JOURNAL oF THE SOCIETY FOR
HOMEVECONOMISTS (JSHE)

ol. 3 No. 1 Dec, 2021
ISSN: 846-458

VST Published hy The Society for
(72t - Home Economists in Nigeria (SHEN)
o 4y Website: www.shen.org.ng

~ E-mail: info@shen.org.ng



Journal of
The Society for
Home Economists (JSHE)

Vol. 3, No.1Dec., 2021
ISSN: 846-458

An Annual Publication of

The Society for Home Economists
in Nigeria (SHEN)

Published by

The Society for Home
Fconomists in Nigeria (SHEN)
Website: www.shen.orgng
Email:info@shen.org:1%




Editorial Board

Editor-in-Chief -
‘of Ekemini Uko- . : | |
Pro tment of Vocational and echnica] EdUCahOn
epar :
Igtc}ulty of Educatmn
University of Benin

i itors
Assistant Edi
Prof. Elizabeth Mngusen Kembe
Department of Home Science and anagement
Joseph Sarwuan Tarka University,

Makurdi

Prof. Abu Lawa]

Department of Polymer ang Textileg Engineering
Faculty of Engineering
Ahmadu Bello University, Zaria

Prof. Esther Adamy
Ahmadu Be]|, University,

Prof. Elizabeth Igba

Department of Home Economjcs
Faculty of Education

Ebonyi State University

Prof. Djan, Ada Agbo

Department of Home Science ang Management
Joseph Sarwuan Tarka Universi i
Makurg;j

Dr. Nkiry N Wabah
Department of Vocationg]
Faculty of Education
University of Benin

and Technical Educy tion

Dr, Anthonia Obeta

Michea] Okpara University of Agricultyre
Umudike - Abia state

1




Advisory Board

Prof. Aisha Mohammed
Department of Home Economicy
Faculty of Education

Ahmadu Bello University, Zaria

Prof. Elizabeth U. Anyakoha
Home Economics Research Association of Nigeria
(HERAN) www.heran.org,

Prof. N. Nnam

Faculty of Agriculture
Department of

University of Nigeria, Nsukka

Prof. Mona Abdulsheriff Alexandra
University of Alexandria, Egypt

Prof. C. A. Igbo

Department of Home Economics
Faculty of Education

University of Nigeria, Nsukka

Dr. Susanna Piscopo
Faculty of Education

Professor of Nutrition, Family and Consumer Sciences
University of Malta

1il



o

(5]

10

Table of Contents

1QLl%lninnblo Family Living inan Unstab)e Econ
(1 o . ()m

,C‘t; A

1 Challend bo
gocial ek 1088 [huoma 15
‘ ¢ Happ" * 1

prof- tion and Sustainable Health of Childrep,

- v utri
s of PO amily N lada Area Council, Abuj
Causes © ;05 of Gwagwalada , Abuja

S t .
ural Communit! A, Abubakar & Zainab Mohammed Abp;g

tion on the Growth and Development of Childyey

nment Area, Kaduna State
U.M, Okwori, E & Okeke, G. C.

ge of Nutr
al Gover

| Zaria LoC
in 22 R. A, Yaro,

Akpusugh 17

1 of Family Resource Management for Family
Ahmadu Bello University Community, Zaria
R. O. Onu & Abbas, Hajara Duduwa

Investigatio ‘
Gustainability m

Odunze, Ivy Thuoma, \

Creative Utilization of Fabric Waste for the Production of Infant
Clothing Articles for Family Economic Sustainability in Clothing Usage

Nzurumike Ngozi & Sonye, C.U .
Residents’ Awareness and Perception of Tourist Attractions in Ibadan,

Oyo State, Nigeria

T. G. Yusuf "

Production of Household Linen From Fabric Waste for Sustainable

Living of Homemakers in Cross River State

Offing, Paulina Enyiokpa, Chukwuone Chiamaka Adobi,

Gera Nguvan Patience, Ugwe Eunice Ifenyinwa & Igbo Chinyere Anne 47

Influence of Climate Change on the Health of Children in Foster Care:
Implication for Sustainable Social Adjustment of Children
Agahiu E. G. Kembe E.M. & Ivande P.D 53

Environmental Perspective on Clothing Article Disposal Practices of
Households in Port Harcourt Metropolis: Implication for sustainable

environmental development

Sonye, C. U & Wonah, E. E &

Entrepreneurship Skills in Textile Printing for Women to Boost Family

v



11

»

14

t5)

16

17

18

19

Income and Financial Sustainability
Comfort Modupe Ojo & Abdulrasaq Ayinde Yusuf 66

Influence of Resources on Employee Job Performance in Hospitality
Industry in lorin South, llorin Kwara State \Ww
S. O. Abdulkadir, O.]. Adediran, W.O. Johnson & 1. B. Aribidesi 72

Food Selection and Consumption Practices of Diabetic Patients

in Nsukka Metropolis of Enugu State, Nigeria

Onwurah C. O.,Chukwuone, C. A., Dimelu, I.N., Anowai C. C.

& Onuoha, K.M. 82

Influence of Unemployment on the Nigerian Child
Onu, R.O., Akpusugh, R. A. & Wahab, A. A. 920

Level of Awareness and use of Modern Family Planning Methods

by Young Women of Reproductive Age in Sagbama Local

Government Area, Bayelsa State

Okechukwu, F. O., Umennuihe, C. L., Nnubia, U. 1., Nnodim,

E.]., &Alebiosu, I. 97

Assessment of Nutrient Content and Acceptability of Soups Made
from Tender Cassava Leaves

Johnson, W.0, Tijani, S., Oyewole, M.F., Abdulkadir, S.O. and
Adewumi, M.A. 105

Managing the Social Determinants of Food Choices of Rural
Women in Abia State for Sustainable Living
Alozie, Elsie.N, UmehIdika S and Nnanna ] 113

Parents Role in Inculcating Proper Dress Sense Among Female Senior
Secondary School Students in Abia State _
Anthonia Obeta 120

Retirees Lifestyle and Family Care Provision in Benue State, Nigeria
Okonkwo, L. E., Kembe, E. M. Akuto, G. W and Ivande P.D. 127

Investigation into the Knowledge, Attitude and Practices of Students

Towards Prevention of COVID-19 Pandemic and Family Sustainability
Among Students of Federal College of Education (Technical)

Akoka, Lagos

OYEGUNWA, Oluwatoyin, Ruth, GBADEBO Christiana Teniola,
ALADEWOLU Victoria, Temidayo & OKON Comfort Esther. 133



N

Design and Construction of Fabric-Face Mask for Public Primary
Schools in Lafia local Government Area of Nasarawa State
Nasara, Edith S., Agbo, D.A., Anda, S. A.D., & Edoh, J. A

139
21  Gender Based Violence Among Civil Servants in Bauchi State
and Its Implications on Marriage and Work
Gbatse, Victoria H. & Kembe, Elizabeth M. i
22 Covid-19 Pandemic and Family Adjustment in Zaria Metropolis of
Kaduna State, Nigeria
Lamina, I. O, Okworij, E & Ayuba, R.L. die
5
23 Nutrient Composition and Sensory Qualities of Landolphiq Togolana
Used for Traditional Soup Consumed by Post-Partum Mothers in
Akoko Region of Ondo State, Nigeria
Deborah O. Opaleke, Lilian I. Salami, Ekeminij E, Uko-Aviomoh &
Oluwatosin A. Ijabadeniyi
163
24 Family Adjustment Programs in Edo South in The Face of Covid-19
Pandemic: Implication for Sustainable Family Living in an Unstabl
Economy £
Ojomu, Adeniyi Andrew, Nwaeze Ifeyinwa Blessing, Ibrahim Bos
& Dauda Fatima =
172
Notes to Contributors
17

Vi




loyee Job Perfo
. uence of Resources on Elmgn gouth, Horip, rhlahc
in Hospitality Industry in Ilo KW

b
A
State A
son & 1. B. Arlb] a;
S. O. Abdulkadir, O.J. Adediran, W.O. John des;
. . C C ’ '
SHAE ve directly affocy,
/}bs“dd ) k environment and /mm' ( “./ ffec l(/ the iy
Resources ape vttal to the work « zation goals and subtly changeq ’”’ﬁ‘rpg g,
contribution to organiza e,

/)(-;l/hrlluulpp, sy 9/”(/,/ examined the fl”lf/l//(fl’lf(.’ ()f rC’S()L,r h(,/
. : ) 7] 1S ¢ ’ Ceg
mieractions and ths productivity. ‘

o stry in Ilorin South, loriy ., S,
cimployee joly performance in hospitality i ”d”b”t"/, Z;lf]/[(;[/ to research quest(;'):m{ “"lf:
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lms,l'/fn/ify l'na’usﬂ?/ m llorin South Local Goverﬂmﬁlz I i Ny, ting
Jour (504), 29 7% of the total population was used to huereng i s er o (15
employee thyy constituted the study sample. Data CQI lef f‘ Iso infe 5% tial Stgtdes.cnpt Iy
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"0t have inflyeyce on job performance, it also revealed ﬂlﬂf years of working €XPeriey,
(66%) determine 4, utilization of resources, knowledge on utilization of resources (77 ., )
and experience (74.7%) play significant roles in job perjfornlaifce 0f employees, T, Tesy]s
also revealed th,4 there is significant relationship between availabil; ty of adequate hitmg,
and materiglg resources and employees job performanC&‘ (P=0-000)- The study ancludes
that resources influence the Job performance of hospitality stajf Based o tI{e finding,
the Study recommends that lzospz'talz'ty industry should provide adequate Mputs gpg

measures for employees to promote high level of Job performance,
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Keywords:Resources, Employees, Organization, Hospitality Industry, joy,
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Introduction T :
An organization’s Success mostly depends employ ees. Hospitality is essentlall
on its employee’s performance. Good relationship based on hosts and guests
employee’s performance may be influenced it is the hc?st-guest r elatlonshlp that s the
through adequate resources and thereby distlngmshlng c_haracteelstlc of
increase the chance of an Organization hospitalityindustry from which several othe

success in the competitiye environment. Aim  dimensiong emerge. The copcepttog
of every Organization jg to satisfy its hOSp_ltahty IS reception and ente.rtammen(z1
ustomers to keep them loyal and guests or visitors with generosity and goo
. . . L rarm
onsequently earn more profit so first they  will. The most vital aspect of it refers to war

. - iability. The
lust provide and Tequire prerequisites o welcome, reception and amiability

. 1dine a
eet the needg and demands of their  warmth reception, translate to providing
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_cant atmosphere by means of (g
Plefh Je resources and activities, Hospitality
vl Jbout given personal care to people
X o away from their homes, Hospitality
who' v is a wide group of fields within the
indu'».e/in dustry which includes lodging
591"’] sJanning, theme parks, tl'ansportaﬁon,
eve! Jine, travelling and additional field
Cl‘_‘ll ' the tourism industry.
wit 25oUICES AT anything that can be used
mplish something or an asset for
! pieving a 80al- (Anyakoha, 2015) It plays

ital role in employee’s job performance.
uman and nonhuman resources are what

needed for the successful running of a
tality industry. Human resources like
Jedge, Skills, Energy, and Time are
resources that exist within each
dual at all times. Non-human
eSOUTCES like money,.building, equipment,
10018/ transport service, exist outside an
mdjvidual but can however be owned,
Conn‘o]]ed and used by individuals, families
and businesses (Anyakoha, 2015). Resources
are assets, tools, talents and possessions
which people use to solve their everyday

roblems in life. Training is defined as “the
rocess of developing a staff member’s
gnowledge, skills, and attitudes necessary to
erform tasks required for a position” (Hayes
g&Ninemeier, 2009). Training and
Jevelopment can influence organizational
erformance also in the hospitality industry
Aksu, 2005; Boella& Goss-Turner, 2012;
Joshi & Naik, 2018). The fundamental aim
of training is to help an organization
toachieve its goal by adding value to its key
resources, employees (Ansah & Rita, 2019).
Today the exceptionally competitive business
area, in which business operates, demands
askillful workforce in order to stay a
compelling actor in the centered session of
the clientele. Oneof the essential hindrances
which occur in the workplace is the unlucky
deficiency of trainingand growth. (Habib &
Hossain, 2016).

Human resource is the most important
asset in any organization. It is necessary for
organizations to manage their employees
effectively and efficiently. This resource
controls the non-human resource. It, thus,

are =
Hosp!

now
those
indivl
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attention of the
ces can work up
d & Gchroeder,
are persond
s and can be
als.

requires the considerable
management so that employ
to their full potential (Ahma
2003). Human resources
characteristics people posse
used to achieve their desired g0 _
Non -Human resources exist outside an
individual but can be used and posses% by
everyone, The work environment comprises
the totality of forces, actions and other
influential factors that are currently an
potentially contending with the employe® °
performance and productivity- It sthS the
interrelationships that exist within 'the
employees in person and their working
environment (O'Neill, 2010).
An employee is a person who works for
another in return for financial o other
dispensation. (Purcell, Kinnie& Hutchinson
2003).Employee is an individual who was
hired by an employer to do a specific job.
The employee is hired by the employer after
an application and interview process results
in his or her selection as an employee. Job
performance is a way to assess whether a
person performs his or her job well or
properly. Job performance is an activity in
which a person can execute a task allot to
him/her successfully, subject to the normal
problems of reasonable utilization of
available resources. It consists of the
observable behaviors that people do in their
jobs that are relevant to the goals of the
organizations (Campbell, McHenry, & Wise,
1990). It is the responsibility of the company
managers to ensure that the organizations
strive to and thus achieve high performance
levels. This therefore implies that managers
must set the desired levels of performance
for any periods in question. This can be done
by setting goals and standards against which
individual performance can be measured.
Every company must provide support for
their employees regarding their gender and
individual needs to be competitive and long-
lasting in the market. Working experience 15
also a key factor in any organization,
Educated and experienced people in any
business are responsible for creating

organizational wealth.

e
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Stateme  the Problem .
le?)l[:lm\nl (:';1:' hospitality industry is
a](‘kllﬂ\\’l.t‘(iw\‘d to be of ,,-mnjlicum‘(‘ v “140
economic growth of any "““‘(Tn' ]»l()\./vvv?l',
in most dlz\\-'vlopl'”)} countries, N'l}',(‘lld
inclusive there are still setbacks in the
industry in the respect of lack of adequate
resources and inability of employees lormake
use of the available resources properly. These
industries still underperform in 'relatlon to
resources development and training an.d do
not have the capability to operate effectively
and efficiently. Also, meagre staff
remuneration, poor motivation in terms of
compensation and inadequate recognition
of staff for hard work among other poor
working conditions have been linked with
the hotel industry in Ilorin metropolis
(Adediran, 2019; Adediran&Sule, 2019).As
a result, might hinder the hospitality
business that is planned to serve ag the
economic boost of the state, The number of
hospitality industry s increasing
considerably, and the country investment
rates are rising substantially. Thiscontributes
towards a higher leve] of Competition in the
hospitality industry.The hotels and catering
organizations underperform, sti[] deliver
inadequate services, and provide limited
facilities compared to similar businesses; this
can have a negative Impact on the industry.
This study will contribute to minimizing this
gap and thereby establish the basis to which
the proper utilization of resources by
employees  would influence  job
performancein hospitality industry in Ilorin

South, Kwara State.

Research Question

The following research questions were raised

to guide the study:

i What is the importance of training
employees for effective job
performance in the hospitality

industryin Ilorin South, Kwara
State?

JOURNAL OF THE SOCIETY FOR HOME ECONOMISTS

2. What is the perceptiqy, of
on organization’ %N(‘
material TeSOUrCoq Uman Ve,
performancein the b to
industryin lorin S()utgsp’taf('“
State? , k\w”l,

3, What is the inf]uence of i
employee’s job p‘—’rformagenq&r
hospitality indygt, in 11, ﬁcs,jr] tfu:
Kwara State? “n g e

4. What is the relationgp,
employee’s resource utily,. o,
years of working ey erin. 0N,

hospitality indUStr}’in I CQ;.? |

0 df:(:

‘ oy,

lOri
Kwara State? i gy

Research Hypothesis

HO,:There is no significant mﬂuﬁnceb
human and material TesOuree,
employee’s job performance. q
Methodology

Research Design

The study adopted descriptive Survey o,
It helps in collecting views, facts agﬂ.
opinion on what exists, A descri tive S;m,nd,
design was preferred for thig stu bECau?
information was gathered from individuag
who formed a representative sample of the
population. After collation and analysis ¢
the results, the findings can be ge

‘ Neralizeg
to the significant larger POpulation the

study.

Population of the Study

The target population of the study compriseg
all staff of the Hotels in Tlorin South gy
llorin Kwara Stae, The total Population is
five hundred and foyr (504)

Sample Size and Sampling Technique
simple random sampling was used to select
thirty percent (30%) of the respondents fo
give a sample size of one hundred and fifty
(150) respondents,
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Jable 1:Population and Sample Size of the Study
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f hotels (30%)

gN Hotel Population Random selection 0
L E— T
9 Princess luxury 86 2%

3 Water view 35 11

4 Rehoboth 30 9

5 Bekadims 50 15

5 Royalton Palace 60 18

7 Fairyland 40 12

8 Purple Hills 48 14

9 De Peace 45 12

10 Suitoria 40 12

Total 504 150

Instrument for Data Collection
The instrument for data collection was a
uestionnaire titled, “Job performance
Questionnaire”(JPQ). The instrument
contains twenty-eight (28) items on a four
(4) point rating scale of Strongly Disagree
(SD-1), Disagree (D-2), Agree (A-3), Strongly
Agree (SA-4)

Data Analysis

Descriptive statistics used include
frequencies, percentages and mean and
inferential statistics Pearson Product
Moment Correlation (PPMC). The null
hypothesis was tested at 0.05 level of
significance. The decision rule for mean score
was based on the four-point rating scale of
250 by which a mean rating of an item by
the respondents equal to or above 2.50 was
taken as agreed while less than 2.50 was
taken as disagreed.

Results and Discussions

The socio demographic information of the
respondents revealed that 85 (56.7%) were
males, while 65 (43.3%) were female, 105
(70%) were between age 21 and 30 years,
87 (58%) have between 0 and 5 years
working experience

Analysis of the Research Questions

Table 2 presents the mean score and remarks
on importance of training employees f‘or
effective Job performance in the hospl'tahty
industry. From the table, nine of the items
were agreed; this is because they have a
mean score that are above the mid-mean
score of 2.50, this implies that majority of
the respondents believed that training of the
employees has impact on job performance.
That is, training helps to improve overall
required skills (x= 3.54), also training
motivates employees to be more committed
towards organizational goals (= 3.66),
training helps in improving relation with
clients (= 3.63), training helps the
organization to meet and exceed their
expectations (= 2.55), training also aids in
organizational developments (= 3.53), while
one of the items disagreed; this is because
they have a mean score that are below the
mid-mean score of 2.50, That is, training has
improved general disciplinary level of
employees (= 2.48). This is a proof that
organization of training for the employees
will contribute to effective job performance.
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Hzls)k'f 2:- Importance of Training Employees for Effective Job P(-:rformanCe i
Pitaljty Indushy — K
N emg 5% SA_ Mean pe
L Training helps improve 4 4 % 7o 35 Agreer;
overall required skiljs (2.7) (27) (440)  (67)
Training Mmotivates 3 65 82 S Agreed
€mployees to pe more 20 433 96
COmmitted towards
; Organizationg] goals
. Tral'l.ling helps in jmproving 4 4 66 76 3.63 Agreed
relation wigh clients 27 27 40 507
4. Training helps the 16 36 56 42 2.55 Agreeg
OTganization to meet ang 10.7 240 373 280
€xceed thejr €Xpectations
5. Training also aids in 50 40 60 3.53 Agreeq
Ol'gf’inizational developments 333 367 400
6. Traming has improved 16 42 56 36 248 Disagreed
general disciplinary level of 10,7 280 373 240
employees
7. Training has helped attain 16 12 33 89 3.03 Agreed
~ teamwork anqg group goals 107 80 220 59.3
8. Training has helped in 28 33 37 60 251 Agreed
developing supervisory roles 18.7 20 247 40.0
9. Training has helped in 12 12 60 66 262 Agreed
developing leadership skills 8.0 80 400 440
10. Training helps to set 3 49 94 391 Agreed
Organizational performance 2.0 827 627
yoals

Table 3 presents the mean score and remarks
on the perception of employees on organization
contribution of resources. From the table, five
of the items were agreed; this is because they
have a mean score that are above the mid-mean
score of 2.50, this implies that some respondents
believed that organization contribution of
resources has impact on job performance. That
is, rest period/break would influence their job
performance (z= 2.71), also unwillingness to
perform a task affect job performance (= 2.55),
reward system influence job performance (=
2.71), provision of necessary material resources
(= 2.55)while four of the items were disagreed;

this is because they have a mean score

that are below the mid-mean score of

2.50, That is, high paid workers do not

perform job better than low paid workers

(= 2.37), structural layout of the premises
do not ease their job performance (=
2.36), and their organization do not
provide them with training opportunities
to extend their skills and abilities and job
cannot be performed adequately because
of lack of resources (= 2.38). This isa proof
that organization contribution of
resources is important to employee’s job
performance.
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ple 3t Mean Rating on The p i ‘
ITl:sources To Job Performance erception Of Employees On Human And Matert®
qooneeB EOIPR Ceomnes "
tatements
N S SO D i SA  Mean Remarks
score

1 Rest period/break 10
influences job (67) 2188 57 55 771 Agreed
performance /) (187)  (380) (367)

High paid work
9 igh paid workers 29 36 43 42 237 Disagreed

perform jobs better 193
than low paid workers t8) (24.0) (287) (28.0)

5 Structurallayoutofthe 25 19 68 a5 236  Disagreed

premises eases job 166
performance (166) (127) @453) (233)

4  Workerattitudeand 30 15 65 40 255 Agreed
social skills affectjob  (20.0) (10.0) (433) (267) :
performance ' '

5  Myorganizationhas 39 17 47 47 238 Disagreed
provided me training ~ (26.0) (11.3) (31.3) (31.3)
opportunities enabling
me to extend my skills
and abilities

6. Organization provision 15 30 65 40 2.55
of necessary resource  (10.0) (20.0) (43.3) (26.7)
do have great impact

on my performance
7. Jobs can be well 47 17 39 47 238  Disagreed

performed without (31.3) (11.3) (26.0) (31.3)
provision of adequate
material resources

8.  Reward systems

Agreed

10 28 57 55 27 Agreed

influence job 67) (187) (380) (36.7)
performance
9.
I accomplish my task 28 14 66 42 257 Agreed
within the limited (187) (83)  (440) (28.0)
available human
resource

Table 4 shows influence of gender on the implies that respondent’s gender do not
really have influence on job performance of

performance of employees in hospitality
industry. Respondents agreed to items 14
and 5 while disagreed to items 2 and 3. This

the respondents.
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Table 4: Mean Rating of Respondents on Influence of Gender on
performance 'np]()y
S/N Statements SD D A SA Mean be i"h
T Tepelonmy 30 a7 g m——fem R
duties with ease (13.3)  (11.3) 38. ) : -
without much =0 26i) Agree\q‘
fatigue when
working with same
gender co-worker
I meet my work hour 37 12 62 39 5
schedule when (24.4 8.0 41 2
working with same ) (80) (41.3) (26.0) Dlsagre
gender ™
I get 37 36
50 27
bored/frustrated (24.7 2.08
. 24, i
over repetitive task ) 0 (33.3) (18.0) Dlsagreed
because of my
gender
4 Irrespective of my 28
gender I can ‘ (]8.7) (]843) 6464 5 42 2.57 e
accomplish my task . 320) (28.0) e
well
5 ;Ans] .Zsrsejsgultcc;f gender 22 18 62 48 2.72 n
ned certain (14.7 12.0 ' 8re
fch ) (12,00 (41.3) (32.0) ed
Tab;e 5 s’hov.v§ th.e relationship between The respondents view on this sk
employee’s quhZé.ltIOD of resources and years years of working experience l2Wred thay
of working experience. Respondents agreed  influence on utilization of resourc S greg
€S amg,

to items 2 and 3 and disagreed to 1 and 4. respondents.

Table 5: Mean Rating of Respondents on Relationship Between Employee’s Util;
1Zatjg

of Resources and Years of Working Experience
SD (1) D (2 A(3) SA(4) Mean score Remarks

S/N  Statements

1 Years of experience 26 25 69 30 2.46 Disagreed
do not determine (17.3)  (16.6)  (46.0) (20.0)
utilizationof
resources
2 Knowledge on 28 5 65 o2 275 Agreed
utilization of (18.7) (3.4) (43.3) (34.7)
resources increases
job performance
27 8 63 52 2,72 Agreed

3 Experience is more
important in (18.0) (5.3) (42.0) (34.7)

increasingjob
performance
62 16 40 32

4 Adequate resources
notyearsof experience (41.3)  (10.7) (26.7) (21.3)

increasesjob

6 Disagreed

1
[

performance
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jo 6 shows an 1 value of .291** and a P
rab (101 000 Testing atan alpha level of 0,05,
mlulw value is less than the alpha level.
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he influence of training on the employee’s
work erformance in the organization.
Majority of them believed that training has
, positive influence on their work performed
in the organization. This is in line with
Plessis, Douangphichit, Dodd (2016) which
says training of employees played a
significant role in job performance in
hospitality industry.

Finding of research question 2 revealed
that staff in hospitality industry performs
task based on availability of both human and
materials ~ resources, also working
environment, its features and organization
contribution to employee necessities (such as
rest period/ breaks, rewarding system, good
structural layout) influence job performance.
This finding agrees with Williams and
O'Reilly (2001)who revealed that short-term
outcomes of job stress have both
physiological and behavioral effects leading
to poor job performance. In a study
conducted by Siron and Tasripan (2012),it
was reported that to increase the
performance of employees and managers,
the Libyan industrial companies must handle
the issues of workplace stress effectively.
Additional formulation is that Ainsworth,
Smith, and Millership, (2008) have pointed
out three elements that must be conducive
for employee welfare during work: the
physical environment -tools and the
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Availability of adequate 1313 4.94
resource ‘
150 291% 000 S
Level of Job Performance 19.92 55 I
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Discussion of the findings
Findings from research question 1 revealed ~ workplace physical conditions; the human
environment- group factors such as

compatibility, team cohesiveness and
leadership factors; the organization-clarity
of structure, systems, communication of
priorities,emphasis and the workplace

culture.
Finding of research question 3 revealed

that individual gender does not affect job
performance, and that irrespective of the
gender, employee perform job effectively
when working with co-workers. This agrees
with (Wang, Tsai, Tsai, 2014) in the recent
competitive environment, every company
must provide support for employees for
workers to be competitive and long-lasting
in the market.

Finding of research question 4 revealed
that there is a relationship between
utilization of resources and years of working
experience in relation to job performance
and that new staff will be moderately
effective if the required resource is readily
available to perform job. This finding agrees
with (Ahmadi., Jalilian, Salamzadeh,
Saeidpour, &Daraei, 2012), that the skills
and knowledge gained from the previous
work experience improve current
productivity, the beliefs of self-efficacy, the
response time when faced with work
challenges, lead to the overall improvement
of the job performance.It also agrees with
study of (Bello & Bello, 2021) that openness
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