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Abstract

It is assumed that employment protection legislations reduce the power of employers and protect
the workers from negative consequences. Many hotels’ employees face unfair and illegal practices
in their workplace. Yet, the studies that tried to address the hotels’ compliance with employment
protection legislations, in the Egyptian context, are too scarce. This study aims to measuring the
level of the hotels’ compliance with employment protection legislations, in the Egyptian context.
The study adopted a quantitative method (self-administrated questionnaire). Depending on a
stratified sample, the data was collected from (457) employees, working in the private-sector hotels
in Egypt. The study revealed that, the levels of the hotels’ compliance to EPLs, are extremely
unsatisfactory. These results are in line with numerous studies and workers complaints.
Recommendations to government and policy makers, the union of workers, the hotel management,
and the individual employees are provided.

Keywords: Employees’ Rights, Employment Protection Legislations (EPLS).

Introduction

Violating labour rights, in the hotel industry, can be evidenced. Numerous complaints from hotels'
employees and labour rights lawyers claim that many hotels do not provide full contracts to
employees. Some other complaints that are related to unfair dismissal and working overtime
without being paid are recorded (Beddoe, 2004). About 90% of countries in Africa, workers are
deprived of their rights. The Middle East (including Egypt) remain one of the world’s worst regions
concerning the implementation of fundamental rights at work (ITUC, 2019). Morshed (2007)
discussed that it is assumed that labour rights protect and safeguard workers from negative
consequences and increase labour productivity.

Labour legislation was intended to reduce the power of employers and protect employees (World
Bank, 2012). Theoretically, there are opportunities to establish labour rights in any industry, but
in practice, the picture may be simply unsatisfactory. Bernhardt et al. (2015) stated that
‘Compliance with employment and labour laws has received less attention’. This is compatible
with the conclusion of Liukkunen et al. (2016), who confirmed that the actual implementation of
employment rights protection regulations must be studied. In Egypt, studies that examined the
issue of hotels’ compliance with employment protection legislation are very scarce. The main
objective of the current study is to measure the level of hotel compliance with employment
protection legislation, in the Egyptian context.

Review of Literature

Sengenberger (2005, p. 7) stated “A comprehensive body of agreed international labour standards
already exists.... but many of these standards are not respected or implemented”. In many
countries, the issue of enforcement is considered a serious challenge due to lack of transparency,
weak sanctions, restrictions on freedom of association, weak trade unions, and/or the existence of
a large informal economy, with many casual wage earners who do not enjoy effective protection
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(Haden et al., 2011; Benassi et al., 2015). Even in some European countries, the implementation
of labour rights may face various difficulties and challenges (Liukkunen et al., 2016).

In Egypt, public sector hotels employ only 2.1% of all workers in the hotel industry. While the
private sector hotels employ about 98% (97.9%) of the workforce (Sobaih, 2015). However, one
of the key challenges is to ensure decent work conditions (Baum, 2013). The hospitality industry
involves work overload, long working hours, night and evening shifts (Kim et al., 2007; Tsaur et
al., 2012; Sampson et al., 2014), low pay, limited opportunities for training and promotion
(Poulston, 2008). With all of these working conditions, many hospitality employees face unfair
and illegal practices in their workplace (Poulston, 2008). The following sections discuss these non-
ethical and illegal practices.

Labour contract and job security

The employment contract provides the foundation for any employment relationship. Through this
instrument, the nature of employer and employee rights and obligations is identified, interpreted,
and given legal form and obligations (Wright et al., 1997). In hotels, the absence of a formal written
contract of employment, signed between the employees and the hotel, is the largest hidden danger
to job security. Without the labour contract, employees, even by using legal means, will be unable
to fully guarantee and safeguard their interests and rights (Ren, 2016). In Egypt, the lack of job
contracts prevents employees from enjoying the retirement pensions, which are based on job
contracts (Barsoum, 2010).

De Gobbi et al. (2005) showed that, according to the Egyptian laws, there are two types of work
contracts which are permanent contracts for indefinite periods (i.e., public-sector jobs) and fixed-
term contracts usually for one year and renewable every year (i.e., private-sector jobs). Although
the World Bank report showed that most countries in the Middle East and North Africa do not
display strict hiring regulations as compared to international standards (Angel-Urdinola, et al.,
2010), the Egyptian labour law compels the employer to draw up a labour contract, in three copies,
one copy kept by the employer, one copy delivered to the employee, and one copy must be
deposited with the concerned social insurance office (Egy.gov, 2003).

Long and unsocial working hours

In the hotel industry, serving the continued demands requires working hours that are often marked
as unsocial and irregular in the form of working during night shifts, weekends, and holiday periods
(Sobaih, 2015). However, these working arrangements increase stress on hotel employees with
family responsibilities, especially for women who oversee children or elderly family members
(Sobaih, et al., 2011). In Egypt, the research conducted in 2003, by the International Travel and
Tourism Research Team (ITTRT) showed that, to maximize the productivity on board Nile cruise
boats in Egypt, workers are often required to work 45 consecutive days and then take 15 days off.
All workers interviewed agreed that the working day is much longer than 8 hours during the night
and being ‘on call’ 24 hours a day, it was common for a waitress to work 16 hours a day, and those
extra hours are not paid. Thus, the results confirmed “long hours” and ‘unpaid overtime’ as a part
of working nature (Beddoe, 2004). The average number of working hours in Egyptian hotels is 58
hours (Sobaih, 2015). According to Egyptian labour law, the number of working hours is 48 hours
per week, with no more than 8 working hours per day. If an employee has worked overtime, he
will be entitled to a minimum 35% premium for daytime hours, and an additional 70% for working
during the night hours. (Egy.gov, 2003).
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Low wages and rewards

Santos et al. (2007), Fernandez et al. (2009), and KNOX (2011) showed that many studies that
investigated the salary levels in the hospitality industry confirmed the fact that the hotels sector is
among the lowest-paid business sectors. Bernhardt et al. (2015) confirmed that the violations
related to minimum wage, not paying for the overtime hours is common in hotels. In Egypt, the
results of ITTRT research confirmed that ‘tip overdependence’ and “unpaid overtime” are facts in
hotels in Egypt (Beddoe, 2004).

Bernhardt et al. (2009) confirmed the existence the EPL violations related to ignoring minimum
wage; forcing employees to work without pay before or after their shifts (overtime laws). Zaytoun
et al. (2010) concluded that the average monthly wage for both hospitality male and female
workers is lower than the other sectors in the Egyptian economy. They argued that more studies
are needed to address this issue within hotels. Sobaih (2015) documented that the average weekly
wages in the hotels in the private sector in Egypt (175 EGP), is much lower than this average for
the hotels in the public sector (318 EGP).

Poor training and limited opportunities for career advancement

Research has confirmed the absence of effective training and operating without formal training
policies in many hotels (Jameson, 2000). In Egypt, within the hotel, staff movements from one
department to another are not always easy, which limits the ability of employees to gain a wide
range of experience by dealing with different tasks and divisions. In addition, there are very limited
opportunities to progress from entry-level front-line positions to senior management. Most
multinational hotels recruit senior management from the parent company, which Kkills fair
opportunities for promoting the local staff to managerial positions (Beddoe, 2004).

Farouk (2010) showed that despite the large budgets allocated for training programs in
international restaurant chains in Egypt, training programs already had already little or no impact
on employees or the operation performance. The researcher suggested that this was basically due
to poor programs of training and the absence of an evaluation of training results. Zoweil et al.
(2012, p.12), found that “deficiencies in employee training and programs for development” are the
main issues in their empirical study, in the port-Marina resort in the northern coast of Egypt.

Unfair termination and dismissal of employment

Termination refers to ending an employment contract in some cases such as an employee
resignation. On the other hand, dismissal is an action taken by the employer to terminate a contract
from one side (Ahmad et al., 2003). A constructive dismissal that can be called “forced
resignation” happens when an employer takes some actions or procedures to force an employee to
resign. Constructive dismissals are unethical, unfair behavior, and, in many countries, illegal
(Poulston, 2005). The absence of job security in hotels in Egypt was evidenced according to the
results of the ITTRT assessment of labour conditions in Egypt (Beddoe, 2004).

Added to that, the report of the World Bank on employment regulation in the Middle East and
North Africa showed that the employers in the private sectors use various illegal practices to avoid
payments such as forcing employees and workers to sign undated ‘voluntary’ resignations when
joining a job. So, employers can terminate their employees at any time without any limitations or
compensations (Angel-Urdinola et al., 2010). Sobaih (2015) documented that all the interviewed
managers (14 from Cairo hotels and 13 from Sharm EI sheikh hotels) agreed that the non-full-time
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contract was a good option for them because it enables them to dismiss staff at any time without
any legal obstacles or problems.

Lack of safety and security features in the work places

In Egypt, safety and security threats and concerns are now becoming more frequent (Ghazi, 2016).
Hotels have a long history of being soft targets for terrorist attacks (Gill et al., 2002; Levin et al.,
2009; Henderson et al., 2010). Soft targets are “places that are typical of a large concentration of
population and a low level of security... [such as] shopping centers, clubs, restaurants, schools,
transport, airport terminal...” (Beniova et al. 2019, p. 453).

Egyptian EPL requires the employer to ensure the safety and security; employees must be provided with
means of occupational health and safety and protected from mechanical, biological, and chemical
dangers in the work (labor law, articles: 208, 209, 210 and 211). In addition, ensuring employees
protection from fire risks (labour law, article: 214) (Egy.gov, 2003). Moreover, the instructions of
Egyptian ministry of tourism compel the hotels to ensure its employees’ security against the terrorist
attacks.

Violation of the hotels’ employees’ human rights

Universal Declaration of Human Rights (UDHR), 1948, stipulated a group of the basic global
rights such as: freedom and decent living; equality in dignity and rights; non-discrimination of any
kind; prohibiting physical and verbal abuse; resorting to the competent courts in case of violating
his rights.... etc. Hotel should respect and protect its employees’ human rights and take steps to
avoid violating these rights, even if they are not protected by the law (Colovic et al., 2019).

In an interview conducted by ITTRT , a room cleaner stated “The people in higher positions treat
us as inferior human beings, they think we are machines, while we work as hard as we can....”
(Beddoe, 2004). Weil (2011) showed that unethical practice may be in the form of retaliation
against the employees who seek complaints. In Egypt, Kattara (2005) found that due to gender
discrimination and inequality in Egyptian five-star hotels, women were less able to reach senior
managerial positions and were often employed in low levels and types of jobs in comparison to
their male counterparts.

In conclusion, Ibrahim (2013), in an attempt to shed light on the levels of commitment to some
provisions of the Egyptian labour law 12/2003, conducted a study on a sample of Egyptian five—
star hotels in the city of Cairo. The findings revealed unsatisfied levels of commitment to the
provisions of Egyptian labour law 12/2003 (e.g., working without contract at all, depriving the
employee of all his dues, ....). whatever, the study of Ibrahim (2013) was conducted in one hotel
category (five-star hotels) and one city (Cairo). Thus, the studies that tried to address the hotels
compliance with employment protection legislation in the Egyptian context, are too scarce.

Methodology

The study methodology was quantitative in nature and used a deductive approach. The purpose of
this research is to measure the level of compliance with employment protection legislations, in the
Egyptian context.

Data collection method and development of the scale

The study adopted the questionnaire survey (quantitative technique) to collect the required data.
questionnaires, specifically, were identified as an inexpensive, quick, efficient and accurate means
of collecting the primary data (Opoku et al., 2016). To develop a reliable questionnaire, a
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systematic development approach is required (Price, 2017). Thus, the questionnaire was developed
on the procedures recommended by Churchill et al. (2002). See Figure (1).

Step 1
Specify what information will be sought

d

Step 2

Determine type of guestionnaire and method of
administration

d

Step 3

Determine content of individual gquestions

1

Step 4

Determine form of response to each question

4
Step S
Determine wording of each guestion

4
Step 6
Determine seguence of questions

4
Step T
Determine physical characteristics of guestionnaire

4
Step 8
Re-examine steps 1 to ¥ and revise if necessanry

L
Step 9
Pre-test guestionnaire and revise if necessary

Figure (1): Questionnaire development process
Source: Churchill et al. (2002, p. 315)

The Egyptian employment protection legislations includes (1) Constitution, (2) International
agreements, and conventions (i.e., International Labour Organizations (ILO) conventions that are
ratified by Egypt), (3) the relevant laws (such as labour law, child law, social insurance law....),
(4) Ministerial resolutions issued by the concerned minister (e.g., resolutions of the manpower
minister...). These documents were analysed. Hence, the rights entitled to the hotels’ employees
were extracted, assembled and documented an inclusive list of rights. These rights are categorized
under various dimensions to yield a total of initial items and form the overall construct.

The scale reliability and validity

The pilot survey was conducted in July 2020, with eighty-five employees in 14 hotels in
Alexandria and Cairo. The survey was conducted online. Seventy-six showed interest and
answered the questions. As a standard of reliability, the coefficient alpha value, which is greater
than 0.70, is highly satisfactory for most research purposes (DeVellis, 2021). The results of the
pilot study were entered into SPSS program, then Cronbach’s alpha was computed. According to
the results shown in Table (1), it can be interpreted that the scale is highly reliable.

Table (1): Cronbach’s alpha reliability test results
No. of cases Cronbach’s alpha

76 0.813
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Regarding the scale validity, two types of validity were established namely “face validity” and
“content validity”. ‘Face validity’ refers to the questions for be unambiguous to the respondents
and therefore the collected data will be valid. The “Content validity” refers to the extent to which
the questionnaire measure the actual concepts related to the topic and covers the construct of the
study (De Vos et al., 2005). Content validity was examined by a group of judges (four of the
specialists in the field of labour rights) who read the instrument and decided that its items truly
reflected which it was intended to measure.

The organization of the questionnaire

The 5-point Likert scale is easy to understand and use for survey respondents and administrators
alike. It takes less time and effort to complete than higher-point scales. It fits mobile device screens
better than higher-point scales. Respondents have choices without becoming overwhelmed. Thus,
the study employed a 5-points Likert scale, ranging from 5- completely performed, to 1- not
performed at all. The questionnaire included demographic questions, and list of 89 items of the
entitled rights to hotels’ employees as dedicated by Egyptian EPLs. These items of rights were
organized into 17 ‘dimensions’ or ‘groups’ of rights.

Sampling and Data Collection

The target population is all the private sector hotels employees, from non-top management
workforce. Specifically, all the employees except general manager, his assistant, managers of hotel
departments and their assistants or representatives. The rights of the non-top management
employees are more likely to be violated or ignored compared to the rights of the management
members. Thus, assessing the performance levels of the rights by these non-top management
employees are more realistic and reliable. The stratified random sample was chosen as the most
appropriate sampling technique. Therefore, Egypt was geographically divided into 5 regions to
represent all the cities of the country in the sample. Thus, the questionnaire forms were distributed
to 768 respondents of non-top management employees in the sampled hotels. Data were collected
from July 2020 to March 2021. From the sample, the valid questionnaires for analysis were 457.
Thus, the valid response rate was estimated to be 59.51%.

Results and Discussion
The respondents’ demographic profile

The respondents' demographic profile is presented in table (2).

Table (2): Demographic profile of the respondents (N = 457).

I Choices No. of Percentage
tems
respondents
Male 355 77.68%
Gender Female 47 10.28%
Prefer not to declare 55 12.04%
Less than 25 years 26 5.69%
from 25 to less than 35 147 32.17%
Age from 35 to less than 45 182 39.82%
from 45 to less than 55 83 18.16%
from 55 to 60 years 19 4.16%
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Education level | Middle Certification 20 4.38%

Institute or equivalent Qualification 51 11.16%

College/university 377 82.49%

Postgraduate (MA, PhD, etc.) 9 1.97%

Previously Previously worked in other hotels 397 86.87%

worked in other | Did not work in other hotels Previously 60 13.13%
hotels

Less than one year 2 0.44%

Lenrgt'h of From one year to less than 10 years 173 37.86%

service From 10 years to less than 20 years 168 36.76%

From 20 years to less than 30 years 96 21.01%

30 years and over 18 3.94%

Un- classified hotels 36 7.88%

One-star hotels 91 19.91%

Two-star hotels 108 23.63%

Grade of hotel Three-star hotels 45 9.85%

Four-star hotels 83 18.16%

Five-star hotels 94 20.57%

With respect to hotels employees' gender, the majority (77.68%) were male, while the smallest
proportion (10.28%) was female. Hotel employees had a variety of age categories. the vast
majority of hotel employees (71.99%) are of young age, which confirms their ability to give and
be human resources that need to be invested through effective and fair management. the majority
of hotel employees (82.49%) had a college degree, which indicates that most of the hotel staff have
a very good level of education. According to the results, 86.87% of the respondent employees
previously worked in other hotels. Unfortunately, this means that the rate of labor turnover in
hotels is very high. This requires protecting the rights of hotel employees, as an attempt to achieve
job satisfaction and reduce turnover rates. Regarding the length of service, the majority (37.86%)
served from one year to less than 10 years. These results show that hotel employees serve for
somewhat long periods in hotels, which requires confirming the protection of their rights.
Regarding the grade of hotels, two-star hotels captured (23.63%) of total of the hotels, and five-
star hotels represented (20.57%) of the overall hotels. The smaller proportions were the three-star
hotels (9.85%) and the un-classified hotels (7.88%). These facts confirm that the Egyptian hotel
industry offers a diverse mix of hotel services and therefore it can serve different customers and
provides various job opportunities for the Egyptian labor market.

Results of measuring the level of the hotel compliance to EPL
The rights performance level according to the ‘entitlement stages’

Table (3) shows the ‘rights entitlement stages’, in ascending order, from the lowest to the highest
in terms of the level of performance.
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Table (3): The level of performance of the rights according to the ‘entitlement stages’

The entitlement stages of the rights of the hotels’ employees Mean | Rank
1 | Rights which are entitled during establishing the job relationship 2.0031 1

2 | Rights that are entitled when terminating the job relationship 2.0133 2

3 | Rights which are entitled when the job relationship is in force 2.5589 3

As shown by the results, the level of performance of the rights in all ‘entitlement stages’ is low to
a great extent. By comparing the three levels of performance, the performance level of rights which
are entitled when the job relationship is in force, is higher than the performance level of rights
which are entitled both when establishing or terminating the job relationship. This result may be
due to two main facts. The first fact is that the rights due in the intermediate stage (during the job
relationship is in force) may be subject to more control, compared to the first and last stages (the
stage of establishing and terminating the job relationship). For example, the rights related to
ensuring the security and safety of employees (that are entitled during the job relationship is in
force) are subject to inspection and monitoring by the competent authorities, while, for example,
rights related to the labour contract (that are entitled during the job relationship establishing) or
rights related to dismissal or compensation (that are entitled during the job relationship
termination) are not subject to the same degree of control and accountability. The second fact is
that hotel management may be keen - even to a very slight degree - to perform the rights of its
employees who have already become part of its work team, and that the job relationship is stable.
This is encouraged by the motive of satisfying and retaining these employees (and this matter is
available during the job relationship is in force) - while the hotel management is not keen to the
same degree to perform those rights at a time when the job relationship is not already established
and stable (such as the two stages of establishing and terminating the job relationship)

The rights performance level according to the ‘groups of rights’
Table (4) shows the “groups of rights”, in an ascending order, from the lowest to the highest in
terms of the level of performance.

Table (4): The level of performance according to the ‘groups of rights’

The dimensions of the hotels’ employees’ rights Mean Rank
1 | Rights related to compensations and dues when terminating the job | 1.9229 1
relationship
2 | Rights related to working hours 1.9790 2
3 | Rights related to labour Contract 2.0031 3
4 | Rights related to dismissal or resignation 2.0660 4
5 | Rights related to leaves 2.1108 5
6 | Rights related to health and social care 2.1597 6
7 | Rights related to disputes settlement 2.2073 7
8 | Rights related to employee impeachment and sanctions 2.2109 8
9 | Rights related to respecting the freedoms which are prescribed legally | 2.5569 9
10 | Rights related to wages and rewards 3.2418 10
11 | Rights related to equity and non-discrimination 3.6900 11
12 | Rights related to ensuring the hotels” employees safety and security 3.8613 12
13 | Rights related to employees’ training and orientation 4.0071 13
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According to the results shown, the “groups of rights” can be divided into three main categories
based on their degree of performance, as follows:

The first category (which has, somewhat, accepted degree of compliance) includes the
dimensions of (1) Training and orientation, (2) Ensuring the hotel employees safety and
security, and (3) Equity and non-discrimination. The reasons behind that may be due to
some reasons. Firstly, the hotel management is interested in training and orientation;
because it believes that, this training raises the level of service performance. Therefore,
this training will benefit the hotel itself. Secondly, the procedures related to ensuring the
security and safety of employees Subject to inspection and monitoring by the competent
authorities. Therefore, hotels are keen to perform these rights more, compared to other
rights.

The second category (which has intermediate level of compliance) includes the dimensions
of (1) Wages and rewards, and (2) Respecting the freedoms which are prescribed legally.

The third category (which has a very poor level of compliance) includes the rest of
dimensions, such as rights related to (1) compensations when terminating the job
relationship, (2) working hours, (3) labour Contract, (4) dismissal or resignation, and (5)
leaves. The main reason that may stand behind this low level of performance is the lack of
knowledge of these rights and consequently the lack of demand for them, in addition to the
lack of inspection or control by the authorities on the performance of these rights.

In summary, according to the results shown in Tables (3) and (4), it can be concluded that the
levels of compliance to EPLSs, in the Egyptian context, are extremely unsatisfactory. These results
are in line with numerous studies and complaints. The following are some examples:

Bernhardt et al. (2009) confirmed that the violations include ignoring minimum wage;
forcing employees to work without pay before or after their shifts (overtime laws).

Weil (2011) showed that the violations include retaliating against employees who seek for
complaints.

Theodore et al. (2012), who showed that the violations included providing unsafe
workplaces and violating the obligations of employees’ compensations.

Ibrahim (2013), who confirmed the existence of many illegal practices towards hospitality
workforces (e.g., working without contract at all, depriving the employee of all his dues)
Kanbur et al. (2013) who concluded that most violations were related to minimum wages,
having a written contract, and pension coverage.

The study of Bernhardt et al. (2015) which revealed that there many violations of EPL in
different sectors of the hospitality industry (e.g., minimum wage violation, not paying for
the overtime hours, forcing the employees to work before or after a regularly scheduled
shift, etc.).

Hardy (2021), who highlighted that systematic violation of labour laws is common in many
industries, and despite the principles of hotel ‘employee rights’ are clear and
uncomplicated; many hotels frequently do not actually perform them actually.

These very poor levels of the rights performance, may be due to the following reasons:
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1- The low level of knowledge of hotels’ employees about their rights. This fact was
confirmed by ILO et al. (2012), when they showed that ‘Lack of clear information
available to employers and workers about the level of minimum wages and about possible
sanctions in case of violation also reduces the likelihood of compliance’.

2- Many organizations tend to give priority to their policies to achieving more profits and
reducing the costs, even if this requires sacrificing the laws (Sengenberger, 2005; Mfondo,
2019).

3- The decline of trade union membership in many countries and the suppression of unions in
many developing countries, which have weakened pressure on the organizations to adopt
and implement labour rights (Sengenberger, 2005).

4- The negligence, carelessness, and lack of accountability (Islam, 2016).

5- Absence of labour control (Mfondo, 2019).

Limitations and directions for future research

The current study has some limitations as follows: The current study was conducted during the
period of the Corona epidemic, and most hotels were in a state of closure. This might have negative
impacts on response rates. Consequently, future studies are required to be conducted under better
conditions to support the results of the current study. The current study was conducted to measure
the level of compliance to the EPLs in the private sector. Therefore, future studies are required to
study the level of the public sector hotels” compliance. Future studies are needed to investigate if
the high levels of the hotels’ compliance to the EPLs, are related to some positive outputs (such
as: employees’ organizational citizenship behaviour). As well as, if the low levels of the hotels’
compliance to the EPLs are related to some negative outputs (such as: the employees’ intention to
leave).

Recommendations

(A) To Government and policy makers
Labour laws in Egypt need to be updated and revised. The main law regulating the rights
of workers in the private sector (including hotels) was issued in 2003. Thus, there is an
urgent need for revising and updating these legislations.

e Conducting an awareness campaign, to inform the hotels” employees of their legal rights.

¢ Obligating the hotel, as soon as contracting, to send a copy of the contract issued to a legal
committee in the manpower ministry to ensure that it is free of any illegal agreements or
derogation from the employee’s legally established rights.

e Issuing a legal text which includes that, the resignation should not be considered unless it
was signed by the employee on the form prepared for this at the headquarters of the work
office to which the hotel belongs.

e Labour policies that would ensure the implementation of Labour laws need to be enhanced,
so that employees are more and better protected and well paid.

e Establish channels affiliated to the Ministry of Manpower through which complaints of
little or no respect and implementation of EPL can be directed.

¢ Organizing routine visits to companies to inspect the level of compliance with the laws in
the workplaces, to enforce the effective implementation of EPL.
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The Ministry of Tourism and hotels should work on adding the criterion of ‘Hotel fairness
of the hotel in the treatment of its employees’ as one of the criteria on which the hotel is
classified and in evaluating that criterion based on the opinions of the employees
themselves on hotel management.

(B) To the general trade union of hotels and tourism workers

Carrying out the required initiatives to increase hotels’ employees’ awareness of their legal
rights.
Open channels through which they receive complaints related to violations of the rights of
hotel workers, present them to the legal committees, act collectively and take stand for their
rights.

(C) To the individual employees

Individual employees must take personal responsibility to equip themselves with the EPL
and their employment rights so that they can be aware of all the details related to their
legal rights.

The employees should benefit from the principle of freedom of trade unions association,
which allows the employees to join the trade union or withdraw from it as he/she likes.
Employees should, demand the respect of their employment rights when necessary, using
all appropriate means and resources available.

(D) To the hotel management

The hotel management, through the human Resource department, should ensure that
employees are entitled to signed employment contracts, and respecting all the EPLs, are
instituted in the internal rules and regulations of these hotels.

They should also encourage private seminars to educate employees on their obligations
and rights.
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