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Abstract 
 

The main objective of this research is to study the relationship between 

recognition, teamwork, work environment, career opportunities and 

employee performance in the hotel industry. There are 85 sets of 

questionnaires were prepared and distributed to the targeted 

respondents who are working in the hotel industry of the Mandalay 

area. After that, the PSPP software was used to examine those data 

which were collected and also to generate the final result. The result 

shows that, there are significant correlations between employee 

performance with the other four independent variables (Recognition, 

Teamwork, Work Environment, and Career Opportunities). The major 

findings, limitations for the study, implications of the study and 

recommendations of this study will be discussed. 
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1. Introduction 

An organization’s success mostly is depends on the employee performance. Poor 

performance will detrimental to the organization’s success and great performance 

will make an organization success in every industry. On the road to success, there 

are many factors that affect the success. Explore and understand those factors affect 

the employee performance in hotel industry is the purpose of conducting this 

research.  

In chapter 1, there will start with background of the research to fully understand the 

concepts of hospitality industry and factors (independent variables) influence on 

employee performance (dependent variables) in hotel industry. Next section is 

problem statement to determine the problems that will impact on employee 

performance in hotel industry.  

After that, this chapter will continue with research questions, research objectives, 

hypotheses and significance of the study. Lastly, the chapter layout is formed and 

followed by a conclusion to summarize the whole chapter. 

 

1.1 Background of the study 

With globalization in full speed and people continually traveling abroad to and from 

different countries, the hotel industry faces many challenges in accommodating 

these different cultural influences (Seo, 2007). The hotel industry is a very 

competitive business in which customers place great emphasis on reliability and 

timely service delivery. The vision of all such businesses is to provide quality high 

class services to customers in order to successfully thrive and achieve their mission. 

Top management can build high-performance cultures by their efforts to create 

organizational climate devoted to quality and their active involvement in promoting 

quality by engaging the workforce and establishing lasting relationships with 

customers (James, 2011).  

 

The issues of employee involvement which entails continuous improvement 

programs, employee training and functioning of teams acts as critical success factors 

for service industries including hotels and restaurants. Under such conditions and 

systems overall staff turnover rate decreases well below the industry average and 

overall staff satisfaction increases. Hotels ranked highly for sustained excellence in 

terms of provision of superior services and financial performances have a culture 

focused on quality performance and meeting customer needs and other 

stakeholders. Successful companies have quality plans characterized with high 

quality goals and specific methods for implementation. They are customer and 

market focused and addresses ways of collecting relevant information through a 

variety of tools such as market surveys and focus groups (Kotler and Amstrong, 

2008). 
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The Ritz-Carlton hotel corporation, United States of America (U.S.A), received the 

Malcolm Bald ridge 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) 

 

The opening of the Myanmar economy that has accompanied the steps towards 

democracy in that country has provided business opportunities in manufacturing, 

resource extraction and tourism. International observers, including the New York 

Times (Hammer, 2012) and Condé Nast (Larmer, 2012), have been quick to identify 

the promising tourism sector, particularly in the former capital of Mandalay, as one 

of the most exciting new destinations for international travelers. Mandalay is an 

ancient city that displays many examples of the colonialist and neo-colonialist 

architectural styles (Preecharushh, 2009:89) but, in recent years, the city, in 

common with nearly the whole of the country, has suffered from lack of investment 

under the military junta and aged and unimproved infrastructure and services. 

Some of the architecturally important colonial buildings are in a state of virtual 

collapse and the lack of tourism services means that visitors without local 

connections have been required mostly to fend for themselves when in the country. 

Restrictions on investment in the accommodation and hospitality sectors have also 

meant that there is a significant lack of hotel rooms in the city and those rooms that 

do exist suffer from variable quality.  
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Table(1) Foreign Investment in Hotels and Commercial Complex. Source: Ministry of         

Hotels and Tourism (2015) 

There is unmet demand for high quality office and hotel space (Katharangsiporn, 

2012). Although most current hotel project shave resulted from foreign investment 

(Table 1), managers have found it difficult to increase the quality of services offered 

because of the lack of local supplies, skills and inputs. In particular, repeated 

interruptions to tertiary level education in Myanmar have meant that few graduates 

are available to serve in industries aiming to offer internally competitive services 

(Runckel, 2012). Those graduates who are competent are likely to become part of 

the drain of migrant workers overseas, with more than one million workers living in 

neighboring Thailand alone ( Chantavanich , 2012). Other workers are employed in 

the various industrial estates located around the capital city, which also act as a 

magnet for international customers (Chaw, 2003). Consequently, efforts are being 

made in the newly-announced era of democracy to step up the internal Investment 

in the hotel sector (Katharangsiporn, 2012), in the context of significant increases in 

the provision of upscale hotels throughout the Asia-Pacific region (Viboonchart, 

2012). 

 

1.2 Problem Statement 

The tools of strategic management are used in many successful businesses while 

other businesses rarely attempt to use them even though they succeed for a while. 

Large organizations with many departments cannot succeed without long-range 

planning in a volatile environment (Arthur and Gamble, 2004). Would the declining 

sales and profits be a failure by senior management to manage the hotels 

strategically in a changing environment? An area that has a great potential yet to be 

exploited is the area of tourist hotel development, “Myanmar Tourism Master Plan 

(2013-2020)”The Vision of “Myanmar Tourism Master Plan” is “We intend to make 

Myanmar a better place to live in to provide more employment and greater business 

opportunities for all our people, to contribute to the conservation of our natural and 

cultural heritage and to share with us our rich cultural diversity. We warmly 

welcome who appreciate and enjoy our heritage, our way of life and who travel with 

respect”.  

 

1.3 General Objective of the study 

The general objective of the study was to assess the factors that account for 

variations in performance of large hotels in Mandalay Regions. There are two 

purposes in this research. First, is aim to provide a better understanding of the 

factors that will affect the employee performance in hotel industry. Secondary is to 

identify the relationship between the variables which are include recognition, 
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teamwork, work environment and career opportunities and how these factors affect 

the employee performance in hotel industry. 

 

1.4 Research objective 

1. To identify whether there is a significant relationship between recognition and 

employee performance in hotel industry. 

2. To identify whether there is a significant relationship between teamwork and 

employee performance in hotel industry. 

3. To identify whether there is a significant relationship between work environment 

and employee performance in hotel industry. 

4. To identify whether there is a significant relationship between   career 

opportunities and employee performance in hotel industry. 

5. To identify the most critical impact among all the independent variables 

(recognition, teamwork, work environment and career opportunities) toward 

employee performance in hotel industry. 

 

1.5 Research Questions 

The research questions that stated below are the main focus for this proposed 

study: 

How does recognition affect employee performance in hotel industry? 

How does teamwork affect employee performance in hotel industry? 

How does work environment affect employee performance in hotel industry? 

How does a career opportunity affect employee performance in hotel industry? 

Are the recognition, teamwork, work environment and career opportunities will 

influence employee performance? 

 

2. Literature Review 

Performance is a major multi-dimensional construct aimed to achieve results and 

has a strong link to strategic goals of an organization (Mwita, 2000). Employee 

performance is the activities related to job and how well those activities were 

executed by employees. Actually that not every employee behavior is subsumed 

under performance concept. The behavior of employee need relate to the objective 

of the organization such as increase the sales of the organization and making profit.  

Stephen J. Motowildo had mentioned “Job performance is defines as the total 

expected value to the organization of the discrete behavioral episodes that an 

individual carries out over a standard period” (Motowidlo, 2003). Thus, the 

performance is defines by the actions judgmental and evaluative processes but not 

the actions itself and it is carried out by employee after a period time.  
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For every organization, the most important element is the employee’s performance 

because the success or failure of an organization is depends on the performance of 

an employee. Many business personnel directors assess the employee performance 

of each staff member on an annual or quarterly basis in order to help them identify 

suggested areas for improvement. The firm that gets the advantage over other 

competitors through their talented can take the lead in the market. The performance 

of employees on different jobs in close coordination is needed for success of the 

unit. The meaning of employee performance is exactly same as job performance. 

According to Kahya’s articles there identified two dimensions of employee behavior 

in the job performance, task performance and contextual performance (Kahya, 

2009). Task performance is the behavior of the employee that directly involved in 

the producing goods or service activities provide indirect support for the 

organization’s core technical processes. Task performance means when employee 

use their specific skills and knowledge to support the organization’s core technical 

processes.  

 

There are two types of task performance. Activities that transform raw materials 

into the goods and services that are the organization’s products, such as operating a 

production machine in manufacturing plant and selling merchandise in a retail store 

are one of the task performances. Next type of task performance is activities that 

service and maintain the technical core by replenishing its supply of raw materials 

or distributing its finished products (Kahya, 2009). On the other hand, according to 

Werner, contextual performance also called as citizenship performance and it 

defined as the effort of employee is not directly related to the main task function but 

still important (Werner, 2000). This is because they shape the organization, social, 

and psychological context that serves as the critical catalyst for task activities and 

processes. There have two type concepts in contextual performance. First is 

behavior which aim primary at the smooth functioning of the organization. Second 

is behavior that aim changing and improving work procedures and organization 

processes.  

 

Task performance and contextual performance can be easily distinguished at the 

conceptual level. The several effects of task performance and contextual 

performance are on turnover rate, job satisfaction and organization commitment 

(Scotter, 2000). Organization need to ensure effective employees are satisfied with 

the organization and encouraged to stay. Besides that, the abilities and skill are tend 

to predict task performance while personality and relates factors are tend to predict 

contextual performance (Werner, 2000).  

An effective employee is using their specific knowledge and skill for doing task in 

correct way. Employee is performs different job in the organization, mainly in 
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production, manufacturing, marketing, finance, storage, transportation, public 

relation and etc. All these activities perform by employees is inter-related to the goal 

of organization. Having an effective employee performance, it can be affect the 

productivity of the organization, sales, profit and market position of the 

organization in the market. The importance of employees’ performance must be 

understood by the management and taking steps to develop and motivate 

employees to perform well. When the performance of organization effectively, it 

may take the lead the market and grab the opportunities available in the market. 

 

3. Methodology 

3.1 Introduction 

In this chapter, I will be going to examine the relationship between dependent 

variable and the independent variables, which can be the factors of affect the 

employees’ performance in hotel industry. However, it seems impossible for the 

researchers to collect all of the research data to answer the hypothesis and research 

questions. In this chapter will provide an appropriate guidance throughout the 

research procures and make sure it is fully followed. It is organized as     

 

3.2 Research Design 

Research design is a master plans that specifying the method and procedures for 

collecting and analyzing the information. All researches must be planned and 

designed properly according to the information collected and ensure it is 

appropriate for the particular research project. There are three types of research 

that will be used to classify the research purpose which comprise of exploratory 

research, descriptive research and causal research. I used the descriptive research 

in my research project. Descriptive research is used to describe the characteristics 

of objects, peoples, groups, organizations or environments. It also addresses who, 

what, when, where, why and how questions. Besides, descriptive studies are 

conducted with a considerable understanding of the situation being studies 

(Zikmund, Babib, Carr, & Griffin, 2013). From e research, descriptive research is 

being used to evaluate the effects of recognition, teamwork, work environment and 

career opportunities on employee performance in hotel industry. 

 

3.3 Data Collection Methods 

Data is the most valuable information that collected by the researchers from the 

respondents and those of the data will be used to answer the hypothesis and 

research questions. In my research, I used two types of the data which are primary 

data and secondary data to assist us of collecting the information. Indeed, both of 

the data has did a great Job  of assisting us to find out relevant information and 
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shoes there is a significant relationship between independent and dependent 

variables.  

 

3.4 Study Population  

The actual population of this study is the 80 to 90 employees of a reputable 

organization in the five heavy hotels in Mandalay, Myanmar. 

 

3.5 Sampling frame and sampling location 

In my research, I will distribute the questionnaires to the employees who work in 

the hotel industry where located in Mandalay. Since there have many departments 

in the hotel, therefore I’m not merely focus in one department, yet, I tried the best to 

distribute questionnaires for employee who work at different department has the 

different opinion and suggestion even though they are work in the same hotel. 

 

3.6 Sample Elements 

The respondent of my research is the employee from different departments and the 

hotels in Mandalay, Myanmar. These respondents come from the 7 different 

departments which consist of housekeeping, engineering, front office, accounting, 

human resource, security and food and beverage. Furthermore, the questionnaires 

are also distributed according to their age, races and gender so as we can collect 

different types of information that provided by respondents based on their 

knowledge and experiences respectively. 

 

3.7 Methods of Data Analysis 

In my research, I used the self-administered questionnaire in both English and 

Myanmar. Such questionnaire is favorable as it is more economically and at the 

same time it is much easier to collect the detail information from a large number of 

respondents. Besides, the questionnaire does not require much effort from the 

questioner since the questions and answers in the questionnaire are standardized, 

which are much simpler to compile data. This section entails the analyzing of data 

and interpreting data collected from the population sample. Data was analyzed 

using inferential and descriptive statistics. The descriptive statistics involves 

frequency table, likert scale (1=strongly disagree, 2=disagree, 3=neutral / neither 

disagree nor disagree, 4= agree, and 5=strongly agree), was developed, while the 

hypotheses were tested using Analysis of Variance (Chi-square tests) the use of GNU 

PSPP Statistical Analysis Software will be used to analyze data and generate 

frequencies and descriptive statistics and chi square test for the study.  
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PSPP is a tool for statistical analysis of sampled data. It reads the data, analyzes the 

data according to commands provided, and writes the results to a listing file, to the 

standard output or to a window of the graphical display. The language accepted by 

PSPP is similar to those accepted by SPSS statistical products.  

3.8 Research Hypotheses 

Hypothesis 1 

H0: There is no significant relationship between recognition and employee 

performance. 

H1: There is significant relationship between recognition and employee 

performance. 

Hypothesis 2 

H0: There is no significant relationship between teamwork and employee 

performance. 

H1: There is significant relationship between teamwork and employee performance. 

Hypothesis 3 

H0: There is no significant relationship between work environment and employee 

performance. 

H1: There is significant relationship between work environment and employee 

performance. 

Hypothesis 4 

H0: There is no significant relationship between career opportunities and employee 

performance. 

H1: There is significant relationship between career opportunities and employee 

performance. 

 

3.9 Significance of the study 

The purpose of this study is to investigate on factors that affecting employee 

performance in hotel industry. These days, employers should concern about the 

factors that affecting employee performance due to it will affect the entire 

organization as well. A successful organization is regarding on how an employee 

perform their job, and what factor will affecting an employee performance in the 

industry. In addition, this research may great significant to employers, it gives 

additional information and knowledge to which able to carry out effective employee 

performance. Hence, employers serve as a guideline and concept. Therefore, 

managers can focus on which factors can actually affecting employee performance 

and helps in organization for earning higher profit in the future. 
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Furthermore, employee performance will effect to organizational development 

either. It is because organizational development is based on how employee 

performing in the company, if employees perform well in organizational 

development, organization might be good in development like changes of 

organizational culture. Thus, managers, employers and human resource department 

need to take consideration on determinants towards employee performance. 

Lastly, this research can hope to helps employers to understand better on employee 

performance. Thus, employers concern and take consideration on employee 

performance be likely to lower employee’s turnover rate and increase customer 

satisfaction. 

4. Data Presentation and Analysis 

4.1 Data Presentation 

4.1.1 Respondent Demographic Profile 

 

 

 

 

 

 

 

Table(4.1.1(a)) Survey Respondents by Gender 

 
Finger 4.1.1: Survey Respondents by Gender 

From the above it shows that 45 respondents representing 54% were male, 39 

respondents representing 46% were female.  

Male 

54%

Female

46%

Gender

Gender 

  
Variable Frequency Percentage 

Male 45 54% 

Female 39 46% 
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  Table (4.1.1(b)). Survey Respondents by Age 

 

Finger 2: Survey Respondents by Age 

Considering this table and finger also, 46 respondents representing 55% were 

employed  under 25 years old while 31 respondents  representing 37 % were 

employed 26 to 35 years old and 7 respondents representing 8 % were 36 to 45 

years old. 

 

 

Educational Level 

  
Variable Frequency Percentage 

High School Graduate 26 31% 

College Graduate 27 32% 

Bachelor Degree 26 31% 

Master Degree 5 6% 

0

50

Under 25

Years old

26-35

Years Old

36-45

Years Old

Age

Age

Age 

  
Variable Frequency Percentage 

Under 25 Years old 46 55% 

26-35 Years Old 31 37% 

36-45 Years Old 7 8% 
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  Table (4.1.1). Survey Respondents by Educational Level 

   

 

Finger 3: Survey Respondents by Educational Level 

Considering this above table and finger also, 26 respondents representing 31% 

were High school graduate while 27 respondents representing 32 % were college 

graduate, 26 respondents representing 31% were bachelor degree and the remain 5 

respondents representing 6 5 were master degree. 

 

   

 

 

 

 

 

 

 

 

 

  Table (4.1.1(d)). Survey Respondents by Years of Employment 

31%

32%

31%

6%

Educational Level

High School Graduate College Graduate

Bchelor Degree Master Degree

Years of 

Employment 

  
Variable Frequency Percentage 

Under 2 years 33 39% 

2 -Less than 5 years 35 42% 

5- Less than 10 

Years 11 13% 

10 Years and above 5 6% 
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Finger 4: Survey Respondents by Years of Employment 

In the area of length of service, 33 respondents representing 39% were under 2 

years, 35 respondents representing 42 % were2 -Less than 5 years, 11 respondents 

representing 13 % were 5- Less than 10 Years, 5 respondents representing 6% were 

10 Years and above. 

 

4.1.2 Central Tendencies Measurement of Constructs 

The measurement of construct in this section was to show the mean and standard 

deviation value of the dependent variables and independent variables. A total of 25 

questions presented the questionnaire will be examine by using the PSPP software 

and all questions are measure by using the liker scale with 1= Strongly Agree, 2= 

Agree, 2= Neutral, 3= Disagree, 4= Strongly Disagree. The results were shown below. 

 Category (%) Strongly 

Agree 
Agree Neutral Disagree 

Strongly 

Disagree 

IV1 Recognition 

 

1 I Receive 

recognition 

when I do a 

good Job 

 

21.43% 53.57% 16.67% 7.14% 1.19% 

2 My supervisor 

Praises me for a 
21.43% 48.81% 17.86% 10.71% 1.19% 

0 20 40

Under 2 Years

2- less than 5…

5- Less than 10…

10 Years and…

Years of Employment

Years of Employment
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job well done 

 

3 Performance 

incentives are 

clearly linked to 

standards and 

goals 

 

15.48% 38.10% 29.76% 15.4% 1.19% 

4 My company 

offers rewards 

based on 

performance 

 

16.67% 36.90% 26.19% 17.86% 2.38% 

5 Employees are 

recognized for 

good work 

performance 

 

29.76% 46.43% 16.67% 7.14% - 

       

IV2 Teamwork 

1 Our team's 

overall and 

objectives are 

clear 

 

11.90% 42.86% 20.24% 22.62% 2.38% 

2 On this team we 

understand 

each other's 

roles and are 

able to be 

flexible and 

creative with 

them 

 

28.57% 52.38% 10.71% 7.14% 1.19% 

3 

 

People on this 

team are always 

frank and open 

with each other 

 

 

26.19% 39.29% 22.62% 11.90% 
- 

 

4 Employees 28.57% 51.19% 11.90% 8.33% - 
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work together 

to share ideas 

and resolve 

issues 

 

5 Our team 

recognize  

individual 

contributions 

 

16.67% 46.43% 27.38% 9.52% _ 

IV3 Work 

Environment 

 

1 My organization 

is dedicated to 

diversity and 

inclusiveness 

 

9.52% 52.38% 27.38% 10.71% _ 

2 I'm satisfied 

with the culture 

of my 

workplace 

 

38.10% 41.67% 9.52% 8.33% 2.38% 

3 I'm satisfied 

with my overall 

job security 

 

25.00% 42.86% 16.67% 10.71% 4.76% 

4 My 

organization's 

work positively 

impacts 

people's lives 

 

22.62% 34.52% 19.05% 17.86% 5.95% 

5 Reacts quickly 

to solve the 

problem when 

told about 

safety concerns 

21.43% 47.62% 17.86% 8.33% 4.76% 

       

င္ Career 

Opportunities 
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1 There is 

opportunity  for 

me  advance at 

the company 

 

28.57% 45.24% 19.04% 5.95% 1.19% 

2 My leaders from 

this company 

have given me 

good feedback 

on how I can 

advance my 

career at the 

company 

 

32.14% 39.29% 16.67% 11.90% _ 

3 I have more 

efficient in my 

job how 

compared to 

when I started 

 

4.48% 4.48% 13.10% 5.95% _ 

4 

 

There is equal 

opportunity for 

advancement at 

the company 

 

17.86% 41.67% 21.43% 15.48% 3.57% 

       

5 Job promotions 

are awarded 

fairly and 

without bias 

 

16.67% 36.90% 23.81% 15.48% 7.14% 
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Table (4.1.2(b)) the Central Tendencies Measurement Result of Recognition, Source: 

Original Research 

Table 5; show the central tendencies measurement of recognition. The above table 

shown that most of the respondents agree to the IVR 1.4 with a mean value of 2.52, 

IVR 1.3 was the second highest with a mean value of 2.49, IVR 1.2 was third highest 

with 2.42 mean value, follow by the IVR 1.1 with the mean value of 2.13, and IVR 1.5 

was the lowest one with a mean value of 2.01. 

According to the above table, IVR 1.2 is the highest value of standard deviation with 

2.31, IVR 1.4 has second highest of standard deviation with 1.05, IVR 1.3 was the 

third and IVR 1.1 was the fourth with a respectively standard deviation value of 0.98 

and 0.88. The lowest one was IVR 1.5 with a value 0.87. 

4.1.2.2 Teamwork 

Table (4.1.2(c)) the Central Tendencies Measurement Result of Teamwork, Source: 

Original Research 

No Statement Mean Standard  

Deviation 

Ranking 

IVT1.1 Our team's 

overall and 

objectives are 

clear 

2.61 1.04 1 

IVT1.2 On this team 

we 

understand 

each other's 

roles and are 

able to be 

flexible and 

creative with 

them 

 

   2.00 0.89 4 

IVT1.3 People on this 

team are 

always frank 

    2.20 0.97 3 
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and open with 

each other 

 

IVT1.4 Employees 

work together 

to share ideas 

and resolve 

issues 

 

2.00 0.86 4 

IVT1.5 Our team 

recognize  

individual 

contributions 

 

2.30 0.86 2 
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Table 6; show the central tendencies measurement of teamwork. The above table 

shown that most of the respondents agree to the IVT 1.1 with a mean value of 2.61, 

IVT 1.5 was the second highest with a mean value of 2.30, IVT 1.3 was third highest 

with 2.20 mean value, follow by the IVT 1.2 and IVT 1.4 are the same mean value of 

2.oo respectively. 

According to the above table, IVT 1.1 is the highest value of standard deviation with 

1.04, IVT 1.43 has second highest of standard deviation with 0.97, IVT 1.2 was the 

third of the standard deviation 0.89and IVT 1.4 and IVT 1.5 were the same standard 

deviation of 0.86 restively. 

  4.1.2.3 Work Environment 

 

 

T
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No Statement Mean Standard  

Deviation 

Ranking 

IVWE1.1 My organization 

is dedicated to 

diversity and 

inclusiveness 

 

2.39 0.81 2 

IVWE1.2 I'm satisfied 

with the culture 

of my workplace 

 

1.95 1.02 4 

IVWE1.3 I'm satisfied 

with my overall 

job security 

 

2.27 1.10 3 

IVWE1.4 My 

organization's 

work positively 

impacts people's 

lives 

 

2.50 1.20 1 

IVWE1.5 Reacts quickly to 

solve the 

problem when 

told about safety 

concerns 

2.27 1.05 3 
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Central Tendencies Measurement Result of Work Environment, Source: Original 

Research 

Table 7; show the central tendencies measurement of work environment. The above 

table shown that most of the respondents agree to the IVWE 1.4 with a mean value 

of 2.50, IVWE 1.1 was the second highest with a mean value of 2.39, IVWE 1.3 and 

IVWE 1.5 were third highest with 2.27 mean values, follow by the IVWE 1.2 with the 

mean value of 1.95 is the fourth. 

According to the above table, IVWE 1.4 is the highest value of standard deviation 

with 1.2, IVWE 1.3 has second highest of standard deviation with 1.10, IVWE 1.5 

was the third and IVWE 1.2 was the fourth with a respectively standard deviation 

value of 1.05 and 1.02. The lowest one was IVWE 1.1 with a value 0.81. 

  4.1.2.4 Career Opportunities 

No Statement Mean Standard  

Deviation 

Ranking 

IVCO1.1 There is opportunity  

for me  advance at 

the company 

 

2.06 0.91 4 

IVCO1.2 My leaders from this 

company have given 

me good feedback 

on how I can 

advance my career 

at the company 

 

2.08 0.98 3 

IVCO1.3 I have more efficient in 

my job how compared to 

when I started 

 

1.85 0.87 5 

IVCO1.4 There is equal 

opportunity for 

advancement at the 

company 

 

2.45 1.07 2 

IVCO1.5 Job promotions are 

awarded fairly and 

2.60 1.15 1 
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without bias 

 

Table (4.1.2(e)) the Central Tendencies Measurement Result of Career 

Opportunities, Source: Original Research 

Table 8; show the central tendencies measurement of recognition. The above table 

shown that most of the respondents agree to the IVCO 1.5 with a mean value of 2.60, 

IVCO 1.4 was the second highest with a mean value of 2.45, IVCO 1.2 was third 

highest with 2.08 mean value, follow by the IVCO 1.1 with the mean value of 2.06, 

and IVCO 1.3 was the lowest one with a mean value of 1.85. 

According to the above table, IVCO 1.5 is the highest value of standard deviation 

with 1.15, IVCO 1.4 has second highest of standard deviation with 1.07, IVCO1.2 was 

the third and IVCO 1.1 was the fourth with a respectively standard deviation value 

of 0.98 and 0.91. The lowest one was IVCO 1.3 with a value 0.87. 

4.1.3 Descriptive Analysis 

 Hypothesis 1 

H0: There is no significant relationship between recognition and employee 

performance. 

H1: There is significant relationship between recognition and employee 

performance. 

In order to examine this hypothesis, chi-squared testing was used, with the 

following results.  

Year of Employment P 

I Receive recognition when I do a good Job 0.127 

My supervisor Praises me for a job well done 0.846 

Performance incentives are clearly linked to standards 

and goals 
0.017** 

My company offers rewards based on performance 0.085 

Employees are recognized for good work performance 0.472 

Table (4.1.3(a)): Chi-square Analysis of Hypothesis 1, Source: Original Research 

There is a relationship between employee performances with “performance 

incentives are clearly linked to standards and goals”. It is efficiency of employee 

performance with P value<0.01 (P=0.017) **.This result is statistically significant. 
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For the efficiency of employee performance, both “years of employment” were 

agreed with (38.10%) while neither agreed nor disagreed was (15.48%).  

The respondents were asked to indicate their sources of performance incentives are 

clearly linked to standards and goals. The result is presented in table 4.1.3(b) below. 

Performance incentives are clearly linked to standards and 

goals 
%  

Strongly Agree 15.48 

Agree 38.10 

Neutral 29.76 

Disagree 15.48 

Strongly Disagree 1.19 

Total 100  

Table (4.1.3(b)) Employees’ satisfaction of performance incentives are clearly linked 

to standards and goals, Source: Original Research 

In table 4.5.1(c) above, 29.76% of the respondents were neutral and 38.10 % were 

agreed. 15.48% were disagree, 15.48% were strongly agree and the rest 1.19% 

were strongly disagree as a source of their performance incentives are clearly linked 

to standards and goals. This leads to the following hypothesis and its null format. 

Gender P 

I Receive recognition when I do a good Job 0.392 

My supervisor Praises me for a job well done 0.648 

Performance incentives are clearly linked to 

standards and goals 
0.08 

My company offers rewards based on performance 0.179 

Employees are recognized for good work 

performance 
0.026** 

Table (4.1.3(c)): Chi-square Analysis of Hypothesis 1, Source: Original Research  

There is a relationship between employee performances with “employees are 

recognized for good work performance”. It is efficiency of employee performance 

with P value<0.01 (P=0.026) **.This result is statistically significant. For the 

efficiency of freshness of the food, both “gender” were agreed with (46.43%) while 

neither agreed nor disagreed was (16.67%).  
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It is clear from Table 4.2.1(a) and 4.2.1(b) that the third result, for fair pay, is 

statistically significant at the 0.05 level, that is p<0.05. Consequently, it shows that is 

a significant relationship between recognition and employee performance. This 

implies that there is a significant relationship between recognition and employee 

performance in hotel industry.  The value of P which are 0.017 and 0.026, are lower 

than 0.05 so the original hypothesis is supported to discover the nature of this 

relationship.  

The respondents were asked to indicate their sources of employees are recognized 

for good work performance. The result is presented in table 4.1.3(d) below. 

Employees are recognized for good 

work performance 
%  

Strongly Agree 29.76 

Agree 46.43 

Neutral 16.67 

Disagree 7.14 

Strongly Disagree 0.00 

Total 100  

Table (4.1.3(d)) Employees’ satisfaction of employees are recognized for good work 

performance, Source: Original Research 

In table 4.5.1(d) above, 16.67% of the respondents were neutral and 46.43 % were 

agree. 7.14% were disagree, 29.76% were strongly agree as a source of their 

recognized for good work performance. This leads to the following hypothesis and 

its null format. 

Hypothesis 2 

H0: There is no significant relationship between teamwork and employee 

performance. 

H1: There is significant relationship between teamwork and employee performance. 
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Educational Level P 

Our team's overall and objectives are clear 0.963 

On this team we understand each other's roles and 

are able to be flexible and  

creative with them 

0.049** 

People on this team are always frank and open with 

each other 
0.011** 

Employees work together to share ideas and resolve 

issues 
0.200 

Our team recognize  individual contributions 0.296 

Table (4.1.3(e)): Chi-square Analysis of Hypothesis 2, Source: Original Research  

There is a relationship between educational level and employee performance. On 

this team we understand each other's roles and are able to be flexible and  

creative with them is efficiency of employee performance with P value<0.01 

(P=0.049)**.This result is statistically significant. For the efficiency of freshness of 

the food, both “educational level” were agreed with (52.38%) while neither agreed 

nor disagreed was (7.14%).  

The respondents were asked to indicate their sources of; in this team they 

understand each other's roles and are able to be flexible and creative with them. The 

result is presented in table 4.1.3(b) below. 

On this team we understand each other's roles and are able 

to be flexible and  

creative with them 

%  

Strongly Agree 28.57 

Agree 52.38 

Neutral 10.71 

Disagree 7.14 

Strongly Disagree 1.19 

Total 100  

Table (4.1.3(f)) on this team we understand each other's roles and are able to be 

flexible and creative with them, Source: Original Research 
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In table 4.5.1(f) above, 10.71% of the respondents were neutral and 52.38 % were 

agreed. 7.14% were disagree, 28.57% were strongly agree and the rest 1.19% were 

strongly disagree as a source of they understand each other’s role and are able to be 

flexible and creative with them. This leads to the following hypothesis and its null 

format. 

 There is a relationship between employee performances with “People on this team 

are always frank and open with each other”. It is efficiency of employee performance 

with P value<0.01 (P=0.011) **.This result is statistically significant. For the 

efficiency of employee performance, both “educational level” were agreed with 

(39.29%) while neither agreed nor disagreed was (11.90%).  

The respondents were asked to indicate their sources of people on this team are 

always frank and open with each other. The result is presented in table 4.1.3(g) 

below. 

People on this team are always frank 

and open with each other 
%  

Strongly Agree 26.19 

Agree 39.29 

Neutral 22.62 

Disagree 11.90 

Strongly Disagree 0.00 

Total 100  

Table (4.1.3(g)) People on this team are always frank and open with each other, 

Source: Original Research 

In table 4.5.1(g) above, 22.62% of the respondents were neutral and 39.29 % were 

agreed. 11.9% were disagree, 26.19% were strongly agree as a source of the people 

in their team are always frank and open with each other. This leads to the following 

hypothesis and its null format. 
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Hypothesis 3 

H0: There is no significant relationship between work environment and employee 

performance. 

H1: There is significant relationship between work environment and employee 

performance. 

Years of employment P 

My organization is dedicated to diversity and 

inclusiveness’ 
0.025** 

I'm satisfied with the culture of my workplace 0.102 

I'm satisfied with my overall job security 0.515 

My organization's work positively impacts people's 

lives 
0.309 

Reacts quickly to solve the problem when told about 

safety concerns 
0.479 

Table 4.1.3(h): Chi-square Analysis of Hypothesis 3, Source: Original Research  

There is a relationship between employee performances with “My organization is 

dedicated to diversity and inclusiveness”. It is efficiency of employee performance 

with P value<0.01 (P=0.025) **.This result is statistically significant. For the 

efficiency of freshness of the food, both “gender” were agreed with (52.38%) while 

neither agreed nor disagreed was (10.71%).  

The respondents were asked to indicate their sources of their organization are 

dedicated to diversity and inclusiveness. The result is presented in table 4.1.3(i) 

below. 

My organization is dedicated to 

diversity and inclusiveness 
%  

Strongly Agree 9.52 

Agree 52.38 

Neutral 27.38 

Disagree 10.71 

Strongly Disagree 0.00 

Total 100  
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Table (4.1.3(i)) my organization is dedicated to diversity and inclusiveness, Source: 

Original Research 

In table 4.5.1(i) above, 27.38% of the respondents were neutral and 52.38 % were 

agreed. 10.71% were disagreed 9.52% were strongly agree as a source of their 

organization is dedicated to diversity and inclusiveness. This leads to the following 

hypothesis and its null format. 

Gender P 

My organization is dedicated to diversity and 

inclusiveness 
0.175 

I'm satisfied with the culture of my workplace 0.010** 

I'm satisfied with my overall job security 0.291 

My organization's work positively impacts people's 

lives 
0.379 

Reacts quickly to solve the problem when told about 

safety concerns 
0.551 

Table 4.1.3(j): Chi-square Analysis of Hypothesis 3, Source: Original Research  

There is a relationship between employee performances with “I'm satisfied with the 

culture of my workplace”. It is efficiency of employee performance with P 

value<0.01 (P=0.010) **.This result is statistically significant. For the efficiency of 

freshness of the food, both “gender” were agreed with (41.67%) while neither 

agreed nor disagreed was (8.33%).  

The respondents were asked to indicate their sources of they are satisfied with the 

culture of their workplace. The result is presented in table 4.1.3(k) below. 

 I'm satisfied with the culture of my 

workplace 
%  

Strongly Agree 38.10 

Agree 41.67 

Neutral 9.52 

Disagree 8.33 

Strongly Disagree 2.38 

Total 100  
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 Table (4.1.3(k)) I'm satisfied with the culture of my workplace, Source: Original 

Research 

In Table (4.1.3(k)) above, 9.52% of the respondents were neutral and 41.67% were 

agreed. 8.33% were disagree, 38.10% were strongly agree and the rest 2.38% were 

strongly disagree as a source of they are satisfied with the culture of their 

workplace. This leads to the following hypothesis and its null format. 

Hypothesis 4 

H0: There is no significant relationship between career opportunities and employee 

performance. 

H1: There is significant relationship between career opportunities and employee 

performance. 

Year of employment P 

There is opportunity  for me  advance at the company 0.088 

My leaders from this company have given me good 

feedback on how I can 

advance my career at the company 

0.311 

I have more efficient in my job how compared to 

when I started 
0.169 

There is equal opportunity for advancement at the 

company 
0.026** 

Job promotions are awarded fairly and without bias 0.186 

Table 4.1.3(l): Chi-square Analysis of Hypothesis 4, Source: Original Research  

There is a relationship between employee performances with “There is equal 

opportunity for advancement at the company”. It is efficiency of employee 

performance with P value<0.01 (P=0.026) **.This result is statistically significant. 

For the efficiency of employee performance, both “year of employment” were 

agreed with (41.67%) while neither agreed nor disagreed was (15.48%).  

The respondents were asked to indicate their sources of they are equal opportunity 

for advancement in their company. The result is presented in table 4.1.3(m) below. 
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 There is equal opportunity for 

advancement at the company 
%  

Strongly Agree 17.86 

Agree 41.67 

Neutral 21.43 

Disagree 15.48 

Strongly Disagree 3.57 

Total 100  

Table (4.1.3(m)) there is equal opportunity for advancement at the company, 

Source: Original Research 

In Table (4.1.3(m)) above, 21.43% of the respondents were neutral and 41.67% 

were agreed. 15.48% were disagree, 17.86% were strongly agree and the rest 

3.57% were strongly disagree as a source of they are equal opportunity for 

advancement in their company. This leads to the following hypothesis and its null 

format. 

Gender P 

There is opportunity  for me  advance at the company 0.187 

My leaders from this company have given me good 

feedback on how I can 

advance my career at the company 

0.502 

I have more efficient in my job how compared to 

when I started 
0.202 

There is equal opportunity for advancement at the 

company 
0.161 

Job promotions are awarded fairly and without bias 0.007** 

Table (4.1.3(m)) Chi-square Analysis of Hypothesis 3, Source: Original Research  

 

There is a relationship between employee performances with “Job promotions are 

awarded fairly and without bias”. It is efficiency of employee performance with P 

value<0.01 (P=0.007) **.This result is statistically significant. For the efficiency of 

employee performance, both “gender” were agreed with (36.90%) while neither 

agreed nor disagreed was (7.14%).  
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The respondents were asked to indicate in their organization job promotion are 

awarded fairly and without bias. The result is presented in table 4.1.3(n) below. 

 Job promotions are awarded fairly and 

without bias 
%  

Strongly Agree 16.67 

Agree 36.90 

Neutral 23.81 

Disagree 15.48 

Strongly Disagree 7.14 

Total 100  

 Table (4.1.3(n)) Job promotions are awarded fairly and without bias, Source: 

Original Research 

In Table (4.1.3(n)) above, 23.81% of the respondents were neutral and 36.90% 

were agreed. 15.48% were disagree, 16.67% were strongly agree and the rest 

7.14% were strongly disagree as a source of their organization of job promotions 

are awarded fairly and without bias. This leads to the following hypothesis and its 

null format. 

4.1.4 Conclusion 

All the data collected from the research have been interpreted and summarized by 

used the PSPP software. The result showed that, there had significant relationship of 

all the independent variables (recognition, teamwork, work environment and career 

opportunities) the dependent variable (employee performance). Thus, the future 

conclusion and recommendation will be conduct in chapter 5 by using the data 

analysis in this chapter. 

 

5. Conclusion and Recommendation 

5.1 Introduction 

This section provides a brief discussion, implication and conclusion from the 

previous chapter. In this chapter, I will begin with the summary of statistical 

analyses which comprise of descriptive and inferential analyses. Then, it is followed 

by the discussion of major findings and the implication of study as well. Not merely 

for that, some of the limitations and recommendations for future research and 

conclusion are also will be discussed in this chapter. 
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5.2 Summary of Statistical Analyses 

In general, a summary description of descriptive analyses is generated from the 

questionnaire survey results. This descriptive analysis is going to describe the 

demographic profile of respondents. More than half of total respondent is male 

which amounted 45.  

After that, I measured my respondents’ ages and get the result that shown majority 

of our respondents are from the age group of under 25 years old(46 respondents), 

while the least contribution of the respondents to this questionnaire survey is from 

the age group of 36 to 45 years old (7 Respondents) and 46 years and above is null. 

The majority of my respondents’ education levels are College graduate (27 

respondents). Bachelor degree and high school graduate are (26 respondents) and 

master degree is 4 respondents. 

Year of employment is also one of the determinants that included in descriptive 

analyses. The results showed that most of our respondents were employed 2 to less 

than 5 years (35 respondents), less than 2 years is (33 respondents). 

 

5.3 Discussions of Major Findings 

Table 5.1: Correlation Value between Four Independent Variables and Employee  

Performance, Source: Original Research 

Independent 

Variables Hypothesis Result 

Recognition 
H1: There is significant relationship between 

recognition and employee performance. 
P-Value=(<0.05) 

Teamwork H1: There is significant relationship between 

 teamwork and employee performance. P-Value=(<0.05) 

Work 

Environment 

H1: There is significant relationship between work 

environment and employee performance. 
P-Value=(<0.05) 

Career 

Opportunities 

H1: There is significant relationship between career 

opportunities and employee performance. 
P-Value=(<0.05) 

 

 

 

5.4 Implication of the study 

The previous stage of this research program has indicated that it was possible to 

construct an initial explanatory model of the factors which influencing the 
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employees’ performance in hotel industry. The previous stage is utilized a small 

sample to gain insight into the nature of the factors which influencing employees’ 

performance. However, the results were merely preliminary and cannot be 

generalized easily, and even the initial explanatory model from the previous stage 

met all of the relevant criteria for viability (John J., 2000). It is because there is some 

parts of the results were too vague and irrelevant to be considered as a complete 

model of representing the employees in hotel industry 

 

As cited by Hsia-Po (2004), in this research, attention is paid to ascertain whether 

observations are generalizable across similar samples, which means the extent to 

which patterns observed in one study are similar to patterns observed in another 

study in which the conditions are similar. This study utilized the characteristics of 

the previous studies from researchers to criticize and refine elements of the initial 

explanatory model developed in the previous stage (Hsia-Po, 2004). Several aspects 

tend to increase the reliability of observation findings that described the factors 

(recognition, teamwork, and work environment, career opportunities) 

This research has conducted on four factors affecting employee performance. These 

four factors are recognition, teamwork, work environment and career opportunities. 

This research has provided useful and reliable information for future researcher. 

Not only useful and reliable information can be provided, this research also helps 

employers to figure out the significance of employee performance in hotel industry, 

so that, employees can provide high quality of services to increase reputation of 

organizations in hotel industry.  

 

In addition, this research also make use of determine that successful of 

organizations. For instance, employee will be increase their performance when their 

being concerns by organizations, hence, employees willing to contribute all efforts, 

skills, know ledges and abilities to organizations. Its can establish positive 

perception to customers in hotel industry 

 

Furthermore, this research might be useful to human resource practices. This 

research could be a guideline or reference for employer to increase employee 

performance. For example, in this research, employer can improve their knowledge 

on factors that affecting employees in hotel industry. Therefore, organizations can 

be successful in future. Moreover, this research enables employers to clearly 

understanding about the factors that they need to concerns about to enhancing 

performance. 
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5.5 Limitation of the study 

In this research, I’m merely emphasized on Mandalay as my sampling location. 

Therefore, the data collected from our research only cover Mandalay; these data 

only show the perception of employee on the factors that influencing employee 

performance in hotel industry in Mandalay. Frankly, the results from our research 

were insufficient to be generalized for the perception of employee of hotel industry 

in whole Myanmar 

It is inevitable that I really also faced some problems when conducting my survey in 

various hotels in Mandalay. Some of the respondents are unfamiliar with those 

specific words due to they have limited levels of knowledge and understanding. 

Thus, I had given clearly explanation to the respondents in order to answer the 

questionnaire. It’s used lots of time when conducting this research. 

 

5.6 Recommendations for Future Research 

Despite there are some limitations I found when I’m conducting this research, my 

study still can be completed. Between, there are some recommendations that I 

proposed for the future researchers who interested in this topic for the purpose of 

making some improvements to this study. 

 

In this research, I already showed the relationship between the factors which 

influencing employee performance in four dimensions –recognition, teamwork, and 

work environment and career opportunities. Four dimensions that I used still might 

insufficient to provide further evidences that these four dimensions are significant 

enough to affect employee performance. 

Therefore, I strongly recommended that the future researchers have to add more 

independent variables in their research so as their research is able to study this 

topic in different perspectives and more precise and accurate results will be 

occurred. 

 

Lastly, future researches who related to this topic are supposed to include more 

coverage areas in Myanmar since the result of this research will be more 

representative on the perception of employees of hotel industry in whole Myanmar. 

With the recommendation mentioned above, I hope that this research can be 

devoted to the future study in this field. 
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5.7Conclusion 

I will start with the summary of statistical analyses on descriptive analyses of the 

results from chapter 4. Next, I have provided discussions on the results of 

hypotheses tested in my research and validate my research objectives. Managerial 

implication is also discussed in this chapter to allow my research to be practical for 

policy makers and practitioners in organizations. Limitations that arise when 

conducting this research are also discussed in this chapter. Lastly, the 

recommendations are presented to provide improvements for future study. 

 

As conclusion of this study, the results of my research showed my independent 

variables - recognition, teamwork, work environment and career opportunities have 

significant positive relationship with employee performance. My independent 

variables that are tested in my research, which are recognition, teamwork, work 

environment and career opportunities are applicable in enhancing the overall 

employee performance of hotel industry. Thus, the result of my research should be 

used as guidance when figuring out the factors that will significantly influence the 

employee performance in hotel industry.  

Lastly, the result of my study can be used as a reference for future researches on the 

factors that will significantly influence the employee performance in hotel industry. 
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