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Abstract

The study investigated the effect of human resoWeamagement practices on performance of Small and
Medium Hotels in Osu Klottey Sub-Metropolitan Asddynof Greater Accra of Ghana. Descriptive survey
design was used for the study. Stratified and Emgndom sampling techniques were engaged to sag)l
respondents out of a total population of 501 fiatlet workers of the hotels. Questions were fornaddb guide

the study. Frequency tables and charts were aspebsent the responses. Person’s correlatiorematoyed to
test the performance of the hotels. Major findimgse that correlation coefficient for the relagbip between
rewards and compensations and the firms’ performavas, however, negative - 0.269. Also, it wasitbthat

the relationships between the hotels’ performannd the human resource management practices were
statistically significant at alphax) = 0.05. These indicate there are slightly littet positive influence on
impact of the recruitment procedures on the hotasformances though rewards and compensationdittiad
influence on hotels performance. It also indicatieat lack of rewards and compensations demotivates
employees to give off their best. Based on thdifigs some recommendations were made, which cdfersw

and improved performance.

Keywords: Reward and Compensation, Small and Medium Hotéls) Performance

1. Introduction

Small and Medium enterprises have therefore becaminportant component of the economy in developing
countries like Ghana. The small and medium busisestor is however, a less formally organizedosentthe
country and the economic environment also credtestaral problems which hinder competitivenesshafse
firms. Small and medium firms are considered asbfckbone of Ghana's economy. Hanson-Thompsdiv}20
posited that due to the rapid economic growth thentry is caught between shedding deepening oldaniz
practices and embracing modern practices. Del@81) points out that Ghana is at a critical stagés
attempts to modernise the economy and provide gmp@at for its people. “Consequently economic ctiods
have had serious repercussions on employment grawth human resource management in the country”
(Hanson-Thompson 2007, p;12)Ghana, a country ohaeacterized by political and economic instabitiiys
recently developed into one of the fastest grow#mgnomies on the African continent and is gradually
developing into the financial hub of Sub Sahararicaf It is therefore a step in the right direntio view HRM
practices in the new competitive Ghanaian envirartrfldanson-Thompson, 2007). Janice (2000) obsehats

to remain competitive in the global marketplaceabmnd medium firms must do more to recruits thsttand
brightest and then retain them, as cited in (Agysgaarempeh, 2005). The hotel industry is doneiddty a
large number of small to medium-sized enterpriseBhe general approach of management shows little
commitment to effective management of human resothas defeating the popular notion that peoplettaze
most valuable asset of the business. Rather,piheoach is based on treating labour as a costméthagement
adoption of cost minimization practices. Key featuof employment in the industry are low pay, lvade
union density, gendered jobs, weak internal lalbmoarkets, low skill formation, low levels of huma@spurce
management professional practices and relianca oualture of casualisation (Kelly, 2007). The iragsiag
attention on human resource management practicesat and medium enterprises (Small and mediural$jot

is a comparatively recent phenomenon (Rauf 200fuman resource management researchers have largely
ignored the Small and medium firms. A number cfesgchers have also point out that human resource
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management practices in small and medium hotele i received significant attention in management
research; and further stress the need for futuidiet on these issues (De Kok, and Uhlaner, 2013.against
this background that human resource practicesrélwards and compensation are researched, to asciea
effect on performance of small and medium hotel©si@ Klottey Sub-Metro of the Greater Accra Regidn
Ghana.

1.3 Research Questions

To achieve the stated objectives, the followingstioas are asked and answered
1. What are rewards and compensation categorieshbse tselected hotels have for their employees?
2. How do small and medium hotels in Osu Klottey Subtid measure firm's performance?
3. What is the relationship between these selected HRidtices and firms performance?

1.4 Objectives

Based on the problem statement, this research isdtkexamine rewards and compensation and thieictedn
performance of small and medium hotels. To achikigeaim the following objectives are set.

1. Examine rewards and compensation packages thatextleotels have for their employees;
2. Examine how the hotels measure firm performance; an

3. Examine the relationship between these selectedahumesource management practices and
performance of the hotels.

2. Research M ethods
2.1 Research Design

The ability to select a suitable method for anyeagsh is very important since it is a key to detaing the
reliability of research findings (Banuro, 2008).rEbis reason, the methodology for this research efsen to
meet the requirement of a study which is capablgivahg robust results. The research design usethéostudy
was survey.

2.2 Sudy Location

The research was conducted to ascertain the effdaiman resource management practices on perfaenan
small and medium hotels in Osu Klottey Sub-Metr@&oéater Accra Metropolis.

2.3 Population

To get the sample population, simple random sartgalenique was used to select forty (40) small aediom
hotels form the metropolis.

2.4 Sample and Sampling Procedure

All things being equal, the population should beg@od representation of what really goes on in whole
organization. Total number of staff of the fortydjotels involved in the study was five hundre@1(f out of
which two hundred (200) were sampled comprisingyf®0) management personnel and one hundredistyd s
(160) employees. The population was randomly grcko answer questionnaires, interview schedule and
conversational guide. According to Appaw-Agbolderyo-Dehlor and Agbola (2011) small and mediunehsot
ranges from hotel A which is 3 star to hotel G whis managed by husband and wife. Qualitative and
quantitative approaches are discussed below.
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Table 1:
Sample population of the hotels
Category Hotels Interview Questionnaire Conversation Total
Staff Size
Managers Small 5 30 5 40
Medium 5 10 5 20
Employees Small 10 60 5 75
Medium 10 50 5 65
Total 30 150 20 200

2.5 Data Collection Instruments

Amongst the various research instrument used inakaesearch, the researcher employed questionnaire
interview and conversational schedule to gathea @tatthe study. Questionnaire, interview and essational
schedule are research instruments consisting adriassof questions and other prompts for the pwpafs
gathering information form respondents. The qoesiaire, interview and conversational enabled ésearcher
obtain a substantive grasp of primary data on theys The researcher adopted these instrumentubedhey
are cheaper to administer. However, it was timeliring in developing them.

2.6 Pre-testing of Instrument

A pilot survey was conducted in order to ascertid detect any ambiguities, questions that wereeasily
understood or poorly constructed and even thogewibee irrelevant or scary to the respondents.nlkgband
Wallen (2000) supported the idea by saying that,pfre-testing of the questionnaire or interviewesithe can
reveal ambiguities, poorly worded questions thaincé be understood. From the responses, remars an
comments received on the pilot survey, the entirestionnaire was refined and improved upon to taite of

the observed shortcomings to enhance the valigitg, make the questions easier to answer and mgpense-
friendly.

Table 2

Reliability Statistics
Category of Staff Cronbach's Alpha
Managers 0.851
Employees 0.763

Table 2 also shows Cronbach’s Alpha values of 0.83d 0.763 for managers and employees’ questia®air
respectively. These imply that the variables meaguthe characteristics of the Recruitment and ctiele
practices above in the hotels measure them reliablly

2.7 Data Collection procedure

The data required for the study were both primauy secondary. The data was collected through thig@and
administration of questionnaires, interview guidedaconversational schedule analysed. Two sets of
questionnaires one for a managers and four for @heployees were administered by trained studefntisirdy

(30) from the Accra Polytechnic to thirty (30) histe In all a maximum of four weeks (4th Octobelrd
November2012) were used for administration andenedf of the questionnaire.

2.8 Data Analysis

The statistical package for social sciences (SR@S)used in the analysis of the data that weredeld in this
research as the researcher deemed it the mostpajappeogiven its versatility and considering theuna of the
data collected. The results were presented iesabl
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3. Resultsand Discussion
3.1 Demographic Characteristics of Respondents

A description of the general characteristics ohbminagers and general employees is presentedia Jand
discussed under this section.

Table 3
Response Rate
Response Non-response Total
Category of Staff Frequendy Percent Frequency Rerce Frequency Percent
Managers 28 20.6 4 2.7 30 23.3
Employees 112 72.7 6 4.00 120 76.7
Total 140 93.3 15 6.7 150 100.0

Out of the 150 questionnaires (30 for managersl&@dfor employee) sent to the hotels in the Osut&jyoSub
Metropolitan Assembly, 140 were returned (28 froemagers’ group and 112 from employees). This sgmts
93% response rates for both groups (Table 3) wisicfuite appreciable. It can be observed thatt mbghe
respondents were males. This is because about 61 managers as well as about 53% of the empsoweee
males. It can also be seen that a little over {&8f3%) of the employees were between the ag@4 aind 30
years as most (about 71%) of the managers werénvilie 31 to 50 age brackets with most (39.3%)heiht
being with 31 — 40 years. This implies that the egah employees of the hotels in the Osu Klottey Sub
Metropolitan Assembly were quite youthful. Expeliye as about 14% of the employees had only attathe
basic level in education all the managers had ¢p@yend that level. Furthermore, whilst only dditbver half
(55.1%) of the employees had attained a tertiarglleducation, almost all (about 90%) of the mamagad had
a tertiary level experience in education. Thislieypthat the hotels had, appreciably, skilled exppés. About
63% of the managers and about 69% of the emplogédse respondents had been in their current iposior
between 1 and 6 years (Table 3). Also, a few efitHabout 10% of the managers and about 17% of the
employees) indicated that they had worked for thielk for less than a year. This indicates thastnod the
respondents had not worked with the hotels forosm la time. It can be observed that before joirthngjr
present employment, as expected, most (about 6@kagers and 40% employees) of the respondentshadre
worked in similar positions. However, a one-thifcthe employees had no experience before joirtirghbtels
whilst about 15% of the managers had started fromtsh. It can be observed that over three-quadkthe
hotels in the Osu Klottey Sub Metropolitan Assemivsre of either budget or one-star status. Thizesause
about 80% of the managers and about 75% of thessgs indicated that they worked for either budgetne-
star hotels. Since the means through which theoremts became employees of the hotels, theiripogr
designation and the category of employees of thearedents were not shared by both managers anageegl|,
analysis on them were carried out separately aesiepted in Tables 4 and 5.

Table 4

Means of becoming a Manager

Means Frequency Percent
Applied in response to an advert 17 56.7
Inherited it 5 16.7
Founded it 2 6.7
Appointed 3 10.0
Other 3 10.0
Total 30 100.0

It can be observed from Table 4 that most (abow)56f the managers indicated that they got to the
management position by responding to adverts thrautgften applications. A little over a quartebéat 27%)
of them indicated that they were either appointethe position (about 10%) or inherited it fromithelatives
(about 17%). A very few (about 7%) of them alsoi¢ated that they established the hotels themselv@s. the
other hand, it can be seen from Table 4 that k ldver a half (about 55%) the ordinary employeitisee
responded to adverts by sending in their appliocati@bout 34%) or by sending in their applicatienspnally as
part of their quest of searching for jobs (abou21 Table 6 also shows that quite a good numbms(a38%)
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of the ordinary employees indicated that they il employment either through the recommendatoynsord
of mouth of friends and existing workers (about 33#6through family relations (about 5%). This gasts that
the managements of the hotels employ their memifestaff through the usual process of allowing thengo
through the submission/filling of application legdor perusal.

Table 5

Other Demographic Characteristics of Ordinary Emeés

Characteristic Categories Frequency|Percent

Designation/ PositiorReceptionists 24 24.2
Housekeepers 23 23.2
Account Clerks 11 111
Waiter(ess) 4 4.0
Cooks 6 6.1
Security Officers 4 4.0
Bar Attendants 3 3.0
Human Resource Officers 3 3.0
Marketing Officers 3 3.0
Office Assistants/Clerks 3 3.0
Others 15 15.2
Total 99 100.0

Means of becominApplied in response to an advert 35 34.3

an employee Recommendation/word of mouth by a friend/existirayker |34 334
Applied by self 21 20.6
Family member 5 4.9
Through internship 7 6.8
Total 102 100.0

Category of employe Operational (Workers) 79 74.5
Supervisory (Head of Units, etc) 27 25.5
Total 106 100.0

3.2 Rewards and Compensation

The rewards and compensations to the employed®dfdtels in Osu Klottey Sub Metropolitan Assentidged
on the assessment of their performances are pegsant discussed under this section. These aressisd by
looking at assessment of employee performancetarftejuency, means of assessing employees’ peafore)
provision of benefits or rewards, incentives, nekskfety tools and equipment to employees, andrecagainst
consistently low-performing ones. Like victory cesnat the end of a battle, rewards and compensatmme at
the end of some accomplishments. In view of thig, study sought to find out if the hotels asseskes
performance of the employees and, if they did, freguent do they do that. However, from the in@mwand

conversational analysis, it can be seen from TaBlas about 63% of the managers indicated thdtéeency
of the assessment of their performance dependeleotype of work, a quarter (25%) as well as al#lit of

the ordinary employees indicated that their hotslsessed their performance every year. The diggain the
responses of the managers and the ordinary em@dged to suggest that the hotels in the Osu Kldieb

Metropolitan Assembly were not assessing the pexdioices of their members of staffs regularly.
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Table 6
Frequency of Assessment of Employees’ Performance

Assessment of Performance

Yes

Managers Employees
Frequency of Assessment Frequency Percent Frequency Percent
Depends on the type of work 5 62.5 3 18.8
Daily 1 125 5 31.3
Fortnightly 0 0.0 1 6.3
Yearly 2 25.0 7 43.8
Total 8 100.0 16 100.0

The study further sought to find out the meansughowhich the performance assessments of emplayees

carried out. Table 14 presents the result of theyais.

It should also be noted that Table 14 multiple-

response contingency table in which the respondeats allowed to choose more than one response t@u
that the percentages and totals were calculateddbas the total number of respondents in each gmaplo

category: 26 for managers and 82 for employees.

Table 7
Means of Assessing Employees’ Performance

Managers Employees
Means Frequency |Percent |Frequency |Percent
Rate each employee on performance of their duties 23 88.5 66 80.5
Rate each employee on his/her daily/weekly prodacti 0 0.0 6 7.3
Rate eachemployee on quality of service or quality |2 7.7 29 354
production
On the basis of a record of their key behaviouthanjob 19 73.1 60 73.2
Compare their performance with those of other epgsds in8 30.8 26 31.7
similar positions
Based on a written description of their strengtid weaknesse 2 7.7 17 20.7
Based on the extent to which they have achievadttirgets |6 23.1 43 52.4
Based on their own self-appraisals 5 19.2 44 53.7
Based on appraisals by their peers 12 46.2 29 354
Based on appraisals by their supervisors/management 20 76.9 57 69.5
Total 97 373.2 (377 459.8

Percentages and totals are based on respondemtsbeX of managers = 26; Number of employees = 82

Table 6 reveals that about 70% and more of both nlamagers and the employees indicated that their

performances were assessed by rating each empboyperformance of their duties; keeping a recorthefr
key behaviour on the job and based on appraisakhdiy supervisors or managements. Furthermolittlea
over 52% of the employees indicated that the assm#s of their performance were based on the extent
which they have achieved their targets (about 52f¢l)their own self-appraisals (about 54%). Thiglies that
the hotels assess their employees’ performanceatimg each employee on performance of their dukiesping

a record of their key behaviour on the job and Bawme appraisals by their supervisors or managemémds

extent to which they have achieved their targetsthair own self-appraisals
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In going further, the study sought to find out tiads of rewards and benefits which were availablehe
employees. Like Table 13, it should also be ndited Table 7 is also a multiple-response contingeable in
which the respondents were allowed to choose niae one response. Due to that the percentagestatsl
were calculated based on the total number of redgmds in each employee category: 29 for manager84ror
employees.

Table 7
Provision of Benefits or Rewards to Employees

Managers Employees
Benefits Frequency Percent Frequency Percent
Health Care 19 65.5 43 51.2
Accident Insurance 10 34.5 21 25.0
Pay for time not worked 0 0.0 10 11.9
Unemployment compensation 0 0.0 6 7.1
Worker's compensation 9 31.0 23 27.4
Social Security 27 93.1 72 85.7
Pensions 19 65.5 21 25.0
Employee Service 8 27.6 33 39.3
Total 92 317.2 229 272.6

Percentages and totals are based on respondentbeXof respondents = 29; Number of respondents = 8

It can be seen that most of the respondents (&83%Gtmanagers and about 86% employees) indicat¢dhia
social security payments were being made. Alsitla dver half of them (about 66% of the managerd about
51% of the employees) indicated that their heaite meeds were met by their employers.

Table 8 is also a multiple-response contingencletdiixe Tables 7 and 8, in which the respondergeevallowed
to choose more than one response and so the pamgesrand totals were calculated based on thentotalber of
respondents in each employee category: 26 for neasaand 78 for employees. It presents the resute
analysis on the provision of incentives to emplay@eembers of staffs) to motivate them to givethair best.

Table 8
Provision of Incentives to Employees

Managers Employees
Provided incentives Frequency |Percent Frequency |Percent
Merit pay 4 15.4 17 21.8
Piece-rate 0 0.0 2 2.6
Incentives 18 69.2 47 60.3
Bonuses 21 80.8 65 83.3
Group Incentives 3 11.5 6 7.7
Gain sharing 0 0.0 2 2.6
Profit sharing 1 3.8 6 7.7
Total 47 180 145 185.9

Percentages and totals are based on respondemtsbeX of managers = 26; Number of employees = 78

Table 8 reveals that most (about 81% managers lamat 83% employees) of the respondents reporteadibg
were provided bonuses as motivation. Furthermarkttle over 60% (about 69% managers and about 60%
employees) of them indicated that their hotels jgted them motivation by giving them diverse inceas. On
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the other hand, the most of the respondents (a®bUt of both managers and ordinary employees) fioen t
interview and conversational analysis, in Tablergpprted that the hotels they work for did notyile rewards
for initiatives taken by employees. A few (abo@8@of both managers and ordinary employees) of tthenso,
though.

Table 9
Provision of Rewards for Employees’ Initiatives

Managers Employees
Reward Frequency Percent Frequency Percent
Yes 5 38.4 7 38.8
No 8 61.5 11 61.2
Total 13 100.0 18 100.0

Furthermore, Table 10 reveals that most, about @fiL.#e ordinary employees and about 80% of the gensa
of those who reported that they received rewardstdken initiatives (in Table 9) indicated that yheere

rewarded with monetary bonuses and based on tldeokimitiative respectively.

Table 10
The Type of Rewards for Employees’ Initiatives

Managers Employees
Reward Frequency Percent Frequency Percent
Depends on the initiative 4 80.0 1 14.3
Monetary bonus 2 40.0 5 71.4
Incentives (drinks and items) 1 20.0 2 28.6
Praise (Word of mouth) 1 20.0 3 42.9
Total 8 160.0 11 157.2

Percentages and totals are based on respondemtsbeX of managers = 5; Number of managers =7

Also, quite a good number of the ordinary employéasout 43%) and an appreciable percentage of the
managers (about 20%) indicated that they were guidisr such initiatives. These suggest that thtelbao not
reward and or compensate their members of stafftaféng initiatives; the rewards and compensatiwhich

the hotels provided to their members of staffs wleir social security and healthcare with monetaoguses

and material incentives as the their incentivesiotivation.

Table 11
Action against Consistently Low-Performing Employee

Managers Employees
Action Frequency |Percent |Frequency |Percent
Encouraged to improve performance through training |22 81.5 69 71.1
Terminate employment 3 11.1 10 10.3
Cautioned 2 7.4 8 8.2
Rebuked and asked to do it well 0 0.0 4 4.1
Others 0 0.0 6 6.2
Total 27 100.0 97 100.0

It can be seen from Table 18 about 82% of the mensaand about 71% of the ordinary employees inelicHiat
their outfit encourages them to improve performatiweugh training. Also, about 11% of the managend
about 10% of the employees indicated that the sdéeminate the employment of the members of staffs
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3.3 Performance Measures

The measures for performance of the hotels areepted and discussed under this section. The sewiis

discussed under the following subheadings: indisdfimr determining hotel's performance and reasonssing

such indicators. In trying to know the economidigators which the hotels used to determine theifgpmance,
the respondents were asked to list the indicatassthey used and the result of the analysis isgmted in Table
12.

Table 12
Indicators for Determining Hotel's Performance

Managers Employees
Means Frequency |Percent Frequency|Percent
Occupancy rate 13 54.2 48 64.0
Increase in revenue or profit margin 10 41.7 26 34.7
Renovation and infrastructure development |3 12.5 21 28.0
Salary increment 0 0.0 12 16.0
Meeting set targets 8 33.3 0 0.0
Customer satisfaction 2 8.3 13 17.3
Total 36 150.0 120 160.0

Percentages and totals are based on respondentsnbel of managers = 24; Number
employees = 75

Over 54% of the respondents (about 54% managersilamat 64%) indicated they used the occupancyafate
the rooms to determine the performance of the sotdllso, a little over one-third of them reportincht they
used increase in revenue or profit margin to chemk well they are doing. Expectedly, as the marsafgbout
33%) were using their ability to meet set targetsdetermine the performance of the hotels, thenargi
employees (about 16%) were using increment in thedimries to do so. In view of the indicators,vidled by
the respondents, in Table 12 to determine the peeoce of the hotels, the respondents were askeyil/éo
reasons for using for such indicators but not ath8the result is shown in Table 13.

Table 13
Reasons for Using such Indicators

Managers Employees
Reasons Frequency Percent |Frequency |Percent
Without them there will be no business 2 15.4 30 57.7
Gives you a clear indication of how the hotels|11 84.6 34 65.4
performing
Total 13 100.0 64 123.1

Percentages and totals are based on respondemtsbeX of managers = 13; Number of employees = 52

As part of the reasons for which the hotels usednHicators in Table 18 to determine their perfance, about
85% and about 65% of the managers and the orderaployees, respectively, indicated that those atdis
gave them a clear indication than any other. absect of the report deals with the analysis ofréfetionships
between these selected human resource manageraetitgs (recruitments procedures, selection presemssd
rewards and compensations) and performance of thielsh In establishing how the Human Resource
Management (HRM) practices relate with or influetioe firms’ or hotels’ performance, the data walsjected

to Correlation analysis and the result is presemdable 14.
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Table 14
Correlations
Firms' Recruitment |Selection |Rewards an
Performance [Procedures |Processes |Compensations
Pearson Firms' Performance 1.000 0.350 0.374 -0.269
Correlation  |Rewards and Compensations |- 0.269 0.104 0.111 1.000
Sig. (1-tailed) |[Firms' Performance 0.001 0.000 0.006
Rewards and Compensations

Table 14 shows that the recruitment proceduressalettion processes had correlation coefficier.850 and
0.374 respectively. The correlation coefficient fioe relationship between rewards and compensatamd the
firms’ performance was, however, negative, - 0.2@9so, it was found out that the relationshipswestn the
hotels’ performance and the HRM practices weréssizdlly significant at alphaof = 0.05. These indicate there
are slightly little but positive influence or imgaaf the recruitment procedures and the selectiongsses on the
hotels’ performances though rewards and compemsatiad little but negative influence. It also cates that
lack of rewards and compensations demotivates grpoto give off their best.

3.4 Other Findings
Apart from the findings the study made based orotijectives, the study further had some other figdli

Table 15
Problems Encountered by Workers

Managers Employees
Problems Frequency |Percent |Frequency |Percent
None 1 12.5 2 25.0
Not much 7 87.5 2 25.0
Disrespectful/arrogant guests 0 0.0 5 62.5
Meager salaries 0 0.0 6 75.0
No regard for contribution into decision-making 0 0.0 6 75.0
Noise 1 125 4 50.0
Total 10 112.5 15 3125

Percentages and totals are based on respondemtsbeX of managers = 8; Number of employees = 8

It is revealed by Table 15 that only about 13% loé managers had problems with noise in the hotel’s
environment whilst about 87% of them indicated tihaty encountered little or no problem. On thesothand,
between 50% and 75% of the ordinary employees ateiét that they encountered disrespectful or artogan
guests (about 63%); managements’ no regards fordabetribution into decision-making (about 75%ddreing
given meager salaries (about 75%). Notwithstanding workers enumerating their difficulties at the
workplaces in Table 15, they had some reasonsdiatiriiing to work with the hotels and their motioas are
presented in Table 16.
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Table 16
Workers’ Motivation for Giving out Their Best

Manager Employees
Motivation Frequency Percent Frequency Percent
Monetary issues (Salaries, Tips and gifts) 3 27.3 3 18.8
Nothing/Lack of work 0 0.0 7 43.8
Relationship/Treatment 3 27.3 5 31.3
Job satisfaction (Challenge from task given) 5 455 0 0.0
Total 11 100.1 15 93.9

Percentages and totals are based on respondemtsbeX of managers = 11; Number of employees = 16

It can be observed from Table 17 that the managers motivated to continue to work at the hotels thuthe
satisfaction they get after accomplishing a taslo(h 46%); the relationship between them and theag@ment
or owners (about 27%) and the monetary issues {aboW). The ordinary employees on the other hand,
indicated that they were still working with the &lst because of lack of work (about 44%); the reteinip
existing between them and management (about 31%)tenissue of the salaries, tips and gifts thegike
from some guests (about 19%). This gives the atiio that as the ordinary employees were stillkivay at
their various workplaces due to high unemploymeré in the country the managers were still workimere
due to the job satisfaction they get after beinlg & accomplish some task given them. The stisly wanted
to know the reasons on which the hotels would teatei a worker’s appointment and so the respondesits
asked to give the grounds on which their hotelslvao so. The result of the analysis on the greufut
terminating one’s appointment is presented in Table

Table 17
Grounds for Terminating Workers’ Appointments

Manager Employees
Grounds Frequency Percent |Frequency |Percent
Theft 9 81.8 15 83.3
Insubordination/Disrespectfulness 9 81.8 14 77.8
Drinking on duty 3 27.3 8 44.4
Flirting with guests in the hotel 2 18.8 6 33.3
Quarrelling or fighting 2 18.8 6 33.3
Frequent absenteeism without permission 6 54.5 5 27.8
Others 7 63.6 2 111
Total 38 346.6 56 311.0

Percentages and totals are based on respondemtsbeX of managers = 13; Number of employees = 18

Table 17 indicates that at least 78% of both mamsag®d ordinary employees reported that a worker’s
appointment would be terminated if he or she gwblwed in insubordination or disrespectfulness (al&2%
managers and 83% employees) and theft (about 828agess and 78% employees). Drinking on duty (about
27% managers and 44% employees) and frequent alksant without permission (about 55% managers and
28% employees) were also found to be grounds onhathie hotels terminate the appointments of theinkers.

4, Summary, Conclusions and Recommendations

This final chapter presents a summary of the reseactivities and the conclusions which have beathed
based on the findings of the study. Recommendationpolicy makers, practitioners, and future sesh are
also presented.
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4.1 Summary

The summary of the findings is discussed underhteadings: overview of the study and key findings.

4.2 Key Findings

Concerning rewards and compensation on performdirtoa, the responses, before rewarding and compeagsat
the workers their performance had to be assesseet¢éomine deserving ones. However, on the coptitavas
found that the hotels were not assessing the pedioces of their workers regularly. With the prawisof
rewards and compensations to the workers, it wais &t the hotels did not usually reward and onpensate
their workers for taking initiatives but, howeveprovided their workers with social security andhltiecare as
rewards and compensations as well as monetary bsrasd material incentives as the their incentfoes
motivation. However, with the consistently low-foeming workers, most of the respondents indicélted their
outfit encouraged them to improve their performatiteugh training whilst some management termingies
employment of such workers. With regards to perforoe of the hotels, it was found that the hotelsewe
currently not doing very well since over half oéthotels used the occupancy rate of the roomsramdase in
revenue to determine the performance of the haiglse they gave them clear indications than angroth
Moreover, lack of rewards and compensations demtas/ employees to give off their best to achieve
organizational objectives.

4.3 Conclusions

On the basis of the findings from the study, itldobe concluded that: the low levels of salariemdtvate
employees to put up their best. The employees fawade problems from customers as compared to the
managers. It was realized that whilst most of nienagers encountered little or no problem, thenargi
employees encountered disrespectful or arroganstgue Management inability to factor the employee
contribution in the decision making is a serioushpem. The finding revealed managements’ disredard
employees contributions into decision-making anddpgiven meager salaries

4.4 Recommendations

Following the research findings and conclusions, fillowing recommendations have been made asdedai

the hotels to improve their operations. The smadl medium hotels should be renovated and improyegh u
their rating to help them attain international skamis for them to earn more foreign currency. &mployees’
salaries should be increase from time to time tdivate them perform creditably because a good watar
another form of motivation for worker to give offdir best. Management should take into considerdtie

contribution of the employees in the decision mgkim make them feel part of the decision makingcess of
the organisation. The study did not cover largéelsoin Osu Klottey and it is therefore recommendeat

further studies be carried on HRM practices on gretbnce of the large hotels to find out if findinglso

available to the large hotels and otherwise.
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