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ABSTRACT 

Employee commitment continues to be a contentious issue in the hospitality industry. Employers see the process of 

staff leaving and being replaced as a natural and inevitable feature of the industry. Employee commitment represents 

direct cost to organizations. The main objective of this study was to establish the determinants of employee 

commitment in hotel industry in Nairobi County based on a case study of rated hotels in Nairobi Central Business 

District (NCBD). To attain this, the study will determine how employee involvement, compensation, working 

environment and training and development influence employees’ commitment in hotel industry.  This study is 

important because it will help the hotel industry to have an in depth understanding of the factors that influence 

employees’ commitment as well as the impact of the same on organizational performance. A descriptive research 

design was adopted to build a profile of the factors that influence employee commitment in the hotel industry.  The 

population of interest was 152 employees (senior and middle level) of the identified rated hotels in the Nairobi 

Central Business District for the study. The study adopted a census survey design to collect primary data. The 

studies used questionnaires because there are flexible and facilitate the capture of in-depth knowledge of the 

respondents and promote respondent cooperation.  A pilot study was conducted to pretest the validity and reliability 

of instruments for data collection.   Quantitative data was edited, summarized and coded for easy classification in 

order to facilitate interpretation of the data.  The tabulated data was analyzed using multiple linear regression and 

Statistical Package for Social Science (SPSS).  The regression model was used to assess the collective effect of the 

four independent variables. It is notable that there exists a strong positive relationship between the independent 

variables and dependent variable as shown by R value (0.765).  The coefficient of determination (R
2
) explains the 

extent to which changes in the dependent variable can be explained by the change in the independent variables or the 

percentage of variation in the dependent variable and the four independent variables that were studied explained 

58.50% of the employee commitment as represented by the R
2
.  

Keywords: Employee commitment, hotel industry, organizational performance, compensation  

INTRODUCTION 

Committed employees are increasingly becoming a valued asset in organizations. For the purpose of this study 

employee commitment is viewed as commitment to the organization as well as employees’ commitment to their 

occupations.  According to Guest (2010), over years, the study of commitment has advanced in many different 

directions. A variety of disciplines have adopted the topic as a theme in their research and these have offered fresh 

and significant insights. These recent advances include new approaches to both the conceptualization of employee 

commitment and the particular human resource practices intended to increase it (Abu-Baker, 2010). 

According to Tumwesigye, (2010) current research concerning employee commitment highlights the pitfalls of 

viewing commitment as a one-dimensional construct that can be enhanced by a particular human resource policy. 

This assumes that a particular practice, involving employees, having compensation strategies, positive work 

environment and training and development, will have a significant and beneficial effect on employee commitment.  

This study will be based on the High Commitment/High Engagement HRM model (Guest, 2010).  Components of 

high commitment HRM include extensive training, learning and development, employee involvement, compensation 
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and providing a conducive work environment for employee to mention just but a few (Marchington and Grugulis, 

2010). 

The indicators of employee commitment are the possible results derived from organizational and individual 

commitment. Committed employees are emotionally attached to the organization and have strong desire to 

contribute significantly towards organizational success (Boxall, 2010).     This leads to increased competitiveness, 

accountability, risk taking, highly innovativeness, low wastage, and the desire to improve overall job performance. 

Higher degree of commitment is associated with lower rate of turnover and absenteeism, and improved 

organizational effectiveness. Employees who are more committed are highly motivated and will experience lower 

level of occupational stress, less emotional exhaustion and depersonalization. Moreover, increased employee 

commitment and commitment to work groups or teams improves team performance, interpersonal interaction and 

group cohesion, and enhances individual performance and degree of satisfaction. 

An organization can only survive and flourish in the competitive business environment if it is able to attract and 

retain good caliber employees (Armstrong 2009). Currently with the growing need to keep and retain quality staff, it 

is essential to understand the relationships employees develop with their employers. Through this understanding 

employers can develop strategies to encourage positive workplace outcomes which may lead to increased 

productivity and commitment. Productivity and commitment are essential for employers to operate successful 

organizations one framework that has been used to examine the relationship between the employee and employer 

(Rousseau, 2000).  

According to a survey done by Effectory International (2013) when compared to the rest of the world, the 

percentage of employees that are engaged and committed in Europe is below average. The global average stands at 

30%, with both North (40.4%) and South (43.1%) USA sitting well above it. Slightly further below, the 36.4% of 

employees in Africa that are engaged and committed means that Europe has only the fourth highest percentage of 

employees that are engaged and committed.   Falling below Europe are Asia and Oceania, where the percentage of 

engaged and committed employees lies at 23.4% and 28% respectively (Effectory International, 2013).  The ever-

changing technology, increased competition and globalization have created a new workplace that bears little 

resemblance to the businesses of the past. In the workplace of today, many employers are realizing that the only 

constant advantage that they have is their people, their intellectual capital (Walton, 2011).  Managers in Africa 

generally hold that workers’ attitude are poor.  Personnel practitioners in Africa, Kamoche and Muuka (2011) claims 

are still pre-occupied with “bread and butter issues” rather than the more long-term responsibility of developing 

individual and team skills towards an organization. 

The Ritz-Carlton hotel corporation, United States of America (U.S.A), received the Malcolm Baldridge National 

Award (MBNQA) in 1992 for demonstrating quality excellence and establishing best practice standards in the hotel 

service industry. Due to its sustained performance it was ranked again the second company to receive the award in 

1999.  The hotel focuses on the principal concern of its main customers and strives to provide them with 

personalized services. Attention to employee performance and information technology is the main strength that 

helped it achieve its superior quality (Evans and Lindsay, 2011).  Employee commitment continues to be a topical 

issue in management research and it continues to draw the attention of the practicing managers.    In 2010, a survey 

conducted in USA revealed that only 15 per cent of American employee population is committed in their work while 

75 percent are actively committed and 10 per cent are not committed.  Similar Gallup studies have found the levels 

of employee commitment in Australia, China, Japan, New Zealand and Singapore to be 19 percent, 12 per cent, 9 

percent and 20 percent and 11 percent respectively (Gallup Organizations Survey, 2012)  (Grant, 2010) in his study 

in the United Kingdom (UK) noted that employee in the hotel industry often lack opportunities to see the  impact of 

their jobs and how their efforts make a difference in clients’ lives.  The survey highlighted that employees in the 

hotel industry jobs perform tasks that are critical to making the clients comfortable during their stay in the hotels 

thus making them loyal customers.  However their commitment is often limited by lack of connection to the 

difference that their work makes in the client’s stay. A study by Whitener, (2010) indicate that the employee 

commitment has not been effectively managed in many organizations and firms loose between 25% - 30% of sales 

revenue as a result of lack of attention to employee commitment.   

Studies in Nigeria have shown that the success or failure or any organization depends on the performance of its 

employees (Ezirim, Nwibere & Emecheta, 2010).  However, there appears to a relationship between employee 

commitment and factors such as culture and reward.  There is overwhelming evidence to support the assertion that 

indicates that employees within Nigerian context defy emotional attachment to and identification with as well as the 

involvement in a particular organization.  Support for this assertion can be drawn from a number of publications 

with Government reports and also within the recent economic and financial report in which it highlights that lack of 

employee commitment among the civil servants in the Nigeria state has led to the downward trends of economic 

development in the country.  Available studies also suggest that employee commitment in the West Africa’s 
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countries public sector is lacking (Okurame, 2010).  Support for this reason can be drawn from a number of 

perspectives within the mainstream literature which appeared to sighted lack of continuous professional 

development policy by the employers of labour (Ajibade & Ayinta, 2014).  It is argued that in a situation where 

there is no concrete and deliberate policy in line to train and develop employees the issue of commitment amongst 

the employees within the public sector may be an impossible concept of achieve (Faloye, 2014). 

In Kenya, hotel employments lack a regulatory body that defines job structure and remuneration policy however one 

is trained (ILO, 2001). This has impacted negatively in hotel business sustainability due to high costs of training 

new employees, replacement and separation for the departing employees as well as affecting customer satisfaction. 

The ILO, (2001) report further indicates that, majority of hotel workers had diploma certificate while thirty three 

percent studied up to secondary level (Kenya Certificate of Secondary Education) without any post secondary 

qualification. The study further established that, only ten percent were degrees holders and only five percent had 

post graduate qualifications. This confirmed the study by (Perret, 2014), that about two thirds or 64 percent of jobs 

in the hotels, restaurants and catering sector were either unskilled or semiskilled. The nature of hotels employment 

with working odd hours, working in shifts and the social stigma of working in the hotels curtailed many females in 

joining the industry (Perret, 2014). As a result, hotels jobs favored male employees than their female counterparts 

this sector of the economy. 

Research, by the Kenya Tourist Board (2014) showed that most of the hotels in Kenya continue to make losses 

because of the Al shabaab threat that faced the country since 2013.  The rate of turnover has also been high in the 

hotels having less than 25% of employees being retained during the years under review.  It is in reference to these 

findings and observations that the research seeks to examine the effect of employee commitment on organizational 

performance in the hotel industry in Nairobi County.   

Statement of the Problem 

Employee commitment presents a direct cost to the entire organization in terms of training new employees, 

replacement and separation for the departing employee (Kenya Tourism Board, 2013).  It further results in low 

levels of efficiency and poor customer satisfaction. In Kenya, little research has been conducted regarding employee 

commitment in the hospitality industry. A research on labour turnover in hospitality industry in Nairobi County 

(ILO, 2011) indicated similar trends of labour turnover with rated hotels on the lead with 60% in 2010 due to low 

employee commitment. It was found that, employees were more willing to move to lodges where the work 

environment is conducive (life is cheap) than in hotels in towns where employees find life expensive. This impacted 

negatively in business sustainability due to high costs of training new employees, replacement and separation for the 

departing employees as well as affecting customer satisfaction ( ILO,2011) 

Nairobi’s County hotel industry labour productivity growth has, for example, declined from 4 per cent in 2007 to 1.4 

per cent in 2012 (Odhong, Were and Omolo, 2014). All these employee commitment and relations issues are 

manifested in terms and conditions of employment leading to poor performance of the hotel industry ( ILO, 2012), 

only few service-based organizations conducted the exit interviews or the employee attitude surveys to determine 

the actual causes of these labour turnovers. A case study by (Serena Hotels, 2007), on Getting Results, the Wellness 

Program of Serena Hotels, cited the high cost of living in Nairobi, lack of motivation strategies and poor recruitment 

strategies as the major challenges affecting employee commitment in hotel industry in Nairobi County. Other effects 

are seen in declining labour productivity in the sector of the country’s economy, increasing unit labour cost and low 

levels of competitiveness ( KTB, 2013). It is on this premise the study seeks to establish the determinants of 

employee commitment in hotel industry in Nairobi County, specifically rated hotels in Nairobi Central Business 

District.  

Objectives of the Study 

The general objective of the study was to establish the determinants of employee commitment in the Hotel Industry 

in Nairobi County. 

This study was guided by the following specific objectives:- 

i) To examine how employee involvement affect employee commitment in the hotel industry in Nairobi 

County. 

ii) To establish how remuneration influence employee commitment in the hotel Industry in Nairobi County. 

iii) To determine how work environment influence organizational performance in the hotel industry in Nairobi 

County. 

iv) To explore how training and development affect employee commitment in the hotel Industry in Nairobi 

County. 

Research Questions 

The study was guided by the following research questions: 

Rieu & Kamara…..Int. J.  Innovative Soc. Sc. & Hum. Res. 4(4): 1-21, 2016 

 

 

Ok 

   



4 

 

i) To what extent does employee involvement affect employee commitment in the hotel industry in Nairobi 

County? 

ii) To what extent does compensation affect employee commitment in the hotel industry in Nairobi County? 

iii) How does working environment affect employee commitment in the hotel industry in Nairobi County? 

iv) How does training and development affect employee commitment in the hotel industry in Nairobi County? 

 

LITERATURE REVIEW 

Theory Z 

Theory Z is Dr. William Ouchi’s so called Japanese Management Style popularized during the Asian Economic 

Boom of the 1980’s.  Theory Z focused on increasing employee loyalty to the company by providing a job for life 

with a strong focus on the well-being of the employee, both on and off the job.  According to Ouchi, Theory Z 

management tends to promote stable employment, high productivity, and high employee morale and satisfaction 

(Ouchi, 1981). 

Theory Z suggests that involvement of employees in related matters improves their commitment and performance. 

Involvement implies meaningful participation of employees in the decision making process, particularly in matters 

directly affecting them.  Such participation generates a sense of responsibility and increases enthusiasm in the 

implementation of decisions.  Top managers serve as facilitators rather than decision-makers.  Under theory Z 

potential of every employee is recognized and attempts are made to develop and utilize it through job enlargement, 

careers planning and training.  Implication of Theory Z on compensation is that employees apply discretion and 

work autonomously without close supervision, because they are trusted and therefore compensation acts as 

supplement to satisfy material needs (Ouchi, 1981). 

Resource Based-View Theory  

Initiated in the mid-1980’s by Wernerfelt (1984), Rumet, (1984) and Barney (2011) the RBV has since become one 

of the dominant contemporary approaches to the analysis of sustained competitive advantage.  A central premise of 

RBV is that firms compete on the basis of their resources and capabilities.  RBV researchers chose to look within the 

enterprise and down to the factor market conditions that the enterprise must contend with, to search for some 

possible causes of sustainable competitive advantages holding constant all external environmental factors 

(Wernefelt, 1984). Youndt and Snell (2011) studied RBV in relation to human capital and found that 

intensive/extensive staffing, competitive pay, intensive/extensive training and development and employee 

involvement from within policies were most important for distinguishing high levels of human capital in 

organization.  Most RBV researchers chose to look within the enterprise and down to the factor market conditions 

that the enterprise must contend with, to search for some possible causes of sustainable competitive advantages 

holding all external environment factors (Barney, 2013). 

Human Capital Theory 

Becker, (2011) developed a model of individual investment in human capital which is similar to physical means of 

production.  According to Becker, (2011) investing in human capital means all activities that influence future 

income through the embedding of resources in people.  Human capital investments are expenditures on education, 

training, health, information and labour mobility. 

The key element in the theory by Becker, (2011) is that training and development is an investment of time and 

forgone earnings for higher rates of return in later periods.  In his theory Becker distinguished between general and 

specific human capital.  General human capital is defined not to be only useful with the current employer but also 

with other potential employers.  In contrast, specific human capital increases the productivity of the worker only in 

the current job (Almerndarez, 2013).   HCT  argues that workers with higher skill levels receive higher 

compensation because they are more productive.  Employee involvement may require workers with more general 

skills to perform more complex tasks, which might result in more rigorous selection and hiring criteria and increase 

the demand for wages of more educated workers.  New practices may also require more firm specific skills, which 

would increase employer-provided training and wages as well (Kaifeng et al, 2012). 

High Commitment Model/High Engagement Model of HRM and Performance 

In the recent years, there has been much interest in the notion of best practice HRM.  Sometimes this is referred to as 

high performance work systems (Appelbaum, 2010), high commitment HRM (Guest, 2010) or high engagement 

HRM (Wood, 2011).  Whatever the terminology, the idea is that a particular set or number of HR practices has the 

potential to bring about improved organizational performance for all organizations.  Components of high 

commitment HRM include extensive training, learning and development, employee involvement, compensation and 

providing a conducive work environment for employee to mention just but a few (Marchington and Grugulis, 2010).  

One of the most important principles of HRM is training and development since this practice can promote 
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entrepreneurial behavior to the extent that training programs encourage high employee participation (Mcgraw, 

2010).   

 

Strategies  Hr Outcomes          Behavioural Outcomes      Financial Outcomes 

 

 

 

 

 

 

 

Figure 1:  High Commitment Model  

Conceptual Framework 

Conceptual framework, according to education researcher Thompson, (2012) are structured from a set of broad ideas 

and theories that help a researcher to properly identify the problem they are looking at, frame their questions and 

finds suitable literature.  Most academic research uses a conceptual framework at the outset because it helps the 

researcher to clarify his research question and aim.  This study will adopt a conceptual framework to describe the 

determinants of employee commitment hotel industry in Kenya.  The conceptual framework for the study is shown 

in figure 2. 
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Figure 2:  Conceptual Framework  
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RESEARCH METHODOLOGY 

The study adopted a descriptive research design in collecting data from the respondents. The research design was 

cross-sectional whereby all the data was collected at the same time through questionnaires at the hotels in Nairobi. 

The data provided through this design was sought to establish determinants of employee commitment in the hotel 

industry in Nairobi County. 

Target Population of the Study 

A population is the totality of all subjects that conform to a set of specifications comprising the entire group of 

persons that is of interest to the study and whom the research results can be interested in generalizing conclusions 

(Saldana, 2010).  The target population in this study was staff members working in the rated hotels in NCBD. The 

study target population was divided into two categories (senior and middle level management) as shown in Table 1. 

Table 1:  Target Population   

Category Hotel Population Percentage 

 Senior management staff Hotel Intercontinental 5 3.36% 

Laico Regency 7 3.15% 

Nairobi Safari Club 8 4.2% 

Hilton Hotel 6 4.6% 

The Norfolk 7 2.73% 

Nairobi  Serena 10 3.79% 

The Stanley Sarova 8 3.99% 

Sub-Total  51 25.84% 

 Middle  level management staff Hotel Intercontinental 17 9.45% 

 Laico Regency 14 11.76% 

 Nairobi Safari Club 16 12.61% 

 Hilton Hotel 14 8.83% 

 The Norfolk 18 10.08% 

 Nairobi  Serena 22 9.66% 

 The Stanley Sarova 17 11.76% 

Sub-Total  101 74.16% 

Total  152 100% 

 

Source: KHA(2015) 

 

 Sample and Sampling Techniques 

The sample size depends on what one wants to know, the purpose of the inquiry, what is at stake, what will be 

useful, what will have credibility and what can be done with available time and resources (Thompson, 2012).  

However, in this case the study adopted a census survey design since the population of the study was not a large one 

(not more than 200) and therefore manageable to conduct the study. 

Data Collection Instruments 

This study collected primary data from the respondents through questionnaires. In this study, questionnaires were 

used as the main instrument of qualitative and quantitative data collection from the staff members. The study 

questionnaires consisted of closed and open-ended questions. A response rate of 63.16% was established with 96 

respondents reached, out of the 152 targeted. 

Data Collection Procedures 

Permission was sought from hotels’ management to undertake the research study and once permission was granted 

by the organizations, a letter of consent was given to the participants explaining the nature of the research as well as 

what is required of the participants. Questionnaires were administered on the entire population through personal 

delivery.  The researcher employed telephone calls and personal visits to follow up on the respondents to ensure that 

they complete the questionnaires and drop them.  The researcher picked up the completed questionnaires for those 

respondents who opted for that choice.  The study also relied on library and desk research, study of various books, 

scholarly journals and articles, reports, internet and publications on the subject matter and related topics. 

Pilot Testing 

The pilot study involved pre-testing the questionnaires on 20 respondents spread across all the top and middle level 

managers of the Hotels.  However, the 20 respondents was not part of the sample.  The correspondents were 
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conveniently selected since statistical conditions were not necessary in the pilot study.  Therefore, the pilot study 

was conducted in the rated hotels in NCBD.  The purpose of pilot study was to refine the questionnaires so that 

respondents in major study would have no problem in answering the questions.  The results of pilot test were not 

included in the actual study. All the scales were found acceptable with all alpha levels above the 0.7 threshold. More 

specifically, employee involvement had the highest reliability (α=0.786) followed by Remuneration (α=0.812), then 

Working Environment (α=0.834), while Training & Development had the lowest (α=0.822). The study found that 

the analysis was reliable and could be used for further investigation.    

Validity Test of Research Instruments 

Content validity which was employed by this study was a measure of the degree to which data collected using a 

particular instrument represented a specific domain or content of a particular concept. To ensure validity the study 

used pre-test questionnaires as a pilot study.  According to Coopers and Schindler, (2014) reliability is always 

contingent on the degree of uniformity of the give characteristics in the population.  This implies that the more 

heterogeneous the population is in regard to the variable in question, the more reliable the instrument is likely to be. 

Reliability of Research Instruments 

Reliability is increased by including many similar items on a measure, by testing a diverse sample of individuals and 

by using uniform testing procedures.  The study selected a pilot group comprising of 1% of the target population to 

test the reliability of the research instruments.  In order to test the reliability of the instruments, internal consistence 

techniques will be applied using Cronbach’s Alpha.  The alpha value ranges between 0 and 1 with reliability 

increasing with the increase in value.  Coefficient of 0.6 – 0.7 is a commonly accepted rule of thumb that indicates 

acceptance reliability and 0.8 or higher indicates good reliability (Mugenda & Mugenda, 2009).  The pilot data was 

not included in the actual study. 

Data analysis and Presentation 

Data analysis is the representation of data gathered during a study (Orodho, 2012). The study gathered both 

quantitative data which was coded and analyzed using Statistical Package for Social Sciences (SPSS) computer 

software version 22. SPSS software was used because of its ability to appropriately create graphical presentations of 

questions, data for reporting, presentation and publishing. SPSS is able to handle large amount of data and given its 

wide spectrum of statistical procedures purposefully designed for social sciences, it was also quite efficient (Martin 

& Acuna, 2012). The analyzed data was presented in the form of frequency distribution tables, pie charts and bar 

graphs where necessary. 

The study used Analysis of Variance (ANOVA) to analyze the degree of relationship between the variables in the 

study. This provided an indication to the strength and direction of association between the variables. Multiple 

regression analysis was used to test relationships between the variables. A self-weighting estimating equation was 

developed out of the multiple regression analysis to help predict values for a criterion valuable from the values for 

several independent variables. This method is known to be reliable when there is need to control confounding 

variables to better evaluate the contribution of the variables, to test and explain casual theories, and to test 

hypotheses and to estimate population values (Cooper & Schindler, 2011).In this study, the statistical model was 

developed from the conceptual framework as follows: the dependent variable (DV) which in the present study is 

employee commitment in hotel industry took the variable [Y], and the coefficients of the independent variables (IV) 

denoted by X1, X2,…...X4 was used to show the relationship of the independent variables and the dependent 

variable. Statistically, analysis was done using the models: 

Y= β0+β1X1+β2X2+β3X3+β4X4+β5X5+ Ɛ 

Where 

Y is the dependent variable (Employee commitment in hotel industry) 

X is the set of three independent variables, i.e.  

X1– Employee involvement 

X2– Remuneration 

X3– Work Environment 

X4– Training & Development 

βi (i=1,2,3,4) are the parameters associated with the corresponding independent variable that are to be estimated 

(partial regression coefficients) 

β0 is the intercept 

Ɛ is the error variability (error term) 

 

The statistical model was necessary in establishing the determinants of employee commitment in the hotel industry 

in Nairobi County.  The coefficients showed the levels of influence each of the independent variables had on 

employee commitment. 
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Demographic information 

Gender of Respondents 

The study sought to establish the gender of the respondents and found out that sixty two point five (62.5%) of the 

respondents were male while 37.5% were female. This shows that the majority of the work force in the hotels 

comprise of more men than women as shown in the Figure 3. The results indicate that the two genders were not 

adequately represented in the study since males were more than the two-thirds. However, the statistics show that the 

male gender could be dominating the many hotels in Nairobi County. Hence, the percentages may raise the issue of 

gender equity in the hotels in this country; but that is outside the scope of the present study. Further, this implies 

there were more male than female respondents though with less disparity meaning that there is gender balance 

among the employees involved in the hotel industry. Bin, et al (2011), found that organizations with gender balance 

were motivated to perform better towards organization goal as women and men compete favourably to deliver on 

their assignments. 

62.5% 

37.5% 

Male

Female

 

Figure 3.Genders of Respondents 

 

Age of the Respondents  

The study deemed age an important demographic characteristic in the hotel industry, particularly the hotels in 

NCBD, in order to have an overview of age distribution thereof. Age was also deemed a relative indictor of 

respondents’ length of experience on matters of adoption of procurement in the industry. Figure 4.2 presents the 

findings. According to the results as illustrated revealed in the figure 4 reveal that majority of respondents, 49.3% 

fall within the 36-45 years age category. This is closely followed by those within the 26-35 years as indicated by 

33.1% of the respondents. Only 11.5% and 6.1% of respondents fall within the above 45 years and less than 25 years 

categories respectively. As such, it can be deduced that age, in the hotel industry is majorly youthful to middle age, 

distributed, between 26 and 45 years. A rich diversity in experience with procurement matters was thus established.  

This also implies that respondents were well distributed in terms of their age during the study. It also infers that 

majority of the respondents were at their maturity stage and therefore able to handle their roles responsibly. The 

findings are in agreement with those of Price & Banham (2011) who established that there are two natural age peaks 

of the late 20s and mid 40s which are correlated to procurement in the hotel industry. The two peaks fall in both the 

two age brackets used in this study. Again, this shows that those who were interviewed are adults who are capable of 

making independent judgements and the results of a research process involving them is deemed to be valid. Further, 

the results indicate that any policy biased towards addressing the issues affecting employee commitment in the hotel 

industry in the country must be age-inclusive  
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Figure 4: Age of the Respondents 

 

Work Experience  

The work experience of the respondents was crucial in order to establish issues affecting employee commitment in 

the hotel industry. With some level of working experience necessary in establishing the study objectives, the study 

found it necessary to establish the length of service of the respondents, in years, serving at the hotel industry. Figure 

5 illustrates the findings. It was established that a majority of respondents, 43.8% have worked in the study area for 

between 11 and 15 years. This was followed by those having worked for between 6 and 10 years, as indicated by 

39.8% of respondents. Only 11.3% and 5.1% of respondents were found to have worked at the study area for above 

15 years and less than 5 years respectively. The results reveal a rather fair distribution across the years representing 

the length of service in the service, which is also reflective of the respective experiences. With a majority having 

worked for over 6 years, responses can be deemed to be informed by adequate experience on employee commitment 

in the hotel industry. The findings collaborate MCclarty et al, (2012) observation that the longer employees stick 

with their organization the more they demonstrated an explicit motivation that was not for financial gain but a wish 

to make a difference. This meant that they would invest time and effort to make sure they succeed. It may also imply 

that work related experiences are important in developing motivation for employee commitment in the sector. 

 
Figure 5: Work Experience 

 

Respondents Level of Education  

The study further found it vital to determine the respondents’ level of education in order to ascertain if they were 

well equipped with the necessary knowledge and skills for the running and the overall management of hotel 

industry. From the study findings majority (40%) indicated that they had university first degree, followed by those 

who indicated that they had diploma at (40%) with few (15%) indicating that they had master’s degree and (5%) 

doctorate qualification respectively and this implies that respondents were well educated and that they were in a 

position to respond to research questions with ease. Conway et al, (2010) associated the education level of 

employees with findings that, those with higher levels of education perform better because higher education 
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provides them knowledge and skills, making them more conscious of their responsibilities and thus in a position to 

use their knowledge to enhance employee commitment and delivery of service. The findings therefore indicate that 

the respondents have the capacity, skills and expertise to apply in day to day running of activities in the sector. 

 
Figure 6: Level of Education 

 

Study Variables 

Employee Involvement 

The study sought to establish the extent to which respondents agreed with the statements relating to whether 

employee involvement influences employee commitment in hotel industry. The results were presented in mean and 

standard deviation as illustrated in Table 2.  

From the results, majority of the respondents indicated to a moderate extent that the employees’ suggestions for 

improvements are considered by the management as shown by a mean of 2.65, when employee given a task at work, 

they know what they are expected to achieve as shown by a mean of 3.11; the employees step up and take action 

without being asked as shown by a mean of 1.78; the employees are original thinkers and have ability to go beyond 

traditional approaches to a great extent as shown by a mean of 4.02; to a small extent  employees have been training 

in all skills that they need for doing my work as shown by a mean of 2.22; the employees adapt to a new or difficult 

situations and devise ways to overcome obstacles as shown by a mean of 3.11; employees feel their department does 

a commendable job of orienting new employees as shown by a mean of 2.19; Managers are willing to share decision 

making power with employees as shown by a mean of 2.58; Leaders are developed from within the work force as 

shown by a mean of 2.44; employees are developed for more responsibilities as shown by a mean of 2.58; if 

employees were to suggest ways to improve how we do things, their manager or supervision would take them 

seriously as shown by a mean of 3.11. The employees highly rate the quality of the training and development 

programs which they have undergone through as shown by a mean of 2.19. This implies that continuous 

improvement, problem solving and decision making.  

The study findings are in agreement with literature review by Whitener, (2010) who stated that the solid foundation 

of any successful organization is its people.  Employees represent a source of knowledge and ideas, but often times 

that resource remains untapped.  Involving employees in the decision making process and problem solving not only 

empowers them to contribute to the success of an organization but also saves the organization time and money, 

increased productivity and reduced outsourcing (Grant, 2010).  When employees are involved in making decisions 

they gain not only professional and personal stake in the organization and its overall success.  Participation in 

decision making process also gives each employee the opportunity to voice their opinions, and to share their 

knowledge with others.  While this improves the relationship between manager and employee it also encourages a 

strong sense of teamwork among workers.  This commitment leads to increased productivity as employees are 

actively participating in various aspects of the organization and wish to see their efforts success overall (Rehman, 

2011). 
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Table 2: Influence of Employee Involvement on Employee Commitment 

Statement VSE SE ME GE VGE MEAN STD 

Employees’ suggestions for improvements are 

considered by the management 
17% 70% 12% 10% 8% 2.65 0.11 

When I am given a task at work, I know what I am 

expected to achieve 
15% 11% 56% 7% 11% 3.11 0.34 

Employees step up and take action without being 

asked.  They look for opportunities to make a 

difference. 
46% 28% 9% 6% 11% 1.78 0.44 

Employees are original thinkers and have ability to 

go beyond traditional approaches 
16% 18% 18% 50% 16% 4.02 0.76 

Employees adapt to a new/difficult situations and 

devise ways to overcome obstacles 10% 46% 28% 10% 6% 2.22 0.67 

Managers are willing to share decision making 

power with employees 15% 38% 40% 2% 9% 3.11 0.21 

If I were to suggest ways to improve how we do 

things, my manager or supervision would take them 

seriously 
26% 47% 9% 7% 9% 2.19 0.78 

Remuneration 

The study sought to establish the extent to which respondents agreed with the statements relating to whether 

remuneration influences employee commitment in hotel industry. The results were presented in mean and standard 

deviation as illustrated in Table 3. 

From the results, majority of the respondents indicated to a moderate extent that fringe benefits are fairly distributed 

to all employees as shown by a mean of 3.43, fringe benefits positively affect my productivity as shown by a mean 

of 3.86; there is a commendable medical cover for my family provided for by organization as shown by a mean of 

3.98;  to a moderate extent there is presence of salary that reflects my performance as shown by a mean of 3.79; 

there is presence of benefits that encourages better performance as shown by a mean of 3.79; there is presence of 

benefits that encourages better performance  as shown by a mean of 1.98; the annual increments awarded make me 

committed to my work as shown by a mean of 2.58; ppromotion policy is adequate and equitable as shown by a 

mean of 2.44; there are clear career paths in the hotels as shown by a mean of 2.66; there is a positive impact of 

promotion opportunities on employees’ as shown by a mean of 3.88. This implies that fringe benefits, promotion 

and salary & wages influence employee commitment in the hotel industry.  

The study findings are in agreement with literature review by Gerbart et al, (2012) who observed that salary, wages, 

promotions and fringe benefits are rewards that satisfy employees’ needs thus enhancing their commitment at 

workplace.  Part of the employee reward system should take into account the structures to be used – may be the 

salary structure.  Employees who meet the objectives for their job in most cases receive reward of some kind from 

the employer (John & Elyse, 2010). According to Grant (2010), a committed workforce can be a significant factor in 

organizational success.  When employees are committed to work at higher levels of productivity, the organization as 

a whole runs more efficiently and is more effective at reaching its goals (Anjani & Dhanapal, 2012).  This is in 

contrast to uncommitted workforce, who can negatively disrupt an organization and distract employees from their 

work.  For this reason, it is imperative that managers understand the power of reward and compensation system and 

how they are used to influence employee behavior (Gallup Organizations Survey, 2012).  

Leveson et al, (2010) referred to compensation as all forms of financial returns and tangible service and benefits 

employees receive as part of an employment relationship.  Armstrong (2007) refer to compensation as transactional 

rewards as financial in nature and are essential to recruiting and retain committed staff but can be easily copied by 

competitors.  The above agree that compensation is mostly financial and tangible.  However, they fail to take into 

consideration the fact that these rewards and specifically money, is a powerful force, because it is linked directly or 

indirectly to the satisfaction of all basis needs (Ramlall, 2013). It is advised that for compensation to be attractive to 

employees, an organization ought to figure out what wages the industry is offering.  It is also important to examine 

the internal pay disparities to ensure that pay for each job is equivalent to that of similar jobs across the organization 

(Grant, 2010).  
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Table 3: Influence of Remuneration on Employee Commitment 

Statement VSE SE ME GE VGE MEAN STD 

Fringe benefits are fairly distributed to all employees 7% 5% 72% 8% 8% 3.43 0.44 

Fringe benefits positively affect my productivity 
5% 11% 6% 67% 11% 3.86 0.65 

There is a commendable medical cover for my 

family provided for by organization 6% 8% 69% 6% 11% 3.98 0.32 

There is presence of salary that reflects my 

performance  6% 8% 8% 72% 6% 3.79 0.44 

There is presence of benefits that encourages better 

performance 
70% 6% 8% 10% 6% 1.98 0.32 

Annual increments awarded make me committed to 

my work 5% 68% 6% 12% 9% 2.58 0.36 

Promotion policy is adequate and equitable 

6% 67% 9% 7% 11% 2.44 0.44 

There are clear career paths in the hotels 

6% 72% 8% 6% 6% 2.66 0.54 

There is a positive impact of promotion 

opportunities on employees’ performance 5% 8% 75% 6% 6% 3.88 0.44 

 

Work Environment 

The study sought to establish the extent to which respondents agreed with the statements relating to whether work 

environment influences employee commitment in hotel industry. The results were presented in mean and standard 

deviation as illustrated in Table 4. From the results, majority of the respondents indicated to a small extent that my 

supervisor appreciates and recognizes my work and this makes me extrinsically motivated to do my work as shown 

by a mean of 1.88,  employee receive useful feedback from my manager or supervisor on my job performance as 

shown by a mean of 3.33; equal treatment without favoritism make employee have a desire to continue to work with 

my current supervisor as shown by a mean of 3.98;  to a moderate extent the employer cares for employee family 

and is concerned about their welfare as shown by a mean of 3.79; work security, loving and caring colleague enables 

employee to do work with a lot of confidence as shown by a mean of 3.64; employee assistance programs like 

fitness facilities and fitness membership assistance are provided for.as shown by a mean of 2.76; mistakes are not 

criticized but seen as learning opportunity; thus frees me from stress and increase commitment towards work as 

shown by a mean of 3.65; there is free flow of communication and easy receipt of feedback for job done as shown 

by a mean of 4.87; leave of absence policy such as study leave, compassionate leaves, sabbatical leaves, maternity 

leaves, paternity leaves are clearly provided for as shown by a mean of 2.87.  This infers that recognition, work life 

balance and open communication influence employee commitment in the hotel industry.  

The study findings corroborates with literature review by Bin et al, (2011) who established that work environment 

means everything that forms part of employees’ involvement with the work itself, such as the relationship with co-

workers and supervisors, organizational culture, room for personal development, job feedback, communication in 

the work place and recognition of employees’ efforts in their job Transparent and open form of communication 

addresses the employee’s need to feel that they have to say has value.  It is what makes employees feel that they 

belong in the organization.  Work then becomes meaningful because the employees know that what they contribute 

affects the organization that they are affiliated with (Abu-Baker, 2010).  Armstrong, (2010) the two factor theory 

implies that for the workforce to be productive, organization needs to work on improving both motivation and 

hygiene factors.  To motivate employees, they must be appreciated and supported.  Give them plenty of feedback 

and make the employees understand how they can grow and progress through the company.  To prevent 

dissatisfaction, employees must feel that they are treated right by offering them the best possible working 

environment and fair pay.  Organizations must pay attention to the team and form supportive relationships with the 

employees (Boxall & Macky, 2010). 
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Table 4: Influence of Work Environment on Employee Commitment 

Statement VSE SE ME GE VGE MEAN STD 

My supervisor appreciates and recognizes my work 

and this makes me extrinsically motivated to do my 

work 
77% 8% 12% 3% 3% 1.88 0.67 

I receive useful feedback from my manager or 

supervisor on my job performance 6% 14% 15% 55% 16% 3.33 0.87 

Equal treatment without favoritism make me have a 

desire to continue to work with my current 

supervisor 
6% 11% 88% 2% 8% 3.98 0.98 

My employer cares for my family and is concerned 

about their welfare 6% 10% 8% 67% 6% 3.79 0.33 

Work security, loving and caring colleague enables 

me to do my work with a lot of confidence 10% 6% 8% 70% 6% 3.64 0.76 

Employee assistance programs like fitness facilities 

and fitness membership assistance are provided for. 5% 76% 6% 12% 9% 2.76 0.65 

Mistakes are not criticized but seen as learning 

opportunity; thus frees me from stress and increase 

commitment towards work 
6% 7% 9% 75% 11% 3.36 0.82 

There is free flow of communication and easy 

receipt of feedback for job done 6% 2% 8% 66% 6% 3.65 0.77 

Effective communication on work related policies 

enable me to be efficient and committed to my work 5% 8% 75% 86% 6% 4.87 0.61 

Leave of absence policy such as study leave, 

compassionate leaves, sabbatical leaves, maternity 

leaves, paternity leaves are clearly provided for. 
11% 7% 8% 12% 9% 2.87 0.55 

 

Training and Development 

The study sought to establish the extent to which respondents agreed with the statements relating to whether training 

and development influences employee commitment in the hotel industry. The results were presented in mean and 

standard deviation as illustrated in Table 5.    

From the results, majority of the respondents indicated to a moderate extent that there are variety of training 

programs to improve employees’ ability as shown by a mean of 3.43, training sessions conducted in organization are 

useful as shown by a mean of 3.86; there is a commendable medical cover for my family provided for by 

organization as shown by a mean of 3.98;  to a moderate extent  employee have been training in all skills that 

employee need for doing my work as shown by a mean of 3.79; the organization has created many opportunities for 

me to learn and improve as shown by a mean of 3.79;  employee feel their department does a commendable job of 

orienting new employees as shown by a mean of 1.98; education is a continuous process in the work place as shown 

by a mean of 2.58. The leaders are developed from within the work force as shown by a mean of 2.44; employees 

are developed for more responsibilities as shown by a mean of 2.58. There is succession planning in organization as 

shown by a mean of 3.88 and to a small extent the employees highly rate the quality of the training and development 

programs which they have undergone through as shown by a mean of 2.65.  This implies that training, education and 

development influence employee commitment in hotel industry.  The study results are in line with the findings by 

Kaburu (2011) who found out that training empowers employees to perform their duties better and enhance 

employee commitment is used to complement other rewards.  According Effective training and opportunities to 

learn and develop enhance employee commitment.  Having committed employees in an organization plays an 

important role in promoting organization performance.  It is therefore important that the employees are given the 
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opportunity to develop and learn (Arnord, 2014).  Such employees maintain their capacities as effective, promote 

cost reduction and profitability of an organization.  

Chang (2011), investigated the role of career commitment through training on the relationships between employees 

organizational commitment and turnover intention.  He ascertained that training is a motivation and yields to 

commitment which leads to organization performance. In a study conducted by Gunu et al, (2011) in their study 

found out that  training and development has positive relationship with employee commitment.  The employee 

commitment for training and development of staff, frequency of training and development and reward for best 

performance during each period of training.  It means that the three variables explained employees’ skills, 

knowledge and inputs which translated to organizational performance. 

 
Table 5: Influence of Training and Development on Employee Commitment 

Statement VSE SE ME GE VGE MEAN STD 

There are variety of training programs to improve 

employees’ ability 7% 5% 72% 8% 8% 3.43 0.87 

Training sessions conducted in organization are 

useful 5% 11% 6% 67% 11% 3.86 0.56 

I have been training in all skills that I need for doing 

my work 6% 8% 69% 6% 11% 3.98 0.65 

The organization has created many opportunities for 

me to learn and improve 6% 8% 8% 72% 6% 3.79 0.88 

I feel my department does a commendable job of 

orienting new employees 70% 6% 8% 10% 6% 1.98 0.78 

Education is a continuous process in the work place  

5% 68% 6% 12% 9% 2.58 0.77 

Leaders are developed from within the work force 

6% 67% 9% 7% 11% 2.44 0.22 

Employees are developed for more responsibilities  

6% 72% 8% 6% 6% 2.66 0.61 

There is succession planning in organization 

5% 8% 75% 6% 6% 3.88 0.39 

I highly rate the quality of the training and 

development programs which I have undergone 

through. 
7% 65%    2.65 0.76 

Employee Commitment  

The study sought to find out whether there was an increase of employee productivity in the organization the last five 

years (2011 to 2015). The study established that the employee productivity had made a good increase with an 

average of 40% of the respondents stated that it  increased by 30%, with an average of 60% of the respondents 

indicated that it increased by more than 30%, with an average of 42% of the respondents posited that it  increased by 

less than 30%, with an average of 35 % of the respondents cited that it decreased by 30%, with an average of 55% of 

the respondents indicated that it decreased by more than 30% and an average of 23% of the respondents indicated 

that it decreased by less than 30% in the last five years. The study findings imply that there was slight improvement 

on employee productivity in the organization in the last five years, the results are as shown in the table in Table 6  
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Table 6: Rate of change on employee productivity 

Category Years 

 2015 2014 2013 2012 2011 

Increased by 30% 44% 67% 58% 57% 54% 

Increased by more than 30% 65% 33% 45% 76% 55% 

Increased by less than 30% 55% 38% 77% 66% 67% 

Decreased by 30% 55% 68% 55% 70% 66% 

Decreased by more than 30% 56% 82% 54% 56% 70% 

Decreased by less than 30% 86% 68% 64% 44% 64% 

 

The study sought to find out whether there was an increase of employee creativity in the organization the last five 

years (2011 to 2015). The study established that the employee productivity had made a good increase with an 

average of 44% of the respondents stated that it  increased by 30%, with an average of 55% of the respondents 

indicated that it increased by more than 30%, with an average of 65% of the respondents posited that it  increased by 

less than 44 %, with an average of 76 % of the respondents cited that it decreased by 30%, with an average of 54 % 

of the respondents indicated that it decreased by more than 30% and an average of 54 % of the respondents indicated 

that it decreased by less than 30% in the last five years. The study findings imply that there was poor employee 

productivity in the organization in the last five years, the results are as shown in the table in Table 7.  

Table 7: Rate of change on employee creativity 

Category Years 

 2015 2014 2013 2012 2011 

Increased by 30% 55% 68% 55% 70% 66% 

Increased by more than 30% 56% 82% 54% 56% 70% 

Increased by less than 30% 86% 68% 64% 44% 64% 

Decreased by 30% 67% 65% 54% 57% 54% 

Decreased by more than 30% 65% 43% 45% 76% 55% 

Decreased by less than 30% 57% 38% 70% 66% 67% 

The study sought to find out whether there was an increase of employee retention in the organization in the last five 

years (2011 to 2015). The study established that the employee productivity had made a good increase with an 

average of 36 % of the respondents stated that it  increased by 30%, with an average of 68 % of the respondents 

indicated that it increased by more than 30%, with an average of 54 % of the respondents posited that it  increased 

by less than 30%, with an average of 54 % of the respondents cited that it decreased by 30%, with an average of 44 

% of the respondents indicated that it decreased by more than 30% and an average of 53 % of the respondents 

indicated that it decreased by less than 30% in the last five years. The study findings imply that there was an 

increase in employee retention in the organization in the last five years The results are as shown in the table in Table 

8. 

Table 8: Rate of change on employee creativity 

Category Years 

 2015 2014 2013 2012 2011 

Increased by 30% 67% 65% 54% 57% 54% 

Increased by more than 30% 65% 43% 45% 76% 55% 

Increased by less than 30% 57% 38% 70% 66% 67% 

Decreased by 30% 55% 68% 55% 70% 66% 

Decreased by more than 30% 56% 82% 54% 56% 70% 

Decreased by less than 30% 86% 68% 44% 44% 64% 

 

Inferential Statistics 

Overall Correlation Analysis 

Pearson correlation was used to measure the degree of association between variables under consideration i.e. 

independent variables and the dependent variables. Pearson correlation coefficients range from -1 to +1. Negative 
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values indicates negative correlation and positive values indicates positive correlation where Pearson coefficient 

<0.3 indicates weak correlation, Pearson coefficient >0.3<0.5 indicates moderate correlation and Pearson 

coefficient>0.5 indicates strong correlation.  

The analysis of correlation results in Table 9 illustrates that between employee involvement and employee 

commitment there is a positive coefficient 0.876, with p-value of 0.001. It indicates that the result is significant at α 

=5% and that if the employee involvement increases it will have a positive impact on employee commitment. The 

correlation results between work environment and employee commitment also indicates the same type of result 

where the correlation coefficient is 0.777 and a p-value of 0.005 which significant at α = 5%. The results also show 

that there is a positive association between remuneration and employee commitment where the correlation 

coefficient is 0.700, with a p-value of 0.009.  

Further, the result shows that there is a positive association between training & development and employee 

commitment where the correlation coefficient is 0.654, with a p-value of 0.011. This therefore infers that employee 

involvement contributed most to employee commitment followed by work environment, remuneration while training 

& development had the least influence on employee commitment in the hotel industry.  

Table 9: Correlation Coefficients 
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Employee Commitment 
R 1.000     

Sig. (2-

tailed) 
.     

N      

Employee Involvement R .876 1.000    

Sig. (2-

tailed) 
.001     

N 96     

Work Environment  
R .777 .876 1.000   

Sig. (2-

tailed) 
.005 .005    

N 96 96    

Remuneration 

 

R .700 .142 .765 1.000  

Sig. (2-

tailed) 
.009 .001 .023   

N 96 96 96   

Training & Development 

 

R .654 .054 .065 .987 1.000 

Sig. (2-

tailed) 
.011 .000 .001 .086  

N 96 96 96 96  

* Correlation is significant at the 0.05 level (2-tailed) 

Overall Multiple Regression Analysis Model 

The study adopted a multiple regression analysis so as to establish the relationship of independent variables and 

dependent variables. The study applied SPSS version 22 to code, enter and compute the measurements of the 

multiple regression analysis. According to the model summary Table 4.15, the coefficient of determination (R
2
) is 

used to measure how far the regression model’s ability to explain the variation of the independent variabies. R is the 

correlation coefficient which shows the relationship between the independent variables and dependent variable 

(Coopers & Schindler, 2014).  

It is notable that there exists strong positive relationship between the independent variables and dependent variable 
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as shown by R value (0.765).  The coefficient of determination is between zero and one (Coopers & Schindler, 

2014). The data showed that the high R square is 0.585. It shows that the independent variables in the study were 

able to explain 58.50% variation in the employee commitment in hotel industry while the remaining 41.50% is 

explained by the variables or other aspects outside the model. The standard error is minimal with a value of 0.06 

meaning the model used in the study will have minimal effects of errors associated with it. This implies that these 

variables are very significant therefore need to be considered in any effort to boost the employee commitment in 

hotel industry.  

Table 10: Model Summary (Overall) 

Model R R
2
 Adjusted R

2
 Std. Error of the Estimate 

1 .765 .585 .513 .060 

 

ANOVA Results 

According to Wichura, (2013) F-statistic test basically shows whether all the independent variables included in the 

model jointly influence the dependent variable. F-test is done to test the effect of independent variables on the 

dependent variable simultaneously.  Based on the study results of the ANOVA Test or F-test in Table 4.16, obtained 

F- (calculated) value was 10.463 greater the F-critical (table) value (7.001) with significance of 0.000. Since the 

significance level of 0.000 < 0.05 we conclude that the set of independent variables influence the employee 

commitment in hotel industry(Y-dependent variable) and this shows that the overall model was significant. 

Table 4.16: ANOVA 

Model Sum of Squares Df Mean Square F Sig. 

      

 Regression 15.987 4 3.997 10.463 .000
a
 

Residual 34.765 91 .3820   

Total 50.652 95    

NB: F-critical value = 7.001;  

Regression Coefficients 

The results of multiple regression analysis obtained regression coefficients t value and significance level as indicated 

in Table 4.17 .The study conducted a multiple regression analysis so as to determine the relationship between the 

dependent variable and independent variables.  With the aid of model Y = α + β1X1 + β2X2 + β3X3 + β4X4+ ε) ;  Y = 

Dependent variable (Employee Commitment in Hotel Industry);  α = Constant (The intercept of the model), β = 

Coefficient of the X variables (independent variables);  X1= Employee Involvement (independent variable);  X2= 

Work Environment (independent variable);  X3= Remuneration (independent variable);  X4= Training & 

Development (independent variable);   ε= error term 

In this study the unstandardized coefficients and standardized coefficients are given for the multiple regression 

equations. However, discussions are based on the unstandardized coefficients for studying each variable. From the 

study findings on the regression equation established, taking all factors into account (independent variables) constant 

at zero employee commitment in hotel industry will be 43.765. The data findings analyzed also shows that taking all 

other independent variables at zero, a unit increase in employee involvement will lead to a 0.667 increase in 

employee commitment in hotel industry; a unit increase in work environment will lead to a 0.600 increase in 

employee commitment in hotel industry, a unit increase in  remuneration will lead to 0.565 increase in employee 

commitment in hotel industry and a unit increase in  training & development will lead to 0.562 increase in employee 

commitment in hotel industry. This infers that employee involvement contributed most to employee commitment in 

hotel industry.  

Based at 5% level of significance, employee involvement was found to have a calculated t =6.876 (greater than the 

tabulated value of t = 1.98) and  a significance level of 0.000 thus the value of less than 0.05; Work Environment 

show a calculated t =4.987 (greater than the tabulated value of t = 1.98) and  a significance level of 0.002 thus the 

value of less than 0.05, Remuneration was found to have a calculated t = 3.221 (greater than the tabulated value of t 

= 1.98) and  a significance level of 0.022 thus the value of less than 0.05, Training  & Development show was 

found to have a calculated t = 2.087 (greater than the tabulated value of t = 1.98) and  a significance level of 0.005 

thus the value of less than 0.05 hence the most significant factor was Employee Involvement.  
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Table 11: Coefficient Results 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T P-Value. 

β Std. Error β 

1 (Constant) 43.765 .092  7.987 .000 

X1-EI .667 .603 .603 6.876 .000 

X2-WE .600 .568 .568 4.987 .001 

X3-RE .565 .521 .521 3.221 .022 

X4-TD .562 .509 .509 2.087 .025 

a. Dependent Variable: Employee Commitment in Hotel Industry 

The general form of the equation was to predict employee commitment in hotel industry from X1= Employee 

Involvement; X2= Work Environment; X3= Remuneration; X4= Training & development is: (Y = β0 + β1X1 + β2X2 

+ β3X3 + β4X4 +ε) becomes:  Y= 43.765+ 0.667X1+ 0.600X2+ 0.565X3+ 0.562X4 + 0.092 This indicates that 

Employee Commitment in Hotel Industry = 43.765 + 0.667*Employee Involvement + 0.600*Work Environment + 

0.565*Remuneration+ 0.562* Training & Development + 0.092. 

 

CONCLUSION 

The study established that employee involvement influence employee commitment in the hotel industry in Nairobi 

County. The employees’ suggestions for improvements are considered by the management. The employee given a 

task at work, they know what they are expected to achieve and step up and take action without being asked. To a 

small extent the employees adapt to a new or difficult situation and devise ways to overcome obstacles and 

employees feel their department does a commendable job of orienting new employees. 

The study found out that the remuneration influences employee commitment in the hotel industry in Nairobi County. 

The fringe benefits are fairly distributed to all employees and fringe benefits positively affect employee 

productivity. There is no commendable medical cover for employee’s family provided for the organization. The 

salary that reflects the performance; there is presence of benefits that encourages better performance and presence of 

benefits that encourages better performance. This implies that fringe benefits, promotion and salary & wages 

influence employee commitment in the hotel industry in Nairobi County. 

The study established that work environment influences employee commitment in the hotel industry. To a small 

extent that employee supervisor appreciates and recognizes employee work and this makes employee extrinsically 

motivated to do his or her work. The employees receive useful feedback from my manager or supervisor on their job 

performance and equal treatment without favoritism making employee have a desire to continue to work with their 

current supervisor. 

The study established that training and development influences employee commitment in the hotel industry in 

Nairobi County. To a moderate extent there are variety of training programs to improve employees’ ability, training 

sessions conducted in organization are useful; education is a continuous process in the organizations.  The employee 

have been training in all skills that employee need for doing their work; the hotels have created many opportunities 

for the employees to learn and improve; employee feel their departments do commendable job of orienting new 

employees. 

 

RECOMMENDATIONS  

The study recommends for improvement on employee involvement to enhance employee commitment in the hotel 

industry in Nairobi County. Since the employees represent a source of knowledge and ideas, they need to be 

involved in the decision making process and problem solving not only empowers them to contribute to the success 

of an organization but also enhance their commitment to the organization. 

There is need to remunerate well the employees in the hotels to improve their commitment. The fringe benefits 

should be fairly distributed to all employees. There is need to offer a commendable medical cover for the family 

provided for the organization.The annual increments awarded can be revised to boost employee commitment to their 

work. It is advised that for compensation to be attractive to employees and should be clear line of sight between 

effort and reward and that rewards provided are attainable. 

The work environment for the employees should be improved and the supervisor need to appreciate and recognize 

employee work and this may make employee extrinsically motivated to do their work. The employees should 

receive useful feedback from their manager or supervisor on their job performance and treated without favoritism. 

The work environment should provide a free flow of communication and easy receipt of feedback for job done and 

leave of absence policy such as study leave, compassionate leaves, sabbatical leaves, maternity leaves, paternity 

leaves should be provided by the organization to their employees to enhance employee commitment. 
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There is need to provide a variety of training programs to improve employees’ ability, training sessions conducted in 

organization which offer skills that employee need for doing their work. The organization need to create many 

opportunities for employees to learn and improve; their The training empowers employees to perform their duties 

better and enhance employee commitment. By offering effective training and opportunities to learn and develop 

enhance employee commitment.   
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