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Abstract
Hotel industry, as a service industry, is greatly dependent upon its employees.
Recruitment and Selection practices constitute an important starting stage for hotels
towards generating an efficient and productive workforce. The present study, by
focusing on 5* and 4* hotels, examines the current trends in the implementation and
effectiveness of recruitment and selection practices in the Greek hotel industry,
controlling for class category, size and ownership. An inferential quantitative research
design was used, and an online survey was conducted, using a seven — point

questionnaire.

The study concludes that hotel industry, at least in Greece, is still using old —
fashioned and cost effective recruitment and selection methods. Findings also outline
that 5* and 4* hotels do not differentiate their mix of methods used in recruiting and
selecting future employees. Internal recruitment methods are mostly considered to be
effective in contrast to external recruitment methods. While interviews and reference
checks are listed at the top of the effectiveness list of selection methods. The findings
of this research enhance industry understanding of the use and effectiveness of
recruitment and selection methods and indicate the need for hotels of superior class to
re — examine their recruitment and selection methods and adopt more contemporary

ones in their mix.
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Introduction

Most of the research in Human Resource Management has been carried out in
manufacturing and commercial sector and much less in the services sector and in the
hotel industry (Chand & Katou, 2007; Hoque, 1999). Hotel industry, as a labour
intensive industry, is greatly affected by the quality (both technical and behavioural
aspects of quality) of its employees, in meeting its business goals, offering high —

quality services and creating competitive advantage.

The specific characteristics of hotel industry, such as high turnover, skill shortages,
flexible employment patterns, low wages, heterogeneity in firm size, ownership
(MNEs VS. National firms) and service class/ category, make the management of
human resources more crucial, in relation to specific context, for the achievement of
the organisational goals (Darvishmotevali et al., 2017; Young — Thelin & Baluk,
2012; Baum, 2007; Chand & Katou, 2007). Attracting and selecting the right people is
the starting point to the achievement of these goals by managing effectively the

organisational workforce.

The aim of this research is to explore the recruiting and selection practices/ methods
used in the Greek hotel industry, as well as their effectiveness. The study aims to
explore the differences in the mix of recruitment and selection methods implemented,
between local and foreign hotels, 4* and 5* and of different size hotels. In addition,
the findings are expected to contribute in filling the gap in HRM literature, about the
recruitment and selection practices implemented in the specific context of hotel

industry.

1. Literature review
In an era characterized by continuous changes in the economic, political and social

environment, in the era of globalization, technological advances and easy mobility of
resources, firms have to compete and remain successful in this extended global arena.
Therefore, there is a need for differentiation leading to a sustainable competitive
advantage (Katou, 2008). In response to this need the focus has moved away from the
traditionally sources (capital, land, technology) to business systems and processes and

in particular to human capital, that has emerged as the new source for competitive
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advantage. Human resources (HR) as skills, knowledge, attitudes and competencies
and the way they are managed are key factors to produce a sustainable competitive
advantage, as they are hard to be imitated (Armstrong, 2017; Torrington et al, 2017;
Noe et al., 2015).

This is particular true for services industries, which are heavily based on human
capital for their successful operation and delivery of services (Hoque, 2013). ‘Travel
and tourism’ form one of the services’ sector industries, which compared to other
services industries, is characterized by continuous growth the last 70 years, even
during unstable situations and crisis periods (Hazra & Nemes, 2013; Davidson &
Wang, 2011; Ladkin, 2011). According to the World Travel and Tourism Council
(2017) tourism generates 1 in 10 jobs in global economy, while in Greece the total
contribution to employment is almost 30% (Greek Tourism Organization, 2017).
Hence, human resources and their management are at the heart of the business (Suh et
al., 2012). However, this issue is a relatively neglected issue in literature and
specifically in hotel sector (Hoque, 1999; Hoque, 2013; Philippakos, 2009).

Hotel industry all over the world and particularly in Greece has several distinct
characteristics, such as: heterogeneity (having large MNEs and small national hotels
operating in the same region), sensitivity in changes (innovation, technological
advances, economic, social and mobility issues), seasonality, human resource
flexibility, high percentage of part time and non-professional employees, skill
shortages, as well as low paid work, law status (for most jobs), weak power of trade
unions and high level of employee turnover (Janes & Wisnom, 2010; Baum, 2007).
These characteristics imply the necessity for empirical research about the
implementation and effectiveness of distinctive and diverse HR practices for a hotel
firm to remain successful and achieve its goals, particularly, when talent shortfall
remains one of the tourism industry’s most pressing human resource management
issues (Altin et al., 2017; Ubeda — Garcia et al., 2017; Mooney et al., 2016; Nieves &
Quintana, 2016; Solnet et al., 2015; Duncan et al., 2013; Hoque, 2013; Young —
Thelin & Boluk, 2012).

Considering Human Resource Management (HRM) as a system (inputs-process-

outputs) recruitment and selection are of the most important processes for obtaining
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and retaining qualified employees, at a reasonable cost, and achieve person-job and
organization fit (Gonzalez & Rivres, 2017; Roth et al., 2016; Stone et al., 2015;
Taylor, 2014; Broughton et al., 2013; Chan & Kuok, 2011). Recruitment is a set of
practices/ methods taken up by the firm in order to identify and attract potential
employees, while selection is also a set of practices/ methods for deciding according
to pre — set criteria which applicants to be appointed to jobs (Torrington et al., 2017;
Armstrong, 2017). These practices are considered to be rather significant in the HRM
function, as they affect all organizational practices and decisions (Guest, 2011;
Chanda et al., 2010).

According to the systems view in HRM, HR practices are intertwined in a way that
the successful or unsuccessful execution of the one has an immediate effect on the
efficiency and effectiveness of the other (Guest, 2011; Stavrou et al, 2010; Purcell et
al., 2003; Huselid, 1995). For instance, if during the selection process the most
qualified applicants for specific job positions are selected there will be low need for
long induction (initial training). On the contrary, if a business systematically trains
and provides high development programs for its employees then the poor selection

and recruitment process is compensated (Torrington et al., 2017).

Focusing now in Greece, in recent years, the number of Greek firms applying the
principles and methods of HRM is steadily increasing, although the greater portion of
them are still using old fashioned systems and practices of HRM (Chytiri, 2015;
Stavrou — Costea et al., 2015; Panayotopoulou et al., 2010; Stavroulakis, 2009;
Apospori et al., 2008; Katou, 2008; Papalexandris et al., 2004).

As far as recruitment and selection practices are concerned, MNEs operating in
Greece and national/local firms tend to use mostly similar practices. The main
difference that appears between the two is that MNEs tend to have written and
formalised recruitment and selection practices compared to local firms. The internal
sources (promotion transfer, internal posting/e-home page), recruitment through
agencies, press advertisement and employee referrals are mostly used as recruitment
practices, in Greece. The small/family size of Greek firms (>85% of them are of

small-medium size) justifies the extended use of employee referrals as recruitment



method (Chytiri, 2015; Stavrou — Costea et al., 2015; Myloni et al., 2004; Eleftheriou
& Robertson, 1999).

Contrary to the majority of MNEs, for most Greek companies the selection process is
usually not standardised and the decision is based on personal relations and subjective
criteria. Interviews, resumes and references checks, application forms and word of
mouth/ recommendations, are preferred as valid methods for predicting employee fit,
work behaviour and performance (Nikolaou & Judge, 2007). Group selection methods
and especially group interviews, psychometric/personality tests and assessment
centres are not often used, along with personality tests (Chytiri, 2015; Stavrou —
Costea et al., 2015; Myloni, 2003; Eleftheriou & Robertson, 1999). The nationality of
the general manager in subsidiaries in Greece seems to play an important role in
selection practices transfer from the parent company, while when the CEO has a
Greek nationality, the transfer of practices is hindered (Katou & Budhwar, 2012;
Myloni, 2002).

Considering now the more recent developments in recruitment and selection, the e-
methods (recruitment and selection through internet and social media), Greek firms
lag behind MNEs, mostly because of their size and the level of technology applied in

them (Panayotopoulou et al., 2007).

Human Resource practices in hospitality industry are underdeveloped compared to
other industries (Kusluvan et al, 2010).This is also true for Greece where little
research has been carried out up to now in the hotel sector, about HR practices and no
research particularly about recruitment and selection practices, in hotels of 5* and

4*(super and high class categories).

Human Resource Management theory and research findings, overall and in hospitality
industry in particular, suggest that firm’s characteristics such as age, size, type of
ownership, organizational structure, affect HR practices. Hotel industry specifically
has neglected its Human Resources, and as a result the methods used by many hotels
do not meet the goal of attracting and retaining the best possible talent (although
employee attraction and retention is one of the industry’s great concerns). Not

surprisingly, as they use old — fashioned HR practices, they find it difficult to hire
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skilled and reliable staff (Young — Thelin & Boluk, 2012; Chan et al., 2011;
Davidson et al., 2011; Bagri et al., 2010; Enz, 2009; Centinel et al, 2008; Baum, 2007;
Walsh et al., 2007; McGunnigle & Jameson, 2000; Paraskevas, 2000; Myloni, 2002).
According also to the literature, hotels with high star (*) rating are more likely to have
established formal and written HRM practices and thus, recruitment and selection

practices, as well (Lockyer & Scholarios, 2004; Paraskevas, 2000).

2. Aims

Based on the above literature, the aim of this research is two-fold: (a) to explore and
present the current trends in recruitment and selection in Greek and foreign hotels
operating in Greece, and (b) to examine the effectiveness of the relative methods
used. To aid to the attainment of the first aim the following hypotheses were

developed:

H1: Hotels characteristics, such as star (*) category and size have an impact on the

mix of recruitment and selection practices implemented.

H1la): Recruitment and selection practices used by 5* hotels appear to be more
diverse than those used in 4* hotels.

H1b): Larger hotels (in number of employees) implement a more diverse mix of
recruitment and selection practices and they usually use this mix for internal

recruitment.

H2: The type of ownership differentiates the recruitment and selection practices mix
(MNEs/foreign hotels VS Greek hotels).

For the attainment of the second aim regarding the effectiveness of recruitment and

selection methods used in hotels operating in Greece, descriptive statistics were used.



3. Methodology

3.1. Research design and Questionnaire
To meet the objectives of the study, and based on its nature, an inferential survey
research design (building hypotheses first and then draw conclusions from data
analysis) was employed (Rea & Parker,, 2014; Gravlee et al., 2013; Diaz de Rada &
Dominguez-Alvarez, 2013). In the present study, since the aim is simply to identify
and measure which, to what extend and how effectively HR practices are
implemented by 4* and 5* hotels, in Greece, an empirical quantitative research
approach is preferred. Moreover, based on the review of the relative literature, it
appears that the vast majority of comparative studies in hospitality area, were
conducted using quantitative research designs (mostly questionnaires and surveys)
rather than qualitative ones (case studies and detailed interviews) (Aycan et al., 2000).
For this reason, and taking into consideration time and geographical constraints, a
quantitative research method was used-a web-based survey-so as to reach participants
for data collection (Easterby-Smith et al., 2008; Wright, 2005; Hayslett & Wildemuth,
2004). The research instrument used to collect data was a questionnaire designed as a
combination of the questionnaires used in the studies of a) Lockyer & Scholarios
(2004) on hotel staff selection practices, b) Paraskevas (2000) on management
selection practices in Greek hospitality industry, and of c) Lievens et al. (2002) on
personnel selection trends. Therefore, any issues of validity and reliability of the
present questionnaire items have already been addressed in these past studies. The
web-based (in English language) seven point scale questionnaire was e-mailed to
participants-Human Resource Managers or Hotel Managers responsible for managing

employees.

3.2. Sample selection and Data analysis methods
The prefecture of Attica, where the capital city of Greece, Athens is, was decided to
be the sample area because most of its hotels operate all year around, so not really
affected by seasonality, while a great number of 5* and 4* hotels also operate in it.

The official list of the 5* and 4* star hotels was provided by the Greek Tourism
Organisation (GTO) and the Hellenic Chamber of Hotels. This provided us with a
sample comprised of, 34 five — star (5*) hotels and 92 four — star (4*) hotels. From
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those 126 hotels 8 were not operating all year round and thus they were excluded
from the sample. So, 118 hotels in total were surveyed. Regarding the nationality, 15
were international brands (MNESs) and the rest local/national brands. From all of those
conducted to participate in the survey 33 responded which gives an almost 28%
response rate. This rate is representative and high for the Greek hotel industry
according to Paraskevas (2000) as well as for organizational surveys. For the analysis
of the data, descriptive statistics, cross-tabulations (comparisons) and hypotheses
testing (T-test, at a=5% significance level) have been conducted, by using the STATA

software package.

4. Results
The profile of the 33 hotels participated in this study is shown in Table 1. A

percentage of 88 of hotels were of Greek ownership, 36% were 5* hotels and 70%

employed more than 200 employees.

Table 1: Profile of the Hotels (n = 33)

Ownership Percentage
Greek 88%
Foreign/ Subsidiary 12%
Total 100%

Star Category Percentage
5* (stars) 36%
4* (stars) 64%
Total 100%

Size Percentage
<200 employees 70%
> 200 employees 30%
Total 100%




4.1. Recruitment and selection practices in 5* and 4*hotels
(H1a)
The analysis of data suggest that almost none of the recruitment and selection

methods is highly often used by hotels, either 4* or 5*, as their means in 7-point
Likert scale range from 2.5 up to 4.5. In addition it can be observed that mean scores
for 5* hotels are in their majority higher, implying that 5* hotels have more
established recruitment and selection practices compared to 4*hotels. However, none
of the tests yield statistically significant results regarding the mean and standard
deviation differences (Table 2). Therefore, according to t-test Hla is rejected,
meaning that there are no significant differences between 4* and 5* star hotels in
Attica.

Table 2: Hotel Category VS Recruitment Methods

Recruitment Methods Star Category Mean t-test (a = 5%)
Promotion 4* 3.666667 -1.3285
5* 4.47619
Transfer 4* 2.5 -3.3146
5* 4.428571
Job Rotation 4* 3.5 -1.4738
5* 4.285714
Agencies 4* 2.5 -0.0346
5* 2.52381
Liaison with universities 4* 3.666667 0.5162
5* 3.285714
Job fairs* 4* 2.666667 0.5123
5* 2.380952
Walk ins, unsolicited resumes 4* 3.166667 -1.0405
5* 3.857143
Employee referrals 4* 3.916667 -1.0337
5* 4.428571
Company website 4* 4.083333 1.3677
5* 2.952381
Internet/Social Media 4* 3.25 0.6598
5* 2.809524
Print Advertisement 4* 3.583333 0.9393
5* 2.857143
Internal job posting 4* 3.583333 -1.2986
5* 452381
Other 4% 1.666667 -0.1633
5* 1.761905
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The second part of Hla refers to the diversity in implementation of selection practices
mix. According to Table 3, t-test is significant for applications forms and resume
screening. This means that there are differences among 4* and 5* hotels concerning
these two practices and thus only for them H1la is accepted.

Table 3: Hotel Category VS Selection Methods

Selection Practices Star Category Mean t-test (a = 5%)
4* 5.333333 -1.3964
Reference checks 5* 6.095238
4% 4.5 -3.2778*
Application forms 5* 6.380952
4* 4.833333 -3.2564*
Resume screening 5* 6.428571
4* 3.083333 -0.9200
Knowledge Tests 5* 3.857143
4* 4.5 1.5526
Performance/Work sample tests
5* 3.333333
4* 2.333333 -0.5721
Ability tests 5% 2.714286
4* 2.75 -0.0173
Motivational inventories 5* 2.761905
4* 2.666667 -0.8284
Personality inventories 5* 3.333333
4* 2.666667 0.0000
Integrity tests 5* 2.666667
Interviews 4* 6.333333 -0.5298
57 6.571429
4* 2.166667 1.0268
Assessment centers 5* 1.714286
4* 2.583333 1.7084
Social media 5* 1.761905
4* 1.75 0.6899
Other 5* 1.428571
4.2. Recruitment and selection practices in Greek VS foreign

subsidiaries (hotels) (H2)

Regarding the recruitment practices used by both Greek and foreign hotel firms, these
rarely include the use of recruitment agencies, as it can be seen from the mean scores
(Table 4). Internal recruitment methods such as promotion and transfer of employees,
the level of use in Greek hotels varies from never to always, while foreign

subsidiaries tend to use them slightly more frequently. E-recruitment and selection
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methods (internet, social media and company website) are much more used by
MNEs/foreign hotels leaving Greek hotels behind (Table 4). This is mainly because
technological development in Greece has not reached a high point yet (Table 4). Job
fairs, although not often used by both foreign and Greek hotels, it is statistically
significant between the two - it is more used by foreign hotels. This can be explained

by the assumption that foreign hotels can afford the relative expenses.
A statistically significant difference appears to exist between the two types of owners,
regarding the internal job posting recruitment method. MNEs subsidiaries make much

use of this method, compared to Greek ones.

Table 4: Recruitment methods vs Ownership (nationality)

Recruitment methods Ownership (Nationality) Mean t-test (a = 5%)

Promotion Greek 4.034483 -1.3548
Foreign/Subsidiary 5.25

Transfer Greek 3.62069 -0.8923
Foreign/Subsidiary 4.5

Job Rotation Greek 4.068966 0.7056
Foreign/Subsidiary 3.5

Agencies Greek 2.482759 -0.2636
Foreign/Subsidiary 2.75

Liaison with universities Greek 3.310345 -0.8705
Foreign/Subsidiary 4.25

Job fairs Greek 2.310345 -1.8366*
Foreign/Subsidiary 3.75

Walk ins, unsolicited resumes Greek 3.482759 -1.0401
Foreign/Subsidiary 4.5

Employee referrals Greek 4.206897 -0.3958
Foreign/Subsidiary 4.5

Company website Greek 3.103448 -1.7973*
Foreign/Subsidiary 5.25

Internet/Social Media Greek 2.655172 -2.9678*
Foreign/Subsidiary 5.25

Greek 2.931034 -1.4000
Print Advertisement Foreign/Su4sidiary 45

Internal job posting Greek 3.896552 -2.3272*
Foreign/Subsidiary 6.25

Other Greek 1.586207 -1.3955
Foreign/Subsidiary 2.75

As far as the selection tools mix is concerned it can be seen from Table 5 that t-test
for knowledge tests appears to be significant. Consequently all the other relations
appear to be non-significant, leaving little space for differences in selections methods

used either by Greek or foreign hotels, and rendering H2 for this part as non-
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true/verified. Again as in the previous section where, selection methods were
compared with hotel star category, the same selection tools are preferred by both
Greek and foreign hotels highly — these being reference checks, resume screening and
interviews. All of them are slightly more used by foreign companies. It should also be

mentioned that interviews are always used by MNEs and integrity test are also often

used.
Table 5: Selection Methods VS Ownership (nationality)
Selection Practices Ownership (Nationality) Mean t-test (a = 5%)
Reference checks Greek 5.689655 -1.3140
Foreign/Subsidiary 6.75
Application forms Greek 5.517241 -1.5696
Foreign/Subsidiary 4
Resume screening Greek 5.793103 -0.5489
Foreign/Subsidiary 6.25
Knowledge Tests Greek 3.310345 -1.8347*
Foreign/Subsidiary 5.5
Performance/Work sample tests Greek 3.965517 1.5487
Foreign/Subsidiary 2.25
Greek 2.655172 0.6689
Ability tests Foreign/Subsidiary 2
Motivational inventories Greek 2.793103 0.2894
Foreign/Subsidiary 2.5
Personality inventories Greek 3.206897 0.8062
Foreign/Subsidiary 2.25
Integrity tests Greek 2.655172 -0.0877
Foreign/Subsidiary 2.75
Interviews Greek 6.413793 -0.8923
Foreign/Subsidiary 7
Assessment centers Greek 1.862069 -0.2090
Foreign/Subsidiary 2
Internet/ Social media Greek 2.103448 0.4786
Foreign/Subsidiary 1.75
Other Greek 1.344828 -2.6487
Foreign/Subsidiary 3
4.3. Recruitment and Selection practices VS Hotel Size (H1b)

Concerning the size of hotel, in number of employees, literature claims that the bigger
the establishment, the more likely is to implement a wider range of recruitment and
selection practices so as to spot, attract and hire, these employees having the
necessary skills and attitudes to perform well and offer a high level of service.

However, in Greece and in hotel industry in particular, the majority of firms are small
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or medium in size, employing less than 250 employees. Thus, since our sample was

quite skewed towards hotels employing less than 250 employees, two categories

where created for the purposes of H1b testing (less than 200, and greater than 200).

From the analysis of data it comes out that (Table 6), means and standard deviations

of recruiting practices are non-significant, apart from the case of job rotation.

Table 6: Recruitment Practices VS Hotel Size

Recruitment Practices Size (number of employees) Mean t-test (a = 5%)
Promotion <200 4.043478 -0.7017
>200 4.5
Transfer <200 3.478261 -1.1853
>200 4.3
Job Rotation <200 3.608696 -2.4427*
>200 4.9
Agencies <200 2.478261 -0.1690
>200 2.6
Liaison with universities <200 3.304348 -0.5121
>200 3.7
Job fairs* <200 2.521739 0.2078
>200 2.4
Walk ins, unsolicited resumes <200 3.695652 0.4196
>200 3.4
Employee referrals <200 4.173913 -0.4301
>200 4.4
Company website <200 3.217391 -0.5441
>200 3.7
Internet/Social Media <200 2.782609 -0.8885
>200 3.4
Print Advertisement <200 3.478261 1.4860
>200 2.3
Internal job posting <200 3.782609 -1.7765
>200 5.1
Other <200 1.826087 0.5365
>200 15

Regarding for selection methods, application forms and interviews are almost always

used by large hotels-mean 6.9- and very often by hotels employing less than 200

employees- mean 5.2). Resume screening, reference checks are very often used by

both size of hotels, while the selection methods mix remains the same (Table 7).

In turn our null hypothesis of equality is accepted and thus H1b is rejected, suggesting

no significant difference between small and large hotels.
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Table 7: Selection Practices VS Size of Establishments

Selection Practices Size (number of employees) Mean t-test (a = 5%)
Reference checks <200 5.782609 -0.1995
>200 5.9
Application forms <200 5.173913 -2.7649*
>200 6.9
Resume screening <200 5.521739 -1.9201
>200 6.6
Knowledge Tests <200 3.434783 -0.5236
>200 3.9
Performance/Work sample tests <200 3.826087 0.2772
>200 3.6
Ability tests <200 2.565217 -0.0496
>200 2.6
Motivational inventories <200 2.521739 -1.1016
>200 3.3
Personality inventories <200 2.782609 -1.2230
>200 3.8
Integrity tests <200 2.478261 -0.8186
>200 3.1
Interviews <200 6.304348 -1.2942
>200 6.9
Assessment centers <200 1.826087 -0.3717
>200 2
Social media <200 2.086957 0.1653
>200 2
Other <200 1.478261 -0.4527
>200 1.7
4.4, Effectiveness of Recruitment and Selection Practices

Referring now to how much effective recruitment and selection practices are
evaluated by all HR managers, in Greek and foreign hotels, and regardless of star
category and hotel size, it appears that the level of effectiveness is quite similar.

The recruitment methods considered to be more effective are: promotion, transfer, job
rotation, employee referrals and job posting, without though any of them to be
considered as very much effective (mean 4.91 max in a 7 point Likert scale), (Table
8).
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Table 8: Effectiveness of Recruitment and Selection Practices (Rating)

RECRUITMENT
Practice Mean SELECTION
Promotion 491 Practice Mean
Transfer 4.36 Reference Checks 5.58
Job Rotation 4.42 Application Forms 4.79
Recruitment Agencies 3.73 Resume Screening 5.27
Liaison with universities 3.58 Knowledge Tests 3.85
Job Fairs 2.88 Performance/ Work Sample Tests 4.45
Walk-ins, Unsolicited resumes 3.42 Ability Tests 3.67
Employee Referrals 4.42 Motivational Fit Inventories 3.48
Internet (Company Website) 3.82 Personality Inventories 3.48
Internet (Social Media) 3.15 Integrity Tests 3.45
Print Advertisement 3.82 Interviews 6.21
Internal Job Positing 4.21 Assessment Centres 3.33
Other 3.00 Social Media 2.73
Other 221

Selection methods seem to score higher (mean up to 6.21) in their effectiveness. The
methods considered to be more effective are interviews, reference checks, application
forms, resume screening and work sample (Table 8). Thus, it can be assumed that
even recruitment methods score lower in effectiveness, selection methods work more

effectively.

5. Discussion
The hotel HR practices mix of recruitment and selection examined in this study are
not differentiated by size, class and ownership of hotel. In particular the research
findings reveal that the use of resume screening and recruitment interview is very
high for both categories of hotels and irrespectively of hotel size and type of

ownership. This finding is similar to other researchers’ findings (Kapiki, 2012; Chan
& Kuok, 2011).
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A major finding about 5* and 4* hotels is that, apart from formal application forms
and resume screening as selection methods, there is high similarity in the use of
recruitment and selection practices. An explanation for this might be that 4* and 5*
hotels are looking for the same profile of employees, with similar skills and abilities,
and consequently they apply similar practices to attract and hire them. Although not
significant, an interesting finding to note is that there is a tendency for both 4* and 5*
hotels to use interviews a lot, and for 5* in particular to use reference checks and
knowledge tests much more than 4* hotels. This finding might be justified by the
bigger size of 5* hotels and by the fact that in Greece interviews and reference checks
are preferred as considered to better predict employee performance (Nikolaou &
Judge, 2007).

Both Greek and foreign hotel firms, rarely use recruitment agencies as a method of
recruiting. This may happen because this method is quite expensive and away from
the Greek culture (Stavroulakis, 2009). In addition, as an expensive method, it is not
preferable for an industry with high turnover rates, which needs to repeat the process
often (Hoque, 2013; Davidson & Wang, 2011).

Internal recruitment methods such as promotion and transfer of employees are more
frequently used by foreign subsidiaries comparing to Greek hotels (the degree of use
varies very substantially). This probably happens because they want to maintain
already existing talent, or because they value more loyalty compared to expertise, or
maybe because they prefer to train their already existing employees who are already

familiar with their firm’s culture (Aycan et al., 2000).

The high level of similarity of recruitment and selection practices used by Greek and
foreign hotels, is an indication that foreign hotels are having a flexible IHRM
orientation and are moving towards local isomorphism. The reason for this is
probably the cultural and institutional context in Greece (host-country specific
factors). With the second being too restrictive and the first too distinctive, MNEs want
to avoid cultural myopia and becoming ineffective and thus, tend to use similar to
local hotels practices (Chung, 2015; Brewster & Suutari, 2005; Myloni, 2002; Aycan
et al., 2000).
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The little use of contemporary recruiting and selection methods by the hotel industry
in Greece is a major finding of this research. This is compared to similar findings by
other researchers (Yang & Cherry, 2008; McGunnigle & Jameson, 2000; Cheng &
Brown, 1998).

The low rating of recruitment methods effectiveness (max 4.9 in a 7-point scale) is
not surprising for the hotel industry. This may be attributed to the high turn — over and
to the reasons associated with it (low paid work, job insecurity, seasonality, not clear
and promising career path, few opportunities for development, etc.), as well as to the
fact that hotel human resource managers use mostly cost effective methods (i.e.
internal methods) of recruitment which do not attract the most suitable of candidates
(Young — Thelin & Baluk, 2012).

Conclusion
The findings of this study suggest that for 5* and 4* hotels, star category, size, and
ownership seem to bring overall no statistical significant differences in the choice and
implementation of recruitment and selection practices. The use of old — fashioned and
low cost methods is very typical of the (Greek) hotel industry. Regarding their
effectiveness, internal recruitment methods seem to be more effective compared to
external recruitment ones. Promotion, transfer, job rotation, employee referrals and
job posting score higher of all recruitment methods in their effectiveness. Regarding
the selection methods used, interviews, reference checks, application forms, resume
screening and work sample seem to be more effective. Overall, selection methods

work more effectively, compared to recruitment methods.

The study has both managerial and academic implications. From an academic point of
view, it contributes to the literature of International HRM in hotel industry. It adds to
the existing literature about HRM practices in Greece and especially recruitment and
selection practices, but more importantly, it adds to the very limited research in the
area of Greek hotel industry and HRM (Kapiki, 2012). From a managerial point of
view, it enhances industry understanding, as it provides knowledge to both Greek and

foreign managers/hotel owners who already have or they aim to have a hotel
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operating in Greece, indicating the most used and effective recruitment and selection

methods.

The small sample number of foreign subsidiaries in the sample does not allow making
meaningful comparisons between Greek and foreign subsidiaries and thus statistical
significant results cannot be yielded. It should be though noted that the number of
Greek owned hotels operating in Greece far outweigh the foreign ones. Due to that
reason results cannot be generalised to the whole Greek hotel industry, as there might
be several factors (such as seasonality, local business culture and prevailing labour
market conditions) affecting the implementation and transfer of recruitment and

selection practices in hotels. (Daskin & Tezer, 2012).

The increasing number of hotel MNE’s all over the world calls for an investigation
about the factors affecting transferability of HR practices (from mother companies to
local subsidiaries). In particular an intercountry research about the cultural factors
affecting the HR practices might be of great interest to MNE’s hotel enterprises. A
comparison of the recruitment and selection practices applied, controlling for specific
factors such as years of hotel operation, resort vs business/city hotels and international
vs national/local chains, would also add to the literature. Research about the effect of
recruitment and selection practices on the employment stability index and labour
turnover index, would indicate the more efficient sources and methods of attracting
and selecting employees. Metrics about HR practices and in particular about
recruitment and selection (if used at all) in the Greek hotel industry would be an
interesting piece of research.
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