 55 hcaeld 45
guest houses.

Table 1

Composition of the sample

Category Position No. of No. of

Population Respondents

Hotels Owner-managers 35 20
Managers 20 10

Guest houses Owner-managers$ 30 20
Managers 15 10

Total 100 60

Source: Fieldwork survey 2012
2.5 Data Collection Instrument

Research instruments are the direct means orusels by a researcher or obtain information foudyst A self-
developed questionnaire was employed to collectitita for the study.

The questionnaire was designed for Employers orepwamanagers and managers. It consisted of thirty-n
(39) items. It was made up of three (3) partse fitst part asked of firms details. In part twogofestionnaire
respondents were also asked personal backgrouadnafion, regarding age, sex, educational level\aork
experience. The last remaining part of the questoe looked at the HR practice addressed in ¢search.
Respondents were asked work-related informatioardigg performance appraisal issues and to whanegre
they practiced by the hotels. In all, thirty fd@8) close-ended questions were used and six (& tyen-ended
questions.

2.6 Sources of Data
The data required for the study was basically prymand secondary data. The primary data source was
collected through the design and administratiomudstionnaires which was critically analyzed tonggist-

hand information from sixty (60) respondents. Thesre requested to complete written questionnaifés.
secondary source of data was taken from articlels as journals, existing books, reports magazites e
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2.7 Data Collection Method

The data was collected by the researcher. Se0 @fu@stionnaires were administered to hotels/guesises
with one questionnaire each. Each respondenttedietas given the rationale behind the study ansl also
assured of confidentiality after which instrumergtsagiven out.

2.8 Data Handling

The process of data handling involve numbering deted questionnaires, editing and classificatioh§iedd

variables, creating of group frequency distributes well as tabulation of data. For easy idermtifans, all
completed questions were serially numbered. Thpomses were carefully checked to ensure theirracgu
relevance and appropriateness.

2.9 Pre-testing

To assess the validity and reliability of the qigstaires items, the questionnaire guide was stedeon three
(3) hotels. The respondents had the same chasticteias in the main study. The questionnaire prastested
in order to ascertain and detect any ambiguitied @oorly constructed and even those that wereeivegit.

From the responses, remarks and comments receivite@re-testing, the entire questionnaire wasedfand

improved upon to take care of the observed shoitagsnenhanced the validity, and made the quesBaster
to answer and more response-friendly.

2.10 Data Analysis

Data collected from the respondents were analyzedhé use of Statistical Products and Service &wolut
(SPSS) software. This was used as the researessnatl it the most appropriate given its versataiby
considering the nature of the data collected. piweess involved tabulation, description and inetation of
field data for simple variable.

In analyzing the collected data, tables, percestagel frequencies were used to analyze responsastoitem
on the questionnaire.
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3. Results and discussion

Table 2

Background Characteristics of Respondents

Variable foency Percent
Age

20-30 8 33
31-40 6 0.a
41-50 32 53.3
51+ 14 23.4
Sex

Male 40 66.7
Female 20 33.3
Education

Basic 4 6.7
Secondary 23 53.3
Tertiary 24 40.0
Hotel classification

Budget 52 86.6

1 star 4 6.7

2 star 4 6.7
Duration of service

< 1year 2 3.3
1-3 years 24 40.0
4-6 years 20 33.3
7+ years 14 23.4
Acquisition of position

Employed 16 26.7
Inherited 18 30.0
Founded 26 43.3

Source: Fieldwork 2013

Table 2 shows the distribution of selected backgdooharacteristics of respondents. These varidhtdsde
age, sex, education, hotel classification, duratibeervice, and acquisition of position. The aggribution of
respondents indicates that 53.3 percent were abéal 80 while fewer respondents (10%) were ageth 3iD.

In terms of sex distribution of respondents, 66ercpnt were males while 33.3 percent were females,
about 53 percent had secondary education while taBopercent had basic education. The percentage
distributions also show that 86.6 percent were marsof budget hotels while about 7 percent werpagers

of 1-star hotels. With regard to duration of seevin management position, 40 percent spent 1 teadsyin
management positions while a few (3.3%) spenttlems one year in management position.

Further, it is indicated that 43.3% of the resparislevere founders of their hotels while 26.7 petrosare
employed into their current position.

In summary, 53.3 percent of the managers were 4ged 50; a majority were males while 66.7 peradsd had
secondary education. Also, 86.6 percent were masagk budget hotels and 26.7% managers served in
management position for 1 to 3 years while a fregyeof 26 (43.3%) managers were managing hotelsdied

by them.
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Table 3

Performance Appraisal Practices of the SMEs

Variable Frequency Percent

Perfor m assessment

Yes 58 96.7

No 2 3.3

Frequency of assessment

Daily 34 58.7

Weekly 8 13.3

Monthly 12 20.0

Yearly 6 10.0

Action on low performers

Encourage them to improve 42 70.0

Terminate appointment 18 30.0

Source: Fieldwork, 2012

Table 3 shows results on performance appraisamfne table, it can be found that 58 (96.7%) ofrtfemagers
reported that they did assess the performancesgfémployees. For those who did performance asseds 34

(58.7%) reported that they assessed performandg alad 6 (10%) reported that they assessed perfurena

yearly. Concerning consistently low performers, (Z9%) of the managers reported that they woulderath
encourage them to improve upon their performancéewthe remaining 18 (30%) reported that they would
rather terminate the appointment of the employ&ksis, most managers would encourage their emplayees

improve whereas a few managers would want to dsthisir employees due to non performance.

Table 4

Manner of assessment and use of assessment iifmmma

N= 60

Statement Yes No

(%) (%)
Rate each employee on performance of their duties 70.0 30.0
Rate each employee on daily output 60.0 40.0
Rate each employee on quality of service 70.0 30.0
Rate each employee on key behaviours on the job 54.0 46.0
Rate each employee on their strengths and wealsesge 16.7 83.3
Rate each employee on achievement of targets 40.0 60.0
Rate each employee on their own self appraisal 10.0 90.0
Rate each employee on appraisal by their peers 40.0 60.0
Do you use information on performance appraisal 30.0 70.0
Provide employees with copies 16.7 83.3
For individual discussions 73.3 26.7
Do you use information for training needs 63.3 36.7
Do you use information promoting employees 46.7 53.3

Source: Fieldwork 2012

Table 4 shows results on manner of assessmentsanof assessment information.
The table indicates that 70 percent of the managgsrted that they assessed their employees lmsdde
performance of their duties; 60 percent reported they assessed their employees based on thbiradaput;
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70 percent reported that they assessed their esgdogased on the quality of their service whilepBdcent
reported that they assessed their employees basthetio key behaviours on the job.

Furthermore, 83.3 percent of the managers repdhatithey do not assess their employees basedein th
strengths and weaknesses; 60 percent reportethéhato not assess their employees based on tievantent

of targets; 90 percent reported that they do ne¢ssstheir employees based on self appraisal @hilgercent
reported that they do not assess their employesesiban appraisal by peers.

Moreover, 70 percent of the managers do not usgrrdtion on performance appraisal for personal reeco
only; 83.3 percent do not use information on penfmnce appraisal to provide employees with copies of
assessment and 53.3 percent do not use informatiqperformance appraisal for the promotion of emypds.
Additionally, 73.3 percent reported that they ugferimation on performance appraisal for individdacussions
of employee concerns while 63.3 percent reported they use information on performance appraisal fo
determining training needs.

4Key Findings

« From the background characteristics, it was foumat the managers were aged 41 to 50, and the
majority were male who have attained secondaryathrcand were managing budget hotels.

e The study found out that not all the managers dgkss the performance of their employees, but those
who did assess their employees did it on dailyshabiformation on performance appraisal was mainly
used for individual discussions of employee consesn well as for determining training needs of
employees.

5 Conclusions

On the basis of the findings from the study, itlddee concluded that:

The SMEs in the hotels principally use traditiofmlman resource management practices that were cost
effective and less time consuming instead of thalable sophisticated human resource managemectiqas
used by other organisations. On the assessmerdrfifrmance appraisal a daily performance appréigahe
managers led to a strong commitment of employeetheéd job. With respect to performance appraisal
practices, it was found that managers assesseplettiermance of their employees, and the majorisessed
their employees on daily basis while others woild to encourage their consistently low performémgployees

to improve upon their performances. The majorityttef managers also assessed their employees bagthd o
performance of their duties; based on their dailfpat; based on the quality of their service anseldaon their
key behaviours on the job. For use of informationperformance appraisal, the majority of the maragsed
the information for determining training needs ofoyees. In a similar way, it was realised thategally the
SMEs did not use the information for personal rdsdeeping, or provide employees with copies oésmments

or for promotion purposes.
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