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ABSTRACT 

The study assessed the extent to which motivation contributes to labour unrest 

in SME's in the Tamale Metropolis. The research problem was the fact that 

most labour unrest situations in SME's originates from conflicts between an 

employer and a group of workers over demands made either by workers or by 

an employer. A descriptive study design was used to gather information from 

145 employees selected across One hundred and fifty-five (155) small and 

medium-size enterprises which were registered with the business development 

department of the Metropolitan Assembly at the time of the study. Both 

purposive and simple random sampling methods were used to select the 

respondents. Questionnaires were respectively administered to the 

respondents. The data was analysed by means of descriptive and inferential 

statistics using the Predictive Analytical Software (PSW). The study revealed 

that there is a positive relationship between motivation and unrest situations in 

small and medium enterprises in the area and that its largely seen as a social 

problem that has plagued most Ghanaian Institutions, especially the small and 

medium enterprises for many decades. It predates to the independence of 

Ghana and has not ceased even with the passage of the Labour Act, 2003 (Act 

651) that is touted as efficacious in preventing labour disputes from escalating 

into labour unrest. It is recommended that consent and knowledge of the staff 

in the SME's be included in the design of policies meant for the day-to-day 

running. 
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CHAPTER ONE 

1.0 Introduction 

This chapter presents the general introduction to the study. It commences with the 

presentation of background information on motivation. Moreover, it presents the 

study's problem statement, the justification of the study and a framework 

conceptualizing the theme of the study are presented in this chapter. Again, the 

general objective, the specific objectives and the research question of the study 

were looked at. The section is climaxed with the organization of the study. 

1.1 Background to the study 

Managers are basically responsible for ensuring that tasks or occupations are done 

through staff in the correct way. To accomplish this, supervisors must guarantee 

that they have equipped work force divisions for the enlistment of the best staff 

that can do the employment. For any organisation to minimize all types of worker 

turmoil at work corning about because of motivations, there is the requirement for 

the staff to be adequately propelled (Fox, 2007). Hodgetts and Heger (2008) 

affirm this statement by saying that a standout amongst the most vital inquiries in 

human relations today is: How would you motivate individuals to get things done 

without fomentations? The answer lays on the comprehension of what motivation 

is, for it is roused staff who at last complete things and without such individuals 

no organisation can be powerful. Understand that people have different 

necessities, goals and objectives and will act unmistakably toward procuring or 

finishing their destinations or fulfilling their need. As indicated by Fox (2007), 

singular staff contrast essentially to such a degree, to the point that no two people 
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will demonstrate a similar response to a specific boost and along these lines not 

all workers will be persuaded by similar components. 

Subsequently, effective worker influence can emerge from an assortment of 

intentions. For example, two individuals doing comparable employments may 

both be productive for different reasons, one agent may be energized by the 

commission earned on arrangements, while the other may be more stressed over 

meeting bargains targets. This makes an inconspicuous distinction in the topic 

since motivation as a tool to control distress at work places shifts from individual 

to individual and from organization to organization. These are the difficulties 

managers are gone up against with in outlining proper motivational instruments 

that will have the capacity to meet with the normal to keep up a steady climate 

inside the organization. This along these lines stimulates more basic scholarly 

thinking inside the branch of knowledge. In this light a great deal of scholastic 

literary works from researchers and rehearsing supervisors have investigated how 

motivation can make positive environment inside which authoritative objectives 

are. Successful directors will distinguish these distinctions and need inadequacies 

in staff so as to decide the proper systems, considering the way that employees are 

stirred in an unforeseen route, to ensure an incredibly vigorous workforce. 

Managers need to understand that there is no such thing as a normal 

representative of motivation and gone are the days where a "one scale fits all" 

approach, similar to a presentation by a motivational speaker, will have a roused 

workforce accordingly. Fox (2007) states that under similar circumstances the 

same factor will bring a positive reaction among some employees and a negative 
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reaction among others. In the light of these facts it makes sense that organisations 

create the enabling environmental atmosphere by going extra miles to analyse the 

factors affecting employee motivation and continuously measure the motivational 

levels of their workforce. Steps to improve employee motivation, by means of 

appropriate strategy application, can only be taken once the factors are known and 

properly analysed. 

For the continued success of an organisation, motivated employees are very 

important. The issue of motivating staff is a continuous journey that organisations 

need to undertake. Low motivation levels of employees reflect poor performances 

and ultimately on the overall impression of the organisation which in most cases 

may lead to unrest situations at work. Motivated employees on the other hand will 

ensure that the company flourishes. Increased motivation will result in a "feel 

good" factor spread throughout the organisation. 

The people employed by organisations are ultimately responsible for wealth 

creation in the organisation and motivating them well will ensure that the 

organisational goals are achieved and simultaneously satisfy the theory of the firm 

which, according to Salvatore (2001), the essential objective or goal of the firm is 

to amplify the riches of the firm or estimation of the firm. Striking a harmony 

between hierarchical objectives and representative individual objectives will go a 

long way to ensure a workforce that is motivated to achieve the corporate goals 

that are expected of them while simultaneously satisfying their own personal 

goals and needs which in a long way keeps the work environment far from all 

forms of unrest situations. 

3 
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1.2 Statement of the problem 

In recent past, there have been labour agitations between employers (especially 

the Government) and organized labour in Ghana. On the 14th of July 2014, the 

Trades Union Congress of Ghana (the United family of workers in Ghana) (TUC), 

embarked on a Nationwide demonstration to protest what they called low incomes 

of employment which cannot cater for high cost of living, (TUC, Ghana charter, 

2014). Whiles employees felt they are not well motivated to meet the expectations 

of the employers, employers on the other hand argue that they had done enough, 

stressing on the fact that motivation is not all about remunerations but goes 

beyond monetary benefits which they have adequately catered for. Employers 

therefore expect full cooperation from employees rather than agitations which 

could possibly lead to all sorts of unrest situations at the work place. 

4 

Motivation, per Nel, van Dyk, Haasbroek & Schultz (2004), is an extremely 

complex issue because of the uniqueness of individuals and the extensive variety 

of inside and outside variables that effect it. Motivation in principle and practice 

has become a troublesome subject addressing a few controls at the work place. 

Despite the fact that a considerable measure of academic research has been done 

on motivation, this subject is not clearly understood and more often than not 

poorly practiced which in many cases leads to labour unrest at workplaces. 

According to Mills, Bratton and Forshaw (2006), motivation is one of the most 

researched yet misunderstood concepts. It is a subject many would say has been 

researched to death, yet there are still far more questions than answers. 
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According to Coetzee (2003), the improvement of employee morale for work 

which includes the unlocking and utilisation of their potential and motivating 

them is probably the greatest challenge facing managers and supervisors today 

and in the future. Cronje, du Toit and Motlatla (2000) state that shareholder's 

wealth creation and therefore Profitability is a function of the behaviour of the 

employees of the business, and it follows that successful influencing of that 

behaviour is the key to higher wealth creation. 

Employee motivation must be commensurate with in Ghana and for that matter 

around the world. It is a matter of serious concern within Nations because of its 

potential effect of labour unrest with consequence of reducing the pace in the 

development of economies. This study therefore, seeks to address motivational 

levels of employees and to find out whether it triggers labour unrest in Small and 

Medium-Scale Enterprises in the Tamale Metropolis. 

1.3 Objectives of the study 

The general objective of this research is to analyze how well motivation can help 

improve employer and employee relationship at work place rather than fueling 

labour unrest in small and medium-scale enterprises in the Tamale Metropolis. 

The specific objectives of the study will be to: 

1. To assess the various ways by which small and medium-scale enterprises in 

the study area motivate its employees. 

2. Explore approaches to motivation that could be further developed and 

improved upon to reduce labour unrest in small and medium-scale enterprises 

of the study area. 
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3. To examine employee's knowledge on labour unrest in relation to the legal 

framework of the labour act of Ghana in small and medium scale enterprises. 

1.4 Research questions 

The following research questions guided this study. 

1. How do small and medium scale enterprises motivate their employees in the 

study area? 

2. Can further development of motivational approaches practiced in the study 

area reduce labour unrest at workplaces? 

3. What is the legal framework of labour III Ghana which regulates unrest 

situations when they arise in small and medium-scale enterprises in the study 

area? 

1.5 Significance of the study 

The study is significant because it will serve as a guide for small and medium 

scale enterprises in the Tamale metropolis to modify and improve strategies 

towards motivating employees in order to reduce employee unrest situations in 

the area and in Ghana as a whole. This would be inferred from the data gathered 

from the respondents, and the suggestions offered by the researcher. The study 

would among other things, provide an outlet for further research in the industry. 

6 
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7 

1.6 Delimitation of the study 

The study is limited to some selected management and employees of small and 

medium-scale enterprises in the Tamale Metropolis of the Northern Region of 

Ghana 

1. 7 Organisation of the study 

This write-up is divided into five chapters. Chapter one is the introduction. It 

provides information on the main theme of the study which highlights the 

background to the study, problem statement, research objectives and research 

questions, significance of the study and delimitation of the study. Chapter Two 

reviews the relevant literature in this area of study. The Methodology of Research 

is found in chapter three. The data gathered are reported, discussed and analysed 

in Chapter Four. Finally, the conclusion and recommendations are captured in 

Chapter Five 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

In this Chapter, a review of related literature is presented. It takes a look at some 

international concerns about employee motivation and the role it plays in 

employee-work-cohesion rather than fuelling employer-employee unrest 

situations at work places, an overview of the legal framework of the labour Act in 

Ghana, the various ways by which small and medium-scale enterprises motivates 

its employees and finally, the motivational tools that could be further developed 

and improved upon in order to minimize labour agitations which compromises 

labour unrest in small medium size enterprises in the Tamale metropolis. 

8 

2.1 Some international concerns about employee motivation 

The history of motivation can be traced back to the earlyI800'. It was also the 

time when the concept of an "employee" came about. Starting from 1760 to 

sometime between 1820 and 1840, there was a transition to use technologies to 

enable mass production. Steam control changed the condition significantly, 

expelling the impediment of wind and muscle control that the manufacturing 

plants depended on at first. 'Spinning Jennies' rolled increasingly, smoke spewed 

out of factories smelting iron (Henry Knoll, 1801). Factories producing chemical 

were large and dangerous, but there were no shortage of people working in them. 

The population and average income started to demonstrate an exceptional 

maintained development raising the expectations for everyday comforts of the 

masses. It was the rising of the mechanical society that moreover delivered the 
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possibility of a sorted-out work-drive using development to engage vast scale 

producing. The pre-modem culture of production was fundamentally agrarian 

with restricted generation limit of resources. Enough source of motivation was 

giving if you were working day and night on farm-work or go hungry. If people 

were not ready to get up in the morning and start working really hard, there would 

be no food on the table. Cause and effect was clear (Henry Knoll, 1801) 

9 

The modem period changed all that. Steam conveyed considerably more power 

for significantly less fuel. Mining, Metallurgy, Textiles, chemical and Machine 

tools-everything changed forever. Factories began to expand bigger and bigger. 

Without precedent for the historical backdrop of humankind, countless were 

congregating at a solitary place and collaborating to create things-deliberately not 

as detainees or slaves. It was simply an issue of time before division of work was 

around the bend with errand being separated into parts for more noteworthy 

effectiveness. Motivation was mostly about sticks (punishment for not doing a 

task in this era of frenzied growth (Henry Knoll, 1801). 

However, the modem use and practice of motivation can be traced to content 

scholars of motivation such as Abraham Maslow, Shajahan and Shajahan and 

many others. According to Shajahan and Shajahan (2004), content (or static) 

theories of motivation focus on internal or intrapersonal factors that energise, 

direct, sustain and or prohibit behaviour. These theories explain forces of 

motivation by focusing on individuals' needs. In the endeavor to recognize the 

particular strengths which, rouse individuals, content hypotheses concentrate on 

both characteristic (needs and thought processes) and extraneous inspirations, (for 
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2.2 The various way through which small and medium-scale enterprises 

motivate employees 

Motivation has been an issue of concern in the past and has established it-self as 

an integral part of current organizational settings. Motivation is quite complex to 

comprehend thus placing awareness to the fact that several factors influence 

employees behaviour in a particular organization. A portion of the reason being 

that, what persuades one laborer won't propel the other representative inside a 

similar organization. McShane et al characterizes motivation as " ... a consider that 

exist a person which can possibly influence the way, quality and excitement of 

carrying on towards work". (McShane & Von Glinow 2003). The above meaning 

of motivation has been upheld by Petri and Govern, " motivation is the possibility 

that clarifies the pushing power in a person that clarifies contrasts in force of 

conduct" (Petri & Govern 2004). 

Persuaded workers are willing to devote time to certain level of commitment for a 

particular objective in an organization and hence stable environment. Certain 

activities which incorporate changing occupations that employees perform, 

cutting down the levels of progression and consigning numerous workers in the 

impact methodology are adequately imperative to hurt the levels of trust and 

example, cash and status) which can persuade individuals (Coetzee, 2003). 

Probably the most famous and best known about these more established substance 

speculations of inspiration incorporates Abraham Maslow's progressive system of 

requirements theory, lderfer's ERG theory of motivation, Hertzberg's two-factor 

theory and McClelland's learned needs theory. 

10 
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obligation basic for delegates to perform above work necessities. Besides, 

representative needs are changing as more youthful eras of workers have 

distinctive desires to their work than more established employees. This is as a 

result of globalisation which has brought variations to the complex issue of 

motivation at the market place (McShane & Von Glinow, 2003). 

Many studies had been carried out on the issue of what motivates employees. 

The theories of motivation seek to justify why certain employees act or do things 

in a certain way. For the purpose of this research I considered the following 

theories to be vital in this study: The Maslow's hierarchy of needs, Herzberg'S 

Motivation-hygiene theory, Fifty-Fifty theory and Vroom's Expectancy theory. 

2.2.1 Types of employee motivation 

Motivation has essentially been classified into two wide classes. As indicated by 

Maslow, its either Intrinsic or Extrinsic in nature. 

2.2.1.1 Intrinsic motivation 

Intrinsic motivation alludes to inspiration that originates from inside an 

individual as opposed to from any outer or outside prizes, for example, cash or 

evaluations. The motivation comes from the pleasure that an individual gets 

from the task itself or from the sense of satisfaction in completing a work or 

task (Abraham Maslow, 1986) 

An intrinsically motivated student will like to always work on a math equation, 

for example, because it is enjoyable to him or her. Or an intrinsically motivated 

person will work on a solution to problem because the challenge of finding a 

solution provided a sense of pleasure. In either case do the persons work on the 

11 
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I 
task because there is some reward involved, such as a prize, a payment, or in 

the case of student's grade? Intrinsic motivation does not mean that a person 

will not seek rewards for performing a task. It indicates that such outer prizes 

are insufficient to keep an employee persuaded. An inherently roused 

understudy student, for example, may want to get a good grade on an 

assignment, but if the assignment is not interesting to the students, the 

possibility of a good grade is not enough to make that student motivated to put 

any effort into it. 

2.2.1.2 Extrinsic motivation 

Extrinsic motivation refers to motivation that comes from outside to an 

individual. The motivation factors which are external or outside include 

rewards such as money, recognition, promotion. These rewards provided 

satisfaction and joy that the undertaking itself may not give. An extraneously 

inspired individual will work on a task even when they have little interest in it 

because ofthe anticipation satisfaction they will get. 

Extrinsic motivation does not mean, however that a person will not get any 

pleasure from working on or completing a task. This implies the delight they 

envision from some outer prizes will keep on being a propelling component 

notwithstanding when the undertaking to be done holds little or no enthusiasm 

by any stretch of the imagination. An extraneously spurred student, for 

instance, may despise a task, may find it boring, or may have no interest in the 

subject, but the possibility of a good grade will be sufficient to keep the student 

12 
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spurred all together for him or her to advance the push to do well on an 

undertaking. 

2.2.2 Maslow's Hierarchy of Needs 

Different scholars have put forth different explanations on how motivation can 

create stable work environment within an organisation. Conspicuous among them 

is Maslow with the hypothesis of "Maslow's Hierarchy of necessities". Thusly, 

Maslow in 1943 contemplated that individuals have an inward need pushing them 

on towards self-realization (satisfaction) and individual predominance. Maslow 

concocted the view that there are five distinct levels of requirements and once we 

happen to fulfill a need at one phase or level of the chain of importance it has an 

impact on our conduct. At such level our behaviour tends to diminish, we now put 

forth a more powerful influence on our behaviour for the need at the next level up 

the hierarchy. 

Firstly, people are propelled by Psychological needs: By Maslow this mental 

needs shapes the essential requirement for survival and this may incorporate 

nourishment, warmth, garments and safe house. At the point when individuals are 

ravenous, don't have safe house or garments, there are more spurred to satisfy 

these needs because these necessities turn into the significant impact on their 

conduct. But on the other hand, when people don't have a deficiency in those 

basic needs (psychological needs), their needs tend to move to the second level 

where it is equally seen by Maslow as the higher order of needs. The second level 

is viewed as the security needs: Security tends to be the most fundamental need to 

individuals at this level. This is communicated in security in the worker's 

13 
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/\ 
Self ·actuallsatlon 

personal growth and fulnment 
I \ 
Esteem needs 

achievement status, re$pQn~billty, reputation. 
-- 

I \ 
8elonglngness and Love needs 

fami~, affection, relatio.n~lips, work group, etc 
I \ 

Safety needs 
protection, securlty, order, law, IlmttsJ stab1lfty, etc 

I \ 
BfolO(llcal and Physiological needs 

baslc life needs· alr, food, drink, shelter, wamlth, sex, ~eep, etc. 
I \ 

wellbeing and family. The third level of necessities by Maslow was the social 

needs. At the point when feeling secured and safe at work, staff will now put 

work relations as their core interest that is trying to build up a good friendship, 

love and intimacy. As we keep moving up the ladder we will have self-esteem 

needs: This fourth level of needs by Maslow presents the recognition to be 

accepted and valued by others. The highest or last level of Maslow's need is self- 

actualization needs: Self-actualization was to develop into more and more what 

one is to become all that one is competent of becoming. (Srivastava 2005) Figure 

1 below illustrates Maslow's five stage hierarchy of needs. 

14 

Figure 1: Abraham Maslow's five stage hierarchy of needs 
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2.2.2.1 Critiques of Maslow's theory 

Wahba and Bridgewell in their extensive review of Maslow's theory in 1999 

found little evidence for the ranking of needs which Maslow portrayed or even the 

presence of an unmistakable chain of command. Maslow's hypothesis has been 

condemned for this obvious unbending nature. It is sketchy whether needs can 

simply be positioned in a basic progressive frame. Maslow himself addresses the 

legitimacy of an unbending requesting of requirements, since people are probably 

going to have distinctive needs (Needham, 1999). 

2.2.3 Herzberg's two factor theory 

Herzberg had the thought that those variables which cause work fulfillment are 

the inverse to those that causes work disappointment. Herzberg survey was 

carried from a group of accountants and engineers. Herzberg in his reviews 

thought of the conclusion that workers are impacted by two variables that are; the 

motivators and hygiene factors. Motivators create job satisfactions which include 

accomplishment, acknowledgment, self-sufficiency and other natural viewpoints 

when there are satisfied. Then again, he came up the cleanliness variables which 

will upgrade disappointment when they are not satisfied. Motivators are those 

elements which give sentiment work fulfillment at work. These components 

impact the methods for work in an organization; for example, offering obligation 

to pass on an enhance task inside an affiliation and outfitting the person with the 

fundamental conditions will provoke to advancement and movement to more 

raised sum endeavors. Helpers are those components which start from inside a 

man that is trademark. These elements could be accomplishments, enthusiasm for 

15 
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the assignment, responsibility of enlarge task, growth and advancement to higher 

level. Herzberg hygiene components make an appropriate workplace however not 

increment in fulfillment. For instance, low pay can cause job dissatisfaction which 

will affect employees' performance. Hygiene variables are fundamental to ensure 

that the workplace does not form into a disgruntled situation. Typical hygiene 

factors are salary, working condition, status, company policies and administration. 

(Saiyadain 2009) 

2.2.4 John Adair's Fifty-Fifty Theory 

The fifty-fifty hypothesis was created by John Adair as a motivational element 

that could impact representative attachment and extreme objectives of firms. 

From his recognition 50% of inspiration originates from inside a man and the 

staying 50% originates from the earth, chiefly from individuals around us. This 

control is not used to proclaim the correct extents, but rather it tries to clarify that, 

fifty for every penny of our inspiration originates from inside us and fifty for each 

penny from an outer impact, that is, from our surroundings, especially from the 

general population around us. These perceptions are characteristic as opposed to 

numerical and they may vary from individual to individual. Inside these critical 

outer elements, the nature and nature of the administration present is basically 

essential. Consequently, the intense connection amongst initiative and inspiration 

gets to be distinctly fundamental to decide worker's inspiration. The Fifty-Fifty 

control has the advantage of reminding pioneers that they have a key part to play 

for the achievement or disappointment in the inspiration of representatives at 

work. Luckily, or shockingly not everyone of the cards are in their grasp, for they 
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are managing individuals who are self-inspiring in different degree. That is, 

administration can help in the setting up of workers' pay rates and rewards yet a 

definitive energy to pay nor not to pay lay on endorsement of the executives and 

shareholders. These are the difficulties that defy the representative administration 

to excite worker inspiration with the workplace (John, 2007). 

2.2.5 Vroom's Expectancy Theory 

The idea of the expectancy hypothesis was initially created by Victor Vroom and 

was distributed in 1964.Victor Vroom offered an anticipation way to deal with the 

comprehension of inspiration. Subsequently, inspiration is a result of the foreseen 

esteem to a man in an activity. He saw likelihood that the individual's objectives 

would be refined as a result of the foreseen esteem in an activity. Along these 

lines the Vroom' model is worked around the ideas of significant worth, hope and 

compel. The idea of constrain is in general equal to inspiration and might be 

appeared to be the logarithmic whole of the results of valences and desires Thus, 

Inspiration (compel) = Valence x Expectancy 

Valence is the quality of an individual's inclination for a result or objective. The 

quality might be negative (dread downgrade or exchange to less essential 

employment) or positive (prospect for advancement). Hope is the likelihood that a 

specific activity will prompt to a required result. In the event that the worker has a 

specific objective, some conduct must be delivered to finish that objective. The 

representative needs to measure the probability of different practices that will 

fulfill the coveted objectives and select the best conduct. Along these lines the 

worker's motivation as per Vroom might be enlarged by changing the recognition 
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or by boosting the hope level through better correspondence and increasing the 

real reward that will come about. Vroom's hypothesis elucidates the relationship 

between the representative and the hierarchical objectives and perceives the 

contrasts between workers in creating work inspiration. Moreover, this hypothesis 

is predictable with the possibility that a director's occupation is to outline a 

domain for execution, essentially considering the distinctions in different 

circumstances. In this manner, Vroom's hypothesis is very steady with 

administration by targets. Be that as it may, this hypothesis is hard to look into 

and is defied with down to earth troubles in its application (Bose, 2004). 

Vroom handles three convictions and carries out with some clarity and relevance. 

Each of the convictions manages what workers think will happen on the off 

chance that they put out push to perform. The main (Bl) includes the relationship 

amongst exertion and execution, that is, (B 1) is the worker's conviction about the 

likelihood that exertion will prompt to execution. Another definition is that, B 1 is 

the desire that exertion will prompt to achievement. (B 1) can be seen as the 

workers feeling about paying little respect to whether what is typical ought to be 

conceivable. The second (B2) contains with the relationship amongst execution 

and results, that is, the worker's conviction about the likelihood that execution 

will prompt to results. B2 can be expressed in various ways, that is the worker's 

conviction about the relationship between "what you do" and "what you get." It is 

the conviction about results taking after execution and the third (B3) takes a 

gander at the relationship amongst results and fulfillment. The third conviction 

(B3) is the worker's conviction about how fulfilling or satisfying the results will 
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be. It is the conviction about how satisfying or beneficial they will be. It is the 

conviction about how much esteem the results will have later on when they are 

gotten, as opposed to what their esteem is currently (Green 1992). 

2.3 Reward Systems for Employees 

A staff reward framework includes an association's joined approaches, procedures 

and practices for remunerating its workers in amicability with their commitment, 

aptitudes and fitness and their reasonable value. It develops inside the structure of 

the association's reward reasoning, methodologies and arrangements. The reward 

frameworks of workers have game plans as procedures, practices, structures and 

strategies which will give and keep up fitting sorts and levels of pay, advantages 

and different types of reward. The reward framework comprises of money related 

prizes (settled and variable pay) and representative advantages, which together 

contain add up to remuneration. The framework additionally joins non-money 

related prizes (acknowledgment, applaud, accomplishment, obligation and self- 

awareness) and by and large, worker appraisal administration forms (Armstrong 

2002). 

An organisations's reward framework is the route by which it empowers and 

debilitates certain attributes of the representatives. The most vital hardware of the 

reward framework incorporates pay rates, rewards and benefits. The reward 

framework as a way to bolster advancement by workers is a genuinely mechanical 

however by and by viable administration strategy. Once the individuals from an 

organisation comprehend that they will be compensated for such exercises, they 

will probably work innovatively. The activity to give money related and non- 
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budgetary prizes to individuals and gatherings who create imaginative thoughts is 

essential for associations. Be that as it may, it is similarly crucial to abstain from 

rebuffing imagination when it doesn't bring about exceedingly effective 

advancement (Griffin, 2006). 

Remunerate frameworks are essential since they offer inclination to benefit over 

self-intrigue. It additionally implies there should be an evenhanded conveyance of 

riches. One trial of value is the means by which well to avow the way that the 

achievement of the organization is in the hands of individuals at every level. An 

organization's riches and esteem, in the broadest sense, is then a group creation. 

(Square, 2005) 

2.3.1 Purposes of Reward 

Rewards as regularly called repay structure in an entity is basic in any relationship 

as the strategy that is in summon of human lead inside an affiliation. It confirms 

execution in connection to current objectives as well as impacts the likelihood of 

individuals joining and staying in an association. It additionally shapes how much 

exertion is coordinated in the advancement of the association future abilities. In 

the event that accurately outlined or controlled, reward frameworks can prompt to 

alluring conduct for a firm. Then again, if mistakenly planned or directed, 

remunerate frameworks can prompt to the consistent weakening of an association 

and why not its quick end (Flarnholtz, 1996). 

Each organization is in rivalry with different organizations III comparable 

organizations in an industry or in different organizations for selecting and holding 

productive workers. For example, two expert game associations may look for 
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good contender for front-office employments. Two wellness clubs may require 

great bookkeepers. The supervisors in these conditions must remember that the 

potential competitors are employable in various types of associations. A 

bookkeeper may discover lucrative occupations with a development organization, 

a law office, a doctor's facility, or a college. In this manner, the chiefs must ensure 

that its reward structure is comparable to the market rate. A powerful reward 

framework should empower aggressiveness with those of alternate firms looking 

for a specific sort of competency and ability which is all the more striking to 

forthcoming hopefuls. As indicated by Lawler Company, chiefs can configuration 

compensate frameworks to lessen non-attendance by connecting rewards to levels 

of participation. This procedure is especially positive in remuneration for low 

employment substance and poor working conditions that can't be made strides. 

Encourage all the more, a portion of the employments in office administration 

organizations might be basic and routine and in this way may need motivational 

properties. The office administrator may endeavor to diminishing such non 

appearance by connecting certain prizes to participation. For instance, the 

supervisor may set a strategy of giving a financial reward or additional days of 

paid leave for a perfect or close impeccable participation. Organization's 

adequacy is increased through representative attachment that thusly can be 

encouraged by a successful reward framework. Watchman and Lawler propose 

that the linkage amongst execution and reward (that is inborn and outward 

rewards) is a solid element affecting ensuing execution (Chelladurai, 2006). 
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2.3.2 Financial Reward 

Many types of financial inducement exist. Some directly provide the employee 

with cash. Bonuses based on performance against budget, quality or other 

standards may be used as immediate financial incentives. Management rewards 

by bonuses have become popular in some companies as a means of providing 

employees with an immediate buster for completion of a project or activity. While 

the number of company's delivering cash, awards has increased, only some small 

percentage in the range of less than 10% actually use such rewards at present 

(Ulrich & Lake 1990). 

Most companies make use of financial compensation plan to motivate their 

employees. Sales contests are short term incentive programs that can be an 

effective motivational tool if they are cautiously and accurately designed. A 

business challenge ought to have an exact reason, for example, to increase in 

deals in transient offers of moderate moving items or getting new clients. The 

design of the sales contest should take into consideration the following points: 

each salesperson has an equal opportunity to win, use sales quotas and select 

either open ended in which unlimited number of sales per-sons can win. In 

addition to the above, closed ended contest could be use in which there are limited 

number of salespersons winning the contest. Prizes should be attractive, each 

consisting of cash prizes. At least 10 percent of the budget should be spent on sale 

contest, so there is an excitement in the company. Care should be taken in or-der 

that employees do not use undesirable methods such as using pressure tactics to 
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attend their targets. In order to reduce the undesirable method is not to announce 

the contest period in advance (Havaldar & Cavale 2007). 

High level executives of most companies have separate compensation programs 

and plans. These programs anticipated to reward these executives for their 

performance and for the performance of the company. The senior executives 

collect their compensation in two forms. One is a base salary as the case maybe 

with the staff member or professional member of the company. The base salary is 

a definite amount that the employees will be paid. Above the base salary, most 

executives also receive one or more forms of incentive pay. The conventional 

manner of incentive pay for executives is in the form of bonuses. The bonus 

rewards thusly are for the most part dictated by the execution of the organization. 

Thus, at the end of the year, some fraction of a corporation profits may be 

diverted into a bonus pool. Senior executives then receive a bonus ex-pressed as a 

percentage of this bonus pool. The chief executive officer and president are 

apparently likely to obtain a larger percentage bonus than a vice president. In 

addition to salary and bonuses, many executives receive other kinds of 

compensation as well; this could be in the form of stocks. Stock option plan was 

established to furnish senior managers the option to buy company stock in the 

future at a predetermined fixed price. The idea was that if the managers contribute 

to a high level of the company performance, then the company stock should 

increase in value. This implies that executives will be able to purchase stock at a 

predetermined price, which theoretically should be lower than the future market 

price (Griffin 2006). 
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2.3.3 Nonfinancial Reward 

An organisation with positive desire could make accessible a structure inside 

which large amounts of motivation could be refined through non-monetary reward 

frameworks by the arrangement of chances for learning and improvement. In any 

case, individual administration aptitudes still have a key part to play in conveying 

their own spurring abilities to get people inside their associations to give their best 

execution to making great utilization of the motivational frameworks and 

procedures gave by the organization (Armstrong 2008). 

Acknowledgment is valuation for execution by an organisation of a demonstration 

done by the group or colleague. In like manner dialect, it is here and there 

communicated as "I found you accomplishing something right." It is an approach 

of conveying gratefulness for the phenomenal or extra effort done by a staff inside 

an organisation. Acknowledgment has two fundamental objectives: to support the 

representatives or group to rehash or proceed with the conduct and to urge 

different workers to do likewise. Most group acknowledgment arranges fall into 

celebrating hierarchical targets chronically as an occasion, intended to recognize 

the fruitful fulfillment of imperative organization objectives. This is to make a 

more noteworthy mindfulness or to help individuals to remember the significance 

of the objectives accomplished inside the organization. For example, a division of 

huge media communications organization held an all hands meeting at an off-site 

office to commend the achievement of their objectives (Parker 2003). 
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A recognition system, either casual (oral) or formal (composed comments and 

occasions), has been the most financially savvy approach to reinforce required 

activities for execution inside an association. Nonetheless, when acknowledgment 

is acting in confinement of pay and value rewards, it's as often as possible loses 

quite a bit of its allure (Wilson 2003). 

Feedback for specific productive reactions IS vital for the extension and 

advancement of the worker. Negative support, for example, demonstrating 

botches and undermining workers with occupation misfortune, makes 

representatives to alter their conduct simply enough maintain a strategic distance 

from discipline. It might get the opportunity to deliver a positive outcome at the 

occupation yet it won't create energy. Negative support produces reactions like 

"That is not my occupation" or "I don't have the foggiest idea." On the other hand, 

intermittent positive execution re-sees create additional or optional exertion with 

respect to the representatives. Positive criticism spurs the workers to work as a 

group. Representatives will deliver reactions as "I don't know however I will 

discover" or "That is not my occupation but rather I will discover somebody who 

can help you." Once every year exchanges with workers won't create uncommon 

attempts. (Baum and Zablocki 1996) 

As per Herzberg, managers don't spur workers by granting them higher wages, 

more advantages or materialistic trifles. Or maybe, representatives are propelled 

by their own inborn need to finish something at a testing assignment. The chiefs 

occupation then is not to rouse workers to get their undertakings accomplished; 
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rather, the supervisor ought to give chances to individuals to accomplish their 

errand with the goal that they will get to be distinctly inspired. (Marchington and 

Wilkinson 2005) Moving representatives through an assorted quality of 

occupations, divisions or capacities is especially a fantastic way to deal with open 

the workers to testing errand. This is exceptionally appropriate to workers who 

have been on a vocation for quite a while and are no longer tested by the 

employment but instead who have a solid requirement for exercises or change. By 

altruistic the chance to change occupations, the administrator has certainly 

presented the workers to new difficulties and it will empower the staff to put in 

their best keeping in mind the end goal to get together to desires (Stone 2003). 

This along these lines makes an empowering domain for more prominent 

motivation and execution inside the organisation. 

26 

We as a whole vibe acquainted with the idea of motivation but then, when 

requested that clarify, we battle to locate an appropriate clarification. Truth be 

told, in 1981 Kleinginna and Kleinginna mapped no under 140 unmistakable 

definitions. Therefore, in the event that we are to answer the subject of how to 

propel workers in little and medium-scale endeavors, we initially need to 

comprehend what inspiration precisely mean. The word motivation is begat from 

the Latin word motus, which intends to move, impact, influence, and energize. By 

inspiration we then mean how much a man is moved or stimulated to act (Rainey, 

1993). 
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Lexicons essentially portray inspiration as "the prod to activity" (Mitchell, 1982), 

while researchers grow the term to the arrangement of mental procedures that 

cause the excitement, heading, and ingenuity of individual's conduct toward 

accomplishing an objective (Greenberg/Baron, 2003). The last definition 

underlines three mainstays of inspiration. The principal - excitement - needs to 

do with the drive or vitality that lights conduct (Greenberg/Baron, 2003). The 

second - bearing - needs to do with the sort of conduct that is applied and 

whether it is in accordance with request or association objective (Robbins/Judge, 

2008). The third pillar- determination - manages the lastingness of conduct. Be 

that as it may, this component is of less essentialness, since consistency can be 

fundamentally described as the reaffirmation of the basic energy and course 

shapes (Mitchell, 1982). 

Little and medium-scale undertakings nowadays confront an exceptional test, 

which can be defeat just by the work of profoundly energetic and gainful 

representatives who get "more for less". However, there is a typical conviction 

chiefs don't have intends to invigorate their workers, because of unbending boss' 

laws. The strategies tested can be consolidated to handle a particular issue that the 

SME's goes up against. 

The sort of motivation given to specialists in an association affects laborer's union 

and subsequently, execution. This is in accordance with value hypothesis which 

accentuation scales that reasonableness in the compensation bundle tends to 

deliver higher execution from specialists. This is in accordance with the work of 

Berjum (2004) which demonstrated that subjects who got singular motivating 
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forces performed superior to anything the individuals who did not get. Laborers 

displayed beneficial work conduct when prizes were made dependent upon 

execution. The work of Akerele (2001) can likewise be said to have certified the 

above declaration. He watches that poor compensation in connection to benefits 

made by association, wage differentials amongst high and low salary workers in 

addition to other things added to low resolve, absence of responsibility and low 

profitability. Eze (2009) likewise included that with his examination Nigeria 

administration faculty which demonstrated that 90 percent of chiefs in his 

example viewed their work as a way to end. Also, this closures were deciphered 

to incorporate cash, material belonging and so on and the reason might be that 

laborers need to deal with themselves, their families and different wards and give 

themselves other fundamental needs of life. 

Motivation is an individual marvel, therefore a one-scale-fits-all way to deal with 

representative inspiration does not work, and there is no formula for inspiration. 

Be that as it may, one can outline the motivational variables as fixings and the 

strategies as readiness guidelines. Eze (2009), clarified that, troughs can choose as 

indicated by the conditions of the individual worker which strategies to utilize and 

in what arrange. 
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Managers and owners are urged to ask their staff what things are essential to 

them. What's more, after that, they should sit down with each laborer and tailor a 

motivational strategy that is specific to the delegate's individual needs and 

objectives. The usage of the strategies that are supported here is difficult. It 

www.udsspace.uds.edu.gh 

 

 

 

 



requires valiant and incredible supervisors, who will handle the test of inspiration 

and be straightforward and open with their representatives. 

Having a productive motivational administration process and devices is basic for 

worker inspiration for superior. However, this is not a sufficient condition for 

viable execution administration. The most essential issue with any execution 

administration framework is the means by which truly it is taken and how 

devotedly it is utilized by directors and workers. Execution administration is 

about flawlessness, synchronizing, moving up to make esteem for and from 

clients with the consequence of financial esteem creation to stockholders and 

proprietors. The degree of execution administration is obviously exceptionally 

expansive, which is the reason execution administration must be seen inside a 

venture as an apparatus to enhance representative inspiration for elite (Pulakos, 

2009). The compelling administration of execution requires a strong 

comprehension of the execution area. That is, understanding the obligation 

regions and errands that are a piece of the set of working responsibilities inside an 

organization or association. When you have a satisfactory authority of what the 

employment requires, you have the reason for evaluating and enhancing execution 

(Cokins, 2009). This is the establishment for surveying and enhancing execution 

inside an element. At the point when this is inadequate with regards to it results to 

a missing connection in assessing representative execution and the likelihood of 

enhancing the worker execution inside the organization or association. Moreover, 

there is likewise the missing connection in evaluating representative's execution 
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in connection to different partners inside a similar expected set of responsibilities 

(Robert 2003). 

2.4 How managers of SME's can improve on motivational models 

Practiced. 

Motivation is a mind-boggling idea and can help or mischief an organisation 

relying upon how it is utilized. In the event that an administrator sets aside the 

opportunity to comprehend the requirements of hislher workers, then the 

acknowledgment can be to a great degree helpful. There have been numerous 

rationalists, who have attempted to comprehend what motivate individuals, yet 

every individual is distinctive and a hypothesis can't portray all individuals. It is 

justifiable the troughs have an all-day work and don't have much down time to 

spend on prizes, however it likewise gives them the chance to comprehend their 

staff and associate with them on an individual level. 

Administrators are not by any means the only ones who can remember others in 

the working environment. Employees can perceive each different also. It has been 

demonstrated to that one can't straightforwardly motivate another person, yet they 

can give them the instruments they have to propel themselves. Managers are the 

assets for staff and they ought to ensure that their workplace is wonderful and 

alluring. Similarly, as motivation aides in the esteem boost of a firm, it can 

likewise spell fate for it if not appropriately oversaw. 

30 

www.udsspace.uds.edu.gh 

 

 

 

 



2.5 Legal framework of the labour Act 2003 in Ghana 

Labour statistics in Ghana experienced an incredible level of reputation. The 

Ghana National Population Censuses conducted in 1960, 1970, 1984 and 2000 by 

the GSS, however, provides comprehensive data on population, labour force, 

employment and unemployment. Current available statistics are accordingly 

obtained by using growth trends, patterns and basic composition that may be 

discerned from past historical data as well as the intermittent labour surveys. 

The population of Ghana was estimated to be 22 million in 2010 with an annual 

growth rate of about 2.7 per cent. The rapid growth of Ghana's population has 

been ascribed to its youthful nature and declining mortality rate (GSS, 2010). 

Thus with an estimated growth rate of 2.7 percent per annum, the correspondent 

supply of incremental labour to Ghana's labour market is expected to be about 

350,000 per annum over the forecast period. 

Generally, the demand for labour emanates from both the private and government 

sectors in all economies. The economically active population (EAP) comprising 

of the employed (those who work and those who had jobs but did not work) and 

the unemployed (those who are without work, are currently available for work 

and are seeking work during a defined period) mainly forms the labour statistics 

of the country. The employed population formed 94 per cent and 97.2 per cent of 

the EAP in 1970 and 1984 respectively (GSS, 2010). But this had continually 

declined over the period to 75 per cent according to the 2010 population and 

housing census. The bulk of the EAP, 61.1 per cent of the employed population 

was engaged in agricultural activities in 1984 and this has also declined over the 
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period causing the unemployed figures to go up (GSS, 2010). The key source of 

demand for labour is the productive sectors of the economy, namely, agriculture, 

industry and service, both public and private. However, public sector employment 

has dwindled over the period because of its arrangements of conservation and 

redeployment (NLC, 2010). Formal private sector employment opportunities have 

also contracted. Currently the bulk of employment comes from informal sector 

activities whose productivity and sustainability pose major developmental 

challenges to the country. 
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The labour Act in Ghana is guaranteed under the 1992 Constitution of Ghana, Its 

Chapter 5 covers "Fundamental Human Rights and Freedoms". Section 12(2) 

states that "Every person in Ghana, whatever their race, place of origin, political 

opinion, colour, creed or gender shall be entitled to the fundamental human rights 

and freedoms of the individual contained in this chapter but subject to regard for 

the rights and flexibilities of others and for the general population intrigue". 

Segment 14 covers security of the privilege to individual freedom section 16 

protects against slavery and forced labour; section 17(2) guarantees balance and 

flexibility from segregation on grounds of sex, race, shading, ethnic, ethnic, 

origin, religion, creed or social or economic status, and amplifies this to cover 

place of origin and occupation; constitutionally protects affirmative action 

generally. Section 21 sets out general freedoms such as freedom of speech. 

Section 21(1)(e) ensures the privilege to frame or join a trade union; its subsection 

(4) permits constraints by request of a court in light of a legitimate concern for 

guard, public safety or public order, or movement or residence within Ghana as 
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long as sensibly reasonable as far as the soul of the Constitution. Segment 24 sets 

down fmancial rights, including the privilege to work under tasteful, sheltered and 

sound conditions and to get equivalent pay for equivalent work; its subsection (3) 

states, in addition to other things, that: "Each laborer has the privilege to shape or 

join an exchange union of his decision for the advancement and insurance of his 

monetary rights and social interests". Subsection (4) grants confinements if 

sensibly important in light of a legitimate concern for national security or open 

request, or for the insurance of the rights and flexibilities of others. Area 27(1) 

advances ladies' rights, including paid leave amid maternity; (2) requires the 

arrangement of youngster care offices. Area 28 covers youngsters' rights, 

including the privilege to insurance against introduction to physical and moral 

dangers. Segment 29 covers the privileges of people with inabilities (PWD); its 

subsection (7) advances exceptional motivating forces for PWD to participate in 

business and for organizations that utilize PWD in huge numbers (Constitution of 

the republic of Ghana). 

33 

Section 6 is entitled "Mandate standards of State approach". Segment 35 (6) 

requires the State to take fitting measures to accomplish sensible territorial and 

sex adjust in enrollment and arrangement to open workplaces. Segment 36(6) sets 

out the financial goals, including that the State bear the cost of fairness of 

monetary chance to all natives, specifically finding a way to guarantee full 

reconciliation of ladies into the standard of Ghana's monetary improvement. Its 

subsection (10) protects the wellbeing, security and welfare of all people in 

business; and its subsection (11) requires the State to "empower the interest of 
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laborers in the basic leadership handle at the work environment". Area 40 on 

global relations states: "In its dealings with different countries, Government 

should ... (d) Adhere to the standards of ... (v) Any other worldwide association of 

which Ghana is a part (Ghana - ILO in 1957). 

The Labor Act No 651 of 2003 combines and overhauls the different bits of 

previous enactment, and acquaints arrangements with reflect approved ILO 

Conventions. The Labor Act covers all businesses and workers with the exception 

of those in key positions, for example, the Armed Forces, Police Service, Prisons 

Service and the Security Intelligence Agencies. Real arrangements of the Labor 

Act incorporate foundation of open and private work focuses, security of the 

business relationship, general states of business, work of people with inabilities, 

work of youthful people, work of ladies, reasonable and uncalled for end of 

business, insurance of compensation, impermanent and easygoing representatives, 

unions, bosses' association and aggregate understandings, strikes, foundation of a 

National Tripartite Committee, constrained work, word related wellbeing and 

security, work investigation and the foundation of the National Labor 

Commission (NLC, 2010). 

There is additionally Children's Act, No. 560 of 1998, which characterizes a kid is 

a man underneath the age of eighteen years. Areas 12 and 87 deny connecting 

with a kid in exploitative work, characterized to mean work denying the offspring 

of its wellbeing, instruction or improvement. Segment 91 of that content 

characterizes dangerous work. 
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The Human Trafficking Act, 2005, covers the enrollment, transportation, 

exchange, harboring, exchanging or receipt of people, inside and crosswise over 

fringes, by the utilization of risk, misrepresentation and misuse of helplessness or 

by paying to pick up assent and additionally instigated prostitution and different 

structures pf sexual abuse, constrained work, subjection or the evacuation of 

organs. Protestations can be reported with the police by the setback and also by 

any individual having information about the trafficking. Areas 14 to 33 cover 

save, restoration and reintegration of trafficked people, including the making of a 

Fund whose cash might be connected towards the fundamental support of 

casualties of trafficking, following their families and giving aptitudes and 

preparing, and additionally preparing for the people associated with save 

operations. Sanctions for people sentenced trafficking incorporate detainment for 

at least 5 years. The Ghana AIDS Commission Act, No. 613 of 2002, builds up a 

Commission, of tripartite-in addition to structure, to detail a national HIV / AIDS 

strategy (NLC, 2010). 

The Commission on Human Rights and Administrative Justice Act, No. 456 of 

1993, sets up a Commission on Human Rights and Administrative Justice to 

examine dissensions of infringement of central human rights and flexibilities, foul 

play and defilement, manhandle of force and uncalled for treatment of people by 

open officers in the practice of their obligations, with energy to look for cure in 

regard of such acts or oversights particularly at work environments (NLC, 2012). 
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The National Vocational Training Act, No. 351 of 1970 and the National 

Vocational Training Regulations (Executive Instrument 15) urge organizations to 

present apprenticeship plans when there is a specialized business joined to the 

foundation. Managers are in this way obliged to give preparing to their employees 

for the attainment of the level of competence required for the performance of their 

jobs and to enhance their career. 

The Free Zone Act, 1995, segment 25, allows the passage into any free zone by 

any office approved by the Minister for Trade and Industry, and proclaims that 

any hindrance of such section adds up to an offense deserving of fines or 

detainment. Area 34 covers work in free zones, clearing up that there is flexibility 

to arrange matters "as should be reliable with the ILO Conventions on laborers' 

rights and states of administration." (Ghana- ILO, 2010) 

The Shipping Act, No. 645 of 2003, controls the engagement and welfare of 

seafarers, specifically concerning team understandings, compensation, word 

related wellbeing and wellbeing, required arrangements and water on board, 

assurance of seafarers from burden and help and repatriation. Part VII controls 

security of life adrift. The Act applies to Ghanaian ships wherever they might be 

and different boats while in a port or place in or inside the regional and different 

waters of Ghana (area 480). 

Ghana joined the International Labor Organization in 1957 and instantly the 

Convention Peoples Party (CPP) Government confirmed large portions of the ILO 

Conventions including the "center" Conventions that certification specialists the 
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privilege and opportunity to shape or join unions (Convention No. 87), the 

privilege to aggregate haggling (Convention No. 98), cancelation of constrained 

work (Conventions Nos. 29 and 105), and break even with treatment 

(Conventions Nos. 100 and 111). Numerous other ILO Conventions that looked to 

advance modem concordance and welfare of laborers were additionally endorsed. 

These included Conventions on hours of work in industry, week by week rest, the 

lowest pay permitted by law settling, work investigation, underground work by 

ladies, business benefit, night work by ladies, social strategy, working 

environment, tyke work, work organization, and numerous others. Ghana has so 

far endorsed 46 ILO Conventions (Ghana-ILO, 2010). 

Segments 67 to 72 of the Labor Act secure compensation. Compensations, wages 

and recompenses might be paid in legitimate delicate notwithstanding any non 

money compensation and may not make derivations unless allowed under area 70, 

to be specific for sums due by the specialist for provident, annuity or other 

concurred reserves, for exchange union levy and so forth. 

Fragments 79 to 95 of the Labor Act cover the improvement, enrollment and free 

internal association of these word related relationship for workers. At least two 

specialists utilized in a similar undertaking may frame a union, and at least two 

businesses in a similar industry or exchange, each of whom utilizes at the very 

least 15 specialists, may shape or join a businesses' association (The Labor Act 

No 651 of 2003). Area 79(2) denies certain sorts of laborers from the privilege to 

frame exchange unions (approach making administrative and so on.). These 
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associations might be free of political gatherings. They should keep books and 

submit to basic money related standards. To appreciate the advantages of the Act, 

they should fulfill basic guidelines for enrollment with the Chief Work Officer, 

who might keep up an enlist of exchange unions and businesses' associations. 

Change of name and amalgamation should likewise be enrolled with the Chief 

Labor Officer. Area 93 states that leagues of these associations are liable to every 

one of these arrangements of the Act as well (The Labor Act No 651 of2003). 

A man who participates in hostile to union separation is liable of an unjustifiable 

work hone (The Labor Act No 651 of 2003). Essentially, impedance by managers 

in the development of a union or in union undertakings of precluded (area 128). 

Sensible offices and time must be stood to officers of an exchange union, yet 

exchange union officers may not take part in union exercises amid working hours 

without the assent of the business. 

At the national level, the TUC speaks to composed work and common society in 

key national bodies, organization, commissions, sheets and advisory groups, for 

example, SSNIT Board, NTC, Media Commission, NACL, National Population 

Council, Divestiture Implementation Committee, Ghana Free Zones Board, 

NVTI, Public Utilities Regulatory Commission, National Health Endowment 

Fund, Ghana Committee on Human and Peoples Rights and have dependably 

been worried with the improvement of the lawful structure that manages 

mechanical relations hone. It likewise assumes a noteworthy part in the ILO, the 

International Confederation of Free Trade Unions (ICFTU), the Commonwealth 
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Trade Union Council and the Organization of African Trade Union Unity (NLC, 

2010). 

Notwithstanding the TUC and its partnered national unions different specialist's 

associations have developed into solid work associations. These incorporate 

Ghana National Association of Teachers (GNAT), Ghana Registered Nurses 

Association (GRNA) , Civil Servants Association (CSA), Textile, Garments and 

Leather Workers' Union (TEGLEU) and Judicial Services Association of Ghana 

(JUS SAG) (NLC, 2012). 

The casual area has for all intents and purposes no formally perceived unions and 

creating possibilities to stretch out unions to the division will help them have 

some type of representation and assurance. The Ghana Private Road Transport 

Union works completely in the casual segment while the General Agricultural 

Workers Union through its Rural Workers Organizations Division has been 

arranging specialists in the casual part since 1970. A few endeavors are being 

made by the TUC to acquire workers the casual area on board. The TUC in its 

medium-term approaches for 2004-2008 has seen the centrality of orchestrating 

authorities well as the inconvenience required in sorting out the easygoing section 

and has made frameworks to deal with the situation. In the blink of an eye, all the 

17 national unions have work zone officers responsible for the easygoing part. As 

of now, the Timber and Wood Workers Union, Public Service Workers Union, 

Local Government Union and the Construction and Building Materials Workers 

Union have made a few stages to sort out specialists in the casual division. Other 
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casual segment specialists, for example, the Makola Market Traders Association, 

Association of the Physically Challenged and the Madina Shoe Sellers 

Association are likewise endeavoring endeavors to join the TUC as partner 

individuals (TUC, 2014). 

Specialists in Ghana have honed the benefit to edge or join a trade union since the 

authorizing of the Trade Union Ordinance in 1941. The Ghana Trade Union 

Congress was shaped in 1945. Exchange unionism has since developed to cover 

the dominant part of specialists in the formal area of the economy. Union 

thickness of the formal division is evaluated at 68 percent (i.e., specialists secured 

by aggregate understandings). Be that as it may, appraisals of union thickness in 

light of the Ghana Living Standard Survey demonstrate that the union thickness of 

the formal part was 54 percent in 1992 and 50 percent in 1999 mirroring the 

lessening participation of unions in the 1990s because of the mass conservation of 

open segment laborers (TUC, 2012). 

In finishing up from the over, one goes to the acknowledgment that, the work Act 

of Ghana makes satisfactory arrangement for the general inspiration and 

assurance of both managers and representatives in Ghana. It has some worldwide 

references, for example, the ILO work Act which was confirmed in 1957. It 

likewise goes further to ensure the advantages of business, particularly, 

compensations. For example, Sections 67 to 72 of the Labor Act ensure 

compensation. It expresses that, Salaries, wages and recompenses should be paid 

in legitimate delicate notwithstanding any non-money compensation and may not 
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make derivations unless allowed under area 70, specifically for sums due by the 

laborer for provident, benefits or other concurred stores, for exchange union 

contribution and so forth. This implies the law makes arrangement for what 

constitute conclusions in representatives' compensations and wages, to maintain a 

strategic distance from unlawful derivations in pay rates and advantages of 

workers. This much of the time is the reason for work fomentations and agitation 

at work places. 
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2.6 Chapter conclusion 

Motivation is a tool through which an employee is equipped with morale and self 

esteem to bring about desired organizational development through working in a 

harmonious environment. Motivation as explained by the many scholars in the 

above literature is thus ligated to the development of employee's self-confidence 

and capabilities in working harmoniously which hitherto is mostly lacked if care 

is not taken. Through sound and good motivational packages, employees are 

endowed with the ability to make initiatives and decisions to solve problems that 

affect the organisations for which they work to without been called to do so in 

most cases. 

Remediating the role motivation playas examined above by the different 

researchers above, one can infer from their explanations that it basically does two 

things: either serving as a building blocks for firms to have sound and peaceful 

environments for employees to work harmoniously towards achieving their 

corporate goals or; serve as a tool to influence staff to stage unrest situations such 
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as riots, strikes, lock-outs and at worse, demonstrations which can result III 

destruction of properties of the firms. 

Firms should therefore institute some synchronization of activities involving the 

employees through staff capacity/capability development, support 

policies/programmes that seek to motivate staff and availing of channels of 

information flow in its departments for staff and other important stake holders to 

freely report and discuss important issues bordering them, since this can possibly 

become grievances. Grievances when not handled well can serve as catalyst to 

unrest situations at the work environment. 
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CHAPTER THREE 

METHODOLOGY 

3.0 Introduction 

In the previous chapter, a review of the related literature on the subject matter 

was made. This chapter looks at the methods used in collecting data for the 

study and analysis of the results. 

3.1 The study design 

The descriptive review configuration was utilized in this research. This approach 

was used because the respondents were staff of some selected small and medium 

scale enterprises in the Tamale metropolis. They were homogenous in nature. 

3.2 The study area 

The study was conducted in the Tamale Metropolis; it's one of the 18 districts 

in the Northern Region of Ghana (GSS, 2010). The Metropolis is boarded to the 

north by the Savelugu-Nantong District, to the east by Yendi District, to the 

west by Tolon-Kumbungu District, and to the south by Gonja-East Districts. 

Tamale Metropolis covers an area of 720km2• The Metropolis had a population 

of293,881, accounting for 16.1% of the total population of the Northern Region 

of Ghana (1,820,806) in the 2010 Census. In terms of sex ratio, there were 

146,979 males and 146,902 females in the metropolis; the sex ratio of male to 

female was 100.1 and growth rate was 2.8 in 2000 (GSS, 2010). 

In terms of age structure and distribution, the Metropolis had 40.7% of the 

population within the 0-14 age group, 55.2% within the 15-65 age group, and 
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4.1 % above the age of 65. With regard to occupational distribution, the 

Metropolis had 68.8 % of the workforce in the private informal sector, 17.3% in 

the private formal sector, and 12.0% of the workforce in the public sector and 

1.9% in other sectors (GSS, 2005). The Metropolis has 27 Electoral Areas and 

three Members of Parliament. 

In the area of administration, Tamale Metropolitan Assembly is headed by the 

Chief Executive and Coordinating Director. There are 81 Assembly men and 

women. Two-thirds of the members of the Assembly are directly elected by the 

electorates. The remaining one-third is appointed by the Central Government. 

The Assembly meetings are presided over by the Presiding Member. The three 

members of Parliament are ex-officio members of the Assembly. 

There are Government Agencies like the Controller and Accountants-General' s 

Department, Statistical Service, Internal Revenue Service, Information Service, 

Ghana Health Service, Birth and Death Registry, Fire Service, Social Welfare and 

the Judiciary Service which render services in the Tamale Metropolis. The others 

include: Urban and Feeder Roads, Highway Authority, Public Works Department, 

Ghana Education Service, Ghana Water Company, Community Water and 

Sanitation Agency, Ministry of Women and Children Affairs, Lands Commission, 

Survey Department, Forestry Commission, Town and Country Planning, Ministry 

of Agriculture, Community Development, Rural and Cottage Industries, Parks and 

Gardens, Waste Management Department, Environmental Protection Agency, 

among others, who can be invited to the Assembly to give technical advice or 

serve on various committees composed by the Assembly. There are also non- 
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governmental organisations (NGOs); community based organisations; faith based 

(religious) organisations and traditional authorities who work and serve as 

community stakeholders in the Metropolis. 

3.3 The study population 

The study population comprised 155 small and medium-scale enterprises that 

were located in the Tamale Metropolis (TMA, 2010) with a total staff strength 

of 2,490. According to the GSS (2010), the Tamale Metropolis and its 

surrounding communities cover an area of 720krn2. The total small and medium 

scale enterprises was into 5 categories; catering services providers, microfinance 

enterprises, communication services providers, NGO's, and Petty traders. 

3.4 The sampling techniques 

According to the Business Development Department of the Tamale Metropolitan 

Assembly, (2010) a database of small and medium-scale enterprises within the 

metropolis revealed that, there were 155 registered small and medium-scale 

enterprises operating in the metropolis with an estimated staff strength of 2,490. 

Going by Mitchell and Jolly (1988), for a target population of 5000, a sample 

scale of 357 is representative at 95% confidence level (Mitchell and Jolly, 

1988). For representativeness and objectivity, 150 qualified staff of the 

registered small and medium-scale enterprises samples were used as the 

expected sample scale out of which data was obtained from 145 available 

respondents. 
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All the 150 staff of the small and medium-scale enterprises were selected with 

the help of random sampling method due to homogeneity of their class. Qualified 

respondents were arbitrarily chosen from every organization for consideration in 

the review (Sarantakos, 1993). Out of the 150 eligible respondents selected, data 

was collected from 145 of them who were available at the time of the study. 

The random sampling procedure (probability) was used to select 150 

respondents. The institutions were operating in different parts of the metropolis. 

In summary, probability sampling techniques was used to select the respondents. 

More specifically, a simple random sampling method was used in selecting 

majority of the respondents where necessary. In all, (150) respondents were 

selected; but 145 returned the questionnaire. This is shown in Table 1 
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Table 1: Targeted population and questionnaires returned 
Target Group Targeted Number Returned Questionnaires 

Service Providers 

Chop bars 30 25 

Microfinance Institutions 10 10 

Com. Services Providers 20 20 

Fuel/Petrol Stations 5 5 

Petty Traders 

Provision & Beverage Sellers 25 24 

Drugs & Pharmacy shop 20 20 

operators Cosmetic Sellers 20 30 

Building Material sellers 8 8 

Clothing and Jewelry 12 3 

Total 150 145 

Source: Field Data, 2015 

3.5 The research instrument 

The research instrument used was the questionnaire (Appendix B) to solicit 

information from the respondents. The first part, which is the background 

information, gathers views on the respondents' sex, age, ethnicity and educational 

background. The main themes of this study are four themes. These are the 

demographics of micro enterprises, the different ways of motivations in small and 

medium enterprises, further improvement of motivational tools for adequacy of 

motivation and finally, labour unrest in relation to the labour act of Ghana. Some 
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number of the respondents were of a very low background in terms of education. 

So some number of open ended question were included to take care of this 

category. 

Under the first theme, six items were used to gather views on demographics of 

the micro enterprises. Under the second theme, eight items were used to gather 

views on the different ways in which small and medium enterprises motivates its 

employees, Under the third theme, eight items were used to gather views on the 

on development of motivational tools for adequacy of motivation. Under the 

fourth theme, eight items were again used to gather views on unrest situations in 

small and medium size enterprises as a result of employee motivation and the 

guidelines and/ or resolutions under the labour Act of Ghana in such situations. 

3.6 Pilot study 

The interview questionnaire was tried with two enterprises. These institutions 

were the Zelia bar Enterprise, a chop bar operator based in 'Saabongida', an area 

in Tamale and the Hakmolan Communication Enterprise, a mobile services 

dealer, also based in Tamale Central. The rationale was to test the reliability and 

validity of the instrument, and it was found to be acceptable for the fieldwork. 

I 
3.7 Administration of the questionnaire 

Prior to the administration of the questionnaire, four field colleagues were 

enrolled and prepared as assistants in the field. The field assistants were 

introduced to the Managers of the institutions. Permission was therefore sought 
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to carry out the field work from the Chief Executive of the Metro Assembly as 

well. 

Finally, the questionnaires were shared to the field assistants to be administered. 

The field assistants had the opportunity of taking the respondents through the 

questionnaires, item by item; particularly those respondents who had lower formal 

education and working. Three weeks was the agreed time for all the 150 

questionnaires to be returned to the principal researcher. However, 145 

questionnaires were returned. 

3.8 Methods of analysing the results 

The research instrument (survey) was altered to guarantee that everyone of the 

things of every instrument were answered by each respondent. Editing ensures 

that "data are clean i.e. free from inconsistencies and incompleteness" (Kumar, 

1999). The responses were tallied (item by item), and where necessary, the raw 

scores were put into identical classes which were later on converted into 

percentages by means of the Statistical Product and Service Solutions (SPSS). 

The background data was investigated by and where vital recurrence 

dissemination tables (Frequency tables) were produced to demonstrate the 

spread of the scores. Both close and open-ended items were analysed. The main 

themes on the Likert-type scales were also analysed using simple percentages. 

Where the respondents were to specify their answers, as it is the case of the last 

theme, their responses were also analysed according to content. 
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

4.0 Introduction 

This chapter is concerned with the presentation and discussion of the findings of 

the research. The analysis of the responses was aided by a Predictive Analytical 

Software (P ASW) formerly known as the Statistical Package for Social Sciences 

(SPSS). Prior to the analyses, there was data cleansing in order to ensure 

completeness, accuracy and uniformity. It is divided into two main sections: 

background characteristics; and findings and discussion of objectives and research 

questions 

4.1 Background characteristics of respondents 

The 145 respondents were made up 90 (62.07%) female and 55 Male (37.93%). 

This is indicated the pie chart below: 

• Female 
• Male 

Gender distribution of respondents 

Fig. 2: A pie chart Gender of respondents 
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The modal age-group was 21-30, accounting for (60%) of the respondents 

(Table 2). 

Table 2: Age-Sex distribution of respondents 

Male Female Total 

Age-group 
Freq % Freq % Freq % 

11-20 12 21.82 10 11.11 22 15.17 

21-30 28 50.91 59 65.56 87 60.00 

31-40 10 18.18 12 13.33 22 15.17 

41-above 5 9.09 9 10.00 14 9.66 

TOTAL 55 100.00 90 100.00 145 100.00 

Source: Field Data (2015). 
~ 

Age-sex distribution of respondents 
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Fig 3. A bar chart showing Age-sex distribution of respondents 

It's clear from the figure 1 above that SME's in the Tamale Metropolis are 

operated by people within their youthful age (21-30 years). In addition, owners 
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who were between 31 to 40 years old revealed that their relatives, friends or 

children were prepared to always take over the active running from them anytime 

soon they were to retire from the business. These revelations ultimately go to back 

the assertion made by Salvatore (2001), that people in their active and youthful 

ages mostly have the entrepreneurial zeal and prefer to carryon their own 

business thank to work for others if only the opportunities and the means are 

available to them. 

4.2 Educational background of respondents 

Most small and medium size enterprises are owned by majority of people who 

haven't been to school at all or received the lowest level of education. This is 

supported with 27.5% or (40) of the respondents being not been to school at all. 

Also, a good number of the owners, exactly 44 of them either dropped out from 

the Junior High or Senior High School to take up entrepreneurial challenge. The 

above facts are clear in Table 3 below: 
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Table 3: Educational Background of Respondents 
Educational Level Frequency Percentage 

Non-formal 20 

Middle School 19 

Junior High School 25 

Senior High School 21 

Tertiary Education 12 

Others 8 

Not been to School 40 

TOTAL 145 

Sample size (N=145) 
Source: Field Survey, 2015 

13.79 

13.10 

17.24 

14.48 

8.28 

5.52 

27.59 

100 

Educational background of respondents 

• Non Formal 
• Middle School 
• Junior High School 
Senior High School 

• Tertiary Education 
• Others 
• Not been to Sch 

Fig. 4: A pie chart showing educational background of the respondents 

Still on education, Non formal and Middle school which are the oldest form of 

education commands about 27% as in the figure 2 above. It means, SME's in the 
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Tamale Metropolis have a greater number of it owners lacking modem 

entrepreneurial development skills which is attributed to the modem tertiary form 

of education. 

4.3 How long respondents worked with the SME's 

It was revealed that due to the private nature of the SME's interviewed, the rate of 

labour turnover was very high. Employment of employees were very unstable 

with owners firing and hiring at all times. This was shown when about 67.59% or 

(98) of the respondent staff had only served for only between 1-5years in their 

respective firm. 

Also, the least working age of 21 and above years predominantly were made of 

family members and close relatives who were always willing to work for long 

without having troubles with owners and management bodies of the SME's 

How long respondents worked witb their SME's 

.1·Syrs 

.6-1Oyrs 

• 11-2Oyrs 

21 and Above VB 

Fig. 5: A ball chart showing the working age of respondents in their SME's 
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4.4 Various ways through which small and medium-scale enterprises in 

the study area motivate its employees 

The first objective was to assess the various ways through which small and 

medium-scale enterprises motivate its employees in the study area. A Likert-type 

scale of eight items was used to measure the respondents views on whether staff 

were motivated enough to work; whether staff were always happy each day in 

going to work; whether the remunerative opportunities provided were fair; 

whether staff were granted fair promotional opportunities; whether staffs job were 

beneficial to their life time chosen careers; whether staff immediate supervisors 

gave them the opportunity to utilize their potentials; whether financial packages 

motivated them most and finally, whether nonfinancial packages motivated them 

most in the study area. Responses provided by the respondents in Table 3 shows 

the level of agreement and disagreement to the statements in terms of percentages. 
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Table 4: Ways of motivating employees in the study area 

Statement 

1. Are you motivated to work? 

Agree Disagree Total 
(Yes) (No) 
% % 

44.80 55.20 100 

89.00 11.00 100 

40.00 60.00 100 

2. Do financial rewards motivate you well? 

3. Do nonfinancial rewards motivate you well? 

4. Is the combination of financial and 
nonfinancial rewards best for you? 82.76 17.24 

5. Are you motived by promotions? 75.90 24.10 

6. Does your career Dev't motivate you? 67.59 32.41 

7. Is your relationship with your superiors 
In relation to your abilities good? 32.41 67.59 100 

Sample size (N=145) 
Source: Field data, 2015. 

From table 4 item 1, 55.20% or (80) of the staff interviewed said they were not 

motivated enough to work. That is the conditions of work present to ensure that 

staffs are always motivated at the work place was either not enough or in some 

cases were virtually not present. This is shown in the pie chart below: 

i- 
I 

ARE YOU A MOTIVTED STAFF 
• Yes -No 

Fig. 6: A pie chart showing staff motivational status 
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However, it is important to note that people have different needs, goals and 

objectives and will act differently toward obtaining or achieving their goals or 

satisfying their need deficiencies at the work place. This assertion is supported by 

Fox (2007), who noted that singular workers contrast fundamentally to such a 

degree, to the point that no two people will demonstrate a similar response to a 

specific boost and thusly not all representatives will be inspired by similar 

elements. Therefore, successful employee persuasion can arise from a variety of 

motives. This creates a subtle difference in the subject matter because motivation 

at work places varies from person to person and from company to company. 

These are the challenges managers are confronted with in designing appropriate 

motivation tools that will be able to meet with the expectations of all staff at all 

times to maintain a stable atmosphere within the company. 

From the responses, it brings to bear that managers need to realise that there is no 

such thing as an average employee and gone are the days where a "one scale fits 
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all" approach, like a presentation by a motivational speaker, will have a motivated 

workforce as a result. Fox (2007) went further to states that under similar 

circumstances the same factor will bring a positive reaction among some 

employees and a negative reaction among others. In the light of these facts it 

makes sense that organisations create the enabling environmental atmosphere by 

going extra miles to analyse the factors affecting employee motivation and 

continuously measure the motivational levels of their workforce. Steps to improve 

employee motivation, by means of appropriate strategy application, can only be 

taken once the factors are known and properly analysed. This means staffs were 
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not happy when it always came to motivational needs at work III small and 

medium-size enterprises in Tamale Metropolis. 

From Table 4 item 2, 89% or (129) of the respondent staff agreed that the most 

compensatory package for their labour was the financial type of rewards offered 

by their employers. Financial are of different types. It may take the forms of direct 

provision for employees with cash, bonuses based on performance against budget, 

quality or other standards may be used as immediate financial motives. 

Administration remunerates by rewards have turned out to be well known in a few 

organizations as a means of providing employees with an immediate buster for 

completion of a project or activity. While the number of company's delivering 

cash awards has increased, only 7 percent actually use such rewards at present 

(Ulrich & Lake 1990). At Management level, most organizations have isolate pay 

projects and plans. These projects foreseen to compensate these administrators for 

their execution and for the execution of the organization. The senior officials 

gather their pay in two structures. One is a base compensation as the case perhaps 

with the staff part or professional member of the company. The base salary is a 

definite amount that the employees will be paid. Other than the base salary, most 

executives also receive one or more forms of incentive pay in addition. This 

conventionally may be in the manner of incentive pay for executives in the form 

of bonuses. The bonuses are generally mostly determined by the performance of 

the company. Thus, at the end of the year, some fraction of a corporation profits 

may be diverted into a bonus pool. Senior executives then receive a bonus ex 

pressed as a percentage of this bonus pool. Mostly, the topmost level managers 
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! such as the chief executive officer and president are likely to obtain a larger 

percentage bonus than others at the management level. Other than salary and 

bonuses, many executives get other types of compensation as well; this could be 

in the form of stocks options. Stock option plan are mostly established to furnish 

senior managers the option to buy company stock in the future at a predetermined 

fixed price. The idea is that if the managers and supervisors contribute to a high 

level of the company targets, then the company stock should increase in value and 

hence, they should be rewarded. With this, top executives will have the capacity 

to buy stock at a foreordained value, which hypothetically ought to be lower than 

the future market price (Griffin 2006). 

On the other hand, 60% or (87) of the respondent staff in Table 4 item 3 disagreed 

that nonfinancial rewards motivated most. This further confirmed that staff 

preferred the financial rewards in the short run. But when the nonfinancial 

rewards were further enumerated, many of them preferred learning and 

development closely to other privileges. Organisations with positive desire could 

make accessible a system inside which abnormal amounts of motivation could be 
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expert through non-financial reward systems (Armstrong 2008). 

The nonfinancial may take so many forms such as Recognitions. Recognition is 

appreciation of performance by the organization of an act done by the team or 

team member. Recognition has two essential goals: to energize the workers or 

group to rehash or proceed with the conduct and to urge others representatives to 

do likewise. Most group acknowledgment arranges fall into celebrating 

authoritative destinations periodically as an occasion, intended to recognize the 

• - 
I 

www.udsspace.uds.edu.gh 

 

 

 

 



• 

effective consummation of imperative organization objectives. This is to make a 

more prominent mindfulness or to help individuals to remember the significance 

of the objectives accomplished inside the organization. For example, a division of 

huge broadcast communications organization held an all hands meeting at an off 

site office to commend the achievement of their objectives (Parker 2003). 

Another is feedback, feedback in particular constructive a criticism is necessary 

for the expansion and development of the employee. Negative reinforcement such 

as indicating mistakes furthermore, debilitating workers with occupation 

misfortune, makes staff to conform their conduct simply enough maintain a 

strategic distance from discipline. It might get the chance to create a positive 

outcome at the occupation yet it won't produce eagerness. Negative fortification 

produces reactions like "That is not my occupation" or "I don't have the foggiest 

idea." On the other hand, intermittent positive execution re-sees create additional 

or optional exertion with respect to the representatives. Positive criticism rouses 

the workers to work as a group. Workers will create reactions as "I don't know yet 

I will discover" or "That is not my occupation but rather I will discover somebody 

who can help you." Once per year discourses with staff won't deliver 

unprecedented attempts (Baum and Zablocki 1996). 
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To add, in Table 4 item 4, 82.76% or (120) of the respondent staff agreed that fair 

and better remunerative opportunities for them was a combination of financial and 

nonfinancial rewards. As explained earlier, many types of financial rewards exist. 

Some directly provide the employee in the form of cash and bonuses based on 
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performance, quality or other standards may be used as immediate financial 

incentives (Ulrich & Lake 1990). 

Financial take the forms of base salary and other financial encumbrances. the base 

salary is a definite amount that the employees will be paid. Above the base salary, 

most managers at the top level of firm's management also receive one or more 

forms of incentive pay. The conventional manner of incentive pay for executives 

is in the form of bonuses (Griffin 2006). 

Nonfinancial rewards on the other hand comes with positive ambitions could 

make available a framework within which high levels of motivation could be 

accomplished. Through non-financial reward systems, there is provision of 

opportunities for learning and development. But personal management skills still 

have a key role to play in deploying their persuading abilities to get individual 

inside their organisation to give their best execution by making good use of the 
• 

motivational systems and processes provided by the company (Armstrong 2008). 

Others such as recognition are appreciation of performance by the organization of 

an act done by the team or team member. Another nonfinancial reward is 
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feedback, that's according to Baum & Zablocki 1996. Feedback in particular 

constructive criticisms is necessary for the expansion and development of the 

employee. 

From the above, it's dicey to conclude on whether financial or nonfinancial 

motived staff of SME's in the Tamale metropolis. Just as the staff, some scholars 

such as Herzberg maintained that both financial and nonfinancial rewards 

motivate in different situations and under different circumstances. He stated that 

! 

1 

www.udsspace.uds.edu.gh 

 

 

 

 



-------------- ...••••••• 

• 

managers do not motivate employees by awarding employee's higher wages, 

more benefits or status symbols. Rather, employees are persuaded by their own 

particular innate need to achieve something at a testing errand. The manager's job 

then is not to motivate employees to get their tasks achieved; rather, the manager 

should provide chances to individuals to accomplish their undertaking with the 

goal that they will get to be distinctly propelled (Marchington & Wilkinson 2005). 

Moving employees through a diversity of jobs, departments or capacities is 

especially a great way to deal with open the staff to testing undertaking. This is 

extremely appropriate to staff who have been on a vocation for quite a while and 

are no longer tested by the employment but instead who have a solid requirement 

for exercises or change. By generous the chance to change occupations, the 

director has unquestionably presented the workers to new difficulties and it will 

empower the representatives to put in their best keeping in mind the end goal to 

get together to desires (Stone 2003). This therefore creates an enabling 

environment for greater motivation and performance within the organization. 

It was however clear that the most practiced forms were the financial rewards in 

the forms of salaries and bonuses. On the non-financial ones, learning and 

development of staff was the most practiced in the SME's. This is shown in fig. 1 

below: 
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Fig. 7: Most commonly practiced ways of motivation by SME's in Tamale 
Metropolis 

Bose in 2004 encouraged employers to as a matter of fact keep a good balance 

A between the financial and nonfinancial motives. He goes further to state that 

a employees in the long run are much interested in the welfare of themselves and 

their families, although the financial motives usually form part of the main basics 

of the offers that mostly attract employees to the job. 

From figure 7, was clear that the line of practice of motivational approach wasn't 

the best. this if not checked in the short run, could go a long way to affect the 

work environment which obviously will lead to all unrest situations such as 

rioting, demonstrations, strikes and many other options at the worker's disposal. 

From the consolidating issues raised above, the bone of contention still remains 

whether if employers give more financial or nonfinancial rewards adequately 

motivate and consequently create the riot free environment to work or not. The 

sort of inspiration given to staff in an organisation affects worker's cohesion and 
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consequently, creating a conducive environment for work. This is in line with 

equity theory which states that fairness in the remuneration package tends to 

produce higher commitment from workers. This is in line with the work of 

Berjum (2004) which showed that subjects who received individual incentives 

performed better and happier than those who did not receive. And workers 

exhibited productive work behavior when rewards were made contingent upon 

fair grounds. The work of Akerele (2001) can also be said to have corroborated 

the above assertion. He observes that poor remuneration in relation to profits 

made by organization, wage differentials amongst high and low salary workers in 

addition to other things added to low assurance, lack of commitment and low 

productivity. Eze (2009) also added that with his investigation on Nigeria 

management personnel which showed that 90 percent of managers in his sample 

regarded their work as a means to end. And this ends were interpreted to include 

money, material possessions and so forth and the reason might be that laborers 

need to deal with themselves, their families and different wards and provide 

themselves other basic needs of life. 

Herzberg (2004) also tried to answer the above and has this to say" that 

employers do not motivate employees by awarding them higher wages, more 

benefits or status symbols. Rather, employees are motivated by their own inherent 

need to accomplish something at a challenging task. The employer's job then is 

not to motivate employees to get their tasks achieved; rather, the supervisor ought 

to give chances to individuals to accomplish their assignment so they will get to 

be distinctly roused (Marchington and Wilkinson 2005). As indicated by him, 
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moving workers through a differences of occupations, divisions or capacities is 

especially an astounding way to deal with open the representatives to testing 

errand. This is exceptionally reasonable to workers who have been on an 

occupation for quite a while and are no longer tested by the employment but 

instead who have a solid requirement for exercises or change. By charitable the 

chance to change occupations, the administrator has certainly presented the 

workers to new difficulties and it will empower the representatives to put in their 

best keeping in mind the end goal to get together to desires (Stone 2003). This 

therefore creates an enabling environment for greater motivation within the 

organization. 

Motivating an employee is an individual phenomenon, thus a one-scale-fits-all 

approach to employee motivation does not work, and there is no recipe for 

motivation. Nonetheless, one can represent the motivational variables as fixings 

and the strategies as arrangement directions. In that case, this thesis can serve as a 

"cookbook" from which managers can choose their favorite flavors. That is, 

managers can choose as indicated by the conditions of the individual worker 

which strategies to utilize and in what request to make him or her glad. 

Managers are urged to ask their workers what things are imperative to them. And 

after that, they ought to take a seat with every representative and tailor a 

motivational methodology that is particular to the worker's individual needs and 

desires. The usage of the strategies that are supported here is difficult. It requires 

courageous and vigorous managers, who are willing to tackle the challenge of 
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motivation and be honest and open with their employees. These in my opinion 

will solve the differences in fair remunerative opportunities. 

Traditionally and per the labour laws of Ghana, serving on a job for long is in 

itself a reward with increase in level of experience which calls for promotion from 

a level you belong to a higher level. Employees feel motivated when he or she 

receives promotion. To test whether additionally employees were happy with this, 

they were asked whether promotional opportunities existed in their various SME's 

as it appears in Table 4 item 5. 75.90% or (110) of the respondent staff 

overwhelmingly agreed that enough was the case in their various SME's. Most 

employers see promotions as the best form of rewarding long service and 

employee loyalty. This has as in most organisations, have mostly been put under 

strict procedures, as identified by Stone in 2003. According to stone (2003), every 

employee is entitled to promotions from time to time and can't be used as a 

motive by employers. As part of the terms of employment, employees are entitled 

to promotions as their knowledge base on the job grows. 

Stone (2003) goes further to explain that, most promotions come with growth in 

responsibilities and remunerations as well. He noted however that, re-alignment 

should not be taken to mean promotions. That the employee is moved to a similar 

job of the same status and might sometimes come with some incentives in the 

form of salaries and extra earnings but does not amount to promotions. 

To this end, one can say that every employee in the long run expect some move 

away from his/her traditional roles and responsibilities in the form of upwards 

adjustment. This in most contracts of employments are agreed and expected of the 
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employee as well as the employer. It was no doubt that the response was positive 

as compared to other expectations such as remunerations. 

Employers do not only utilise the expertise of employees but from time to time 

need to make sure that the knowledge base of the staff are increased to match with 

commensurate jobs or even the job market. This calls for employers to improve 

on the career of employees as they are on the Job. On career development as part 

of the ways of motivating employees, there was a positive response with 67.59% 

or (98) agreeing that their jobs beneficial to their career paths in life as per Table 

4 item 6. Sims in 2007 noted that within current dispensation organisations, are 

now realising that their achievements of the corporate goals are dependent on 

their capabilities to create a centre of attention, develop and hold on to talented 

employees. The future of the organisation's capabilities to create a centre of 

- - attention, develop, and hold on to a talented work force will be a significant factor 
-II 
-'" in developing a high-skilled organisation. Therefore, it is interesting to know that 

the essential elements of any organisational success in the days, weeks, months 

and years to come is a strategy where every employee is made into as a valuable 

resource. He went further to stress that the key to sustained survival and 

organizational success lies not only in the rational, quantitative approaches, but 

more to the commitment of the organisation to employee's and motivation to 

work (Sims, 2007). This he noted is the centre of human resource management 

which is more fundamental today for the success of any organisation than ever. 

The query that arises at this point is what career paths should organisation take to 

power the staff capacities? Staff must no longer be considered as source of 
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expenditure, or maybe as an imperative asset which should be credited more 

prominent consideration and continually created. As organizations are becoming 

more cognisant of the potentials of new technologies, they must also realise the 

vital role that personnel play in managing the technology and constantly continue 

to develop the capacities of staff in their career paths (Pattanayak, 2005). 

When an employee's career is developed, it is equally expectant of him deliver 

and meet the required objectives set for him by the employers (Pattanayak, 2005). 

This is evidenced in his efficiency and the overall output as monitored by their 

immediate supervisors. The immediate supervisor is the one to know whether the 

developed skills of the staff match with his or her work schedules currently and 

possibly recommend future designs and proper positioning of the staff. Again, in 

Table 4 item 7, 67.59% or (98) of the respondents agreed that their immediate 

supervisors knew of their knowledge base and were prepared to engage them 

extensively. This revealed an unhealthy relationship with their superiors. The 

Supervisor of an employee in consultation with the employer is also responsible 

to develop visions and missions, determining goals, short and long term plans as 

well as preparing tactics to implement the plans in order to achieve the overall 

goals of the company (Milligan et al. 1996). 

Furthermore, the Supervisor of an employee also directs and guides the workers 

or individuals within the organization. This requires the Supervisor to have 

variety of skills which ensures that employees complete assigned task within the 

required time (Milligan et al. 1996). In most organizations, supervisors make 

available an execution evaluation on a yearly premise to survey the occupation 
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capability of representatives. Ultimately, he is involved in instigating changes as 

well as acting as a steady force in situations where change would be damaging. 

Employee supervisor's function can help the organization develop the potential to 

weather the changes that will keep on to be part of organizational land-scape. 

(Armstrong 2006). They also help in making adequate provisions for 

compensation packages for the workers and employees serving the organisation. 

It incorporates work assessment, wages and compensation review, assurance of 

wage rate, assurance of mode wage installment, motivating force installment 

arranges, and bonuses (Kubr & International Labor Office 2002). 

Employees are generally rewarded on the basis of the value of the job, their 

personal contributions and their performance and above all how much they 

contribute to the peaceful atmosphere of the work environment. Although, making 

available rewards based on the level of performance and abilities can augment 

employee's motivation to perform; many rewards are more generally given on the 

basis of the value of the job the employee is doing. Be that as it may, rewards 

construct only in light of representative's close to home commitments thus to be 

an individual from the association is quickly expanding. The appraiser for 

execution is not too simple all together for the association to repay their workers. 

Therefore, the company must ensure the effective use of employer supervisory 

tools to achieve these goals. 

Giving an employee a new and higher level of responsibility is a major decision 

for the company and for other personnel who will be under his or her supervision. 

Most companies currently use the human resource supervisory model to identify 
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.I - employees' potentials for success in managerial positions in what is called 

advanced management potential assessment programs. In like manner, advancing 

and in addition cutback of employees is not too simple inside an authoritative 

setting of an organisation. When a company wants to reduce its workforce for 

economic reasons or because of changes in its structure, it is confronted with the 

challenges to choose who to hold and who to dismiss from the company. For such 

strategic reasons most companies use the human resource supervisory model to 

simulate their job requirements (Thornton and Rupp 2006). 

Inadvertently, the supervisor of an employee is the link between the employer and 

the employee who plays a key role in the day to day management of the firm's 

activities that seek to motivate both parties and at the same time fulfil the goals of 

the employers. He or she is plays such an important role in the working life of the 

employee. He recommends, guide, report, assist, and above all, ensures that the 

employee is successful in all aspects of the work. He is therefore required to fully 

utilise the employee's efforts for the employer's value maximisation. 

To sum up from the foregone responses in Table 3, the respondent's level of 

agreement and disagreements seems to suggest that, the established ways of 

motivating staff were not good enough if not the best. Staff unanimously 

disagreed that they were generally happy at work times in the first item in Table 

4. They were however very happy with most financial rewards than the 

nonfinancial rewards. But as Herzberg in 2004 noted in the long run, employees 

are not only motivated by awarding them higher wages, more benefits or status 

symbols. Rather, employees are motivated by their own inherent need to 
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, - accomplish something at a challenging task. The employer's job then is not to 

motivate employees to get their tasks achieved; rather, the manager should 

provide opportunities for people to achieve their task so that they will become 

motivated. That means, what motivates one person might not equally motivate 

another to the same level. This calls for an in-depth enquiry into how the above 

motive ways can be further developed if not to motivate all, but to make sure that 

on an average, every employees works harmoniously without unrest situations 

emanating from motivational demands. The next objective tries to further explore 

the motivational approaches and how to improve on them in order to maintain 

calm environment at workplaces. 
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4.5 Explore approaches of motivation that could be further developed 

and improved in order reduce labour unrest in small and medium-scale 

enterprises of the study area. 

The second objective was to examine the approaches of motivation that could be 

further developed in order to reduce labour unrest in SME's in the Tamale 

metropolis of Ghana. A Likert-type scale of six items was used to gather the 

respondent's views on whether they had knowledge of the goals their employers 

engaged them to achieve; whether they were generally satisfied with the working 

conditions put in place towards achieving the goals set; whether employers should 

continue with rewards in the form of financial packages for employees; whether 

employers should continue with rewards in the form of nonfinancial packages, 

whether only owners, whether the salaries and benefits paid are realistic enough 

and finally, they were asked to provide their candid opinions on whether 
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motivation is the basis for labour unrest in SME's. The responses provided by the 

• - respondents in Table 5 below shows the level of agreement and disagreement to 

the statements in terms of percentages. 

Table 5: Motivational approaches that could be further developed to reduce 

labour unrest in the study area 

Statement Agree 
(Yes) 

Disagree 
(No) 

Total 

% % 

1. Do you have knowledge of the goals your 
employer engaged you to achieve? 100.00 0.00 100 

2. Are you generally satisfied with the 
working conditions? 65.52 34.48 100 

3. Should your employer continue providing 
financial reward packages only? 70.34 29.66 100 

4. Should your employer continue providing 
nonfinancial reward packages only? 30.44 69.66 100 

5. Is it only owners and Management that 
decide on all remunerative packages? 84.83 15.17 100 

6. In your view, do management and owners 
pay salaries that are commensurate with the 
job market? 8.28 91.72 100 
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7. Do you agree that the use of wrong 
approach of motivation is the cause of most 
unrest situations in your SME? 93.10 6.90 100 

Sample size (N=145) 
Source: Field data, 2015. 

Ultimately, the adequacy of motivational packages for staff highly depend on the 

corporate goals that owners of the organisation set out for both management and 

staff. Peter F.W. Taylor, the father of scientific management in 1910, clearly 
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& •.. stated that the individual tasks set for every employee is an aspect of the overall 

corporate goals that firms seek to accomplish. So motivations layouts should 

rather target the corporate objectives, rather than individual sentiments. In this 

regard, the first item to test the best forms of motives was to find out from the 

respondent staff whether they were aware of their responsibilities so far as the 
& 

organsational goals are concerned. 

From Table 5 item 1, the respondent staff agreed that they were fully aware of 

creation in the organisation and motivating them well will ensure that the 

the corporate goals and objectives of the employer for which they were each 

engaged. This is evidenced with 100% or (145) saying Yes to item 1 in Table 5. 

The issue of motivating staff to keep sound environment is a continuous journey 

that organisations need to undertake in order to achieve corporate objectives 

•• 
(Salvatore, 2001). Low motivation levels of employees reflect poor feelings and 

ultimately on the overall impression of the organisation which in most cases may 

lead to unrest situations at work. Motivated employees on the other hand will 

ensure that the company flourishes in all of its aspects. Increased motivation will 

result in a "feel good" factor spread throughout the organisation (Salvatore, 

2001). 

The people employed by organisations are ultimately responsible for wealth 

organisational goals are achieved and simultaneously satisfy the theory of the firm 
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which, according to Salvatore (2001), the primary goal or objective of the firm is 

to maximize the wealth or value of the firm. 
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Striking a balance between organsational goals and worker individual objectives 

will go far to guarantee a workforce that is propelled to accomplish the corporate 

objectives that are expected of them while simultaneously satisfying their own 

personal goals and needs which in a long way keeps the work environment far 

from all forms of unrest situations. 

1 
Conditions of services differ from one entity to the other. But according to Victor 

Vroom in 1964, that motivation is a product of the anticipated value to a person in 

an action. He perceived probability that the person's goals would be accomplished 

as a product of the anticipated value in an action The concept of force is on the 

whole equivalent to motivation and may be shown to be the algebraic sum of the 

products of valences and expectations Thus, 

, Motivation (force) = Valence x Expectancy 

Valence is the strength of an individual's preference for an outcome or goal. The 

strength may be negative (fear demotion or transfer to less important job) or 

positive (prospect for promotion). Expectancy is the likelihood that a specific 

activity will prompt to a required result. In the event that the worker has a specific 

objective, some conduct must be delivered to achieve that objective. The 

representative needs to measure the probability of different practices that will 

fulfill the coveted objectives and select the best conduct. Along these lines the 

worker's motivation as per Vroom might be increased by changing the recognition 

or by boosting the anticipation level through better correspondence and enlarging 

the genuine reward that will corne about. Vroom's theory clears up the 
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relationship between the staff and the hierarchical objectives and perceives the 

contrasts between representatives in delivering work inspiration (Bose, 2004). 

From Vroom, it's clear that just as the employers expect the employee to help in 

maximising their wealth, the employee also expects some benefits and 

development in themselves and their families. Without which it's difficult for 

both purpose to be achieved. 

Also in table 5 item 2, 65.52% or (95) of the respondents agreed that they were 

satisfied with their current working conditions. What this means was that, 

motivation wasn't only limited to financial and nonfinancial rewards giving to 

staff, but included other intrinsic factors which according to Abraham Maslow 

plays an important role in keeping an employee happy to work. Intrinsic 

motivation refers to motivation that comes from inside an individual rather than 

from any external or outside rewards such as money or grades. The motivation 

comes from the pleasure that an individual gets from the task itself or from the 

sense of satisfaction in completing a work or task. (Abraham Maslow, 1986) 

An intrinsically motivated person will on a math equation, for example, because it 

is enjoyable. Or an intrinsically motivated person will work on a solution to 

problem because the challenge of finding a solution provided a sense of pleasure. 

In either case do the persons work on the task because there is some reward 

involved, such as a prize, a payment, or in the case of student's grade? Intrinsic 

motivation does not mean that a person will not seek rewards for performing a 

task. It denotes that such external rewards are not enough to keep a person 

motivated. A naturally inspired student, for instance, might need to get a decent 
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grade on a task, but if the assignment is not interesting to the students, the 

possibility of a good grade is not enough to make that student motivated to put 

any effort into it. 

Maslow also didn't Ignore the clear motives which are categorised under 

extrinsic motivation. Extrinsic motivation refers to motivation that comes from 

outside to an individual. The motivation factors which are external or outside 

include rewards such as money, recognition, promotion. These rewards provided 

satisfaction and pleasure that the task itself may not provide. An extrinsically 

motivated individual will take a shot at an assignment notwithstanding when they 

have little enthusiasm for it in light of the fulfillment they will get. 

Extrinsic motivation does not mean, however that an employee will not get any 

• .... pleasure from working on or completing a task. This means that the pleasure they 

anticipate from some external rewards will continue to be a motivating factor 

notwithstanding when the errand to be done holds almost no intrigue. An 

extraneously spurred understudy, for example, may dislike an assignment, may 

find it boring, or may have no interest in the subject, but the yet the likelihood of 

a decent grade will be sufficient to keep the understudy propelled all together for 

him or her to advance the push to do well on the task. 

Maslow in 1943 stated in his theory of motivation that human beings have an 

internal need pushing them on towards self-actualization (fulfillment) and 

personal superiority which always pushes them to work in some cases even 

against their will. He was of the view that there are five different levels of needs 

and once we happen to satisfy a need at one stage or level of the hierarchy it has 
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an influence on our behavior to work. At such level our behaviour tends to 

diminish, we now put forth a more powerful influence on our behaviour for the 

need at the next level up the hierarchy. That is to say that there are certain forces 

that drive people to work and not always the financial motives put on the table by 

employers. He categorised those forces as: Psychological needs, security needs, 

social needs and self-esteem needs. 

In most of the SME's, staff were always provided with places of work such as 

offices, workshops and additional needs of those places of work. In fact, in some 

few cases, staff were provided with staff quarters to house themselves and their 

families. 

By Maslow, psychological necessities frame the fundamental requirement for 

survival and this may incorporate sustenance, warmth, attire and sanctuary. At the 

point when individuals are eager, don't have haven or dress, there are more roused 

to satisfy these need in light of the fact that these necessities turn into the 

significant impact on their conduct. Be that as it may, then again when individuals 

don't have an inadequacy in those fundamental needs (mental requirements), their 

necessities tend to move to the second level where it is similarly observed by 

Maslow as the higher request of necessities. The second level is viewed as the 

security needs: Security has a tendency to be the most basic need to individuals at 

this level. This is communicated in security in the representative's wellbeing and 

family. The third level of necessities by Maslow was the social needs. At the point 

when feeling secured and safe at work, representatives will now put work 

relations as their concentration that is attempting to develop a decent fellowship, 
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love and closeness. As we keep climbing the stepping stool we will have self- 

regard needs: This fourth level of requirements by Maslow presents the 

acknowledgment to be acknowledged and esteemed by others. The most 

noteworthy or last level of Maslow's need is self-completion needs: Self- 

realization was to form into more what one is to wind up distinctly all that one is 

capable of getting. This means staff is sometimes forces to work not by the 

motivational factors around them but by other factors which aims at satisfying 

their basic needs without which life might be unbearable to them and their 

families. This Thereby forces them to stay happily at work as in the response. 

In the continue test to fish out the better forms of rewards that motivates, they 

were asked whether the employer should continue with the financial rewards only 

as the only source of work compensation. According to the item 3 in Table 5, only 

29.99% or (43) of the 145 respondent disagreed. The rest of (101) respondents 

representing 70.34% agreed that financial rewards were the only way to go. 

Numerous employees are propelled by cash. A few employees need the chance to 

profit as they can. After an employee hits the goals and objectives of the day, at 

different levels of accomplishment, it gives the cash seeker constant motivation 

and helps improve on their level of feeling about the work place. In some cases, it 

takes the form of gifts. Gifts such as shopping voucher, canteen services have 

always been good ways to motivate employees. For some, there is nothing like 

receiving a free gift for hitting the stated goals and objectives. 

78 

Among financial, economic and human resources, the latter is more essential and 

has the capability to endow a company with competitive edge as compared to the 
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others that is according to Rizwan, 2010. Employees' happiness fundamentally 

depends Employee satisfaction and compensation. Cash is the major actuation; no 

other motivator or motivational strategy comes even near it regarding its powerful 

esteem (Sara et al, 2004). It has the amazingness to charge, keep up and propel 

people towards helpfulness of the work put. Frederick Taylor and his scientific 

management associate described money as the most fundamental factor in 

motivating the industrial workers to attain greater targets and good atmosphere at 

the work place (Adeyinka et al, 2007). Research has suggested that rewards in the 

form of financial now cause satisfaction of the employee than ever which directly 

influences the positive feeling of employees (Kalimullah et al, 2010). Monetary 

rewards are management tools that hopefully contribute to firm's effectiveness by 

influencing individual or group behavior. All businesses use pay, bonuses and 

gives in recent time to motivate and encourage high level performances of 

employees (Reeba, 2009. To use salaries as an effectively motivating factor, 

managers must consider salary structures which should be structured in order of 

importance attached to each job. 

From the response, it was clearly indicated that although vanous motivation 

factors exist, financial rewards were the one which employers can use to best 

enthused workers to give out their best and always keep them happy. This was the 

case above as 70.34% Table 5, item 3) of the respondents agreed that, good salary 

and the likes can encourage a worker to deliver up to expectation. When a 

worker's salary is increased, he/she is encouraged to work to earn more rewards 

from employers. When salary level is raised, a worker is able to meet both his 
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needs and wants. One critical factor that has enabled many organizations to 

reduce employee unrest situations. 

On nonfinancial rewards as noted above, almost all the staff rejected the assertion 

that the employer should continue with the nonfinancial rewards as the only 

source of motivation. It was noted from Table 5 item 4 that 69.66% or (101) of 

the respondents disagreed to that assertion. Vroom (1964) states that in places 

where work is monotonous and unchallenging, employees become easily bored as 

well as annoyed and demand that their effort be more recognize in a better way, 

especially in financial manner than praises. Per Vroom's statement, nonfinancial 

packages do not in the short run satisfy workers immediately. They always prefer 

some value such as wages, salaries, bonuses and other financial encumbrances. So 

for the leader to praise, recommend for training, promote a staff etc., are all seen 

as compliments to the financial rewards and may not stand the test of time. 

Also, according to Bold man and Deal (2003), by urging employees to work in 

groups, they tum out to be abler, spurred and sufficiently adaptable to attempt 

multiple tasks as well as deliver outstanding products and services required by the 

customers but may need some kind of compensation rather than the satisfaction 

that comes with the team's work. 

Concluding on this, one can say that nonfinancial rewards comes with positive 

ambitions which could make available a framework within which high levels of 

motivation could be accomplished. Through non-financial reward systems, there 

is provision of opportunities for learning and development. Be that as it may, 

individual administration abilities still have a key part to play in conveying their 
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own particular propelling aptitudes to get individual inside their organisation to 

put forth a valiant effort (Armstrong 2008). 

From the above responses, it was clear that financial rewards which mostly takes 

the forms of salaries, benefits, bonuses, etc. were the most preferred by staff. 

There was therefore the need to probe the basis for setting financial rewards. In 

every institutions as demanded per the labour laws in Ghana and equitable 

accepted ethics, its required of the employer to involve the employee in deciding 

financial rewards. 

Hence, the question on who decides on remunerative packages. From Table 5 

item 5, the responses were that management and owners mostly decided for the 

staff. This was the case with 84.83% or (123) respondents agreeing that 

management and owners were mostly deciding on what a staff takes home. 

According the trades union congress of Ghana (2010), a remunerative package 

which does not have the consent of employees doesn't motivate enough for better 

achievement of organisational goals. That no matter big the size of motivation of 

one-sided decided motivation, the other party may never appreciate that enough. 

He went further to add that there is always the need to have collective bargaining 

among employees and employers. 
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According to the TUC's constitution (2010), Collective bargaining is a process of 

negotiation between employees and a group of employers aimed at agreements to 

regulate working salaries. The interests of the workers are usually displayed by 

delegates of an exchange union to which the representatives have a place. The 

collective agreements came to by these arrangements typically set out wage 
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scales, working hours, preparing, wellbeing and security, extra minutes, grievance 

systems, and rights to take part in work environment or organization 

undertakings. The union may consult with a solitary boss (who is normally 

speaking to an organization's shareholders) or may consult with a gathering of 

organizations, contingent upon the nation, to achieve an industry wide 

understanding. 

A collective agreement functions as a labour contract between an employer and 

one or more unions. According to ILO (1990), the right to bargain collectively 

with an employer enhances the human dignity, liberty and autonomy of workers 

by giving them the chance to impact the foundation of working environment rules 

and accordingly increase some control over a major aspect of their lives, namely 

their work. Collective bargaining is not simply an instrument for pursuing 

external end, rather is intrinsically valuable as an experience in self-government. 

it permits workers to achieve a form of workplace democracy and to guarantee the 

run of law in the work environment. Laborers pick up a voice to impact the 

foundation of standards that control a noteworthy part of their lives. 

82 

Currently in Ghana, there are two trade union, According to the 2010 report. The 

Trades Union Congress (TUC) and Ghana Federation of Labour (GFL). The 

Ghana TUC has eighteen (18) affiliated national unions with an estimated 

membership of a large portion of a million spread over all the real divisions of the 

Ghanaian economy including agribusiness, mining, construction, trade, transport, 

finance, manufacturing, utilities, and community, social and personal services 

• 

www.udsspace.uds.edu.gh 

 

 

 

 



. - 

• 

• 

sectors. The GFL has nine affiliates with an estimated membership of 48,000 

mainly in the manufacturing and trade sectors. All are in the effort of making sure 

that employees receive a decent salaries and benefits. 

From Table 5 item 6, only 8.28% or (12) of the respondents agreed that the 

employers pay realistic salaries and benefits. This is shown in the fig below: 

In your view, do management and owners 
pay realistic salaries and benefits 

• Yes 
.No 

• 

Fig. 8: A pie chart showing employees opinions on management and owners 
decisions on salaries 

Realistic salaries are salaries and benefits decided by both management and staff 

at a collective decision making. From the above responses, employees agreed that 

management and owners mostly decide for them. 

According to Salvatore, the issue of motivating staff to keep sound environment is 

a journey that organisations need to undertake with the employees being fully 

involved in order to achieve corporate objectives (Salvatore, 2001). Motivations 

sonly by owners and managers is likely to be on the low side. Low motivation 
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levels of employees reflect poor feelings and ultimately on the overall impression 

of the organisation which in most cases may lead to unrest situations at work. 

Collectively decided motivation on the other hand ensures that the company 

flourishes in all of its aspects. Increased motivation will result in a "feel good" 

factor spread throughout the organisation (Salvatore, 2001). Salvatore went on to 

add that the people employed by an organisations are ultimately responsible 

creation of wealth and getting them fully involved in deciding motivations will 

ensure that the organisational goals are achieved and simultaneously satisfy the 

theory. 

Its therefore prudent that management get the entire organisational staff involved 

in almost all the decisions that affect the organsational lives of the employees. 

This could be done through general staff meetings or through staff representatives 

if the staff strength is huge and there are geographical challenges. Imposed 

remunerations are likely to be rejected outright by staff or with time by working 

teams. Salvatore (2001), noted that when employees out rightly reject imposed 

remunerations, it's better than employees working with it and it grows from 

rumours to all sorts of labour unrest situations. 

In conclusion, one can go on to say that both management, employers and 

employees seek to address the same challenges in an organisation towards 

achieving the same goals. I therefore don't see the need for them to have some 

differences in the same fight. Literally in the Northern part of Ghana where I 

come from, there is a saying that 'when you are in the battle as colleagues, you 

don't hide from each other gun powder' since it's a fight against a common 
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enemy. That is to say that in fighting for a common goal as a team means doing 

all in common and not as individual. Together we stand and individually we fall. 

Management and owners should therefore be opened enough to involve all staff in 

decisions that affect them in their day-to-day running of the firm to avoid labour 

unrest situations emanating from imposed decisions on employees. 

Finally, on this objective, the respondents were asked to tell whether there is a 

link between the use of wrong motivational approach and labour unrest in their 

SME's. below are the responses in the in a bar chart: 

wrong motivational approach is the cause of 
most unrest situations in your SME? 

Fig. 9: A bar chart showing the relationship between wrong motivational 
approach and labour unrest situations in respondents SME's 

Labour unrest in most SME's in the Tamale Metropolis and for that matter, Ghana 

has in time past and in recent times led to legal physical and battles between 

perpetrators and the employers in charged with settlement of industrial conflicts. 

In some cases, it led to forfeiture of workers' salaries and job losses. This has 

triggered off unusual concerns over their impact on the individual and industry. 
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Employees do not see themselves facing hardship as asserted by Fox (2007) 

saying that as men work for a firm, some explicit or implicit assessment is taking 

place within them as they measure that experience against such expectations as 

they may maintain, and expects extrinsic rewards such as money, good 

environmental conditions, status and social satisfaction. This was therefore not 

new as noted by Fox in (2007): that if it is felt by employees that a fair wage, 

salaries or benefits received are not commensurate with their services rendered for 

the employer, the work force are likely to form groups that have their efforts 

directed towards limiting work performance or creating an easy environment for 

the employers. This in the long run, have the effect of limiting the corporate 

objectives. 
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In summarizing on this second objective which seeks to measure whether the right 

approaches of motivation were been used, on can conclude that in most of the 

SME's, the wrong types of motivations were mostly stressed than the right type. 

This notwithstanding, Motivation has been an issue of concern in the past and has 

established it-self as an integral part of current organizational settings. Motivation 

is quite complex to comprehend thus placing awareness to the fact that several 

factors influence employees behaviour in a particular organization. Some of the 

reason being that, what motivates one worker will not definitely motivate the 

other employee within the same company (McShane & Von Glinow 2003). 

Motivated workers will dedicate time to certain level of duty for a specific target 

in an organization and hence stable environment. Although certain activities 

which incorporate changing occupations that employees perform, cutting down 
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the levels of chain of importance and relegating many employees in the 

motivation process are significant enough to damage the levels of trust also, duty 

important for employees to perform above work prerequisites. However, 

employee needs are changing as younger generations of employees have different 

expectations to their work than older workers. This is as a result of globalisation 

which has brought variations to the complex issue of motivation at the market 

place (McShane & Von Glinow, 2003). 

But no matter the case, the presence of motivation always makes the mark. In 

(2007) Fox, stated that the employee also expects some intrinsic rewards such as 

job challenges, job interest and above all participation in decision-making on the 

other hand, Kaufman in (2004) supports this demand of the worker as legitimate 

and thinks that what the employer buys with the wage, salary or benefits given is 

a certain amount of time of the employee. In (2001), John and Saks contribution 

to the foregoing debate was that, it is not new for workers to have such intrinsic 

and extrinsic rewards. It is a motivation for services rendered in return and this 

should not be underscored. So there is therefore the need for the payment of 

Adequate compensation of staff effort to maintain a stable environment within 

which to always work assiduously towards overall achievement of the corporate 

goals. 
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4.6 Knowledge of legal framework of the labour Act 2003 in Ghana in 

relation to labour and labour unrest in Small and Medium-Size Enterprise 

The final objective was to examine the knowledge of respondents on the legal 

framework of labour Act 2003 in Ghana in relation to labour and labour unrest in 
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Small and Medium-Size Enterprise. A Likert-type scale of twelve items was 

used to gather the respondent's views on whether they knew about the labour law; 

whether they ever benefited from the law if they had knowledge of it; whether 

they knew about the rights of the employer; whether they were aware that 

employers are entitled to pay only agreed salaries and allowances; whether they 

were aware that at work place the employer is responsible for all risk in relation to 

the work; whether they have knowledge of workman's compensation; whether 

they were aware that under the law the employer if responsible to guard them 

against all unfair treatments; whether they were aware that in parties in dispute 

were under obligation to negotiate in good faith; also, whether they were aware 

that the National labour commission had the right to instruct them to the 

negotiation table and they must reach an agreement in three days; otherwise, the 

commission could appoint a mediator to do the negotiations for them and the 

employer; whether they were also aware that the mediator could declare 

unresolved and further refer to the commission; and finally, whether they were 

aware that where arbitration fails and either party intending to undertake an unrest 

act such as strike action, lockout, demonstrations etc. will have to give writing 

notice of this to the other party and the commission, within seven days after 

failure to agree before such an action takes place. The responses provided by the 

respondents were tabulated differently since they were open-ended questions in 

nature. This was the case because most of the SME's staff were of low in 

education and in some cases not educated at all. Below is the educational 

background of the respondents. 
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Table 6: Level of Education of the SME staff 
Educational Level Frequency Percentage 

Non-formal 20 13.79 

Middle School 19 13.10 

Junior High School 25 17.24 

Senior High School 21 14.48 

Tertiary Education 12 8.28 

Others 8 5.52 

Not been to School 40 27.59 

TOTAL 145 100 

Sample size (N=145) 
Source: Field Survey, 2015 
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Table 7: PART-I-ASSENT OF THE LABOUR ACT 2003 

Statement Yes, I NoI Total 
know don't 
% % 

1. Do you know that there are labour laws in 
Ghana which seeks to protect you In 
employment? 31.03 68.97 100 

2. Have you ever benefited from the labour 
law as an SME employee? 44.83 55.17 100 

Sample size (N=145) 
Source: Field Survey, 2015 

! 

• 

Part-I-Assent of the labour Act 2003 

• Yes, I know and have education 
on it 

• No, I have never heard of it 

'----- J 
Fig. 10: A pie chart showing the level of knowledge of SME staff about the 

labour Act 2003 

This part of the research was to basically check to see if the employees of Small 

and Medium size enterprises have some basic knowledge about the existence of 
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the labour Act 2003 which seeks to basically regulate their working relationship 

with the employer. 

From table 7 item 1,31.03% or (45) of the respondents said they know about the 

existence of the law and have had education on it. This for me is woefully in 

adequate as compared to the sampled population of 145 respondents. Which 

means, as much as 68.97% or (100) of the employees have never heard of the 

labour law. This indicates that SME's in Tamale did not make it as part of their 

employment policies to educate their employees about the labour law and how it 

can be used to their benefit. 

The respondents also agreed to having knowledge about the existence of the 

labour law but haven't had any education on it. Meanwhile, the protection of 

employees under the Labour Act 2003 starts right from the basis of contract of 

employment. Section 12 of the Act requires a written contract of employment for 

work done for a period of 6 months or some number of days equivalent to 6 

months or more inside a year. The agreement might express in clear terms the 

rights and obligations of the business and the employee. It will state in clear terms 

the names of the parties involved, date of first engagement, work title, pay 

(counting additional time rates), hours of work, holidays, infection and business 

related harm privileges, social security or pension plans, end of contract notices 

and disciplinary guidelines/grievances. The agreement must be signed by both 

sides and dated on the day it was agreed upon. These are the basis or the driving 

force for the relationship that will exist between the two parties. 
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According to Kalimullah, 2010, that the Act specifically seek to protect the 

employee from exploitations. He went further to add that some employers may 

take advantage of their employees by varying the terms of employment contract if 

there is no writing evidence such as contract of employment. This way, the 

contract will be the reference point for the employee to seek redress at the 

appropriate quarters should there be any misunderstanding. He also added that 

employers are always looking for the less costly way of getting their wealth 

maximized. This way they will take advantage of employees if they get the way 

out. So Government should put in place adequate mechanisms to protect every 

citizen in employment-hence the labour Act 2003. 

! 

To add, it was also clear that it was the first time they heard about such a law. It's 

worth noting that the Labour Act 2003 has equality at its heart for all employees 

in active employment. The Constitution of Ghana and the labour laws prohibit 

discrimination on the basis of race, sex, ethnic origin, creed, colour, religion, 

social, or economic status. It must also be noted that, it goes to specifically to 

protect some classes of the Ghanaian population. For instance, part VI of the 

Labour Act ensures protection of working women and Part V ensures laborers 

with inabilities. Segment 68 indicates that each laborer might get equivalent pay 

for equivalent work without qualification of any sort. Segment 46 offers 

extraordinary motivating forces for the work of people with inabilities, and 

segment 53 places exceptional accentuation in preparing and retraining to 

empower the laborer to adapt to any part of the employment. The Labor Act 

presents the offense of lewd behavior. Area 175 characterizes it as "any 

:. 
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unwelcome, hostile or awkward lewd gestures or demand made by a business or 

better officer or a collaborator than a laborer, whether the specialist is a man or a 

lady". Work advertise data hints at sexual orientation segregation. In the most 

recent Ghana Living Standard Survey (GLSS IV), just 0.1 percent of ladies were 

observed to be in the administrative/regulatory classification while 2.7 percent 

were in the expert/specialized classification. In the trade union development also, 

there not a solitary lady is among the 17 General Secretaries and 17 Deputy 

General Secretaries of the unions partnered to the Ghana TUe. This according to 

Kalimullah (2010) is disturbing. Meanwhile, the circumstance is more terrible in 

rustic regions where women are mostly illiterates. Generally, women in Ghana 

traditionally engaged in the production of food crops but not cash crops such as 

cocoa where returns are high. Women in the agric division have, subsequently, 

been truly hindered and have not profited relatively from the late increments in 

cocoa costs, for example. The consequence of the segregation is the lower normal 

profit for ladies, especially in the casual segment (GLSS, 2010) and the absence 

of chance for professional success for women in the formal segment. Across the 

board lack of education (or low level of training) among women is referred to as 

one critical logical component for the separation. Be that as it may, this may even 

be a superior sign for oppression females, by and large, at the family and group 

levels. According to the ILO (2003), having the labour Law in place as a nation is 

only an aspect of ensuring equality and fairness in the management of employees 

at work place. But the most important aspect is the ability of the employees to 

take advantage and benefit fully from it. When the question of whether they have 
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ever benefited from the law was put to them, the responses as in Table 7 above 

sowed that only 55.17% or (80) of them have never benefited from it. 

,- ~ave you .; ~enefited -fr~m t~e labour law 
90 - - - 
80 
70 
60 
50 
40 -- - 
30 
20 
10 
0 

Yes, on so many occasions No, I'm yet to benefit from it 

Fig. 11: A bar chart showing the level of benefit of SME staff from the labour 

Act 2003 

From both the tabulated data and the bar chart it's clear that majority of 

employees hardly benefit from the law. Those that agreed to have benefited is on 

the small side as the population is 145 respondents. Note that The Commission on 

Human Rights and Administrative Justice Act, No. 456 of 1993, establishes a 

Commission on Human Rights and Administrative Justice to investigate protests 

of infringement of basic human rights and flexibilities, shamefulness and 

defilement, abuse of power and unfair treatment of persons by public and private 

officers in the exercise of their duties, with power to seek remedy in respect of 

such acts or omissions especially at workplaces (NLC, 2012). This Act 

predominantly seeks to make officers protect the staff but they have benefited 

little from it. 
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The labour Act has made enough provision for the protection of the employee in 

Ghana. The rights of an employee include but not restricted under the ACT 2003 

(a) work under satisfactory, safe and healthy conditions; 

(b) receive equal pay for equal work without distinction of any kind; 

(c) have rest, leisure and reasonable limitation of working hours and time of 

Vacations with pay as well as remuneration for public holidays; 

(d) form or join a trade union; 

(e) be trained and retained for the development of his or her skills; and 

(f) receive information relevant to his or her work. 

From the above, one realizes that the employer owes the employee a lot if he or 

she is denied capacity to understand some of this important issues. Meanwhile, 

the employer expects the employee to perform in return duties and 

responsibilities. these duties and responsibilities are not left out by the Labour 

law. It's a two-way sword. Just as it protects the employees, it also provides some 

protection as well for the employer. Without prejudice to the provisions of this 

Act, the duties of a worker in any contract of employment or collective 

agreement, include but not limited to: 

(a) work conscientiously in the lawfully chosen occupation; 

(b) report for work regularly and punctually; 

(c) improve productivity; 

(d) exercise due diligence in the performance of assigned task; 

(e) respect lawful instructions regarding the organisation and execution of his or 

her work; 

! 
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(f) take all sensible tend to the security and wellbeing of other laborers; 

(g) guide the interests of the employer; and 

(h) take proper care of the property of the employer entrusted to the worker or 

under the immediate control of the worker. 

To conclude, one will say that it's among the responsibility of every employee to 

know about the existence of the labour law not only to protect them in 

employment but also to help them work effectively for the employer. 
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Table 8: PART-III -PROTECTION OF EMPLOYMENT-LABOUR ACT 
2003 

Statement Yes, I 
know 

NoI 
don't 

Total 

% % 

1. Do you know that, it's within the right of 
the employer to employ, discipline, transfer, 
promote and terminate the employment of 
the worker? 62.07 37.93 100 

2. Do you also know that It's also within the 
right of the employer to pay the agreed 
remuneration at the time and place agreed 
on in the contract of employment? 53.80 46.20 100 

3. Do you know that the employer IS 

responsible for ensuring that the worker is 
free from risk of personal injury or damage 
to his or her health during and in the course 
of work? 31.10 68.90 100 

4. Have you ever heard of workman's 
compensation? 17.24 82.76 100 

5. Do you know that the employer IS 

responsible for protecting you from every 
unfair treatment from the time of work until 
you go home 

44.83 55.17 100 

Sample size (N=145) 
Source: Field Survey, 2015 
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The employer has the right to employ, discipline an employee when he or she 

goes contrary to the laid down regulations, transfer him from one part of the 

institution to another whenever deemed necessary for expansion and other 

purposes, promote him or her and ultimately can terminate the appointment of an 

employee if he so desires. That is the position of part- iii - (protection of 
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employment) of the labour act 2003. As well, the employee also has the right to 

stop working at any time he or she also desires. The only pre-condition for both 

the employer and the employee is that the law demands each of them to give prior 

notice of at least one-month notice to the other before such an action to enable the 

other party prepare for replacement. From Table 8 item 1, only 19.31 % or (28) of 

the respondent staff knew that there was such a portion of the law that gives them 

the right to leave employment as and when convenient to them. However, as 

many as 80.69 or (117) (Table 8, item 1) of them had never heard of it at all. 

Specifically, on termination, the law states that' A contract of employment may 

be terminated at any time by either party giving to the other person, (a) on account 

of an agreement of three years or more, one month "notice or one month's 

compensation in lieu of notice; (b) notice or two weeks" pay in lieu of notice on 

account of agreement from week to week, seven days "take note. 

Likewise, in an agreement of work definite freely by either party might be ended 

at the end of any day without notice. A notice required to be given under this 

section shall be in writing. That means, the law is much strict about the prior 

notice in termination of employment otherwise, the party who fails will pay a one 

month salary to the other in lieu of the notice. 
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In any case, any compensations owed to the worker must be paid. As showed 

under this law is states that 'When an agreement of business is fired in the way 

expressed in segment 15, the business should pay to the laborer, 

a) any compensation earned by the laborer before the end; 

b) any conceded pay because of the laborer before the end; 
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c) any pay because of the laborer in regard of ailment or mishap; and 

d) in the instance of remote get, the costs and necessaries for the trip and 

repatriation costs in regard of the laborer and going with individuals from 

his or her family notwithstanding any or the greater part of the 

installments determined in sections (a), (b) and (c) of this subsection. 

e) The manager might pay to the laborer not later than the date of termination 

of the notice all compensation due to the laborer as at that date. 

f) Where no notice is required, the installment of all compensation due might 

be made not later than the following working day after the end. 

g) Notwithstanding section 17(1), either party to an agreement of business 

may end the agreement without notice if that party pays to the next party a 

total equivalent to the measure of compensation which would have 

collected to the laborer amid the time of the notice. 

In contracts of employments, remuneration, which represents all agreed financial 

compensation's is key to the successful attainment of the agreed goals. It forms an 

important part of the organizational rewards systems. According to Armstrong 

(2002) an employee reward system comprises of an organization's incorporated 

policies, processes and practices for rewarding its employees in harmony with 

their contribution, skills and competence and their market worth. It emerges 

within the framework of the organization's reward philosophy, strategies and 

policies. The reward systems of employees have arrangements in the form of 

processes, practices, structures and procedures which will provide and maintain 
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appropriate types and levels of salary, benefits and other ways of benefits. The 

benefit ways of payment consist of financial benefits (fixed and variable pay) and 

employee benefits, which together comprise total compensation. The framework 

likewise consolidates non-monetary pnzes (acknowledgment, laud, 

accomplishment, obligation and self-improvement) and in many cases, employee 

assessment management processes (Armstrong 2002). That means, the reward 

system is the way by which it encourages and discourages certain characteristics 

of the employees. The most imperative apparatus of the reward framework 

incorporates compensations, rewards and benefits. The reward framework as a 

way to bolster advancement by workers is a genuinely mechanical however by 

and by compelling administration method. Once the individuals from an 

organisation comprehend that they will be compensated for such exercises, they 

will probably work imaginatively, that is as indicated by Griffin, (2006). He goes 

further to add that the initiative to provide financial and non-financial rewards to 

people and groups who develop innovative ideas is important for organizations. 

But that it is equally vital to avoid punishing creativity when it does not result in 

highly successful innovation (Griffin, 2006). 

Compensation frameworks are important in light of the fact that they offer 

inclination to benefit over self-intrigue. It likewise implies there should be a fair 

circulation of riches in an organisation. One trial of value is the way well to assert 

the way that the accomplishment of the foundation is in the hands of individuals 

at every level. An institutions riches and esteem, in the broadest sense, is then a 

group creation (Block, 2005). 

100 

www.udsspace.uds.edu.gh 

 

 

 

 



To consolidate the above position, the part iii of the employment act 2003, clearly 

states remunerations as part of protection of employment. One of the issues raised 

under the act is payment of remunerations agreed by the employer and the 

employee. It's usually clearly stated in the contract of employment among others: 

• The agreed amount of salaries 

• If any, the agreed amount of bonuses and other cash benefits 

• If any, the agreed amount of non-cash benefits-in kind 

• The agreed time table for the payment of such remunerations 

• Agreed increase from time to time. 

The law seeks to enforce all the agreed terms on remunerations. Otherwise, there 

bound to be conflicts from time to time at the work environment. When a question 

was put to them to see if they are aware there is a protection in that direction, 

majority of them seem to have had full knowledge about this law on 

remunerations. From Table 8, item 2, as much as 53.80% or (78) of them said yes, 

they knew about the law on remunerations. The remaining 46.2% or (67) of the 

respondents said No, that was the first time they were hearing this. that 

notwithstanding, the remaining number was still grate. 

From Table 8, item 3, only 31.10% or 45 of the respondents knew that it was the 

primary responsibility of the employer to ensure that the employee is free from 

risk of personal injury or damage to his or her health during the course of work. A 

greater number of 68.90% or (100) (Table 8, item 3) of the respondents said no, 

they never knew it was the responsibility of the employer. The work environment 

is an important part of the success story of organizational goals attainment. As 
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soon as the employee steps foot into the work environment, it's the responsibility 

of the employer to provide adequate protection until he or she goes home. 

According to Abraham Maslow, this falls under the extrinsic motivational factors. 

Extrinsic motivational factors refer to motivation that comes from outside to an 

individual employee. The motivation factors which are external or outside include 

rewards such as money, recognition, promotion and the work environment. These 

factors provided satisfaction and pleasure that the task itself may not provide. An 

extrinsically motivated person will work on a task even when they have little 

interest in it because of the anticipation satisfaction they will get. Extrinsic 

motivation does not mean, however that a person will not get any pleasure from 

working on or completing a task. This means that the pleasure they anticipate 

from some external rewards will continue to be a motivating factor even when the 

task to be done holds small or no interest at all. An extrinsically inspired student, 

for example, may not like an assignment or may find it boring, or may have no 

interest in the subject, but the possibility of a good grade will be fine to keep the 

student inspired in order for him or her to put in the effort to do well on a task. Its 

therefore the responsibility of the employer to make sure that the work 

environment is free of all injuries and damages to the employee. 
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Probing further, I wanted to know in situations when imminent injuries and 

damages strike, what was the employees remedy or rescue. The question of 

workman's compensation came up. From Table 8 item 4, 82.76% or (120) of 

them said they had never heard of knew of the workman's compensation. This 

was a sub-article under the labour Act. It was adopted from the international 
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labour organization's laws. This is a form of insurance undertaken by the 

employer or if not insured by guarantees employees of cash benefits or medical 

care for workers who are injured or became ill as a direct result of their job. It's 

designed to pay expense of employees who are harmed whiles performing job 

related duties. Employees can therefore recover lost wages, medical expense, 

disability payments and cost associated with rehabilitation and retraining. Again 

from the table 8 item 4, only 17.24% or (25) of them who mostly were senior staff 

had knowledge about this part of the employer/employee protection law. 

To crown it all on the protection of employees as well as the employer from 

employment, a general question of whether they were aware that the employer 

was responsible for protecting them from all unfair treatments at the work place? 

From table 8 item 5, an appreciable number of 44.83% or (65) of them agreed that 

they had knowledge about that. With 55.17% or (80) denying that they ever heard 

of that. 

To conclude, one would say that the provision caters for the basic needs that 

seeks to protect both the employer and the employee. But more have been done to 

assure the employee of conducive atmosphere to work towards achieving the 

corporate goals of their enterprises. Fox in 2007, laid emphasis on this position by 

saying that its basically the responsibility of employers through their managers to 

ensure that tasks or jobs are done through employees in the right manner. To 

achieve this, managers must ensure that they have competent personnel 

departments for the recruitment of the best employees that are capable of doing 
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the job. For any organisation to minimise all forms of employee undue treatment, 

there is the need for the employees to be sufficiently motivated (Fox, 2007). 

In addition, Hodgetts and Heger (2008) confirm this statement by saying that one 

of the most important questions in personnel management today is: How do you 

get people to do things without agitations? The answer rests on the understanding 

of how the employee is treated to work. For it is motivated workers who 

ultimately get things done and without such people no organisation can be 

effective. It is important to realise that people have different necessities, 

aspirations and intents and will act differently toward obtaining or achieving their 

goals or satisfying their need deficiencies at the work place. According to Fox 

(2007), individual employees differ basically to such an extent that no two 

individuals will show the same reaction to a particular stimulus and therefore not 

all employees will be motivated by the same factors. So there is therefore the need 

for that general protection which the law basically seeks to put in place by the 

sub-section III of the labour Act. 
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Table 9: PART-XVIII -NATIONAL LABOUR COMMISSION-Sub-Part II 
-SETTLEMENT OF INDUSTRIAL DISPUTES- LABOUR ACT 2003 

Statement Yes, I 
know 

NoI 
don't 

Total 

% % 
Sub-sec 154-Dispute Settlement by 
Negotiation 

1. Are you aware that III contract of 
employment, parties to an industrial dispute 
are under an obligation to negotiate in good 
faith with the view of reaching a settlement 
III accordance with dispute settlement 
procedures in the collective agreement or 
contract of employment? 41.38 58.62 100 

Sub-section 154-Settlement by Mediation 
2. Per the above law, do you know that the 

commission has right to request parties in 
dispute at workplace to settle the dispute by 
mediation within three days? 31.03 68.96 100 

3. Do you also know that the commission can 
appoint a mediator upon becoming aware of 
non-resolution of the dispute within the three 
(3) days? 13.79 86.21 100 

4. Are you aware that the mediator reserves the 
right when at the end of proceedings, no 
agreement is reached, to immediately declare 
the dispute unresolved and refer the dispute 
to the commission? 6.90 93.10 100 

Sub-section 159-Notice of intention to 
resort to unrest such as strike, lockout, 
etc. 

5. Where both parties fail to agree and the 
dispute remain unresolved at the end of the 
arbitration process and either party intending 
to undertake an unrest act shall give writing 
notice of this to the other party and the 
commission, within seven days after failure 
to agree before such an action takes place 10.34 89.66 100 

Sample size (N=145) 
Source: Field Survey, 2015 
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From time to time, disputes are bound to occur between employers on one hand 

and the employees on the other hand. An individual employee may not be able to 

completely negotiate for his or her interest with the employer. They therefore 

mostly do this in a greater force called employee unions. Sections 79 to 95 of the 

Labour Act cover the formation, registration and free internal administration of 

these occupational organisations for employees. Two or more workers employed 

in the same undertaking may form a union, and two or more employers in the 

same industry or trade, each of whom utilizes at the very least 15 workers, may 

shape or join a businesses' association-union (The Labor Act No 651 of 2003). 

Segment 79(2) disallows certain sorts of unions from the privilege to frame 

unions (approach making administrative and so on.). These associations might be 

autonomous of political gatherings. They should keep books and submit to basic 

monetary principles. To appreciate the advantages of the Act, they should fulfill 

straightforward tenets for enlistment with the Chief Labour Officer, who might 

keep up an enlist of exchange unions and managers' associations. Change of name 

and amalgamation should likewise be enrolled with the Chief Labor Officer. 

Section 93 states that alliances of these associations are liable to everyone of 

these arrangements of the Act as well (The Labor Act No 651 of2003). 

The biggest employee union in Ghana is the trades union congress (TUC). At the 

national level, the TUC represents organized labour and civil society in key 

economic bodies, institution, commissions, boards and committees such as NTC, 

Media Commission, SSNIT Board ,National Population Council, Divestiture 

National Health Endowment Fund, Implementation Committee, Ghana Free 
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Zones Board, NVTI, Public Utilities Regulatory Commission, , Ghana Committee 

on Human and Peoples Rights and have dependably been worried with the 

advancement of the legitimate structure that manages modem relations. It also 

plays an important role in the ILO, the International Confederation of Free Trade 

Unions (ICFTU), the Commonwealth Trade Union Council and the Organization 

of African Trade Union Unity (NLC, 2010). 

In addition to the TUC and its affiliated national umons other workers 

organisations have evolved into important labour movements. These include 

GNAT, Ghana Registered Nurses Association (GRNA), Civil Servants 

Association (CSA), Textile, Garments and Leather Workers' Union (TEGLEU) 

and Judicial Services Association of Ghana (JUSSAG) (NLC, 2012). 

Ghana joined the International Labour Organisation in 1957 and immediately the 

Convention Peoples Party (CPP) Government sanctioned a large portion of the 

ILO Conventions including the "center" conventions that assured employees the 

privilege and flexibility to shape or join unions (Convention No. 87), the privilege 

to aggregate haggling (Convention No. 98), nullification of constrained work 

(Conventions Nos. 29 and 105), and meet treatment (Conventions Nos. 100 and 

111). Numerous other ILO Conventions that looked to advance mechanical 

concordance and welfare of employees were additionally approved. These 

included Conventions on hours of work in industry, week after week rest, the 

lowest pay permitted by law settling, work review, underground work by women, 

business benefit, night work by ladies, social approach, working environment, 
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tyke work, work organization, and numerous others. Ghana has so far endorsed 46 

ILO Conventions (Ghana-ILO, 2010). It must be noted however that any person 

or employer who engages in discrimination of the unions in Ghana is guilty of an 

offence under the labour law. Person who engages in anti-union discrimination is 

guilty of an unfair labour practice (The Labour Act No 651 of 2003). Similarly, 

interference by employers in the formation of a union or in union affairs of 

prohibited (Segment 128). Sensible offices and time must be stood to officers of a 

trade union, yet exchange union officers may not take part in union activities 

during working hours without the consent of the employer. These unions are 

therefore governed and monitored by the National Labour Commission. In times 

of disputes between these useful bodies, the National Labour Commission is the 

'Legal' mediator to see to the mediation process. This object was basically 

designed to see if employees of small and medium as members of unions had 

knowledge of the National Labour Commission (NLC) which is the mediator 

between them and their employers. On dispute settlements, when they were asked 

whether they were aware that parties to an industrial dispute were under an 

obligation to negotiate in good faith with reference to collective agreement or 

contract of employment, only 41.38% or (60) of the respondent staff said yes (as 

in Table 9, item 1). As many as 58.62 or (85) from table 6 item 1 didn't have any 

knowledge about this. this means, they didn't even know that the contract 

documents they had been the basis of dispute resolution in between them and their 

employers. 
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Similarly, from Table 9 item 2, as many as 68.97% or (100) of the 145 selected 

sample size did not know that the law permits the National Labour Commission to 

request parties in a dispute at work place to settle the dispute by mediation within 

three days. On the other hand, only 31.03% or (45) (as per the table 6, item 2) 

answered as ever knowing about this. 

Otherwise, the commission had the right to appoint a mediator upon becoming 

aware of non-resolution within three days. This is the status of the law. But when 

this was put in the form of a question to them, from Table 9 item 3, only 13.79% 

or (20) of the staff had knowledge of this. This I observed was a situation which 

most senior management staff also did not have the knowledge of. Woefully, from 

Table 9 item 3, as much as 86.21 % or (125) never knew of this situation. The 

three (3) day ultimatum was the most amazed aspect of the law to them. 

It should be however noted that where the parties agree to mediation and at the 

end of the mediation proceedings there is settlement of the dispute, the agreement 

between the parties as regards the terms of the settlement should be recorded in 

composing and signed by the mediator and the parties to the dispute. The 

settlement agreement shall be binding on all the parties unless the agreement 

states otherwise. But if at the end of a mediation proceedings, no agreement is 

reached, the mediator shall immediately declare the dispute as unresolved and 

refer the dispute to the Commission. However, it should be noted from Table 9 

item 4, that only 6.90% or (10) of the staff knew about this position of the law. As 
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much as 93.10% or (13 5) of the respondents answered no to this position of the 

law as per Table 9 item 4. 

Whenever necessary, parties to an industrial dispute may resort to unrest 

situations such as strikes or lockouts. Strikes are usually one of the main tools 

used by employees to press home their demands. It's a situation where the 

employees decide not to work again. It could take the forms of 'sit-down' a major 

strike. With the sit down, the employees come to the work premises but decide 

not to be productive. So they sit all day without production. Major strike on the 

other hand is where they decide not to show up at all the work place but decide to 

stay at home until employers decide to agree to their demands or a compromise is 

reached. Similarly, lockouts are the strategy employed by the employer to refrain 

an employee from work or prevent them from entering the premises of the work 

place. 

It should however be noted that where both parties fail to reach an agreement in a 

mediation process and the dispute remain unresolved at the end of the arbitration 

process. Either party intending to undertake an unrest act such as strike action, 

lockout, demonstration etc. shall give writing notice of this to the other party and 

the commission, within seven days after failure to agree before such an action 

takes place. The law adequately seeks to protect either party from such an act 

without any notice. From Table 9 item 5, only 10.34% or (15) of the respondents 

knew about this aspect of the law. Some insisted that once their employers failed 

to agree with them they had the right to demonstrate, strike or undertake a lock 
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out. Also, 89.66 or (130) of the staff said 'No, I don't 'to this law of pre 

information before resorting to any form of unrest at the work place. 

However, notice must be taking of the time period called the 'cooling off period. 

It's the time within which negotiation, mediation or arbitration proceedings are in 

progress. The law frowns on any party who engages in any form of unrest 

situation. The law states that "a party to an industrial dispute shall not resort to a 

strike or lockout during the period when negotiation, mediation or arbitration 

proceedings are in progress. Any party who contravenes this subsection is liable 

for any damage, loss or injury suffered by any other party to the dispute. 

It should however be noted that this law made some exceptions to employees who 

engage in essential services. It states that in any industrial dispute that affects 

workers engaged in essential service, the parties to the debate should attempt to 

settle the question inside three days of the event of the question by arrangement. 

In the event that after the termination of the three days, the question stays 

uncertain, the parties might within twenty-four hours of the expiry of the three 

days, allude the debate to the Commission for settlement by necessary assertion 

under segment 164. The Commission might make quick strides, yet not later than 

three days after the debate has been alluded to it, to settle the question by 

necessary mediation under segment 164. A business or a laborer occupied with, 

essential service should not fall lockout or strike in connection with or in 

furtherance of any industrial dispute involving the workers. Fundamental services 

providers include healthcare services providers, utilities suppliers, and so forth. 
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Concluding on this objective, one would say that the National Labour 

Commission is an important establishment of the state when it comes to labour 

issues. They are central to all forms of industrial disputes in the labour processes 

of the nation. It should however be noted that one thing that is guaranteed for sure 

under this part of the Labour Act is that work flow is giving a total protection to 

continue being in progress whether there are industrial disputes or not. It also 

makes available adequate room for negotiations in good faith with the view of 

reaching a settlement in accordance with the laid down disputes settlements 

procedures in the collective bargain agreements. It does these settlements with 

time timelines to assure all parties that an amicable solution is rest assured. That 

is if within three (3) days no solution is reached, then a compulsory arbitration 

process is enforced. Finally, when all the above measures stall or fails to find an 

amicable solution to the disagreements, any of the parties, especially, the 

employees have the right to demonstrate, undertake strike, lockout etc. 

But this can be done with the caution of pre-information of the other party. It's 

within the other parties right to be pre-informed before embarking on any form of 

industrial unrest, otherwise, it will amount to breach of right. Note should 

however be taken when you are involved in the provision of essential services. 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

In the previous chapter, the data collected for this study was reported, analysed 

and discussed. In this last Chapter, a summary is made, conclusions are drawn 

and recommendations offered. 

5.1 Summary 

The study assessed the extent to which motivation contributes to labour unrest in 

SME's in the Tamale Metropolis. It was conducted with 145 respondents 

comprising 90 women and 55 men from nine (9) the different categories of 

SME's which were registered and operating under the Metro Assembly's Revenue 

Mobilization unit. The questionnaire, made up of close and open-ended items, 

was used to elicit information from respondents. 

The study centered on three main areas, namely: the various ways by which small 

and medium-scale enterprises motivates employees; the approaches of motivation 

that could be further developed and improved in order to reduce labour unrest in 

small and medium-scale enterprises; and finally, examining employee's 

knowledge on labour unrest in relation to the legal framework of the labour Act of 

Ghana. The findings of the study were: 

1. The informants largely agreed that the relationship between motivation and 

unrest situations in small and medium enterprises in the area is positive and 

largely seen as a social problem that has plagued most Ghanaian Institutions, 

especially the small and medium enterprises for many decades. It predates to 
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the independence of Ghana and has not ceased even with the passage of the 

Labour Act, 2003 (Act 651) that is touted as efficacious in preventing labour 

disputes from escalating into labour unrest. This summary finds accord with 

the claims of Obeng-Fosu (2007) that as many as 1861 labour unrests had 

occurred in Ghana between 1944 and 2003 which had their roots from 

motivational differences. 

2. Most Labour unrest situations originated by either conflict between an 

employer and a group of workers over demands made either by workers or by 

an employer were the order of the day. It is either a case of conflict of interest 

or conflict of right. With workers, it is the stoppage of work to pressurize an 

employer to address a demand. In the case of an employer, the workers are 

locked out of the place of work by the employer as protest over an action of 

the workers which in his opinion affects his interest of the organization. In 

other words, whilst workers embark on strike, employers resort to lockout. 

Both of these industrial actions or any other create labour unrest. But most 

often, the employers side of the action is not as frequent as that of the 

employees 

3. Motivation is seen as a two-way sword. On one hand, it's used by the 

employer to make the employee work towards achieving the desired goals 

with the aim of maximizing shareholder's wealth. Employees on the other 

hand, employees also from time to time finds that as the tool for pressing 

home their demands. Coupled with other unrest situations such as strikes and 

other forms. 
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4. In this modern day, motivational techniques haven't had so much significant 

changes in the concept of motivation. As a dynamic concept, no one type of 

motivation can fit all staff. According to Fox (2007), individual employees 

differ basically to such an extent that no two people will demonstrate a similar 

response to a specific boost and subsequently not all staff will be motivated by 

the same factors. 

5. It was found out that the labour law which was established to shield both the 

employer and employee did little in its bid as most of the SME staff and some 

employers had no knowledge about how it operated as a law. For instance, in 

one of the SME's called 'HAKMOLAN Ventures, the employer prohibited 

the employees from forming or joining any labour group. This was an abuse 

of the employees right which the employer through the interview reveal that 

he genuinely never knew. 

Conclusions 

The following conclusions were drawn from the findings of the study. 

1. This study has identified motivation as one of the causes of labour unrest in 

most SME's in the Tamale Metropolis and Ghana as a whole. The survey 

has established that labour unrest which is precipitated by conflict causes 

losses such as productivity loss and profit loss to employers, income loss 

and job loss for workers, scarcity of goods or services which affect society, 

revenue loss through income tax loss and company profit tax loss to the 

State and including creation of social problems. 
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2. Government has promulgated the Labour Act. 2003 (Act 651) that is 

viewed as a great social legislation, and a form of instrument of conflict 

management, spelling the rights and duties of employers and workers, and 

providing mechanism for resolution of conflict, stressing that workers and 

employers should negotiate collective agreement in good faith, and when 

confronted by conflict, should endeavor to negotiate this with the view to 

reaching an agreement. Otherwise, the Act will spell the for them the force 

resolution procedure. 

3. It was clear that different motivational approaches were used by employers 

in motivating staff. But financial motivational packages were viewed as the 

most acceptable by the employees ofSME's in the study area. 

4. It was also clear that majority of the SME staff lacked substantial 

knowledge about the labour Law-Act 2003, especially when it comes to 

labour unrest and its resolution processes. 

5. It was also brought to light that most employers and management take 

advantage of the ignorance and lack of staff knowledge in the labour Law 

by treating them contrary to their employment contractual terms. 

Recommendations 

From the findings of this research, the following recommendations are 

made: 

1. With regards to the best form of motivation, I recommend that management 

and owners of SME's should continue to use more financial rewards. This 

according to the staff met their basic purpose of accepting to work. Through 
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this, they are able to take care of the needs of their families as well as make 

savings for further security. The caliber of workers in SME's are not highly 

educated to warrant high salaries. So, the market rates are commonly used. 

Any review beyond market rates will usually be satisfying. Coetzee in 2003 

consolidated this by appraising financial rewards over other forms of 

rewards. 

2. With respect to employer's inadequate attention to workers' problems or 

demands, it is prudent that employers come to terms with the recognition 

that most labour conflicts can be avoided if an effort is made early enough to 

remove the source of friction. If this is not done successfully, a small 

grievance or dissatisfaction may build up to a big grievance, and result in a 

costly labour unrest as observed by (Fox, 2007). This is the case as the 

research established that there is a direct relationship between motivation 

and labour unrest. 

3. It is recommended that the Management and owners of SME's should from 

time to time organize capacity building programs for staff in relation to the 

labour laws under which they work. The lack of basic knowledge in this area 

affects productivity and income indirectly. The Commission for Human 

Rights and Administrative Justice, the National Labour Commission, the 

Trades Union Congress (TUC) and the National Commission for Civic 

Education (NCCE) could be of help in building the capacities of staff in 

effective management of resources and basic employment contractual 

relationships and rights involved in those relationships. 
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4. More still, government must encourage the Department of Labour to step up 

labour inspection which it is enjoined under Section 122 of the Labour Act, 

2003 (Act 651) to do as a mechanism in policing the industrial relations 

scene from being thrown into disarray. This could be an effective method of 

nipping in the bud seeming industrial conflicts with potential for ripening 

into labour unrest. 

5. It is recommended that consent and knowledge of the staff in the SME's be 

included in the design of policies for the day-to-day running, so that 

decisions made for them will not lack their input and kind of imposed on 

them by management. In the design of working policies for staff, factors 

such as their operational safety, financial encumbrances, other important 

views of theirs are never taken into consideration neither are they consulted. 

This puts the workers at a disadvantage since they are involved in the day-to 

day running of the organisation. The foregoing is in line with Section 9 of 

the Labour Act, 2003 (Act 651) which enjoins employers to 'keep open the 

channels of communication with workers'. This may bring about 

understanding and cooperation as an important tool for peaceful and 

harmonious working relationship between employers and workers towards 

achieving the corporate objective. 

6. Conceding that conflict is endemic in all social organizations, there is the 

need to appreciate conflict management is as well important. Workers and 

employers therefore need to recognize that the Labour Act, 2003 (Act 651) 

at Sections 9 and 11 enjoin them to 'protect each other's interests'. One 
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way of doing this is to be adequately prepared to recognize, define and 

control the part each plays in formulating organizational goals, 

implementing processes and sharing productivity gains. In other words, 

both social partners must appreciate that their success in maintenance of 

industrial peace and harmony depends on how they collectively look at 

issues of 'efficiency, equity and voice' as part of their organizational 

objective. It is when the two learn to co-exist in the manner recommended 

that labour unrest through motivations may be reduced considerably. 
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APPENDIX A 

QUESTIONNAIRE 

UNIVERSITY FOR DEVELOPMENT STUDIES 

MOTIVATION AND LABOUR UNREST IN SMALL AND MEDIUM-SIZE 

ENTERPRISES IN THE TAMALE METROPOLITAN AREA 
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• The researcher is a postgraduate student of the University for Development 

Studies (UDS), Tamale 

• I would like to know what you think has been the relationship between 

motivation and labour unrest in small and medium-size enterprises in the 

Tamale Metropolitan Area. The Questions will take almost 5 minutes of your 

time. 

.t. 

• All the gathered information will be combined with the information from 

other respondents and used to analyse opportunities to develop adequate 

employer-employee relationships at work in the Tamale Metropolis and in 

Ghana at large . 

• Data collected is for academic purpose only and will be treated with strict 

confidentiality- please feel free to express your opinions; as there are no right 

or wrong answers and only your honest opinions are important for us 

Please sign/thumbprint if you are willing or do agree to respond to this 

questionnaire 

Section A 
SECTION A: DEMOGRAPHICS OF RESPONDENTS 

1. Name of organisation . 

2. Sex of respondent. . 

3. Age of respondent. . 
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• a . 11-20 

• b. 21-30 

c. 31-40 

d. 41 and Above years 

4. Educational Background of the respondent 

a. Non-Formal 

b. Middle School 

c. Senior high school 

d. Junior high school 

e. Tertiary education 

f. Others 

g. Not been to school 

5. How long have you been working for the SME? 
" 

a. 1-5yrs 

b. 6-10yrs 

c. 11-20yrs 

d. 21 and Above years 
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Section B 

ASSESS THE VARIOUS WAYS BY WHICH SMALL AND MEDIUM 

SIZE ENTERPRISES IN THE STUDY AREA MOTIVATE ITS 

EMPLOYEES 

5. Are you a motivated staff? 

Agree (Yes) [ ] 

l 
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Disagree (No) [ ] 

6. It's enjoyable to go to work? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

7. My company provides fair remunerative opportunities? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

8. My company provides fair promotion opportunities? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

9. My job is beneficial to my career? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

10. My boss allows me to have my ability fully utilize? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

11. I am well aware of the company's comprehensive goals? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

12. I am generally satisfied with the working conditions? 

Agree (Yes) [ ] 

Disagree (No) [ ] 
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." 

ESTABLISH THE VARIOUS ASPECTS OF MOTIVATIONAL 

APPROACHES THAT COULD BE FURTHER DEVELOPED AND 

IMPROVED UPON IN ORDER TO INCREASE EMPLOYEE'S 

PERFORMANCE AND REDUCE LABOUR UNREST IN SMALL AND 

MEDIUM-SIZE ENTERPRISES OF THE STUDY AREA. 

13. My employer encourages me to work? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

14. My job enables me to fulfil my basic needs? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

15. Rewards should be based on performance? 

Agree (Yes) [ ] 

Disagree (No) [] 

16. Tangible and intangible rewards are equal? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

17. I am happy with my salary? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

18. Other rewards beside my salaries are important? 

Agree (Yes) [ ] 

Disagree (No) [ ] 

130 
• 
• 

www.udsspace.uds.edu.gh 

 

 

 

 



• 
'I. 

KNOWLEDGE OF LEGAL FRAMEWORK OF LABOUR ACT 2003 IN 

GHANA IN RELATION TO LABOUR AND LABOUR UNREST IN 

SMALL AND MEDIUM-SIZE ENTERPRISE 

PART- I-ASSENT OF THE LABOUR ACT 2003 

19. Do you know that there are labour laws in Ghana which seeks to protect you 

in employment? 

a. Yes, I know and I have been educated on it by my employer 

b. No, I have never heard of it 

20. Have you ever benefited from the law? 

a. I always benefit 

h. No, I'm yet to benefit from it 

PART- III -PROTECTION OF EMPLOYMENT- LABOUR ACT 2003 

21. Do you know that under this Act, it's within the right of the employer to 

employ, discipline, transfer, promote and terminate the employment of the 

worker, are you aware of this? 

a. Yes, I'm aware 

b. No, I have never heard of this law 

22. Do you also know that It's also within the right of the employer to pay the 

agreed remuneration at the time and place agreed on in the contract of 

employment? 

a. Yes, I'm aware 

b. No, I have never heard of this law 
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.- 23 Do you know that the employer is responsible for ensuring that the worker 

•• is free from risk of personal injury or damage to his or her health during 

and in the course of work? 

a. Yes, I know 

b. No, I have never heard of this 

24 Have you ever heard of workman's compensation? 

a. Yes, I heard of it 

b. No this is my first time of hearing of this 

25 Do you know that the employer is responsible for protecting you from 

every unfair treatment from the time of work until you go home? 

a. Yes, I know 

b. No I didn't know 

.- PART- XVIII -NATIONAL LABOUR COMMISSION-Sub-Part II - 

SETTLEMENT OF INDUSTRIAL DISPUTES- LABOUR ACT 2003 

a) Sub-section 153-Settlement by Negotiation: 
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26 Per the above law, are you aware that in contract of employment, parties 

to an industrial dispute are under an obligation to negotiate in good faith 

with the view of reaching a settlement in accordance with dispute 

settlement procedures in the collective agreement or contract of 

employment? 

a. Yes, I know 

b. No, I don't know 
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• ; b) Sub-section 154-Settlement by Mediation: 

27 Per the above law, do you know that the commission has right to request 

parties in dispute at workplace to settle the dispute by mediation within 

three days? 

a. Yes, I know 

b. No, I don't know 

28 Do you also know that the commission can appoint a mediator upon 

becoming aware of non-resolution of the dispute within the three (3) days 

and its satisfied that it has exhausted the procedures in the collective 

agreement and that none of the parties have sort the assistance of the 

commission to appoint a mediator? Are you aware of this law? 

a. Yes, I know 

b. No don't know 

29 Are you aware that the mediator reserves the right when at the end of 

proceedings, no agreement is reached, to immediately declare the dispute 

unresolved and refer the dispute to the commission? 

a. Yes, I know 

b. No, I don't know 

Sub-section 159-Notice of intention to resort to strike or lockout 

30 It's a fact that, where both parties fail to agree and the dispute remain 

unresolved at the end of the arbitration process and either party intending 

to undertake an unrest act such as strike action, lockout, demonstration etc. 
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• shall give writing notice of this to the other party and the commission, 

within seven days after failure to agree before such an action takes place? 

a. Yes, I know 

b. No, I don't know 
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